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SALGA 		

South African Local Government Association

SCLG 			

SALGA Centre for Leadership and Governance

SETA 			

Sector Education and Training Authority

TLMA 			

Tshwane Leadership Management Academy
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1. EXECUTIVE SUMMARY
The South African Local Government Association (SALGA) hosted its 2nd Annual Local Government Talent
Management Seminar on 30 – 31 January 2020 under the theme “Building municipal resilience for complexity
and change from an integrated talent management perspective”. The Seminar provided a platform for municipal
delegates and stakeholders to reflect on experiences and emerging approaches in talent management; empowering
delegates to employ principles and tools for talent analytics, selection, career planning and development; and further
encouraged networking and sharing of best practices and new developments.
The seminar discussed the changing world of work and impact of the 4th Industrial Revolution. The future world
of work focuses on enhancing employee experience to promote agility and position employees for success rather
than confining employee contribution to the traditional approach of a particular job profile and / or policy stance.
The seminar also reflected on the enormous opportunities for emerging technologies to enable and transform talent
management practices. The seminar was delivered with the support of partners ranging from training institutions,
speakers, panelists and moderators, who remain essential in entrenching the culture and practice of effective talent
management in local government.
The seminar accentuated the changing paradigm of learning and development, making some firm proposals. Key
among these proposals were: the promotion of skills development, innovation and creativity to transform municipalities
into conducive learning organisations, offering mentoring and coaching programmes, and use of learning champions
that can provide ongoing skills transfer and continuous learning. Municipalities were encouraged to use e-Learning
technologies and develop collaborations with Institutions of Higher Learning and Sector Education, Training and
Development Authorities.
One of the key highlights of the seminar was the launch of the Local Government Women Leadership Development
Programme, an initiative delivered by SALGA in partnership with LGSETA, Nelson Mandela School of Public
Governance at the University of Cape Town and Zenande Leadership Consulting. The Programme aims to deepen
women councillors and managers’ leadership journey through accessing exceptional leadership, professional
development content and personalised support, as well as join a powerful and nurturing network of change-makers
across the country.
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2. BACKGROUND & SEMINAR PROGRAMME CONTEXT
The South African Local Government Association (SALGA) is an association of municipalities with its mandate
derived from Section 163 of the Constitution of the Republic of South Africa, 1996. SALGA plays a leading role in
the transformation of Local Government to be developmentally oriented. As part of its strategic agenda, SALGA
formulates & implements a range of leadership focused interventions aimed at enhancing the capacity of municipalities
to adequately respond to the challenges facing local government. These interventions take various forms, from
facilitated leadership conversations, executive coaching, training sessions, through to blended learning programmes.
These interventions are implemented through the SALGA Centre for Leadership and Governance (SCLG).
The 2nd Annual Local Government Talent Management Seminar is a demand driven learning event that includes
content areas such as human resource policies, systems, processes and practices introduced in municipalities to
influence the roles, authority, responsibilities, conduct and decision-making. The need for the seminar emanates from
various Human Resource assessments conducted by SALGA over a period of time, primarily focused on capacitating
leadership through continuously formulating and implementing a range of municipal leadership focused interventions
aimed at enhancing the capacity of municipalities to adequately respond to the challenges facing local government.
The Inaugural Annual Local Government HR Best Practice Seminar was held in September 2018, under the theme
“Deploying the right competencies to inspire service delivery – Why Talent Management Matters”. Consistent with our
appraisal and the seminar objectives echoed above, the Annual Local Government: Human Resource Best Practice
Seminar, underwent a name change to be known as the Annual Local Government Talent Management Seminar
inspired by the appreciation of the linkages with other seminars within the suite, as well as SALGA’s overall capacity
building and organizational development agenda. This name change was also necessary to aptly mirror its entire
scope of coverage, which incorporates human resources management on the one hand and skills or competency
development on the other within a broader organizational development paradigm.
The 2nd Annual Local Government Talent Management Seminar focused the attention of municipal practitioners
working in the talent management domain / space on emerging cutting edge / bespoke approaches to human capital
optimization in a constantly changing organizational development context. This year’s seminar deepened SALGA’s
work to support municipal capability and resilience by exploring the complexities of human capital systems and its
impact on the world of work.
Through the seminar, delegates gained continous professional development points (CPD) points from the professional
body, The South African Board for People Practices (SABPP).
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3. SEMINAR STRATEGIC OBJECTIVES
•

Provide a platform to the municipal collective responsible for talent management to reflect on their experiences
and identify emerging approaches to be incorporated going forward;

•

Reflect on human capital management legislative prescripts and thus influence a widely embraced talent
management policy direction and practices;

•

Empower municipal executives to employ principles and tools for talent analytics, measurement and selection,
career planning and development;

•

Keep the political and administrative leadership and practitioners abreast of important developments;

•

Provide a platform for networking and sharing of best practices based on the audience’s particular, and/or peculiar
on the ground experience;

•

Create a space for thought leadership and engagement between industry thought leaders and the municipal
delegation; and

•

Create an enabling environment for effective advocacy and constituency immersion on SALGA programmes and
interventions.

DAY ONE
“Building municipal resilience for complexity and change from an integrated talent management perspective.”
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4. WELCOME REMARKS
In his welcome remarks, Cllr Raymond Shweni, Executive Mayor of Inxuba Yethemba Local Municipality and member
of SALGA Capacity Building and Institutional Resilience Working Group focused on the fact that the world of work is
changing and how delegates, as a collective, need to have an organisational development paradigm shift. He quoted
President Cyril Ramaphosa saying, “Unless we adapt, unless we understand the nature of the profound change
that is reshaping our world, and unless we readily embrace the opportunities it presents, the promise of our
nation’s birth will forever remain unfulfilled. Today, we choose to be a nation that is reaching into the future.”
Cllr Shweni stressed that he was looking forward to the thought-provoking topics that would be presented on human
capital and its impact on the world of work.

5. SETTING THE SCENE
Mr Rio Nolutshungu, on behalf of Mr Xolile George, the SALGA CEO, set the scene, highlighting that there is a
community within the municipalities that is being built, even if incrementally. Mr Nolutshungu reminded delegates that
their attendance to the seminar was part of an ongoing agenda to realise the goals of Local Government, towards
effective and efficient service delivery. He encouraged them to learn, engage, network and build collaborations and
partnerships. He further pointed out the need for municipalities to be ready for the pressure the changing world is
placing on service delivery. Intuitive solutions that are sustainable need to be sought out and actioned. Key legislative
and policy context underpinning local government talent management includes amongst others the following:
•

CONSTITUTION RSA: LG must also adhere to “the basic values and principles governing public
administration” (Section 195);

•

WHITE PAPER ON LOCAL GOVERNMENT 1998: Requires SALGA to drive vision, leadership and
considerable expertise in labour relations, bargaining, conflict resolution, human resource management and
development;

•

MFMA REGULATIONS: Municipal Regulations on Minimum Competency Levels;

•

NATIONAL DEVELOPMENT PLAN: Building of key capabilities (human, physical & institutional) and building a
capable and developmental state;

•

ACTS, INCLUDE SYSTEMS ACT REGULATIONS: Appointment and Conditions of Employment of Senior
Managers; and

•

SALGA CONFERENCE RESOLUTIONS: Formulation of guidelines for competencies and requisite skills for
each job category.

Mr Nolutshungu highlighted the Auditor-General (AG)’s concerns on human resource management functions in
municipalities, which included:
•

the slow response to improve internal controls and address risk areas;

“Building municipal resilience for complexity and change from an integrated talent management perspective.”
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•

inadequate consequences for poor performance and transgressions; and

•

instability or vacancies in key positions or key officials lacking appropriate competencies.

The AG has recommended basic controls that should receive specific attention, such as effective leadership (political
and administrative); audit action plans; proper record keeping; daily and monthly controls; review and monitor
compliance; human resource management controls; and information technology controls. Mr. Nolutshungu went on
to say that delegates need to formulate responses for an environment confronted by a high degree of rapid, interconnected complex change.
Mr Nolutshungu emphasised that deliberations by delegates and partners should inform the building of resilient
municipalities and ensure a steady supply of strong future leaders, through localised benchmarks, to resolve and
guide burning talent management issues pertaining to Talent Attraction and Acquisition. The following questions
were posed to delegates: “What will we do to stem the outflow of talented employees? What will we do to attract and
develop scarce expertise? What will we do to ensure a steady supply of strong future leaders? How do we embed a
performance culture and ingrain a talent management mindset?”

10
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6.	KEYNOTE ADDRESS | THE CHANGING WORLD OF WORK FROM THE
4TH INDUSTRIAL REVOLUTION PERSPECTIVE
Dr Jerry Gule from the Institute of People Management, presented on The Changing World of Work from the
Perspective of the 4th Industrial Revolution. He asked delegates: ‘What difference are you making every day?’ and
stressed that the key to great performance is in managers as they are responsible for facilitating and ensuring a
better workplace for employees. According to Dr Gule, The 4th Industrial Revolution is a concept that involves people
and machines working together, and a reality which must be embraced requires people to be comfortable with
technology. As an example, Dr Gule mentioned the significance and power of a cell phone over that of the Apollo II
that went to the moon.
Dr Gule asserted that active and agile leaders are required in this new world of work – leaders that are engaged and
unafraid to have difficult conversations and embrace change. The essential factor in a leader is emotional intelligence
(EQ) – leaders who understand their own emotions and those of their team. He said that feedback is important as it
assist people not to repeat their mistakes, and outlined attributes for future leaders as follows:
•

active and agile leaders – leaders who engage with their teams;

•

emotional intelligence – understand theirs and their teams emotions;

•

technology, culture, and diversity savvy;

•

passionate;

•

inclusive – allow employees to contribute and give inputs in decision making.

“Leaders need to be engaged and unafraid”

7.	PRESENTATION | GOVERNMENT PERSPECTIVE ON THE FUTURE OF
WORK/ REORGANIZING THE GOVERNMENT OF THE FUTURE
Professor Richard Levin spoke on the Future of Work/Reorganising the Government of the Future. He said that in
addition to 4IR, South Africa is also still mastering the 3rd Industrial Revolution, it is with little wonder then that the key
theme of the National Development Plan is building a capable and developmental state - and that it is important to
not just focus on 4IR but to acknowledge that social inequality exists, where not all people have access to technology.
He stressed, however, that it is important to use technology to leverage the ability of LG to fully engage with and
service the people on the ground. He indicated that big data is the way of the future, and that with proper ownership
and security, it can be used to facilitate solution delivery and maximise participation. He also energised attendees to
build their own talent instead of relying on consultants. Lastly, he stressed the importance of managing and growing
teams effectively.

“Building municipal resilience for complexity and change from an integrated talent management perspective.”
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8.	PRESENTATION | RECRUITING FROM THE OUTSIDE AND DEVELOPING
FROM WITHIN
Mr Craig Scannell, on behalf of LinkedIn, mentioned that the average tenure of a public sector job in South Africa is
16 years, contrary to only 3 years in the rest of the world. This implies that developing and growing talent from within
is not only necessary, but essential. Mr Scannell indicated that emerging jobs in South Africa are: Robotics Engineer,
Data Scientist, Customer Success Specialist, Cyber Security Specialist, and Network Manager. He further said that
LinkedIn offers a highly targeted pool of talent, and that by using the platform, recruiters can make smarter talent
decisions with confidence.
LinkedIn enables recruiters to promote their employer brand with personalized career pages and target jobs to
attract the right candidates, as well as search and find the best quality talent direct with Recruiter. The most InDemand Skills in South Africa are: Digital Literacy, Business Management, Leadership, Project Management and
Communication. The Fastest Growing Skills in South Africa are FinTech, Analytical Reasoning, Creativity, Problem
Solving and Customer Service Systems.

Q & A Session
Q | The digital landscape changes quickly – what is in the pipeline to assist rural communities?
A | There needs to be an integrated service within Government to be able to do this – most people have access to a
cell phone, even if it is not a smartphone. This can be used.
Q | Can SALGA assist in teaching line mangers about the disciplinary process. Also, how can millennials be disciplined
without it seeming like a punishment, and how can that generation be retained in the workplace?
A | Millennial retention starts with a change in culture and values, the type of tools they can access, flexible working
conditions and a compassionate leader.
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9.	PANEL DISCUSSION | THE IMPACT OF THE 4TH INDUSTRIAL
REVOLUTION ON JOB SECURITY – THREAT OR OPPORTUNITIES
Moderated by Ms Kholeka Ngubeni-Henderson, from KhoCor Consulting.
In her opening statement, Ms. Lindiwe Sebesho from Barloworld indicated that Talent Practitioners in the sector
should strive to establish consensus on the basics before venturing into complex talent management programmes.
She elaborated on that by provoking delegates to imagine a sector that has a unanimous understanding of the
meaning of talent and similarly of the practical application of managing talent. She implored delegates, whom she
referred to as part of the custodians of the municipality’s talent, to constantly explore means to empower employees
as they aim to thrive in the ever constraint and rapidly changing environment of delivering services to citizens. She
shared that Barloworld’s point of departure is to put focus on its purpose statement, which is to ensure that they
inspire a world of difference. Translating it to about how every employee is enabled to build a legacy for themselves
and their communities whilst also earning a living.
Ms Sebesho advocated for a perspective that predicts the requirements of the future world of work and thus being
at the forefront of driving transformation by automating some of the manual processes to ensure a responsive talent
management support service as well as embracing the growing notion of the gig economy which has become a
reality. She illustrated some of this through an example of their remote workers such as drivers and technicians who
have since been digitally enabled and supported to participate in employee initiatives using their mobile devices.
Indicating further that the primary intent of Barloworld’s talent management initiatives serves to respond to those
basic questions.
Mr Mangaliso Jamani from the Jamazizi Group expressed a view that most organizations start by procuring the
system, application or technology in the hope that it will replace or improve their business processes and thereafter
search for talent to drive value add based on that. He offered a divergent perspective that the people agenda
should pave the way for the definition of the needed capabilities, including a skills gap analysis and developmental
opportunities to unlock the potential of employees, instill ownership and promote accountability.
He alluded further that in respect of the opportunities offered by technology, a systematic mindset shift is required
to undo the personal mental blocks often formed due to the fear of the unknown so that employees can define
themselves as part of the future world of work and contribute to the innovative solutions presented by the wave of the
4IR. He urged delegates to champion the change to try and remove friction between employees and the technology.
Referencing the jobs and other losses that have been experienced during the past two decades due to the many
changes that have taken place, he stated that the challenge is about tapping into every employee’s SHAPE, which
is an acronym meaning, S = Skills, H = Heart, A = Action, P= Personality and E=Experience which would begin to
identify a fit for purpose developmental and competitive advantage for organizations.
Q | How can manual recruiting platforms be migrated to electronic recruiting platforms?
A | Ms. Sebesho emphasized the importance of “rehumanization” of technological processes to enhance the hiring
as well as the job search experience. She also made mention of a need for a well-stocked up “supermarket”,
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referring to the organization’s existing human resource information system with various modules aligned to the talent
management value chain to equip the human capital function to narrow down the process for the hiring manager to
about top three value adding decisions to make. The use of artificial intelligence should also be incorporated to aid
the processes of elimination and selection as the case may be.
Q | Is the public service arena ready for e-learning through 4IR?
A | Mr. Jamani cautioned that it should be borne in mind that there is a process to learning before we can choose
the technology, the context of the learning and learners should also receive thorough consideration for an example
certain rural areas are confronted by a challenge of poor connectivity whilst metropolitans are challenged differently,
by for an example, of competing priorities given the fast paced environment and not enough time to apply oneself to
an eLearning process. Thus eLearning has to be fit for purpose based on a feasibility analysis of well thought through
variables. Ms. Sebesho added that different options to cater for different learning style should be provided and that
eLearning should not be a replacement for classroom learning.
Q | How does subjectivity impact on succession planning?
A | Ms. Sebesho responded that people management is not an exact science. That it by its very nature require
judgement. The data provided for processes should come in handy to assist in making those meaningful judgements
which best suit all stakeholders concerned in the process. She concluded that there may always be an element of
subjectivity, but it should be informed by credible data. As human beings we also need to be conscious of our bias
as it cannot always be ruled out.

10.	PRESENTATION | GOVERNMENT HRD TRAJECTORY AND THE BLENDED
LEARNING PROSPECTS IN THE CONTEXT OF THE 4IR
The Executive Manager for Core Business at the Services SETA – Mr Andile Sipengane laid the foundation for his talk
by posing thought provoking questions to the audience on state and advancement of Human Resource Development
(HRD) in South Africa (SA) under the custodianship of its government.
In applauding the efforts driven by municipalities and or with municipalities at the centre stage through various
institutions of government, Mr Sipengane indicated that he has based his presentation on analysing strategic
frameworks of our government HRD legislation and also most importantly, the transformation agenda of our country.
He indicated that SA is one of the leading countries in the African continent in terms of policy and strategic frameworks
owing to its transformational element with a bias towards social justice. Such that there is appetite from other Pan
African countries to learn from us, citing two recent invitations for his organisation to share perspectives with Rwanda
and Kenya.
Highlighting the numerous legislation critical for the execution of human capital development, he alluded to the
framework of the occupational qualifications which cascades from Umalusi, QCTO and CHE as quality assurance
bodies for qualifications in the country. He appealed to delegates to ensure that all learning delivered in municipalities
is quality assured to eliminate the prevalence of “fly by night institutions” who are delivering training that is not credible.
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Also recommending that a proactive approach should be adopted when engaging with various service providers to
ensure a proper fit in terms of NQF levels. Delegates were also urged to support the National School of Government
given its strategic role in delivering learning within the public service in particular and benchmarked success stories
on the model by other countries such as Canada, Asia, where they refer to it as a Corporate Institution.
Mr Sipengane stated that 4IR provides an opportunity to address prevailing challenges such as the diminishing tax
base and transport infrastructure, cable theft which impedes on our rail transport as well as our electricity supply, poor
condition of roads, drainages, population explosion and so on. He made a call to leaders in all relevant structures
of government to think out of the box as some of these aspects negatively impacts the environment, leading to
drought, pollution amongst others. He expressed a view that South Africa is still grappling with its conceptualisation
as opposed to implementation.
He alluded further on the following that that there is still limited focus on disadvantaged communities, upskilling
our stakeholders; the 4IR can contribute a lot in terms of improving quality of life, reducing density of population
in particular spaces and raising income levels because it is characterised by blending of technologies as delivery
models for learning, extending the opportunities as not everyone can access the classroom; strategic career
redirection, especially of the youth is necessary in view of the digital, biological and physical convergence which
presents job creation opportunities; certain countries like Rwanda are using drone technologies, to deliver medicines,
smart metering, monitoring vehicle growth, parking, prevention of cable theft, cloud computing, storage of citizen’s
data and reporting faults on certain infrastructural areas to improve responsiveness at municipal level; block chain
technologies is also very important for municipalities as they are the custodians of huge citizen’s data and that
municipalities don’t have to reinvent the wheel but should rather leverage on existing elearning platforms.
He concluded by saying that the 4IR provides opportunities for the following: smart living conditions; learning agility
as learners can now study despite geographic and many other limitations; smart economies; pursuit of innovation
towards crime reduction by utilising crypto/digital currency; transforming into smart spaces by including sensors and
digitally enabled recreational facilities; learning from Pan African countries who have introduced internet access in
rural schools to enhance the studying experience and global exposure and that this mode of learning could also
assist municipalities with succession planning as a pipeline of skills is being built at the level communities as well.

11. MUNICIPAL PERSPECTIVES ON TALENT MANAGEMENT
Ms Gugu Mthembu, from the City of Umhlathuze presented on the importance of exit interviews with staff, saying
that it is important for any organization to understand the reasons behind employees exit the organization as this
may assist in closing the identified gaps and perhaps introduce new improvements in the organizational policies. It
is important that relevant structured questions be asked during the exit interview so that the employer can gather
accurate data. Exit interview questions may include the following topics:
•

Reasons for resignation & new employer details;

•

Experience gained during the employment;

•

Remuneration & Benefits offered by the Municipality;

“Building municipal resilience for complexity and change from an integrated talent management perspective.”
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•

Working environment;

•

Relations with Supervisors and peers;

•

Opinion about the Organisation;

•

General comments;

•

Supervisor’s comments and HR processing.

If there are problematic issues raised during the exit interview, these are discussed with the relevant line management
and the relevant Heads of the department for a solution. Exit reports / feedback are included in HR quarterly reports
to Council.
Ms Musilwa Netshimbupfe, from Blouberg Local Municipality outlined the Time and Attendance Management system,
using biometrics. The key benefits of the system are to ensure that:
•

Employee attendance is logged and then exports data to a data hub (HR /payroll);

•

Data is electronically sent from the clocking terminal to the time tracking system;

•

Managers can access employee attendance;

•

Less time is spent dealing with attendance issues;

•

The requirement of a fingerprint or touch screen, verifies the identity of employee; and

•

Monitors employees working hours and late arrivals, early departures, time taken on breaks and absenteeism.

The system is in compliance with labour regulations regarding proof of attendance as stipulated in Section 31(1) b
of the Basic Conditions of Employment Act which states that every employer must keep a record containing the time
worked by each employee.
Ms Naledi Modibedi, from City of Ekurhuleni Metropolitan Municipality spoke about the municipality’s e-Recruitment
System, which has reduced the paper budget by 65% and reduced the time of the recruitment process by a third.
She reported that the municipality has partnered with libraries to assist people who don’t have access to the internet
and can get up to 22,000 applications daily. Whilst it used to take up to two months to assess these applications, it
now only takes a day.
Mr Enoch Mafuyeka, representing City of Johannesburg Metropolitan Municipality, spoke about Coaching as a
Management Tool for Talent Development. He said that initially, assessments were conducted as a mechanism to
understand the level of competence and competence gaps within the particular levels at the City and MEs; how these
competencies support the achievement of City’s strategy and vision; what particular competencies are prioritised
and require attention; how recruiting needs are better defined to align appointment competencies to organisational
requirements and how to capacitate employees to understand their skills level and assist the employee and City to
plan and implement the best training and development path for the employee in order to enhance organisational
effectiveness.
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From these assessments, five competency gaps identified, namely:
•

Verbal abstraction, analytical thinking, rule orientation, use of judgement and problem solving. To solve these
gaps, they introduced executive coaching, coaching for organisational performance and a leadership programme;

In conclusion, Mr Mafuyeka said that Employee coaching works well when it is integrated into the culture of an
organisation, and that this was the beginning of creating a culture of coaching in the City of Johannesburg, as per
the next steps:
•

Training our managers to be coaches; and

•

Measuring the impact of coaching.

Monetary interventions:
•

Salary surveys and benchmarking;

•

Salary negotiations (within SALGA approved salary scales);

•

Package restructuring;

•

Counter offers;

•

Added benefits, such as travel or study allowances;

•

Added scarce skills allowance, depending on availability of funds;

•

Accommodation and relocation benefits; and

•

Instant internal promotions.

Non-monetary interventions:
•

Employee recognition – long service awards, year-end events, departmental employee of the year initiatives, HR
roadshows;

•

Motivational programmes, such as women’s day, men’s day, diversity programmes, employee wellness, etc; and

•

Training, workshops and conferences.

Ms Alice Mphahlele, from the City of Tshwane Metropolitan Municipality demonstrated the Expanded Public Works
Programme Lottery Recruitment. She presented the following lessons learned:
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CHALLENGES / LESSONS LEARNED

SOLUTIONS

The recruitment did not cover everyone as anticipated, some
wards run out of participants for selection.

Ongoing registration and awareness creation
targeting specific wards.

The selection is ward based, which poses challenges in case
of a geographical spread ward, which result to people close to
the project not participating as the lottery might select people
from the same ward but far from the project.

Segmentation of wards

Some participants registered in regions and wards not of their
origin, when selected they reject the offer due to distance.

Ongoing registration and update of personal
information , contact details and addresses.

Some participants are not reachable on the registered contact
numbers.

Ongoing registration and update of personal
information, contact details and addresses.

Most participants reject the offer, based on the type of work to
be performed versus their qualifications and the wage rate to
be offered. This affects the implementation of the project and
job creation.

Roadshows to create awareness about EPWP
(data registration, selection, type of work to be
performed and stipend).

These solutions were effected in the second phase of EPWP database registration, which took place in August 2019.
The registration targeted everyone, including those who registered in 2017 and covered seven regions of the City.
Registration requirements included the following:
•

Age restrictions of 18-60 years;

•

People living with disability were encouraged to come and register; and

•

Certified copies of ID and proof of residence were required.

Capturing of registrations forms take place at Tshwane Leadership Management Academy (TLMA). The system
allows for capturing of ID number, full names, full address, contact details, skills of interest. On the 18th of November
2019 the database had 145145 jobseekers, on this day the 1st Lottery of 3500 jobseekers based on the 2nd phase
of database registration was conducted. As of 23 January 2020 there were 141645 jobseekers eligible for selection
for participation on City EPWP projects. Random selections (lottery) take place twice a month depending on receipt
of Request for Participants (RFPs) from City departments. Ms Mphahlele outlined what the random selection entails
and requires:
•

EPWP Division;

•

Group Risk and Audit;

•

ICT;

•

Representative from the requesting department/region (OPEX projects);
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•

Representatives from PSC (for CAPEX projects); and

•

GHCM.

The list of selected participants is signed off by the GH: Community & Social Development Services Department on
the same day of the selection. Selection is guided by departmental needs in terms of:
1.

Location – site of the project in terms of the region, ward and subward,

2.

Project – nature of the project, duration of the project, total number of participants required.

3.

Personal requirements - age limit, gender, disability and skills.

Post selection, Group Risk and Audit Department perform the auditing function to ensure integrity of the selection
and issue the certificate in that regard. EPWP Division - On receipt of the certificate, selected participants are called
for signing of employment contracts, clarify their work stations and provide them with PPE. GHCM - Contracts are
submitted to them for capturing on the SAP for payment of their stipends. Contracts are valid for a maximum period
of 12 months, then a cooling period of 12 months before participating again.
NB: Departments are responsible for the supervision of the selected participants and for reporting their attendance
to EPWP division on monthly basis.
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12.	PANEL DISCUSSION | EVOLUTION OF TALENT MANAGEMENT AND
ORGANISATIONAL DEVELOPMENT
Mr Barry Vorster from PwC South Africa started his presentation by saying that the job spec is over and that it’s
now about capability. Globally, 120 million jobs will be lost and people need to be re-trained into new jobs. PwC is
spending $1 billion on retraining every year. He stressed that 50% of clerical workers will lose their jobs and that
organisations need to be flexible and adaptable. Culture needs to change in order to meet people where they are.
HR managers must be responsible for people rather than jobs.
Dr Gustav Puth, on behalf of Monash University SA, explained that talent is not weighed in gold or silver, but in
experience, competency and potential leadership character. He emphasised that leadership is not about who you
are leading but rather about followship, and that leaders need to sow values in order to reap behaviour.
Mr Phelelani Nzuza from PK Octagon spoke about the definition of a capable state and stressed that it requires
people in government who are capable, qualified and skilled to inspire service delivery and customer-centric service.
In order to do this, leadership needs to inspire their employees through action.
Mr Errol van Staden of the Talent Institute mentioned that talent management is actually risk management. Attraction
and retention of top talent is key to ensuring optimal organisational capability. Mr van Staden also indicated that
accurate selection is critical to building capability for the future and this is done by identifying and developing future
leaders with good succession management in place.
According to Ms Joyce Lebelo from LRMG, mapping people’s career journeys as an HR professional requires good and
regular employee engagement which is relevant to their environment and that better access to corporate information
for all creates a more transparent and transformative environment. Ms Lebelo further spoke about Society 5.0, which
is defined as, “A human-centred society that balances economic advancement with the resolution of social problems
by a system that highly integrates cyberspace and physical space.” Society 5.0 follows the hunting society (Society
1.0), agricultural society (Society 2.0), industrial society (Society 3.0), and information society (Society 4.0).
Dr Pat Smythe from Emergence Growth stressed that South Africa doesn’t have a job deficit but rather has a skills
deficit. He also explained that employee engagement is the non-paid-for discretionary effort that staff put in. He
said that society has a misconception that municipal workers are lazy, when in fact they are just not engaged. Local
government is 30% less engaged than the rest of SA.
He indicated that:
•

Communication: Society has a strong perception that municipalities are not doing anything, that is not the case.
Municipalities must showcase their achievements and progress; and

•

Employee Development: Municipalities need to develop their employees through training and upskilling.
Development measures must be met for growth.
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13.	PRESENTATION | SURFING COMPLEXITY – EXPLORING
CONTEMPORARY APPROACHES TO CHANGE
Ms Egbe Adeoeye from Navigate Consulting Africa presented on Surfing Complexity, exploring contemporary
approaches to change. She said that the world is more complex today and that resilience is required. Outlining
a concept of ‘Cynefin’, which is a Welsh word for “a place where one feels they instinctively belong and feel most
connected. “It feels right and welcoming, in other words, where you feel at home”. It’s a theory/framework for
characterizing different kinds of complexity:
Simple Contexts: The Domain of Best Practice
Simple contexts are characterized by stability and clear cause-and-effect relationships that are easily discernible
by everyone. Often, the right answer is self-evident and undisputed. In this realm of “known knowns,” decisions are
unquestioned because all parties share an understanding. Areas that are little subject to change, such as problems
with order processing and fulfilment, usually belong here.
Complicated Contexts: The Domain of Experts
Complicated contexts, unlike simple ones, may contain multiple right answers, and though there is a clear relationship
between cause and effect, not everyone can see it. This is the realm of “known unknowns.” While leaders in a simple
context must sense, categorize, and respond to a situation, those in a complicated context must sense, analyse, and
respond. This approach is not easy and often requires expertise: A motorist may know that something is wrong with
his car because the engine is knocking, but he has to take it to a mechanic to diagnose the problem.
Complex Contexts: The Domain of Emergence
In a complicated context, at least one right answer exists. In a complex context, however, right answers can’t be
ferreted out. It’s like the difference between, say, a Ferrari and the Brazilian rainforest. Ferraris are complicated
machines, but an expert mechanic can take one apart and reassemble it without changing a thing. The car is static,
and the whole is the sum of its parts. The rainforest, on the other hand, is in constant flux—a species becomes
extinct, weather patterns change, an agricultural project reroutes a water source—and the whole is far more than
the sum of its parts. This is the realm of “unknown unknowns,” and it is the domain to which much of contemporary
business has shifted.
Chaotic Contexts: The Domain of Rapid Response. In a chaotic context, searching for right answers would be
pointless: The relationships between cause and effect are impossible to determine because they shift constantly and
no manageable patterns exist—only turbulence.
The fifth, Disorder—applies when it is unclear which of the other four contexts is predominant.
Ms Adeoeye went on to outline Theory U, a model for transformational change.
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Concluding with the implications for Talent Management, Ms Adeoeye said that there is a need to work consistently
from a place of curiosity and enquiry, asking “what’s going on, and what’s ‘really’ going on around here? “She asked,
“Are we in tune with the fact that the system is complex and adaptive? And if yes, how do we see ourselves in relation
to the system? She also asked who’s playing what role in maintaining the system status quo and shifting the system
to a ‘new normal’.”
She said that we create what we give our attention to. By this she means that if you are focusing only on visible actions,
without understanding “why” things are happening as they do, you might be working with blind spots. Everyone needs
to pay attention to blind spots within the system, patterns of belief and ways of being that prevent you from seeing
clearly, govern thinking, influence moods and emotion, and affect actions.
The diversity in the system simply requires multiple ways of seeing, being, doing, etc. Collaboration is required and
partnerships and allies needed. Not everything is complex! We need to be aware of what domain we are working in
and employ the right strategies. We need to work consistently from a place of curiosity and enquiry, asking “what’s
going on, and what’s ‘really’ going on around here? Are we in tune with the fact that the system is complex and
adaptive? If yes, how do we see ourselves in relation to the system?”
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14.	LAUNCH OF THE LOCAL GOVERNMENT WOMEN LEADERSHIP
DEVELOPMENT PROGRAMME
On the evening of Day 1, a networking event was held to launch The Local Government Women Leadership
Development Programme. This is a unique initiative delivered by SALGA in partnership with LGSETA, the Nelson
Mandela School of Public Governance at the University of Cape Town and Zenande Leadership Consulting. The
comprehensive leadership programme builds women councillors and managers’ personal agency, capacity, resilience
and solidarity to ensure that they are empowered to advance transformation and make a genuine, positive, lasting
difference in the local government space.
In joining the programme, women will deepen their leadership journey through accessing exceptional leadership and
professional development content and personalised support, and join a powerful and nurturing network of changemakers across the country. The Masters of Ceremony for the event were Mr Nimrod Nkosi & Ms Virginia Dlamini.
An overview was given by Mr Rio Nolutshungu and a message of support given by the Chairperson of SALGA
Women’s Commission Cllr Flora Maboa-Boltman. During the networking event, the attendees were entertained by
Ms Nokukhanya Buthelezi, after which a recorded message from Prof Mamokgethi Phakeng from the University of
Cape Town was played and the evening was rounded off with a message of appreciation from Cllr Sheila MabaleHuma, a member of the SALGA Capacity Building and Institutional Resilience Working Group.
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DAY TWO
15.	PRESENTATION | THE FUTURE OF HUMAN CAPITAL IN A DIGITAL
WORLD
After Day One reflections, the Programme Director introduced Ms Emma El-Karout from Once Circle. Ms El-Karout
opened with the question, ‘Why do we go to work?’ and then said that earning a living isn’t enough – in fact, it’s not
natural. What is needed is a sense of purpose that results in a sense of winning in people. She said that flexibility
coupled with finding your purpose and doing what you love are the key features of the future world of work. Ms ElKarout mentioned that the world today is one where everybody is connected, and that the Future of work is about the
sharing economy, also known as the platform economy. i.e.: we share ubers/we share rooms in airbnb’s etc.
The platform economy has created a level of trust – and trust is a powerful currency – this is very important in the
future of work. From an HR perspective, HR managers are going to start sharing talent. This simply means that they
will no longer permanently employ staff but hire per project and not pay salaries but pay per project or outcome. This
is effective as it will allow for the hiring of relevant talent required for a specific job – it’s what is known as the gig
economy and permanent flexibility. 800 million jobs could be lost due to automation – and this is simply because we
are not upskilling or re-skilling our people. Automation will not wait for us, technology will not wait for us. It’s time for
us to take control and learn skills, upgrade ourselves and re-direct our talents.
Ms El-Karout went on to say that HR professionals are now using technology to recruit talent: by researching their
candidates online, looking at social media and online profiles. She warned that potential candidates can also easily
research your organisation. Moving towards a full digital world, she explained what a digital leader is someone who:
•

Takes risks on implementing policies/procedures;

•

Takes risks to transform an organisation and making it future fit;

•

Keeps the organisation connected – connected to data and providing staff with tools for them to work whenever
or wherever it suits them; and

•

Thinks 10 steps ahead and continuously learning and ensures that the organisation is continuously learning.

“The future of work is not the future anymore, it is here and will be employing hybrid professionals who are problem
solvers and creative thinkers.”
Emma El-Karout
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16.	PRESENTATION | TALENT MANAGEMENT TRENDS AND ANALYTICS –
THE FUTURE OF RECRUITMENT IS AI – LESSONS FROM BUILDING A
TALENT GENIE
Mr Jonathan Koch, representing TalentGenie.co.za and TalentScraper.com spoke about Talent Acquisition Trends
and Analytics – The future of recruitment is AI, lessons from building a Talent Genie. He said that the right AI will
assist in reducing costs and speeding up the recruitment process. Mr Koch said that AI is a major trend and is not just
about robots – robots are just a vessel for intelligence, and that it is very important to understand that it is a narrow
band of intelligence – it can do just one thing – because that is how it is programmed. AI only caters for that one
very important need. Therefore, in a recruitment perspective, organisations need to know where they spend most of
energy and where AI can assist for them to effectively produce good results.
IS SA READY? – SA stands at number 22 in the world as far as automation out of 200+ countries. This is not bad,
Mr Koch said, ‘we’re heading in the right direction, although SA is about 5 years behind global trends in AI.’

17.	PRESENTATION | THINK WRONG PRACTICES - FOSTERING
BEHAVIOURAL CULTURE THAT SUPPORTS NOVEL AND COMPELLING
SOLUTIONS
Mr Andrew Legat, representing Standard Bank CIB Digital, presented on Think Wrong Practices, fostering behavioural
culture that supports novel and compelling solutions. He explained the predictable and bold paths, saying that we
need to use the predictable path to deflect from in order to move towards a bold path.
Predictable path – 90% of what we do, make the status quo better, recurring challenges (treating the symptoms) that
require a novel and compelling solution. Bold Path – 10% of what we do, The truth is we all have to do both: make
what we currently do better and bring about change. Mr Legat went on to explain that ‘wrong thinking’ can lead to
design thinking, which first requires a psychological safety zone where participants feel able to express themselves.
Safety Zone when problem solving:
•

Suspend disbelief, reserve judgement and prevent self-censoring;

•

Quantity over quality;

•

Yes; and

•

Think like a designer:
•

Be empathetic

•

Strive for diversity

•

Have a bias to action

•

Be curious
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From this, Mr Legat said that teams would be able to:
•

Be Bold – encourage curiosity, not settling for how we have always done things and a yes culture;

•

Get Out – our sub conscious is creative and solves problems not our active mind; encourage well timed breaks
and ways of finding fresh inspiration;

•

Let Go – find ways of overcoming biases by using metaphors to trick the brain;

•

Make Stuff – have fun and build simple cheap prototypes with colleagues to test what works;

•

Bet Small – spend as little resources as possible on learning as much as possible; and

•

Make Stuff – accept and embrace uncertainty and collaborate to gain insight as fast as possible.
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18.	PRESENTATION | DATA MODELLING, ANALYTICS, WORKFORCE
TRANSITION AND MANAGEMENT
Mr Tony Cohn, from Concentra Analytics and Qbit Africa, gave a demonstration of OrgVue. He demonstrated that
OrgVue is designed so it can quickly and simply visualize your organization. It also enables you to model and change
your organizational design based on your people and the work they do. You can achieve in minutes what currently
may take weeks to complete using spreadsheets.
OrgVue imports and merges data from multiple sources. Data dashboards quickly display the results and allow you
to correct errors in real-time, providing a summary of your changes so that source systems can be updated. OrgVue
visualizes your organization as soon as your data has been loaded. From org charts to gender pay gap, you’ll find
that reports that may have taken weeks can now be created in minutes.
OrgVue enables you to drill down into your organization and analyse the results based on specific parameters. If
you’re working on what will be a regular report, you can save each view to speed up future analysis. Organizations
are increasingly looking to model their future, whether that’s international expansion, greater efficiency, or increased
diversity. Based on your data, OrgVue can model future scenarios and enable you to plan your workforce.

Q & A Session
Q | How do we tackle unemployment caused by 4IR?
A | Address the issues at hand (where are we right now, where is the future going and where is the gap). Take
education to another level, incorporate the new technologies and create avenues for youth to tap into the areas
where jobs are scarce. Teach new skills. – Jonathan
We need to take charge of learning and upskilling. Organisations need to take responsibility of the upskilling of
their employees for them to fit into 4IR and the changes is brings – Emma
Upskilling is a part, but at the same time we need to develop NEW WAYS of thinking. Traditional organisations
need to develop/adopt new ways of thinking.
Q | Automation and AI, will these still be impacted by the quality of data that is placed into system?
A | It is important to realize that human interaction with machines will show results. If you give AI bad data, it will give
bad data back. The knowledge you feed a machine needs to be of a good quality in order for you to get great
results.
Q | In a LOC context, what jobs would you rate as obsolete and which ones will be obsolete in the next 5 years?
A | There are technologies for different solutions, the point is, what is LOC trying to embrace? What can AI do in an
environment to save costs; anything and anyone can be threatened by AI. However LOC is committed to ensuring
that they hire people and create employment. It’s about the priorities they are focused on. EXAMPLE: ATM is
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an example, when it was introduced, tellers lost their jobs, however due to the user experience they opened
more banks that could connect with clients and customers. The job of the teller then changed to Relationship
Managers. Therefore, it’s about evolving, AI can replace jobs but NEW jobs requiring new skills can create NEW
opportunities. It’s a matter of thinking “How am I going to leverage on this technology”?

19. PRESENTATION | THINK DIGITAL, ACT HUMAN
Ms Nicolene Koster from Sage South Africa spoke about Think Digital, Act Human. She opened with the question,
‘As an employer do you ask the right questions for your employees?’ Studies show that only 12% of companies do.
60% of employees say appreciation and recognition is very important in a workplace, which is why organisations
need to become a “people company”, where employees are the most important assets. This leads to productivity
because they will feel more valued, engage with them and open communication channels. She concluded that
strategy should drive technology: Have clear goals and values set in place before you can implement a system - this
will enable organisations to benefit even more.

20.	PRESENTATION | WHAT IS THE BEST WAY FOR MUNICIPALITIES TO
ADOPT A LEARNING CULTURE FOR LEARNING AND DEVELOPMENT
AND TECHNOLOGY
Ms Laura Kidd, representing LinkedIn Learning, talked about the Best Way for Municipalities to Adopt a Learning
Culture for Learning and Development using Technology. She outlined the need for social learning, which means
having “champions” within your organisation, people who will manage and host learning groups. Empower people
to lead. This shouldn’t rely on HR departments. It is the managers’ responsibility to create leaders and must be
responsible in the department. They need to train colleagues and subordinates. Some action points Ms Kidd outlined
were:
•

Start team meetings with a 2min video: Start your team meetings with short inspirational videos

•

Lunch ‘n Learn: During your lunch breaks, what ideas can you share and positive & impactful things you can
implement. Solutions for projects etc.

•

1:1 Meetings: Have one on one meetings

Ms Kidd said that we must provide the learning content desired by the different generations in the workplace, as
outlined here:
•

Gen Z | Image Editing, Web Development, Music Production;

•

Millennials | Data Analysis, Time Management, Data Visualization;

•

Gen X | Executive Leadership, Coaching and Mentoring, Agile Project Management; and

•

Baby Boomers | Presentations, Document Management, Executive Leadership.

LinkedIn has 26 years of experience | 14,500 Courses | 40-50 New courses per week | High quality production |
Designed by leaders in learning content | Taught by expert instructors

“Building municipal resilience for complexity and change from an integrated talent management perspective.”

29

2ND ANNUAL LOCAL GOVERNMENT TALENT MANAGEMENT SEMINAR

21.	PANEL DISCUSSION | EMERGING APPROACHES FOR PROMOTING
A LEARNING AND ENGAGING CULTURE – PERSPECTIVES FROM
MUNICIPALITIES
The purpose of the discussion was to highlight the key approaches used within the following three municipalities as
a benchmark.
Ms Janet Davies from the City Of Tshwane Metropolitan Municipality, said that the City of Tshwane has a dedicated
learning and development division, there are structures dedicated purely for training. These structures are responsible
for administration of the city’s skills planning, administration of employee bursary funds, admin of internship and WIL
programmes. Their main focus is staff learning, development and competency development. They offer leadership
development programmes, which starts at basic team leader level and working up to supervisor, middle management
and executive leadership. There is a mixture of accredited and non-accredited programmes in-house. With regards
to technical and vocational training, the city has approximately 350 apprentices at any given time. Most municipalities
still have some way to go in implementing smart technologies into workshop-based training and implementing blended
learning and e-learning.
Ms Davies advised delegates to make sure that they are basing skills development not only new technologies but
also existing technologies. The bulk of the budget is based on LGSETA grant. She also advised delegates to make
sure that municipalities address training appropriately.
Ms Bongiwe Thwala of the Mkhondo Municipality said the illiterate of the 21st century are those who cannot learn,
relearn and unlearn. Municipalities must be able to adapt to change. Mkhondo Municipality circulate training needs
questionnaires to various departments, the employees then submit their questionnaires and training needs which
are signed off by supervisors. The best and most effective way to approach learning and skills development is to put
together an annual plan that works with the rhythm of the municipality and its employees. They also consider the
results of minimum competency of senior managers by identifying skills and building training needs.
The main challenge experienced is the turn-around time in getting approval for the training grants as well as the
budget being limited. However, one key success is that Mkhondo municipality has managed to comply with the
minimum competency as required. They also have a database system for students who seek experiential learning –
this is only for students who live in Mkhondo. They also supply bursaries.
Ms Lele Sithole, representing City of Cape Town Metropolitan Municipality, said the City took a bold approach to
learning culture – they have put together a program called organizational development transformation plan aimed
at “Building an institution that thrives on agility”, where they have to inwardly challenge themselves on delivery of
services. This new programme is a safe space to experiment, it creates a culture of curiosity. Corporate services
adopted one of the big objectives of the transformation plan which is modernization. One key focus was HR and
people management (people issues), how do you serve the city if there is no cohesion or learning culture within the
organisation. How do you create a learning culture if employees are not present or engaged? They have an HR
strategy based on:
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•

Agility: Build agility within organisation;

•

Digitalisation: recognizes that change is happening due to technology evolving. It is important to be in digital
space in order to relate to the residents;

•

Customer orientation: Are municipalities fully understanding what the principles are? We need to orientate
customers; and

•

Wellness: NB that employees are well in order to be able to serve.

It is very important for employees to know the organization’s business. On-board employees to know what their
business is and how it operates so that they can become change agents of business processes. Leadership should
afford employees with opportunities to be involved in the evolving strategies of the organisation and must create a
learning environment through employee engagement.
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22.	WRAP UP AND CLOSURE | ACTION AGENDA FOR SALGA IN SUPPORT
OF TALENT MANAGEMENT IN MUNICIPALITIES
Ms Fikile Tshabangu highlighted and summarised the responses from delegates on what the key themes were in
terms of concerns and interests. She outlined the theme of the seminar as well as the previous seminar, explaining
how SALGA had responded to the inaugural seminar and would respond to the 2nd one. Ms Tshabangu talked through
the Legislative and Policy Context, the HRM & D Value Chain and outlined the four pillars of the professionalization
framework and its enablers, before outlining the additional assistance that SALGA would offer, as per the following
points:
•

Advisory Circulars and Legal Opinions;

•

Advocacy on numerous issues for senior manager CoS and recruitment;

•

Legislative amendments information and implementation guidelines;

•

Monitoring and facilitating legislative compliance;

•

Health and Safety and COIDA workshops;

•

Induction of Senior Managers and Councillors

•

At the Intergovernmental Relations level – Consultation and Position Papers, Impact Assessment and Monitoring;

•

Generic Policy Handbook Compiled and Distributed;

•

Toolkit and guidelines on senior manager recruitment in line with regulations;

•

Competency Assessments conducted;

•

Facilitating development of Human Capital Management Strategies at a Municipal Level;

•

Ongoing dialogue and research on the 4th IR, and developments at national level to give policy framework;

•

Transition Management Programme – Local Government Elections;

•

Representation at LGSETA and other SETAs;

•

Leadership Capacity Building programmes delivery through the SALGA Centre for Leadership and Governance;

•

Service Charter Institutionalisation. Process of Service Standards Development underway providing for the
integration with Batho Pele and MSA Codes of Conduct;

•

Development of Consequence Management Framework and MPAC training; and

•

Professional Bodies – Memorandum of Understanding Entered into with various Professional Bodies.

ACTION ITEMS FOR SALGA - ASSISTANCE REQUIRED FROM SALGA BY MUNICIPALITIES
•

Assistance from SALGA in ensuring line managers understand the disciplinary process to ensure it’s not punitive;
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•

Assistance from SALGA in terms of getting buy-in from Executives and Unions regarding digital transformation,
in specific biometric PMS, Attendance and Time systems;

•

There is a need for a booklet that will guide HR practitioners in Local Government with a list of skills that are
needed to up-skill or re-skill existing talent;

•

What mechanisms are put in place by SALGA for addressing low staff morale across municipalities?

•

When is the implementation of the wage curve going to be finalised? In order to deal with the current skills
recycling among municipalities based on different salary structures, we need to standardise;

•

Can SALGA assist municipalities in eradicating political interference, specifically in recruitment and selection?

•

How soon will LG and SALGA finalise occupational competency profiles for effective skills audits?

•

Document the positive aspects of 4IR to ensure people understand that job creation will occur rather than job
losses; and

•

SALGA national team for building Councillor Development Governance to facilitate the process and create buyin.

ACTION ITEMS FOR MUNICIPALITIES
•

Embrace the community of municipalities and engage with each other, share insights and communicate outside
of each municipal region.

•

Organisational culture – municipalities need to be more transparent and communicative regarding bonuses as
well as giving staff encouragement for work well done.

•

Change Management should be standardised for all municipalities, with tailor made Leadership Development.

•

Performance appraisals for lower level employees will be helpful.

•

Create a culture of learning – promote up-skilling as a matter of course and allow employees to discover new
skills that they need in the moment by using online learning spaces.

•

Identify hurdles and find solutions to develop opportunities for Councillors to up-skill as well as support them in
stressful environments.

•

Savings of both time and money can be made utilising e-recruitment – municipalities need to leverage 4IR.

23. SEMINAR APP QUESTIONS AND ANSWERS
SUB-THEME: RE-IMAGINING TALENT MANAGEMENT
QUESTION: WHAT IS A RE-IMAGINED TALENT MANAGEMENT DISPENSATION OF THE 4TH IR?
Since the dawn of a democratic South Africa, the demand for the delivery of quality services by municipalities to
communities within the length and breadth of the country is often confronted by a range of local and worldwide dynamics
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such as the one overarching the theme being discussed here, the 4th Industrial Revolution (4IR). Whilst the 4IR
complements prior revolutions, it also ushers in a host of disruptions characterized by technological advancements
and artificial intelligence. The 4IR, amongst others, fosters the collaboration between human beings and machines.
This collaboration has been observed in various local and international sectors and municipalities, who have for an
example implemented the smart citizen app, mobile remittances for services rendered by municipalities, automated
meter reading, autonomous/driverless vehicles for waste collection, e-recruitment systems using platforms such as
LinkedIn and others human capital software procured by municipalities. These developments disrupted the status
quo, placing leaders at the centre as change champions, with a responsibility to inter alia, rethink or re-imagine ways
to manage talent with a primary objective of enabling the employees to adapt to the new world of work brought about
by innovation and sustaining high engagement as well as productivity levels.
Evidently, informed by their service delivery mandates, leaders of each municipality should lead the establishment
of a modernization agenda and also make bold investments to pursue it, with upgraded skills and infrastructure
in order to offset the likely occurrence of redundancies and other socio economic losses, whilst also promoting
4IR-induced job opportunities, especially for the millennials. Distinct leadership competencies should be build and
instilled to empower leaders to navigate complexities whilst driving the disruption. By design, the services offered by
municipalities to its communities are different and the operations thereof dispersed according to the geographical area
as well as other localised distinctions, thus according the leadership leeway of defining flexible working arrangements
to promote an agile environment that ensures citizen satisfaction.
Municipal Councils should also contemplate how to harness big data through the 4IR in order to aid it to navigate the
complex and evolving policy making landscape, in particular as it prepares for the implementation of the two gamechangers namely, the land tenant act, whose massive data on the land claims is currently sitting in the volumes of
manual records which could be captured on database programme and be imported to an app for ease of access and
reference by the department, courts and other organizations.
The second aspect relates to the Public Administration Management Act (PAMA), of 2014, as it provides for movement
of talent within the three spheres of government, as well as its development. The emerging thought leadership needs
to look at government as a whole, how collaboration can be driven in order to achieve a capable developmental
state, growing and using its own talent and not relying on consultants, some of whom have become custodians of
government data by default. To foster ethical conduct and integrity in the three spheres of government, regulations
been drafted in terms of the PAMA provisions.
Re-imagining talent should therefore, also consider how technology can help and or hinder the implementation
of the Constitutional principles of public administration. So then the consistency and empowering of the youth
and integration of spheres of government to work together to ensure participatory approach to policy making and
implementation is crucial.
It has been established through a LinkedIn platform that the average tenure of a South African public sector employee
is 15 years, whereas it is three years in other governments globally. LinkedIn has further reported that the top
emerging talents in South Africa included robotics to manage driverless cars, cyber security specialists which are key
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to protect government data as well as soft skills, which means municipalities need a plan to develop these employees
as some of the jobs are going to be evolving over time. Against this background, the future world of work envisages
a parallel approach to develop the skills we need currently and in the future.
SUB-THEME: MUNICIPAL PERSPECTIVES ON TALENT MANAGEMENT
QUESTION: WHAT ARE THE EMERGING TALENT MANAGEMENT PRACTICES IN MUNICIPALITIES?
The City of Tshwane approved its first EPWP recruitment guidelines in September 2017. The objectives of the system
are primarily to ensure that the project benefits as many people as possible, particularly from local communities
where capital projects are set to take place as well to ensure beneficiaries are appointed in a fair and transparent
process, free from political interference, nepotism or favouritism.
The City embarked on implementation of a database registration for beneficiaries, which is a continuous process and
covers all seven regions of the City. The registration requires applicants to be within the ages of 18 – 60 years, people
living with disability encouraged to register as well and all applicants are required to provide proof of residence and
certified identity documents.
The appointment of beneficiaries is by random selection from a central database of job seekers conducted by manual
or electronic selection open to public observation. The random selection takes place twice a month depending on
receipt of request for participants from the City’s line departments. The selection committee comprises of the EPWP
division, Group risk and audit, ICT, representatives from the requesting department/region, human capital division,
and the list of selected participants is signed off on the day of selection.
While the above innovation speaks more on managing talent through recruitment, The City of uMhlathuze has
implemented standard operating procedures and policy to manage the transition during employees exiting from
employment of the organization for various reasons i.e. resignation, dismissal, medical boarding, retirement, death,
transfer and incapacity. The municipality conducts pre-employment medical assessments to determine the health
status of an employee prior to onboarding, and furthermore conduct period medical assessments, with operational
employees’ assessments conducted annually and on a three year basis for administrative employees. The preemployment and continuous assessments are very important as they provide the municipality the opportunity to
develop and implement measures to address any shortcomings that may arise as a result of medical assessments,
and thus also prepare the workplace to better accommodate employees with possible varied medical conditions.
Of significant importance in the municipality’s standard operating procedures on managing exit, it is the compulsory
exit medical assessments which are not only a legal requirement, but very important in ensuring that all occupational
injuries cases and claims are settled prior to employee exit, particularly those employees exiting for medical boarding
reasons. These compulsory exit medical assessments have assisted the municipality in curbing possible future
claims from former employees laying charges against the municipality that they acquired an injury or disease during
their time of employment with the municipality.
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The municipality’s innovative approach to managing exit is particularly important as it ensures that exiting employees
provide the employer with feedback on the nature and organization of their work, their experiences and also ensure
that employees are aware and acknowledge their ongoing obligations with regards to confidentiality, intellectual
property rights and also any other commitment towards the employer during their period of employment. Through
this operating procedures, the municipality is able to introspect and reflect on various human resources value chain
processes and apply a standardized process for all employees exiting employment through proper documented
procedures involving all role players, ensure accurate calculation of terminations payments or debts owing and
overall for the municipality to learn from the recorded interviews and analyse this data to improve on its recruitment
practices, skills development and performance management amongst other human resources value chain practices.
Municipalities are continuously becoming aware of the need and importance to develop and capacitate their workforce
and councillors, and thus the City of Cape Town has developed a leadership development programme to acknowledge
the need for training opportunities in order to enable councillors to cope with the very stressful environment through
specifically focused programmes. This programme is championed by the leadership development committee and its
vision is to ensure sound decisions and good governance in council while enabling personal development of each
councillor. The programmes offer a mix between what is needed and what is possible, which includes soft skills,
hard skills and knowledge based training. Furthermore, the programme has a long term plan evolving over a 5 year
period to the 2021 financial year and a medium term, leadership, teams (portfolios, sub-councils etc.) and individual
based programmes. It is important for municipalities to focus resources on development of their workforce through
various capacity building and development programmes, whilst also ensuring that recruitment of the best talent is
championed using latest innovative platforms that allows recruiters to attract the right skills for the right jobs.
This is the case with the City of Ekurhuleni’s online recruitment platform, which is a cloud based talent management
system that is internet based and can be accessed by internal & external candidates who have internet access,
including mobile phones. It is a suite that offers modules for recruiting, onboarding, performance management,
learning and development, succession planning, compensation management and its own reporting tool for internal
monitoring and controls. The system capabilities allows for automated access to certified 3rd parties for verification
of qualifications, source active and passive candidates across a variety of websites, job boards, referrals, and
social media, provides end-to-end platform, and helps the organization reach hard-to-find talent. Furthermore the
screening, assessment, quick filter technologies ensure the employer finds and select the best talent available,
including students, experienced professionals, and hourly/period workers. This also allows us to schedule interviews,
offer management, and on- boarding tools and complete the process by engaging new employees early and making
sure they are aligned with company initiatives.
The system provides a number of benefits resulting in improved operational efficiencies, such that we were able to
reduce paper budget by 65%; improved response handling time for posting ads and receiving applications, long-listing
and shortlisting processes; and adherence to the HR SLA (Agreed Standards with Line Departments). The deployment
of technology to manage human resource processes is increasingly gaining traction amongst municipalities as this
innovations simplifies processes, recruit right talents and allows practitioners to focus on other important matters as
they arise.
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Equally to innovative technologies, municipalities are also finding other innovative means to manage talent, such that
the City of Johannesburg has realized the importance of embedding talent management as part of its organizational
culture through continuous assessment of its senior managers and executive leadership in order to address identified
competency gaps. These continuous assessments are conducted as a mechanism to understand the level of
competence and competence gaps within the particular levels in the City and how these competencies support the
achievement of municipality’s strategy and vision, what particular competencies are prioritized and require attention,
ensure recruiting needs are better defined to align appointment competencies to organizational requirements and
capacitate employees to understand their skills level and assist the employee and the municipality to plan and
implement the best training and development path for the employee in order to enhance organizational effectiveness.
These executive leadership and senior management assessments have been instrumental in assisting the municipality
identify five key competency gaps namely; verbal abstraction, analytical thinking, logical problem solving; use of
judgment and rule orientation. This enables the municipality to implement embedded mechanism to address these
identified gaps through three instruments namely; executive coaching, coaching for organizational performance and
leadership programme. Overall the interventions are aimed at improving individual performance for organizational
performance impact.
In further answering the question of what are municipalities doing to manage talent, the Blouberg Local Municipality
has implemented an automated system to manage employees’ time and attendance that allows the municipality
to log employee attendance and exports data to a data hub managed by human resource and payroll. The Data
is electronically sent from clocking terminal to the time tracking system and managers can access the employee
attendance record, thus allowing managers to deal with more important matters and less time is spent dealing with
work attendance issues.
The benefits of the system are that it has enabled the municipality to move from the traditional/manual method of
managing employee attendance which has not always been reliable, time consuming, expensive, inefficient and
outdated – losing lot of money on overtime and no return on investment. This system has now allowed the municipality
to increase efficiency and productivity through accurate reporting, save time and money by putting end to inaccurate
reporting, buddy punching, absenteeism, tardiness, over payment (60% savings on overtime).
Managers have accurate and up to date insights to strategically analyse trends which assists in improving policies for
control purposes, management of leave and performance and improved work culture. It is important note the above
innovations are just a part of some of the emerging practices in municipalities in talent management and municipalities
are continuously seeking for innovative methods to improve their human resources value chain practices. Therefore
municipalities must increasingly become innovative, attract the right skills and talent, capacitate their workforce and
manage their performance through exploring technological advances in the human resources field to improve human
resources in the local government sector towards a developmental human resources functional maturity.
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SUB-THEME: EVOLUTION OF TALENT MANAGEMENT AND ORGANISATIONAL DEVELOPMENT
QUESTION: WHAT EFFECTIVE INSTRUMENTS EXIST TO LEVERAGE HUMAN CAPITAL OPTIMIZATION FROM
AN OD PERSPECTIVE THAT MUNICIPALITIES CAN CONSIDER?
In appreciation of working in a rapidly changing, complex and highly interconnected local government, human resource
leaders and practitioners ought to locate themselves to define a conducive way to productively engage with the
environment. There is a requirement to be more agile, resilient and understand that it is more beneficial to proactively
implement changes as opposed to be reactive and solve problems. The future world of work focusses on enhancing
employee experience to promote agility and positioning employees for success rather than confining employee
contribution to the traditional approach of a particular job profile and or policy stance. The 4IR era establishes discrete
capabilities which are often indisposed to being limited to a job profile.
With the expected increase in unemployment and service delivery expectations, municipalities should conduct a
proper diagnosis to get a clear narrative about the development of the types of organization which people would
want to work for. Leadership should set the tone from the top by laying the groundwork culturally to bring about
the changes, without succumbing to pressure from the trade union but proactively. Municipalities should be more
adaptable and flexible, as well as intensify the upskilling of its employees. Speed in responding to the 4IR is key,
precise actions must be taken to bring about the change. It is the responsibility of the municipality to look after its
employees and not the other way round.
The perspective that a competent leader without character is sufficient is a misconception, a combination of both are
needed as a leader’s focus is on the day to day interaction with the followers. Municipalities needs to equip people
to become leaders. The role of leader and follower are interchangeable. Bad follower would never become a good
leader. As alluded earlier, a municipality’s investment should focus on moulding behaviour to instil a corporate culture
and values with impact on strategic intent of the organization. 64% of employees are said to be engaged (“Engaged”
employees are psychologically committed to their jobs and are likely to be making positive contributions to their
organization) in municipalities. If employees are not motivated they are not as productive as they could be.
Employees are the biggest assets in municipalities and therefore should be recognized and valued. It works both
ways, when employees feel more valued and engaged that energy is transferred to service recipients. Municipalities
should consider developing their workplaces into becoming an employer of choice and it all starts with cultural
modification and finding better ways of working, including the value of technology in the business. Shared experiences
that enable strong company culture should be created. In a period where there are ongoing uncertainties and fears
about being replaced by machines, leaders should be more sensitive, think digital and act humanely.
Strategy should drive technology not the other way around, clear goals, values and initiatives should established
before a system is put in place and by doing so you will be able to benefit from the system so much more. Insights
driven decisions informed by data and less of one’s gut feel should be made, with the feedback and contribution from
managers as well.
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To further promote engagement, employees should be listened to and adaptations made where necessary. Automation
and modernization to develop institutional mechanism should be deployed as opposed to relying on old or no system
at all, as this could improve productivity and efficiencies. People will create the jobs of the future not simple train for
them when afforded the flexibility and scope of innovation. Technology is already a central mechanism and it will
undoubtedly play greater role in the future.
SUB-THEME: TECHNOLOGY ENABLED TALENT MANAGEMENT
QUESTIONS: WHAT ARE THE EMERGING CHANGES IN TECHNOLOGY INNOVATION THAT RE - ENFORCE
EFFECTIVE TALENT MANAGEMENT PRACTICES?
There is an enormous opportunity for emerging technologies to enable and transform current talent management
practices and to some measure disrupt how organizations think about talent management in the future. Technology
has revolutionized the way HR processes and services are developed, delivered and evaluated. Solutions have spread
across every aspect of HR, from sourcing, selecting and hiring to organizational design, employee engagements as
well as allow organizations determine how many hours an employee spent on each task and even how long their
bathroom break was. Organizations need to understand the enabling and empowering role of emerging technologies
in order to develop tactical solutions for the Human Resource function and long-term strategic plan.
Technology is unleashing new opportunities in the workplace, to bring more people contributing online, connecting
them into communities, and improve business efficiencies and productivity along the way. We are living in an era that
is defined by a wide range of new technologies and innovations that allow robots, Virtual Reality (VR), the Internet
of Things (IoT) and Artificial Intelligence (AI) to play important roles in the workplace, and the broader economy.
The trend that we are continuing to see develop is the move towards gamified psychometrics and video-based
interviewing drawing on techniques such as facial recognition. System integration is becoming more important due
to the increasing advances in automation technology, and the associated need to simplify processes for easier
management.
The technology of the future will be about speedy access to accurate real-time information, and the ability to access
this information through multiple integrated systems which will give organizations a strategic edge. Technological
advancements will make the work of humans considerably more interesting, challenging, and valuable in the
new decade. The next-generation workforces will leverage role/purpose-based digital assistants to help navigate
employees through making decisions based upon the explosion of data created in intelligent ecosystems. Digital
assistants will replace current knowledge management platforms/intranets, dashboards, and even manage the entire
onboarding process. Still, as AI and cognitive solutions evolve, organizations will need to re-examine how they
structure their teams, design jobs, and plan for future growth. HR needs to become true strategic partner, leading
through change. The focus must be shifted on transforming information into knowledge that can be used by the
organization for decision making; it should be about HR and IT working together to leverage technology.
Municipalities need to identify the skills required to facilitate transformation and ensure that employees are up-skilled.
HR professionals who are able to effectively use data to substantiate insight whilst being technologically savvy,
resilient and comfortable with ambiguity are likely to thrive and be pivotal figures in the HR function of the future.SUB-
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THEME: THE CHANGING PARADIGM OF LEARNING AND DEVELOPMENT - COMPETENCY DEVELOPMENT
QUESTION: WHAT ARE THE EMERGING APPROACHES FOR PROMOTING, EMBEDDING AN ENGAGED
LEARNING CULTURE IN MUNICIPALITIES?
According to the panellists and drawing from their inputs as shared with the audience during the seminar, they proposed
the following the emerging approaches for promoting, embedding an engaged learning culture in municipalities:
•

Promotion of skills development, innovation and creativity to transform municipalities into conducive learning
organizations through designing relevant capacity building programmes informed by the needs of the different
generations in the workplace, economic change drivers like ICT, political and socio-economic environment;
legislative framework and global perspective; offering mentoring and coaching programmes and having learning
champions which will provide ongoing skills transfer and continuous learning.

•

Focusing on the implementation of Occupational based Qualifications as developed by Sector Education and
Training Authorities with Professional Bodies; TVET; Universities of Technology more especially targeting
Occupational Artisan Development Trades, internships and apprenticeship programmes through trade test
centres, enhancing quality assurance and compliance in the delivery of these learning programmes through
accrediting trade test centres accessible to Municipal Work force.

•

Benchmarking on global learning practices by introducing peer learning exchange programmes.

•

Implementation of learning programmes aimed at development of the youth in 4IR skills like Data Analytics;
Internet of Things (IoT);creation of 4IR HUBS to support SME that partake in 4IR implementation technologies;

•

Municipalities driving the implementation of smart cities in local government by enhancing the utilization of
e-Learning technologies that are integrated with smart technology, monitoring of development projects for 4IR
in municipalities through collaborations with Institutions of Higher Learning and Sector Education and Training
Authorities.

•

Promotion of the use of drone and Spatial Geomatics Technologies that can provide instant up to date demographic
information and essential services requirements within communities more especially rural areas which will enable
monitoring and evaluation efficiencies.

•

Offering bursaries for the unemployed and ensure continuous learning and skills transfer by encouraging the
bursars to serve the municipality upon completion their studies.

In conclusion the panellists shared best practices for municipalities to adopt a learning and engaging culture using
a blended methodology through sharing what the City of Tshwane Metropolitan Municipality, Mkhondo Municipality
and the City of Cape Town Metropolitan Municipality have done to leverage on new technologies as well as existing
technologies to promote agility within municipalities and encouraged delegates to go back to their municipalities
and promote a culture of curiosity, digitization of learning and become agents of business processes and support
leadership where employees are involved and understand the evolving organizational strategies.
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GLOSSARY OF KEY TERMS
NO.
1.
2.

TERM

DESCRIPTION

Assessment

A test, or other form of evaluation process that measures, skills,
competencies, knowledge or certified behaviours.

Bench Strength

Refers to the capability and readiness of potential successors to move
into key professional or leader roles.

Blended Learning

A learning approach that integrates different instructional methods such
as face-to-face, discussion groups, self – directed learning activities,
lectures and online portion also incorporating the use of technology and
the various emerging multimedia.

Coaching

A process that is intended to help employees improve their performance.

Competencies

Includes knowledge, abilities, behaviours, and skills that impact the
success of employees and organisations.

High-Potential (HiPO)

A fit between a person’s current capabilities and more complex future
roles.

Learning Organisation

Is characterised by a transformed organisational culture and structure;
involvement of the entire organisation chain in the learning process, and
learns continuously adapts quickly, captures and transfers learning and
knowledge to other parts of the organization. Encourages and rewards
the appropriate application of learning and knowledge.

Leader Pipeline (aka
Leadership Bench)

Refers to an organization’s ongoing need to have a pool of talent that is
readily available to fill key leader roles at all levels as the need arises.

Individual Development Plan

A written development plan that describes development needs,
development actions and metrics (for measuring progress / development).

Mentoring

A technique used to groom up-and-coming employees deemed to have
the potential to move up into leadership roles.

Performance Coaching

A process that focuses on helping employees do their present jobs better
or faster (e.g. when employees require on-the-spot advice about how to
do their jobs).

Talent

Refers to groups or an employee with special attributes who drive a
disproportionate share of municipality’s performance and generate
greater-than-average value for citizens and stakeholders.

3.
4.
5.
6.

7.

8.
9.
10.
11.

12.
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NO.
13.
14.
15.
16.
17.
18.

19.

20.
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TERM

DESCRIPTION

Talent Management

A set of inter-related workforce management processes concerned with
identifying, attracting, integrating, developing, motivating and retaining
key employees.

Talent Analytics (aka Risk
Intelligence):

Is a reliable data (e.g. the results of a competency-based assessment)
that informs decision-making.

Succession Planning

A process that aims to determine the readiness-levels of potential
replacements for leader or senior roles.

Talent Map

It is the output of a competency-based capability audit. It visually depicts
the relative distribution of talent at any organisational level (or across
levels) against potential | performance matrix.

Talent Mobility

A process whereby employees move across roles and functions to gain
development that will enable continuous career growth.

Talent Pool

Refers to a group of employees who are usually high performers in their
current roles, demonstrate high potential to move into next level roles and
have been earmarked for higher level roles in time to come.

Talent Risk Assessment

A talent risk assessment is a structured analysis of the talent
management challenges an organisation faces against the backdrop of its
developmental goals.

Talent Strategy

Refers to a business process that systematically closes the gap between
the talent an organisation has and the talent it needs to successfully
respond to current and emerging service delivery challenges.
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participation afforded delegates invaluable insight and information into aspects of Talent Management.
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