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PRESENTATION OUTLINE

Purpose of the Presentation

Focus Areas:

Integrated Councillor Induction Programme

Strategic/Senior Managers Recruitment

Update on the 2021 Salary & Wage Negotiations

Questions & Answers
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PURPOSE
• To present to the National Members Assembly (NMA) the critical elements of the SALGA Transition 

Management Plan (TMP) to be read together with other applicable implementation measures under 
each of the different parts / segments of the plan.

• The TMP seeks to address what must be done by SALGA and municipalities during the period of 
transition now that it has been officially announced that the Local Government Elections (LGE) will 
be held on 27 October 2021.

• The period covered by the TMP is over three stages / phases, viz:
– Pre LGE,
– During LGE and
– Post LGE phase.

• These include Integrated Councillor Induction Programme, Strategic/Senior Managers Recruitment & 
Update on the 2021 Salary & Wage Negotiations.
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ICIP IMPLEMENTATION JOURNEY 
FROM 2016 -2021

2011
NMA
•Resolution: 
SALGA to co-ordinate 
and develop a Councillor 
Training Programme

2016 
ICIP PHASE 1
•9306 Cllrs Elected
•ICIP Implemented
•8184 Cllrs & Traditional 
Leaders Trained

2017
Portfolio Based 
Inductions
•2933 Cllrs trained 

2018 -2021
ICIP CREDIT 
BEARING PHASE 2
•1777 Cllrs Trained
•606 competent against 
NQF L3 or NQFL5

SALGA coordinates & delivers the ICIP in collaboration with COGTA; 
National Treasury, AGSA, the National School of Government & LGSETA 

and a range of stakeholders within and outside of the cooperative 
governance system.
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COUNCILLOR INDUCTION CONTEXTUAL FRAMEWORK

The 2016 Integrated Councillor Induction Programme (ICIP) appreciated the journey of councillor induction as a 
first step in a series of learning interventions which was best expressed via the Inductive Learning Pathway 
diagram. The Inductive Learning Phase of this learning pathway is the foundational level for the Macro Learning 
pathway and has a 3 tier approach for inducting a councillor as outlined below:

Generic CIP

Induction by the 
municipality

Portfolio Based 
Induction
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In 2016, SALGA developed a 4 dimensional;
Leadership Competency Model that succinctly outlines
the core leadership competencies that “ideal municipal
leaders” should exhibit.The purpose of the model is to
assist councillors with identifying developmental areas
to enhance their leadership and governance
competencies.

The Inductive Learning Pathway is the
foundational component of the Councillor
Development Macro Learning pathway and
comprises of three (3) phases namely
generic induction, municipal inductions and
portfolio based inductions
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ICIP PHASE 1 & CREDIT BEARING PHASE 2 
LEARNER ACHIEVEMENTS
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ICIP Phase 1- Generic

Target, 695

Trained, 1777

Endorsed, 604

ICIP Credit Bearing Phase2

Target Trained Endorsed

Councillors & traditional leaders who successfully 
completed the programme received certificates of 
attendance

Councillors who were found competent either at 
NQF Level 3 or NQF Level 5 received certificates of 
competence & statement of results
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REFLECTIONS ON THE 2016 COUNCILLOR INDUCTION

96%

89%

97%

97%

98%

97%

98%

96%

97%

97%

95%

The programme was well structured,

There was enough time to cover all topics

The material useful as a resource for them to use…

I benefitted from the session

The facilitators were knowledgeable about the sector…

Facilitation style made it easy for me to participate

I benefitted from the facilitators' knowledge & expertise

The programme met my expectations as a…

I now understand my roles and responsibilities as a…

 CIP has equipped them with the necessary skills and…

I benefited from the peer learning and sharing of…

Delegate Evaluation Feedback



www.salga.org.za

REALISATION JOURNEY FOR THE 
POST 2021 LGE ICIP
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STRATEGIC CONSIDERATIONS INFLUENCING MUNICIPAL 
CAPACITY BUILDING

Modernization of capacity building approaches and 
methods

Delivering data driven and more impactful capacity 
building

Improving leadership effectiveness, oversight, 
improving governance and accountability Performance

Contributing towards development of fit for purpose elected 
and appointed officials
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HIGH LEVEL CAPACITY BUILDING IMPLEMENTATION LESSONS 
LEARNT 

The following lessons were learned:

 A fully functional Learner Management System is required to ensure seamless implementation, accurate
capturing of information and data intelligence

 Introduction of blended learning will ensure that councillors can access training and learning material
online as a refresher throughout the term

 Utilisation of accredited ICIP facilitators during the implementation of ICIP Phase 2 credit bearing will
enhance the submission of portfolios by councillors

 Some of the challenges regarding the ethics and conduct of councillors persistent through the term and as
reported during the Auditor General audit outcomes reports and this indicates that consequences
management and development of caliber of councillors is critical in 2021

 Data driven learning interventions and approaches are critical to realizing impactful learning and
development.

Having regard to councillors and stakeholders’ feedback on what worked well during the implementation of
the 2016 ICIP, SALGA will retain those elements as means of enhancing the delivery of the Councillor
Induction Programme post 2021 LGE
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STAKEHOLDERS KEY RECOMMENDATIONS ON THE 
ENHANCEMENTS FOR THE 2021 ICIP 

COUNCILLOR INDUCTION PROGRAMME PORTFOLIO BASED INDUCTIONS
 Update content to reflect post 2016 legislative amendments
 Credit Rating Module that covers a lot of aspects in finance, it will be

delivered with one to the rating agencies
 The first focus area should be the leadership role that the Cllrs are

elected into and the understanding of how governance system is
working in order for Cllrs to be supportive to their communities,
governance structures

 There should be a multi-legged approach to the induction programme
 There should be a mid-term debriefing of the programme.
 The material should be made interactive throughout the lifespan of a

councillor in a municipality and how do SALGA use its digitization to
make the material more exciting and more relevant to the extent of daily
operation of a councillor

 On a final year of the councillor term, there should be a final debriefing
and reflecting on the challenges.

 include 4IR to be relevant
 Consideration to be given to have a dedicated section on the District

Development Model.
 Include concept of Consequence Management
 All the modules in the generic handbook are still of immense value for

any new councillor and as a good source of reference for a returning
councillor

 additional module on good governance must be added

 The 2 days of Portfolio Based inductions is not
sufficient for councillors and should be increased to
3 days or 4days

 The Economic Development & Planning (EDP) be
accommodated in the Portfolio based inductions.

 Additional funding is required to be sourced from
other Setas
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NEW INSIGHTS & ENVISAGED APPROACHES

Based on the capacity building experiences during the course of the 2016-21 term of municipal councils, 4IR and COVID –
19 impacts, NSDS requirements, learner and stakeholder feedback received thus far, the SALGA post 2021 LGE capacity
building outlook will have the following features:
 Adopting of a blended learning approach (combination of in – contact and online learning) anchored by a Learner

Management System that will be developed from blended learning strategy/blueprint to ensure seamless implementation
 The 2021 ICIP will be implemented under an environment that has been influenced by Covid-19 and must have regard for

safety protocols and regulations
 The 2016 learning material has to be reviewed because of passage of time, changes in the legislation and the new

trends that needs to be introduced in the material.
 Invest in the process of mobilizing stakeholder consultations on the plan of implementation as well as to mobilize the

stakeholders for partnerships
 Conduct internal engagements to determine and establish the internal needs emanating from clusters and portfolios that

must be catered for in the induction plan and in the induction material.
 This induction must consider 2 streams of councillors i.e. returning and newly elected
 There must be an element of programme advocacy, going to the public domain and preach the values, competencies and

the fit for purpose councillor that is a requirement for our local government system
 More credit bearing portfolio based capacity building programmes focusing on improving governance, oversight and

ethical leadership
 Capacity building programmes that have a strong interface and relationship to benchmarking initiatives (metrics, analytic),

community of practice based peer learning e.g. speakers collaborating with their peers across municipalities), online
toolkits and knowledge products.
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REALISATION JOURNEY FOR THE POST 2021 LGE ICIP

• The ICIP as a programme (starting with a trainer the trainer for ICIP facilitators 
followed by councilor orientation and following through with an articulated formal 
learning pathway) in its entirety is divided into 3 phases – the 1st phase will be 
implemented during the 2021/22 financial year while the outer phases are due for 
implementation in the remaining MTEF period :

•
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ICIP EXECUTION WORKFLOW

1. Planning & 
Preparation

2. Stakeholder 
Engagement

3. Content Review 
of manual and 
Design of 2021 

manual4. 
Development 

of 
implementatio
n methodology 
(accredited or 

non-
accredited)5.Development of 

a blended learning  
strategy

6.Development 
the 2021 ICIP 
Business Plan

7. Assessment of 
online 

infrastructure for 
implementation 

(ZOOM/Microsoft 
Teams)

8.Convension of 
CIP Manual to 
digital content

9. Funding 
Mobilisation

10. LMS 
finalisation

11. Venue 
identification if 

needed

12. Facilitator 
Recruitment & 

Selection 
(Facilitator 
database)

13. 2021 CIP 
unveiling (SALGA 
event:  National 

MM Forum, NMA 
or National 
Conference)

14 .Facilitator 
Train-the-Trainer 

Session

15. Pilot Session & 
Review

16. Finalisation of 
training schedule 

per province

17. 
Implementation of 

CIP per province

18. Monitoring & 
Evaluation 

19.Impact 
Assessment

20.Iterations for to 
Portfolio Based 

Inductions 
Delivery

21.Institutionalise 
Online Councillor 
Communities of 

Practice 

22.Launch the 
Councillor 

Learning & Good 
Governance 

Online Toolkit

Project Management & Administration

BU
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ON LINE SELF ASSESSMENT TOOL:
COMPARATIVE BENCHMARKING
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ON LINE SELF ASSESSMENT TOOL:
COMPARATIVE BENCHMARKING
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ON LINE SELF ASSESSMENT TOOL:
COMPARATIVE BENCHMARKING
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SECTION B
STRATEGIC/SENIOR MANAGERS 

RECRUITMENT
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INTRODUCTION AND BACKGROUND

• Senior Managers, especially the Municipal Manager and managers directly accountable to a

Municipal Manager, in municipalities are appointed on a fixed term contract of 5 years. The

exception to this occurs when the contract is extended in terms of applicable legislation.

• Thus, vacancies are occasioned by expiry of term of office or when the incumbent does complete his

or her term voluntary or involuntary;

• Whereas Councillors are elected into office for a period of five years or a Councillor vacates the

office prior to completing a term of office due to a recall or other voluntary or involuntary exits, eg.

death, resignation, incapacity or violation of code of conduct.
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INTRODUCTION AND BACKGROUND
Cont…

There are various laws which must be considered during the recruitment process to mitigate against the 
risk of inappropriate or irregular appointments and heavy penalties including declaratory orders if they were 
found to be in breach of these laws.

Below is a list of some of the regulatory frameworks directly underpinning the recruitment, appointment and 
conditions of employment of municipal managers and managers directly accountable to municipal 
managers, defined as Senior Managers by the 2014 local government regulations as referenced below:
• Local Government: Municipal Systems Act, 2000, Local Government: Regulations for the Appointment 

and Conditions of Employment of senior managers –17 January 2014;Upper Limits of total 
remuneration packages payable to senior managers; Local Government: Municipal Finance 
Management Act 56 of 2003.  Municipal Regulations on Minimum Competency Levels, dated 15 June 
2007; Promotion of Administrative Justice Act (PAJA), 2000, Employment Equity Act, 1998;

 Accordingly, a municipal recruitment and placement process is regulated from end to end, ranging from

appointment, renewal, extension of contract to making an acting appointment occasioned by transitional

arrangements, due to one reason or the other.
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SCOPE OF COVERAGE OF THE MSA 
REGULATIONS

The amendments to the Municipal Systems Act in 2011 gave rise to an introduction of a number of clauses 
empowering the COGTA Minister to issue regulations intended to professionalize municipal administrations, among 
others. The Local Government: Regulations on the Appointment and Conditions of Employment of Senior Managers 
were promulgated on the 17 January 2014 in terms of the above mentioned Act include: - Prohibition of political office 
bearers from holding senior management positions in local government;
• Mandatory advertisement of senior management posts before they are filled;
• Supervision of the appointment and dismissal of senior managers by the MEC and the Minister;
• Introduction of minimum competency requirements in the appointment of senior managers; and 
• Human resource planning
• Staff establishment
• Competency requirements for senior managers
• Recruitment and Selection 
• Re-employment of dismissed persons
• Secondment
• Conditions of employment
• Upper Limit of total remuneration package of senior managers
• Disclosure of benefits and interests
• Dismissal for misconduct
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RECRUITMENT FOR STRATEGIC 
MUNICIPAL POSITIONS 

SALGAs support measures in this regard, serves to respond to the following: Given our
mandate as municipalities, do we have the right talent in the right roles? Where are our
greatest talent gaps? How deep are these gaps? Where are we most at risk?, therefore, the
purpose of this section is the following:

• To sensitize Council and other decision makers about the importance
of making effective and compliant sourcing and acquisition of talent,
especially for senior managers and other critical positions;

• To introduce and distribute the SALGA updated guideline on the
recruitment, selection and placement of senior managers in
municipalities and its entities, which is based on LG legislation, thus
relating in approximately 16 steps and principles that must be adhered
as opposed to the traditional 9 steps shown on the adjacent graph. The
applicable process is illustrated later on in this presentation.

• To encourage municipalities to fill funded and approved vacancies
without delay.

• To extend the support service to our members by offering competency
assessments, background, integrity and other verification checks as
well as to offer induction training to senior managers.

• To offer SALGA’s availability to assist and support municipalities during
the recruitment processes excluding serving on the interview panel.

9 traditional steps in a traditional 
recruitment process
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POST ELECTION SUPPORT ON THE RECRUITMENT FOR 
STRATEGIC MUNICIPAL POSITIONS

• Distribution of revised Guidelines and Posters on the selection and placement of senior managers in municipalities,
renewal/extension of contracts of employment as well as engagement on such where necessary;

• The SALGA Municipal Leadership Competency Assessment Centre (MLCAC) will create value for municipalities as well as
other stakeholders within the value network by offering subsidized competency assessment services that will generate talent
analytics that will enable objective decision making regarding selection of candidates for senior management roles.

• Implementation the various aspects of the 2nd Generation - SALGA Municipal Leadership Competency Assessment
Sustainability Business Case, aimed at creating additional value for municipalities and other stakeholders through the
following product mix;

• Facilitation the implementation and ongoing engagement on the recruitment plans as well as gathering more intelligence on 
the state of vacancies and contract tenure.
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S O U N D  I N V E S T M E N T  
D E C I S I O N S

I n v e s t i n g  i n  t h e  r i g h t  p e r s o n
Who would yield the highest return on an investment in 

development resources.  

E A R LY  I D E N T I F I C AT I O N  
O F  F U T U R E  L E A D E R S

N u r t u r i n g  p o t e n t i a l
Who will deliver service excellence and build high performing 

teams in the municipality .

S U C C E S S I O N  
M A N A G E M E N T

B u i l d i n g  a  t a l e n t  p o o l
Who should be groomed key roles and why

A C C U R AT E  S E L E C T I O NA p p o i n t i n g  t h e  r i g h t  p e r s o n
Who you should hire or promote and why?

M U N I C I PA L  
R E S T R U C T U R I N G /
A M A L G A M AT I O N S

P e r s o n - p o s i t i o n  f i t
Who has the right skills-set for the new challenges?

The principal purpose of the SALGA Municipal Competency Assessment Platform is to enable municipalities to respond to 
the following burning issues in the talent management value chain:

DRIVING BETTER SERVICE DELIVERY 
PERFORMANCE RESULTS THROUGH SUPERIOR 

PEOPLE INTELLIGENCE
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SUPPORT DOCUMENTS

The next section presents the “GUIDELINES FOR THE APPOINTMENT OF THE MUNICIPAL MANAGER” and a 
one page flow chart titled “RECRUITMENT, SELECTION AND APPOINTMENT OF SENIOR MANAGERS – A HIGH 
LEVEL OVERVIEW OF THE LG REGULATIONS GG: NUMBER 37245 OF 17 JANUARY 2014”.
• The first document is intended to give an understanding and aid municipalities in the application of the specific 

provisions of the municipal systems act and regulations issued in terms thereof as it relates to the appointment of 
Municipal Managers. This document should be completed by reference to other legislation as outlined earlier in 
this presentation.  This is available in a booklet format.

• The second document is a workflow presentation of the entire recruitment process and some of its practices as 
envisaged by the LG Regulations GG: Number 37245 of 17 January 2014”.  This is usually distributed to 
municipality in an A1 poster printed format.
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Section 57(6) of the Local Government: Municipal Systems Act, 2000, provides that the
employment contract for a municipal manager and managers directly accountable to municipal
managers must be for a fixed term of employment up a to maximum of five years, not exceeding a
period ending one year after the election of the next council of the municipality.

The council and the political executive would thus be in office for less than a year when the municipal
manager position needs to be filled, and the guidelines herewith provided will guide the municipality in
the process of appointment of a municipal manager and managers directly accountable to managers.

GUIDELINE FOR THE RECRUITMENT, 
SELECTION AND APPOINTMENT OF SENIOR 

MANAGERS
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Broader principles applicable:

Section 54A of the Local Government: Municipal Systems Act, 2000, provides for the appointment of municipal 
managers and acting municipal managers, and provides inter alia as follows:
(1) The municipal council must appoint-
(a) a municipal manager as head of the administration of the municipal council; or
(b) an acting municipal manager under circumstances and for a period as prescribed.
(2) A person appointed as municipal manager in terms of subsection (1) must at least have the skills, expertise, 
competencies and qualifications as prescribed.
(2A) (a) A person appointed in terms of subsection (1) (b) may not be appointed to act for a period that exceeds 
three months.
(b) A municipal council may, in special circumstances and on good cause shown, apply in writing to the MEC for local 
government to extend the period of appointment contemplated in paragraph (a), for a further period that does not 
exceed three months.
(3) A decision to appoint a person as municipal manager, and any contract concluded between the municipal 
council and that person in consequence of the decision, is null and void if-
(a) the person appointed does not have the prescribed skills, expertise, competencies or qualifications; or
(b) the appointment was otherwise made in contravention of this Act.

BROADER PRINCIPLES APPLICABLE
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(4) If the post of municipal manager becomes vacant, the municipal council must-
(a) advertise the post nationally to attract a pool of candidates nationwide; and
(b) select from the pool of candidates a suitable person who complies with the prescribed requirements 
for appointment to the post.
(5) The municipal council must re-advertise the post if there is no suitable candidate who complies with 

the prescribed requirements.
(7) (a) The municipal council must, within 14 days, inform the MEC for local government of the 

appointment process and outcome, as may be prescribed.
(b) The MEC for local government must, within 14 days of receipt of the Information referred to in 

paragraph (a), submit a copy thereof to the Minister.
(10) A municipal council may, in special circumstances and on good cause shown, apply in writing to the 

Minister to waive any of the requirements listed in subsection (2) if it is unable to attract suitable 
candidates.

BROADER PRINCIPLES APPLICABLE
Cont..
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From the aforesaid section, the following is clear:
• The position of the municipal manager and manager directly accountable to municipal managers 

must be advertised nationally.
• The position must be filled with a person that had the required skills, expertise, qualifications and 

competencies required for the position and as prescribed by way of regulation. The Regulations on 
the Appointment of and Conditions of Service for Senior Managers published by the Minister of 
COGTA in 2014 are applicable in this regard and will be dealt with below.

• If no suitable candidates apply for the position, it must be re-advertised.
• A person appointed as acting municipal manager may only act for a period of three months, unless 

the period is extended by the MEC responsible for local government in the province.
• The municipality must inform the MEC for Local Government in the province of the outcome of the 

process of filling of the position of the municipal manager.

BROADER PRINCIPLES APPLICABLE
Cont..
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Section 56A of the Municipal Systems Act contains the limitation of political rights of municipal 
managers and managers directly accountable to municipal managers and provides that a municipal 
manager may not hold political office in a political party, whether in a permanent, temporary or acting 
capacity.

Section 57 of the Municipal Systems Act deals with employment contracts for municipal managers and 
provides as follows:
(1) A person to be appointed as the municipal manager of a municipality, and a person to be appointed 

as a manager directly accountable to the municipal manager, may be appointed to that position only-
(a) in  terms  of  a  written  employment  contract  with  the  municipality complying with the provisions of 

this section; and
(b) subject to a separate performance agreement concluded annually as provided for in subsection (2).

BROADER PRINCIPLES APPLICABLE
Cont..
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(2) The performance agreement referred to in subsection (1) (b) must-

(a) (i) be concluded within 60 days after a person has been appointed as the municipal manager or as 
a manager directly accountable to the municipal manager, failing which the appointment lapses: 
Provided that, upon good cause shown by such person to the satisfaction of the municipality, the 
appointment shall not lapse; and

(ii) be concluded annually, thereafter, within one month after the beginning of each financial year of 
the municipality;

(b) in the case of the municipal manager, be entered into with the municipality as represented by the 
mayor or executive mayor, as the case may be; and

(c) in  the  case  of  a  manager  directly  accountable  to  the  municipal manager, be entered into with 
the municipal manager.

BROADER PRINCIPLES APPLICABLE Cont..
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(3) The employment contract referred to in subsection (1) (a) must-
(a) Include details of duties, remuneration, benefits and other terms and conditions of employment as 

agreed to by the parties, subject to Consistency with-
(i) this Act;
(ii) any regulations as  may  be  prescribed  that  are  applicable to municipal managers or managers 

directly accountable to municipal managers; and
(iii) any applicable labour legislation; and
(b) be signed by both parties before the commencement of service.
(3A) Any regulations that relate to the duties, remuneration, benefits and other terms and conditions of 

employment of municipal managers or managers directly accountable to municipal managers, must 
be regarded as forming part of an employment contract referred to in subsection (1) (a).

BROADER PRINCIPLES APPLICABLE Cont..
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(4) The performance agreement referred to in subsection (1) (b) must include-
(a) performance objectives and targets that must be met, and the time frames within which those 

performance objectives and targets must be met; and
(c) the consequences of substandard performance.
(4A) The provisions of the Municipal Finance Management Act conferring responsibilities on the 

accounting officer of a municipality must be regarded as forming part of the performance agreement 
of a municipal manager.

(4B) Bonuses based on performance may be awarded to a municipal manager or a manager directly 
accountable to the municipal manager after the end of the financial year and only after an evaluation 
of performance and approval of such evaluation by the municipal council concerned.

(4C) Any regulations that relate to standards and procedures for evaluating performance of municipal 
managers or managers directly accountable to municipal managers, and intervals for evaluation, 
must be regarded as forming part of a performance agreement referred to in subsection (1) (b).

(5) The performance objectives and targets referred to in subsection (4) (a) must be practical, 
measurable and based on the key performance indicators set out from time to time in the 
municipality’s integrated development plan.

BROADER PRINCIPLES APPLICABLE Cont..
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(6) The employment contract for a municipal manager must-
(a) be for a fixed term of employment up to a maximum of five years, not exceeding a period ending one 

year after the election of the next council of the municipality;
(b) Include a provision for cancellation of the contract, in the case of non- compliance with the 

employment contract or, where applicable, the performance agreement;
(c) stipulate the terms of the renewal of the employment contract, but only by agreement between the 

parties; and
(d) reflect the values and principles referred to in section 50, the Code of Conduct set out in Schedule 2, 

and the management standards and practices contained in section 51

BROADER PRINCIPLES APPLICABLE Cont..
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From the aforesaid, the following is clear:
• A person to be appointed as the municipal manager of a municipality, and a person to be appointed as a 

manager directly accountable to the municipal manager, may be appointed to that position on must enter into 
two separate contracts with the municipality, being the contract of employment and a performance agreement.

• The performance agreement must be entered into within 60 days after the person has been appointed, failing 
which the appointment lapses.

• The employment contract must be signed before the commencement of service.
• The conditions of service will be in accordance with the conditions provided for in The Regulations on the 

Appointment of and Conditions of Service for Senior Managers published by the Minister of COGTA in 2014, 
and the salary in accordance with the then applicable determination of salaries for senior managers published 
by the Minister of COGTA.

• The employment contract for the municipal manager must be for a fixed term up to a maximum of five years, 
but not exceeding a period of one year after the election of the next council.

• The agreement must stipulate the provisions applicable in the event of a renewal, which must be done by 
agreement between the two parties.

• The agreement must be entered into between the incumbent and the mayor or executive mayor.
• Bonuses are only awarded after the end of the financial year and only after an evaluation of performance by the 

Municipal Council. Local Government: Municipal Performance Regulations for Municipal Managers and 
Managers directly accountable to Municipal Managers, 2006.

BROADER PRINCIPLES APPLICABLE Cont..
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CREATION AND 
FILLING OF SENIOR 
MANAGER POSTS

PRINCIPLES OF 
RECRUITMENT

DETERMINATION OF 
RECRUITMENT 

NEEDS

GENERAL 
REQUIREMENTS 

FOR APPOINTMENT 
OF SENIOR 
MANAGERS

COMPETENCY 
REQUIREMENT
S FOR SENIOR 

MANAGERS

ADVERTISING 
OF VACANT 

POSTS

APPLICATION 
FOR VACANT 

POST

SELECTION 
PANEL

COMPILING 
SHORTLIST OF 
APPLICANTS

SCREENING 
OF 

CANDIDATES

INTERVIEWS

SELECTION

RESOLUTION OF 
MUNICIPAL COUNCIL 
ON APPOINTMENT OF 
SENIOR MANAGERS 

AND REPORTING

RE-EMPLOYMENT OF 
DISMISSED PERSONS

RE-ADVERTISEMENT 
OF POSTS

SECONDMENT

POSTER

THE HIGH LEVEL RECRUITMENT AND APPOINTMENT PROCESS FOR 
MUNICIPAL MANAGERS AND DIRECT REPORTS IN ACCORDANCE WITH 

THE REGULATIONS OF 17 JANUARY 2014
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CREATION AND FILLING OF SENIOR 
MANAGER POSTS

• The municipal council must have due regard to 
the establishment, report and recommendations 
contemplated in regulations 4(6) and 7 of the 
LG regulations for appointment and conditions 
of senior manager

• The municipal council must confirm that the 
municipality requires the post to meet its 
strategic objectives and also ensure that a job 
description has been developed for the post

• The municipal council must attach to that post 
the remuneration and other conditions of 
employment and ensure that sufficient 
budgeted funds are available for filling the post

PRINCIPLES OF RECRUITMENT
• The recruitment, selection and appointment

of senior managers must take place in
accordance with the municipal systems and
procedures contemplated in section 67 of
the Act and consistent with sections 54A,
56, 57A and 72 of the Act

• A senior manager post must be filled
through public advertising, in accordance
with the procedure contemplated in
regulation 10

• Selection must be competency-based to
enhance the quality of appointment
decisions and to ensure the effective
performance by municipalities of their
functions

1
2

THE RECRUITMENT AND APPOINTMENT 
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DETERMINATION OF RECRUITMENT NEEDS

• When the post of a senior manager becomes 
vacant, or is due to become vacant, the mayor, in 
the case of a municipal manager (MM) or MM in 
the case of a manager directly accountable to 
the MM, must, obtain approval from the 
municipal council for the filling such post in its 
next council meeting or as soon as it is 
reasonably possible to do so.

• The filling of senior management position is 
subject to approval by the municipal council.

• The post must have been budgeted for.

GENERAL REQUIREMENTS FOR APPOINTMENT OF 
SENIOR MANAGERS

Only South African citizens or permanent residents who 
possess the relevant competencies, qualifications and 
experience set out in Annexures A and B of the Local 
Government Regulations on appointments and 
conditions of employment of senior managers may be 
appointed on senior management positions

3 4

THE RECRUITMENT AND APPOINTMENT 
PROCESS FOR MUNICIPAL MANAGERS AND 

DIRECT REPORTS



www.salga.org.za

COMPETENCY 
REQUIREMENTS FOR 
SENIOR MANAGERS

• A person appointed as a 
senior manager must 
have the competencies 
and also comply with the 
minimum requirements 
for higher education 
qualification, work 
experience and 
knowledge as set out in 
Annexure A and B of the 
2014 LG Regulations on 
appointments and 
conditions of employment 
of senior managers

5 The Municipal Regulations on Minimum Competency Levels, 2007, issued in terms of
the Municipal Finance Management Act, 2003, requires municipal managers and direct
reports to meet minimum the competency requirements in four categories as follows:

• Financial and supply chain management competencies, as prescribed in the
Regulations and described in these guidelines.

• Core managerial and occupational competencies, as described in the
Municipal Performance Regulations issued in terms of the Municipal Systems
Act.

• Higher education qualification at NQF Level 6 or a Certificate in Municipal
Financial Management.

• Minimum five years’ work experience at a senior management level.
Chapter 7 (b) of the Local Government Municipal Systems Act 32 of 2000 requires

that; a person appointed as manager in terms of paragraph (a), must have the relevant
skills and expertise associated with the post in question, taking into account the protection
or advancement of persons or categories of persons disadvantaged by unfair 
discrimination.
All the units standards prescribed must have been completed, failing which the incumbent 
will be deemed not to be qualified for appointment to the position of municipal manager.
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ADVERTISING OF VACANT POSTS

• The municipal manager must, within 14 days of receipt of the approval referred to in regulation 
7, ensure that the vacant post is advertised.

• A vacant senior manager post must be advertised in a newspaper circulating nationally and in 
the province where the municipality is located

• An advertisement for a vacant senior manager post must specify the job title, term of 
appointment, place to be stationed, annual total remuneration package, competency 
requirements of the post, including minimum qualifications and experience required, core 
functions, need to sign an employment contract , performance agreement and disclosure of 
financial interest, need to undergo  security vetting, a  contact person, address where 
applications must be sent or delivered as well as the closing date ( which must be a minimum of 
14 days from the date of advertisement appears in the newspaper and not more that 30 days 
after such date)

• Recruitment agencies may be utilised to identify candidates for posts
• Monthly reports on progress made on filling the post must be provided to the executive 

committee

6
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APPLICATION FOR VACANT POST

• Applications must be submitted on an application form, accompanied by a detailed CV
• Municipalities with on-line application procedure in place may use online application form provided it 

corresponds with the prescribed form
• Applications not made on an official form must not be considered
• Applicants for senior manager post must disclose academic qualifications, proven experience, 

competencies, contactable references, registration with professional body, details of any disciplinary 
actions ( pending or finalised) against the applicant in his or her current or previous employer

• Any misrepresentation or failure to disclose the above information is a breach of code of conduct for 
Municipal staff The municipality must compile and maintain a record of all applications received

• The municipality must compile and maintain a record of all applications received.

7
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SELECTION PANEL

• A municipal council must appoint a selection panel to make recommendations for the appointment of candidates to 
vacant senior manager posts.

• In deciding who to appoint to a selection panel, the following considerations must inform the decision: the nature of 
the post, the gender balance of the panel; and the skills, expertise, experience and availability of the persons 
involved

• The selection panel for the appointment of a municipal manager must consist of at least three or and not more than 
five members constituted as follows: the mayor (who will be the chairperson or his or her delegate), a council 
designated by the municipal council and at least one other person, who is not a councillor or a staff member of the 
municipality, and who has expertise or experience in the area of the advertised post

• The selection panel for the appointment for a manager directly accountable to a municipal manager must consist of 
at least three or and not more than five members constituted as follows: the municipal manager (who will be the 
chairperson), a member of the mayoral committee or councillor who is the portfolio head of the relevant portfolio; 
and at least on other person, who is not a councillor or a staff member of the municipality, and who has expertise or 
experience in the area of the advertised post

• A panel must disclose any interest or relationship with shortlisted candidates during the shortlisting process A panel 
member must sign a declaration of confidentiality

• A staff member may provide secretarial or advisory services during the selection process, but not form part of the 
selection panel

8
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COMPILING SHORTLIST OF APPLICANTS

• A mayor, in case of the municipal manager, or the municipal manager in the case of the
manager directly accountable to the municipal manager, in consultation with the selection
panel, must compile a list of applicants who applied for an advertised post as well as the
shortlisting of all applications received evaluated against relevant competency requirements as
set out in Annexures A and B of the Local Government regulations for appointment and
conditions of senior managers

• The shortlisting must be finalised within 30 days of the closing date of the advertisement and
the municipality must keep a record of all the applicants who applied for the vacant post.

• The municipal manager must ensure that the information contained in the applications is kept
confidential and securely stored on the municipality’s premises

• The list of all applicants together with the list of shortlisted applicants must be submitted to the
selection panel before the interviews

9
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SCREENING OF CANDIDATES

• Screening of shortlisted candidates must take place
within 21 days of the finalisations of the shortlisting
by conducting reference checks, contacting a
candidate’s current or previous employer,
determining the validity of a candidate’s
qualifications and verify whether a candidate has
been dismissed previously for misconduct or poor
performance by another employer

• A written report on the outcome of the screening
process must be compiled by the mayor, in the
case of the municipal manager or the municipal
manager, in the case of the manager directly
accountable to the municipal manger, before the
interviews take place.

INTERVIEWS

• The selection panel must conduct interviews within 21
days of screening the candidates, the selection panel
must remain the same throughout the screening and in
interviewing process and must keep records of every
panel member’s individual assessment of the
interviewed candidates

• The determination of candidates to be recommended
for appointments must be considered by law of
consensus between the members of the selection
panel; if consensus cannot be reached, a dissenting
member may record his or her concerns in the
minutes, where after the issue may be voted upon,
with each member of the selection panel entitled to
vote

10 11
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SELECTION
• The candidates recommended for appointment to the post

of a senior manager must undergo a competency
assessment

• The competency tools must be capable of being applied
fairly and not be biased against any person or group of
persons

• A municipality must provide in its medium term budget,
funding for purposes of competency assessment and testing

• A municipality encountering cash flow problems may apply
to the LGSETA to make use of the discretionary grants to
fund the competency assessment for the purpose of filling a
vacant senior manager post.

• The selection panel must submit a report and
recommendations on the selection process on the suitability
of candidates who comply with the relevant competency
requirements of the pots as set out in Annexures A and B of
the LG Regulations on appointments and conditions of
employment of senior managers

12
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RESOLUTION OF MUNICIPAL COUNCIL ON APPOINTMENT OF SENIOR 
MANAGERS AND REPORTING

• A municipal council must satisfy itself that the candidates meets the relevant 
competency requirements for the post, screening of the candidates has been 
conducted and the candidate does not appear on the record of staff members 
dismissed for misconduct.

• A municipal council must take a decision on the suitable candidate and inform all 
interviewed candidates, including applicants who were unsuccessful, of the 
outcome of the interview.

• A written report to the MEC of local government must be submitted within 14 days 
of the appointment decision made

• The report must contain the details of all processes followed and considered to 
inform the decision

13
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RE-EMPLOYMENT OF DISMISSED 
PERSONS
• A person who has been dismissed for 

misconduct in a municipality may not be 
appointed as a senior manager in any 
municipality before the expiry period as 
set out in column 3 in respect of such 
category of misconduct as set out in 
column 2 of schedule 2

• If a senior manager is dismissed for more 
than one category of misconduct, the 
periods set out in column 3 of the tables 
attached as schedule 2, run concurrently

• A municipality must maintain a record of
staff members dismissed for misconduct
and staff member who resigned prior to
the finalisation of any disciplinary
proceedings

14 Section 57A of the Municipal Systems Act deals with the employment of
dismissed staff and record of disciplinary proceedings, and provides as
follows:
(1) Any staff member dismissed for misconduct may only be re-

employed in any municipality after the expiry of a prescribed period.
(2) The Minister must prescribe different periods of expiry, as

contemplated in subsection (1), for different categories of
misconduct.

(3) Notwithstanding subsection (1) and (2), a staff member dismissed
for financial misconduct contemplated in section 171 of the MFMA,
2003 (Act 56 of 2003), corruption or fraud, may not be re-employed
in any municipality for a period of 10years.

(4) Notwithstanding subsection (1), the Minister may prescribe acts of
misconduct in respect of which no period need expire before a
person may again be employed in any municipality. Subject to
subsection (1), a decision to employ a person dismissed for
misconduct must be taken with due regard to the nature of the
misconduct concerned.
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RE-ADVERTISEMENT OF POSTS

• If no suitable candidate has been identified, the municipal council must inform all
shortlisted candidates that their applications were unsuccessful and may re-advertise the
post

15
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SECONDMENT

• If a person is seconded to
a municipality to act as a
municipal manager in
terms of section 54A (6) of
the Act, an agreement
must be entered into
between the relevant
seconding authority and
receiving municipality.

• A person seconded must
report monthly to the MEC
or the Minister, in terms of
section 54A (6).

16
The cost of the secondment must be borne by the receiving municipality, taking into
consideration the financial capacity of the municipality.

A person seconded must report monthly to the MEC or the Minister, in terms of section
54A (6), on the following:

• Steps taken to fill the vacant pots to which he or she is seconded.
• The development and implementation of any municipal institutional recovery plan 

for which the seconded official is responsible.
• Monitor and assess the adherence to policy, principles and frameworks applicable to 

the municipality.
• Develop a turnaround strategy for the municipality including strategy to promote 

good governance.
• Ensure implementation of municipal council resolutions by the 

administration.
• Implement a system to control and approve all expenditure.
• Implement all governance systems and procedures.
• Ensure implementation of financial systems, policies and procedures.
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IMPLICATIONS OF THE CONSTITUTIONAL COURT 
JUDGEMENT DECLARING THE MUNICIPAL 

SYSTEMS AMENDMENT ACT, 2011
COGTA has issued the Circular below to guide municipalities on the validity of matters which remains valid despite 
the judgment. Therefore, the above guidelines should be read and applied in connection with this Circular.
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SECTION C
Update on the 2021 Salary & Wage 

Negotiations 
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The SALGA Negotiating Team 

The SALGA NEC appointed a team of
negotiators comprising of 10 officials
drawn from both SALGA and selected
municipalities, put together to pursue
the 2021 Salary and Wage Negotiations
Programme for municipal employees
with the current agreement set to expire
on 30 June 2021. In line with the
SALGA NEC approved Collective
Bargaining Strategy, the team is
supported by the designated Media
Relations Officer who has been fully
seconded to the process observer
status in the negotiations process.
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SALARY & WAGE NEGOTIATIONS
Timelines
 29-30 March 2021 : Pre – Negotiations Meeting

 12-14 April 2021 : First Round of Negotiations

 10-12 May 2021 : Second Round of Negotiations

 14-15 June 2021 : Dispute Resolution

 NB : There was agreement in the 2nd Round of Negotiations to accommodate an
additional & final round of negotiations without moving the 14-15 June 2021 session,
on 03-04 June 2021
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SALARY AND WAGE NEGOTIATIONS

The parties formally tabled their wage demands and proposals as follows:

 mm

DEMAND IMATU SAMWU SALGA
Duration of the Agreement One year One year Multi-year for three years.

Provide for an opt-out mechanism on account of extra-

ordinary circumstances. 

Incorporate a flexible exemption dispensation based on 

financial threshold for exemption anchored on a 

categorisation of municipalities; affordability; liquidity / 

solvency; cash flow and weighted scale to be assessed by a 

panel of financial experts.

Salary increases 9% or R2500.00 ATB, 

whichever is the greater.

R4000 ATB 2.8% ATB for year one

Benefits Increase all benefits and 

conditions linked to salary 

by 9%

Increase all benefits, allowances, and 

conditions of service by 9%

Total freeze of increases on all benefits linked to salary 

increases for 2021/2022 coupled to outer years of the multi-

year agreement
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SALARY AND WAGE NEGOTIATIONS

The parties formally tabled their wage demands and proposals as follows:

DEMAND IMATU SAMWU SALGA

Minimum Wage Increase to R11000 

per month

Increase to R15000 per month N/A

Benefits Increase to 

R2000.00 per 

month

Increase to R3500.00 per month 

ATB

N/A

Gap-Market housing

allowance

Increase allowance 

to R2000 per 

month. Adjust 

allowance 

threshold to 

N/A N/A
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SALARY AND WAGE NEGOTIATIONS

The parties formally tabled their wage demands and proposals as follows:

 mm

DEMAND IMATU SAMWU SALGA
Pension Funds Had not presented on this 

but willing to engage on 

the proposal

Finalize rationalization of pension funds as 

part of these negotiations. Factor in 25% 

employer contribution

The already finalized and tabled draft Pension Fund 

Restructuring Collective Agreement is ready and should be 

signed by the parties.

Minimum Wage Increase to R11000 per 

month

Increase to R15000 per month N/A

Housing Allowance Increase to R2000.00 per 

month

Increase to R3500.00 per month ATB N/A

Medical Aid Increase employer 

contribution from R4773.12 

to R5202.70

Increase to ratio of 80% employer / 20% 

employee contributions 

Defer discussion on 60/40 ratio to 2022, as previously agreed to.

Maternity leave N/A Increase to six months for child-bearing 

inclusive of adoption of child below three 

months. 
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SALARY AND WAGE NEGOTIATIONS

The parties formally tabled their wage demands and proposals as follows:

DEMAND IMATU SAMWU SALGA

Medical Aid Increase employer 

contribution from 

R4773.12 to 

R5202.70

Increase the current 60/40 ratio 

to 80% employer / 20% 

employee contributions 

Defer discussion on 60/40 ratio to 2022, as 

previously agreed to extend the Main 

Collective Agreement.

Maternity leave N/A Increase to six months for child-

bearing inclusive of adoption of 

child below three months. 

N/A

Scope of the agreement N/A Develop a plan to guide and 

facilitate absorption of 

EPWP/CWP into SALGBC scope

N/A
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KEY UPDATE ELEMENTS & CONSIDERATIONS
SECOND ROUND ...
 WHILST ALL PARTIES ARE STILL FIRMLY ROOTED IN THEIR FORMAL MANDATED POSITIONS, ALBEIT ON A

DIFFERENTIATED DEMAND BASIS IN RESPECT OF LABOUR

 IN PARALLEL & ON A WITHOUT PREJUDICE BASIS, PARTIES CURRENTLY CONSIDERING RISK ADUSTED
SCENARIOS/OPTIONS IN ORDER TO UNLOCK AGREEMENT

 SHOULD THE ABOVE – MENTIONED PROCESS NOT DELIVER AGREEMENT, FOCUS WILL TURN TO THE
DISPUTE MANAGEMENT STRATEGY BEST SUITED TO UNLOCK AGREEMENT

 FACTORS TO CONSIDER OUTSIDE THE NEGOTIATION PROCESS
 POSSIBILITY OF 3RD WAVE RESTRICTIONS
 BUDGET PROCESSES OF MUNICIPALITIES
 DISPUTE RESOLUTION AVENUES
*TIMING OF 2021 LGE VIS – A – VIS PROTRACTED PROCESS
*ALIGNMENT OF LG & PUBLIC SERVICE COLLECTIVE BARGAINING OUTCOMES
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SALGA FORMALLY MANDATED POSITION

 Adopt an Interest-based bargaining approach; 
 PF draft collective agreement to be signed off on current terms;
 A multi year collective agreement in order to continue to maintain stability in the local government sector as well as 

support the sectors’ sustainability requirements and objectives.
 A below inflation increase of 2.8% (1.5% above projected CPI with similar terms in the outer years);
 A Total Freeze of increases on all benefits that are linked to salary increases for the 2021/2022 financial year coupled 

to the outer years of the multi – year agreement.
 As part of the terms of the Multi-Year agreement, an opt out mechanism should be inserted on account of extra 

ordinary circumstances that might not have been foreseen. 
 Incorporate into the said agreement a flexible Exemption Dispensation which should be anchored by the following: 

 A differentiation criteria delineating between 3 categories of (Non-affording, Least Affording or Just Affording 
municipalities), 
 Liquidity or Solvency ratio less than norm as determined by National Treasury,  Negative cash flow, 
 Validated by a weighted scale,
 Independently assessed by a Panel of Financial Experts, 
 Introduction of a financial threshold for exemption. 

 The review of the 60/40 ratio in terms of employer contributions towards medical aid is considered a matter of mutual 
interest during the review of the Main Collective Agreement, along with other considerations that may be applicable, 
which parties agreed to defer to 2022
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RISK ADUSTED SCENARIOS/OPTIONS
Risk Adjusted Principles:
• Quantum of increases intertwined to benefit increase freezes (BIFs);
• Adopt an overweight & an underweight positioning per scenario;
 Model anchored on multiyear but also flexible for single year scenario;
 Each scenario carries a particular overweight and under weight value on a sliding scale;

SCENARIO 1-SOFT BIF SCENARIO 2 – MODERATE
BIF

SCENARIO 3 – HARD BIF

2.05% 2.65% 3%
1.98% 2.55% 2.9%
1.89% 2.46% 2.8%

Proposed BIF Model Entails 
only the Freezing of Clause 
6.9 Benefits. 

Proposed BIF Model Entails 
the Freezing of Nationally 
Specified and Clause 6.9 
Benefits. 

Proposed BIF Model Entails the 
Freezing of the Total Portfolio of all 
Salary Increase Linked Benefits, 
Including Removal of Clause 6.9 
Benefits & Notch Increases.

BIF SCENARIO BASED MODEL FRAMES

O
VERW
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H

T

U
N

D
ERW
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H

T

*Exclusion from the Model are the Negotiated PFR Terms 
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RECOMMENDATIONS

• The NMA is requested to note and adopt the Transitional Management Plan as it pertains 
to the Integrated Councillor Induction Plan and the Senior Managers Recruitment 
Programme on the one hand and the Update on Salary & Wage Negotiations Programme 
on the other hand.
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