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INTRODUCTION

This strategy is aimed at building a platform for the achievement of this
developmental state, with specific emphasis on building transformational
HRMD capability in John Taolo Gaetsewe District Municipality.

The Municipality needs a workforce, which can support the creation of a
democracy as enshrined in our constitution. To do this, the Municipality needs
to transform workforce and human resource planning practices. The
Municipality must have a workforce that supports and delivers on the
objectives of the government. The Municipality must become even more
responsive to the identification of skills requirements, human resource data
management and the availability of skills, and it must plan for increasing
demand, developing innovative strategies and plans to supply the skills
needed by the public service to enable it to address the challenges as they

emerge.

A high-quality and responsive local government, with a focus on skills
identification, supply, demand, retention, employability and social mobility, is
essential if the Municipality is to realise its ambitions to strengthen South
Africa’s social and economic performance and transform the life chances of its
citizens. Local government service operates across society, with a real impact
on businesses, young people and adults from across all areas of our country.
As such local government needs to be pre-emptive in terms of its human
resource requirements and more responsive to service delivery improvement
and increasing global competition.

BACKGROUND

SALGA, in partnership with the Department of Cooperative Governance and
Traditional Affairs (COGTA) as well as GIZ, undertook quantitative and
qualitative assessments in 2010 to determine the current state of human
resources (HRMD) practices which have been adopted by different
municipalities and the impact such practices have on the vision of a
developmental local government system.

The report highlighted challenges and gaps as well as good practices in
respect of human resources management and development (HRMD)
practices. The research report concluded that very few municipalities have
attained sustainability in relation to the creation of innovative and strategic
administrations and integrated human resource management systems. The
report proposes the adoption of specific reform
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processes including the development of a national HRMD strétegy which
would prepare municipal councillors and employees for a major shift in human
resource management and development.

In addition, a SALGA hosted conference in September 2010 also mandated
the inception and enhancement of several aspects of human resources and
that in itself calls for a consolidation of those into an HRM&D strategy.

It is against this back drop that John Taolo Gaetsewe District Municipality
embarked on a process aimed at developing a Human Resource
Management and Development Strategy.

HOW THE STRATEGY WAS DEVELOPED
The strategy was developed in line with:

o Legislative, regulatory and policy requirements as they relate to local
government in general and HRMD specifically; and

e Good practices within regards to HRMD within local government, the
South African public service and internationally.

LEGISLATIVE, POLICY AND REGULATORY ALIGNMENT

This section provides an overview of the legislative context within which local
government as operates. These have a direct or indirect impact on the roles
and responsibilities of HRMD functions within local government and as such
serve as a good starting point in understanding or at least defining what is
expected from a fully functional HRMD function.

o Basic Conditions of Employment Act,75 of 1997

The purpose of the Act is to give effect to the right to fair labour
practices & regulate basic conditions of employment. The Act provides
for the regulation of working time, leave the employee is entitled to, the
particulars of the employer which must be supplied to the employee,
payment of remuneration, termination of employment, prohibition of
employment of children & forced labour. The Act also provides for the
variation of basic conditions of employment. It provides for the
appointment of Labour inspectors to promote, monitor & enforce
compliance with an employment law. The Minister may issue Codes of
Good Practice after consultation with NEDLAC.
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o The White Paper on Human Resource Management in Public
Service

The White Paper on Human Resource Management in the Public
Service was adopted in the year 2000. Progression towards



transformation of the public service finds resonance in this White
Paper. The paper adopted a common vision, mission and values that
encompass a framework for change in the public service. The vision for
human resource management in the Public Service is that of a diverse,
competent and well-managed workforce, capable of and committed to
delivering high quality services to the people of South Africa

The White Paper on Local Government

This White Paper establishes the basis for a new developmental local
government system. The White Paper attempts to articulate, albeit at a
high level on how to transform the municipal human resources to
enable the workforce to deliver on the developmental mandate. This
high level statements that is still required to be broken down into step-
by-step norms and standards which could create uniformity in
municipal human resources.

The Municipal Systems Act 32 of 2000

The Municipal Systems Act, 2000 flashes out the shape of the new
system of local government administration. Chapter 7 of the Municipal
Systems Act is dedicated to the local public administration and human
resources

Municipal Planning Performance Management Regulations, 2001

The Municipal Planning and Performance Management Regulations
set out in detail requirements for municipal PM systems. However the
regulations do not sufficiently constitute a framework that fully
proposes how the system will work. Each component of the proposed
framewaork in this document is strongly informed by the regulations

Municipal Performance Regulation for Municipal Manager and
Managers Directly Accountable to Municipal Managers, 2006

The Local Government Municipal Performance Regulations for
municipal managers and managers directly accountable to municipal
managers (Government Gazette No.29089, 1 August 2006), sets out
how the performance of Section 57 staff will be uniformly directed,
monitored and improved. The regulations address both the
employment contract and performance agreement of municipal
managers and managers directly accountable to municipal managers.
It further provides a methodology for the performance management
system as well as criteria for performance bonus payments. The
regulations also provide an approach for addressing under-
performance, should this occur.

Compensation for Occupational Injuries and Diseases Act, 130 of
1993

The Act provides for compensation for disablement caused by
occupational injuries or diseases sustained or contracted by employees

-
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in the course of their employment, or for death resulting from such
injuries or diseases. The main purpose of the Act is to substitute the
liability of employers in respect of occupational injuries or diseases with
the principle of compensation payable under the Act. The Act provides
for the appointment of Commissioners, assessors, & establishment of a
Compensation Board & Compensation Fund & Reserve Fund. It also
provides for claims procedures & the determination & calculation of

compensation.
Constitution of the Republic of South Africa Act, 108 of 1996

The Act has 14 chapters. The Bill of Rights in Chapter 2 of the Act is a
cornerstone of democracy in South Africa, it enshrines the rights of all
people in South Africa & affirms the democratic values of human
dignity, equality & freedom. The State must respect, protect, promote
& fulfil the rights contained in the Bill of Rights which are subject to the
limitations contained in S.36 or the Bill. The Act provides for the
divisions of power between the executive, legislature & the judiciary, &
different levels of government. The Constitution is the supreme law of
the Republic & law or conduct inconsistent with it is invalid & the
obligations imposed by it must be fulfilled.

Labour Relations Act, 66 of 1995

Purpose is to advance economic development, social justice, labour
peace & the democratisation of the workplace. Gives effect to &
regulates the fundamental rights conferred by Sec 27 of the
Constitution, gives effect to obligations incurred by the Republic as a
member state of the International Labour Organisation. Regulates the
organisational rights of trade unions, entitles an official of a
representative trade union to enter the premises of an employer to
recruit members or communicate with them. It also provides for the
deduction of trade union subscriptions or levies by an employer from
the employees' wages. An employer is obliged to disclose to a trade
union representative all relevant information that will allow the
representative to perform the functions in terms of this Act. The Act
regulates the right to strike & the recourse to lock-out. Protects the
right of an employee not to be unfairly dismissed or subjected to an
unfair labour practice. A dispute arising from a contravention of this
Act may be referred to either the Commission for Conciliation,
Mediation & Arbitration (CCMA) or the Labour Court depending on
jurisdiction.

National Archives & Record Service of South Africa Act, 43 of
1996
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The objective of the Act is to provide for the proper management of the

records of governmental bodies.

The Act provides for the establishment of the National Archives &
Records Service of South Africa & sets out its objects & functions,

which include:

(a) To preserve public & noh-public records with enduring value for use
by the public & the State, &

(b) To make such records accessible & promote their use by the public.
The Minister is empowered to establish archives repositories into which

records older than 20 years may be transferred.

The Act sets out the terms & conditions under which records that are
held in the National Archives may be accessed by the public.

e Occupational Health & Safety Act, 85 of 1993

The Act provides for the health and safety of persons at work & for the
health & safety of persons in connection with the use of plant &
machinery. It provides for the protection of persons other than persons
at work against hazards to health & safety arising out of or in
connection with the activities of persons at work. The Act establishes
an advisory council for occupational health & safety. The Act
prescribes the general duties of employers to employees, such as
providing a safe working environment that is without risk to the health
of employees. The Act imposes duties on employers & self-employed
persons to ensure that persons other than their employees are not
exposed to hazards to their health & safety. This Act provides that the
Minister may declare any work as listed work & it also lists the duties of
an employer whose employees are doing listed work. The Act also
prescribes the general duties of employees relating to health & safety
issues. The designation of health & safety representatives & the
establishment of health & safety committees are required where the
number of employees & health & safety representatives exceed a
prescribed threshold @ any workplace. The victimization of employees
who report matters of health & safety or who comply with health &
safety requirements is forbidden. The Act makes provision for an
employer to attract criminal liability for acts or omissions done by
employees. Of particular importance are the regulations issued under
the Act, which prescribe the responsibilities of employers & employees
in so far as specific health & safety issues are concerned. Regulations
issued under the Act may incorporate health & safety standards by

mere reference.
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The Act gives effect to the Constitutional right of access to any
information held by the State & any information that is held by another
person & that is required for the exercise or protection of any rights.
The Act applies to both the public & private sectors. A request for
information may be refused if it falls under a ground for refusal. The
grounds of refusal limit the Constitutional right of access to information
in order to protect other fundamental rights & important aspects of the
public interest. The Act provides for the compilation of a manual & the

appointment of an information officer.
¢ Promotion of Administrative Justice Act, 3 of 2000

The Act gives effect to the right to administrative action that is lawful,

reasonable & proceduraily fair & to the right to written reasons for

administrative action as contemplated in Sec 33 of the Constitution of

the Republic of South Africa, 1996. “"Administrative action" includes:

any decision taken, or any failure to take a decision. A "decision" that

could fall within the definition of "administrative action” & therefore

need to conform with the requirements provided for in this Act include a

decision:

(a) making, suspending, revoking or refusing to make an order, award
or determination;

(b) giving, suspending, revoking or refusing to give a certificate,
direction, approval, consent or permission;

(c) issuing, suspending, revoking or refusing to issue a licence,
authority or other instrument;

(d) imposing a condition or restriction;

(e) making a declaration, demand or requirement;

(f) retaining, or refusing to deliver up, an article; or

(g) doing or refusing to do any other act or thing of an administrative
nature.

o Employment Equity Act of 1998

The broad objectives of Employment Equity entail addressing under-
representation of designated groups in all occupational categories and
levels in the workforce. ldentifying and developing strategies for the
elimination of employment barriers in the Employment Policies and
Practices of the Municipality. The Act aims at developing business-
orientated strategies for the achievement of numerical goals and
timetables for the implementation of affirmative action measures. It
aims at establishing procedures for the monitoring and enforcement of
the implementation process. The Act focuses at establishing
procedures to address and resolve disputes regarding the
implementation and enforcement of Employment Equity.
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Provides for procedures in terms of which employees in both the
private & the public sector may disclose information regarding the
unlawful or irregular conduct by their employers or their co-workers &
to provide for the protection of employees who make disclosures which
are protected in terms of this Act. This is the so-called “whistle-blower
protection”. The Act makes provision for protected disclosures to a
legal advisor, employer, member of cabinet or executive council,
certain persons or bodies & general protected disclosures.

Skills Development Act, 97 of 1998

The Act aims to develop the skills of the South African workforce,
increase the levels of investment in education & training in the labour
market & to ensure quality education & training in & for the workplace.
The Act endeavours to improve the employment prospects of persons
previously disadvantaged by unfair discrimination & encourages
employers to provide employees with the opportunities to acquire new
skills, to provide opportunities for new entrants to the labour market to
gain work experience & to employ persons who find it difficult to be
employed.

Skills Development Levies Act, 9 of 1999
To provide for the imposition of a skills development levy.
Tax on Retirement Funds Act, 38 of 1996

The Act provides for the taxation of interest & rental income of
retirement funds & untaxed policyholder funds of insurers. Words or
expressions used in the Act to which a meaning has been assigned in
the Income Tax Act, 1962 (Act No. 58 of 1962), bears the meaning so
assigned. The tax on retirement funds must be paid by the fund
concerned to the Commissioner within three months after the end of
each tax period & must be accompanied by a return in such form as
the Commissioner may require. It should be noted that a provisional tax
is payable in two payments.

Municipal Finance Management Act, 56 of 2003

The Act regulates financial management in the local governments &
related organisations & entities. It also ensures that all revenue,
expenditure, assets & liabilities of those governments are managed
efficiently & effectively. To provide for the responsibilities of persons
entrusted with financial management in those bodies.

Ms P Q Mogatle

Unemployment Insurance Act 63 of 2001 ]
g Speaker



The main objective of the Act is to establish the Unemployment
Insurance Fund; to provide for the payment from the Fund of
unemployment benefits to certain employees, & for the payment of
illness, maternity, adoption & dependant's benefits related to the
unemployment of such employees; to provide for the establishment of
the Unemployment Insurance Board, the functions of the Board & the
designation of the Unemployment Insurance Commissioner. The Act
empowers a labour inspector who has reasonable grounds to believe
that an employer has not complied with any provision of this Act or has
committed an offence under this Act, to endeavour to secure a written
undertaking by the employer to comply with the relevant provision. A
labour inspector may issue a compliance order if the labour inspector
has reasonable grounds to believe that an employer has not complied
with-

(a) a written undertaking; (b) a compliance order; or (c) any provision of
this Act. The Act prescribes the information to be supplied by the
employer.

In addition, consideration was given to the following:

e National priorities as outlined in the President's State of Nation
Address, the Budget Speech and Government OQutcomes;

o Relevant collective bargaining agreements;

e Relevant national strategies as they pertain to local government e.g.
the National Spatial Development Strategy, National Environmental
Management Strategy; and

e Relevant local government strategies e.g. the National Capacity
Building Strategy.

Good Practice Principles

In developing the strategy, the following good practice principles were also
considered:

e The organisational context and implications on HRMD;
The organisational strategy and alignment thereof;
Good practices with regards to HRMD strategy and practices;

e Ensuring that the strategy addresses transactional issues as well;
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¢ Repositioning HRMD as a business partner;

e Description of the key HRMD skills & competencies to deliver on the
strategy;

e Ensuring that the HRMD structure adds appropriate support to deliver
on its mandate;

e Ensuring that the strategy is implementable and measurable; and

s Ensuring that there is broad stakeholder buy in.

THE HUMAN RESOURCE MANAGEMENT & DEVELOPMENT MODEL

In order to guide the formulation of the strategy, a lens has been developed,
through which HRMD functions can be envisioned at a developmental state. A
Model has been developed that allows for envisioning HRMD in this state, and
accordingly this model has been used as a basis for developing the core
strategic objectives and initiatives that need to be implemented

The model was developed based on an analysis of:

o The best practice models for HRMD;

. The MPAT assessment framework (focus on HRMD components); and

o The HRMD norms and standards for local government (emerging out of

consultative processes for creating a single public service)

Based on the analysis the following process was undertaken:

° Identified some common elements frameworks; and

o Consolidated them into a single framework
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Figure 1: The Framework for Developing the HRMD Model

The alignment of the three aforementioned frameworks has resulted in the
development of:

e A model that can be used to manage and report comprehensively on
HRMD issues;

e A model that can be used to systematically determine the status of
HRMD within municipalities as well as the sector; and

e A model that can then also be used to develop meta strategies at an
institutional or sector level and can guide the provision of relevant
products and support services.

This is also the value chain that will allow the Municipality to cluster and
develop the requirement for each functional area and develop an overarching
strategy

The strategy

This refers to an integrated strategy - derived from the overall institutionall
strategy and/ or Business Unit strategies — which outlines how HRMD will be
managed to support the achievement of overall business strategies and
objectives. It sets out the key strategies, objectives and measures in each of
the HRMD value chain areas and enabling functions.
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Vision, Mission and Value

These needed to be co-created, communicated, understood and lived at
every level of the organisation to ensure commitment and alignment to the
business strategy and objectives.

e The vision is the inspiring, desired destination;
e The mission is the roadmap to get there; and
¢ The values are the guiding behaviours to ensure success.

Strategic HRM&D Planning and Job Evaluation

Before an individual is sourced and placed into an organisation or team, an
assessment of HRMD requirements for the current and future organisation
needs to take place, taking due cognizance of the approved organisational
structure and analyzing demand and supply dynamics and ensuring timeous
access to competence people in critical positions. Strategic HRMD planning
includes:

People forecasting;

Workforce planning;

Budgeting;

Succession planning;

Diversity planning;

Social plan development (taking cognisance of the municipalities
impact on unemployment and job creation.);

Job evaluations; and

Review of organisation structure.

Sourcing and Placing

The war for talent places is additional burden on organisations to timeously
staff the organisation with competent people. Sourcing and placing
individuals includes:

Building strategic partnerships for talent and skills;
Attracting people through innovative attraction strategies;
Recruiting and selecting suitable people;

Placing people into jobs and teams;

Inducting and socialising people into the municipality; and
Redeploying people.
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Capacity Building

Building a high performance culture involves developing people to their full
potential through:

Competency profiling and assessment;
Personal development planning;

Career development;

Skills development;

Leadership and management development;

Key talent development;
Development of a learning organisation, including knowledge

management activities; and
o Impact assessment.

Performance management

Performance management is about translating the desire for performance into
practices that encourage and sustain performance from everyone. It assists
with the assessment of individual and team performance aimed at delivering
business objectives. Performance management includes:

Confirmation of process and standards;

Setting performance standards;

Measuring and evaluating performance;

Gap analysis;

Developing performance management skills ftraining to line
management;

e Communication and co-ordination of the performance management

process; and
o Making the link to remuneration.

Remuneration and reward

Building a high performance culture involves optimising a total reward system
to attract, retain and motivate people to enable the achievement of business
objectives. Reward management includes:

Market analysis;

Co-ordination and development of policy;
Procedures and agreements;

Design, implementation;

Monitoring and maintaining of the reward system;
Executive remuneration and incentives; and

e Payroll administration.
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Exit Management

In the current environment, organisations need a workforce of the correct size
and capability in order to meet their strategic cbjectives. As an individual
prepares to leave the organisation, it is crucial to ensure proper procedural
separation between employee and the organisation. This includes:

Exit interviews to determine and manage systemic exit trends;
Retirement process;

Medical boarding;

Dismissal processes in line with sound labour practices;
Retrenchment; and

Outplacement and resignations.

Organisational Culture, development & Effectiveness

This component represents the role HRMD plays in deciphering, defining,
developing and rewarding an organisation culture that is conducive to
achieving business objectives. This includes:

Culture transformation and change management;

The development of individuals and teams with a systems view;
Continuous assessment of organisational effectiveness through work
studies and redesign to ensure maximum efficiency, productivity and
job satisfaction; and

Review and design of organisational structures.

Employee Relation Management

This component includes building effective communication and workforce
relationships. Employee relationship management includes:

Managing relationships with unions and other labour forums;
Management of disciplinary and grievances;

Social planning;

Disputes;

Consultations;

Collective bargaining; and

e Conflict management.

Talent Management

This component deals with the identification and retention of talent for the
municipality. Talent management includes:

¢ Identification of mission critical positions;
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» Succession planning; and
e Focused development of key talent to ensure succession plans are
impiemented timeously.

HRM&D Administration, Reporting and Financial Disclosure

This component refers to all HRMD related administration and includes:

e Management of HRMD policies and procedures relating to
engagement, salary and benefits, employee data management, training
and development tracking, performance management recording and
terminations

s Reporting to top management, shareholders, government and statutory
reporting

HRM&D Assurance and Wellness

This component represents all HRMD assurance aspects to minimise HRMD
risk to the business. HRMD assurance and wellness includes:

Setting of HRMD policies and procedures;

Ensuring governance and compliance with internal policies and
external legislative requirements applicable to HRMD;

Setting up and managing of strategic alliances and contracts;
Employee wellness including HIV / AIDS and EAP; and

Ensuring sufficient physical facilities, equipment, resources and assets
required to manage and execute human resource activities.

Information System and Technology

This component represents both the internal suite of hardware, applications,
databases and other software components that together support all planning
scheduling, tracking and execution of HRMD's strategic drivers, objectives,
targets and measures. This includes:

e Reporting of HRMD service performance; and
e Quantification of HRMD adds value to tasks in the human resources
processes.

HRM&D Competence and Benchmarking

This component represents HRMD's drive towards creating a world class
HRMD function underpinned by competent HRMD people and includes:

o HRMD benchmarking;

e Best practice research; and
« HRMD capacity building. MS PQ WiOgat‘e

- ISpeaker-



HRMG&D Value Proposition

This component represents the delivery of the defined HRMD value
proposition and service level agreements. The HRMD value proposition
includes:

HRMD's strategic drivers, objectives, targets and measures;
¢ Reporting of HRMD service performance; and
e Quantification of HRMD value add.

CRITICAL SUCCESS FACTORS

There are a number of critical success and enabling factors that have been
identified for the successful implementation of the HRMD strategy. These

include:

e Stakeholder buy in: Obtain agreement on approach and support for
an integrated approach across all relevant role players; and

¢ Resources: Sufficient resources to plan and implement the various
interventions.

¢ Risk Management: The adoption of a proactive risk management
strategy to ensure successful achievement of the objectives contained

herein.

e Roles and Responsibilities: Clearly articulating the roles and
responsibilities of all the stakeholders that will be involved during
implementation; and

¢ Integration: Ensuring that the consideration is given to other
processes that are currently underway or are envisaged within local
government and in government in general that may be similar or may
impact on what has been proposed in this strategy.

RISKS AND RISK MANAGEMENT STRATEGIES

It is also important that the risks and possible risk mitigation strategies are
identified in order to ensure successful implementation of this strategy. Whilst
a scientific was not undertaken in order to identify the risks, determine the
likely impact of the risks

as well as rating of the various risks, based on experience implementing
similar exercises, the following risks have been identified:
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CONCLUSION

A fully functional HRMD function is critical in ensuring delivery at an
institutional level. This HRM&D strategy provides a basis for defining the
critical issues that need to be addressed and how they need to be addressed
in order to ensure that the vision of a developmental local government is
achieved. This HRMD strategy represents the first step in transforming
HRM&D within the Municipality and is an attempt at defining the future status
of HRM&D. Whilst this strategy does not address all the issues and
challenges, the models presented herein provide a basis for defining critical
areas of work.
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