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GENERAL NOTICE 

NOTICE 347 OF 2007 

MINISTRY FOR PROVINCIAL AND LOCAL GOVERNMENT 

DRAFT COMPETENCY GUIDELINES FOR MUNICIPAL MANAGERS AND MANAGERS 
DIRECTLY ACCOUNTABLE TO MUNICIPAL MANAGERS, 2006 

I. I ,  Fholisani Sydney Mufamadi, Minister for Provincial and Local Government, in 
terms of section 72, of the Local Government: Municipal Systems Act, 2000 (Act 
No. 32 of 2000), hereby publish Draft Guidelines to establish minimum competency 
requirements for municipal managers and managers directly accountable to 
municipal managers, for public comment. 

2. Comments must please be submitted in writing to - 
The Director-General 
Attention: Ms S Greyling 
Department of Provincial and Local Government 
Private Bag X 804 
PR ET0 R I A 
0001 

3. Comments may also be faxed to facsimile number (012) 336 5609 or e-mailed to 
sand ra@dplg . gov.za 

4. Comments must be received by no later than I 1  May 2007. 

F S MUFAMADI 
Minister for Provincial and Local Government 
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Department of Provincial and Local Government 

Branch Systems and Capacity Building 
Local Government Leadership Academy 

LOCAL GOVERNMENT: 

MUNICIPAL SYSTEMS ACT: 

DRAFT Competency Guidelines: 

Generic section 57 managers managerial 
competency framework - and specific 
occupational competency profiles 
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1. Exptanatory Note on Draft Guidelines 

1.1 These draft guidelines convey a responsibility and prerequisite from 
national to local government on the appointment of potential candidates; 
first, in terms of talents required for the position and next, introducing 
minimum requirements for section 57 and other senior managers, in terms 
of: 
1 .I ,I Managerial competence, contained in a managerial competency 

framework (Aligned to that expected of the Senior Management 
Service at national and provincial government). 

1 .I .2 Occupational competency profiles (Aligned to competency 
indicators developed for the Senior and / or Middle Management 
Service at national and provincial government in terms of the Code 
of Remuneration and a local government specific skills 
development typology). 

The afore-mentioned is in line with the reference to human resource 
practices in Section 72 (iii) of the Municipal Systems Act 32 of 2000. 

1.2 

1.3 

The aim of these guidelines are thus to provide municipalities with 
guidance on selecting for talent and the minimum requirements 
anticipated of a section 57 and other senior manager, in terms of 
managerial and occupational competence that must be put into operation 
at all municipalities during: 
I .2.1 Relevant appointment processes (such as compiling the 

advertisement). 
1.2.2 The compilation of related job descriptions. 
I .2.3 Preparation of performance agreements. 
1.2.4 The compilation of personal development plans. 
1.2.5 Development of career plans. 
I .2.6 Succession planning. 
I .2.7 Scarce skill planning. 
1.2.6 Talent management. 
1.2.7 Human Resource Planning. 

In issuing these guidelines the purpose of the Department of Provincial 
and Local Government (dplg) is to strengthen human resources and 
related processes at local government. The dplg does not negate that 
possible work has already been done in this regard by some 
municipalities, instead, the dplg herewith wants to provide a platform for 
discussion with key stakeholders within the local government sector in 
order to present a competence model for improving the management 
capacity of municipalities. 

1.4 In those cases where municipalities have already determined managerial 
and / or occupational competence requirements, the municipality must 
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ensure that said competence requirements contain, as minimum 
requirement, the competencies in the attached Appendices B and C. 

1.5 Municipalities should also note that a phased approach is to be followed, 
whereby: 
1.5.1 The managerial competency framework and the occupational 

competency profiles for managers, contained in these guidelines, 
will be refined when conducting a skills audit to determine the skills 
gaps of actual incumbents. 

1.5.2 Next, unit standards and / or qualifications will be linked to the 
competence model and / or vocational qualifications will be 
developed; in partnership with the Local Government Sector 
Education and Training Authority (LGSETA) and the South African 
Local Government Association (SALGA) to create a learning 
framework for the local government (aligned to that planned by the 
Department of Public Service and Administration for national and 
provincial government). 

1.5.3 Finally, these processes will be cascaded down to lower levels of 
municipal employees. 

2. Background to the Guidelines 

2.1 In response to the decision by Cabinet to conduct a comprehensive skills 
audit at local government level: 

2.1.1 A study was undertaken to make recommendations on how useful 
available documents, which focus on skills and capacity 
assessment in local government, were in developing an approach 
to skills assessment, which will enable skills gaps to be identified as 
well as determine appropriate and effective means of addressing 
these. 

2.1.2 In order to further understand how skills assessments are currently 
conducted in municipalities and how effective these are in 
determining how to address the identified skills gaps, several 
interviews were also held with the management of the eThekwini 
Skills Development Department. 

2.1.3 The report entitled: ‘Local Government Skills Audit: Review of 
Existing Data and Reports’, details the findings of the study referred 
to in item 2.1.1 above and consists of four further sections: Section 
2 situates the skills audit within the local government context. It 
first provides a brief overview of current policy approaches to the 
capacity building and skills development within the framework of 
developmental local government, and then outlines the legislative 
context of capacity building and skills development in local 
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government, and the legal requirements of municipalities and 
section 57 officials. Section 3 develops a typology of municipality 
and looks at the kind of skills required and how these may vary 
according to the nature of the municipality concerned (See 
Appendix A for the categories contained in the typology referred to). 
In section 4 available documents and databases are reviewed and 
assessed in light of the requirements of developmental local 
government outlined in Section 2 and 3. Section 5 provides 
recommendations as to how to address the gaps in skills 
assessment to achieve more effective delivery at local level, while 
Section 6 looks at the possible way forward. 

2.1.4 A second study contained in a report entitled: ‘Local Government 
Skills Audit: A Preliminary Assessment of the Skill Requirements for 
Senior Managers (section 57 managers)’ followed, which assessed 
relevant legislation and policy and the skills implications of these for 
senior local government officials, along with 10 case studies based 
on the typology at Appendix A, conducted at the following 
municipalities: 
(a) Hlabisa, KwaZulu Natal (Category 1) 
(b) Jozini, KwaZulu Natal (Category 1) 
(c) Umzimvubu, Eastern Cape (Category 2a) 
(d) Umzimkhulu, Eastern Cape (Category 2a) 
(e) Hantam, Northern Cape (Category 2b) 
(f) Karoo Hoogland, Northern Cape (Category 2b) 
(9) Moqhaka Municipality, Free State (Category 3) 
(h) Merafong City, Gauteng (Category 3) 
(i) Mbombela, Mpumalanga (Category 3) 
(j) Nelson Mandela, Eastern Cape (Category 4), 

2.1.5 This allowed for the preparation of a generic competency 
framework, indicating the kinds of competencies needed by section 
57 and other managers. Broad occupational competency profiles 
for each of the following positions in each type of municipality were 
also compiled: 
(i) Municipal Manager 
(ii) Chief Financial Officer 
(iii) 

(iv) Corporate Services 
(v) Municipal Planning 
(vi) Project Manager 
(vii) Contract Manager 
(viii) Quantity Surveyor 

Technical Services, including Managers: Roads, Electricity, 
Water and Sanitation 
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2.1.6 The main objective with the competency modeling exercise is to 
develop ways of addressing service delivery blockages at local 
level, where they pertain to skills problems, and commencing with 
section 57 managers. 

3. Legal Framework for Preparing Guidelines and Regulations 

3.1 This subsection briefly examines the core legislative aspects for the 
preparation of guidelines and / or regulations for the determination of a 
competence model for municipalities. 

3.2 In terms of section 72 of the Municipal Systems Act No 32 of 2000, the 
Minister for Local Government may prepare guidelines and regulations for 
the local public administration and human resource management. He / 
she is required to comply with the labour legislation and would need to 
consult with the bargaining council established for municipalities before 
implementing any guidelines or regulations. 

3.3 Specifically, section 72 (1) (a) (iii) states that the Minister can regulate the 
setting of uniform standards for - 
“(aa) municipal staff establishments, 
(bb) municipal staff systems and procedures and the matters that must 

be dealt with in such systems and procedures; and 
(cc) any other matter concerning municipal personnel 

ad mi n i s t rat i o n ” . 

3.4 Section 72 (b) indicates that the Minister can issue guidelines to provide 
for the following matters - 
“(i) 
(ii) 

the establishment of job evaluation systems; 
the regulation of remuneration and other conditions of service 
of staff members of municipalities, subject to applicable labour 
legislation; 
the measuring and evaluation of staff performance; 
the development of remuneration grading and incentive frameworks 
for staff members of municipalities; 
corrective steps in the case of substandard performance by 
staff members of municipalities; and 
any other matter that may facilitate the implementation by a 
municipality of an efficient and effective system of personnel 
administration”. 

(iii) 
(iv) 

(v) 

(vi) 

3.5 Section 120 (2) which then outlines matters pertaining to the Preparation 
of guidelines and regulations, acknowledges the variations in 
municipalities. It states that a differentiation may be made between 
different kinds of municipalities, which may be defined either in relation to 
categories or types of municipalities or in any other way. 

6 
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3.6 

3.7 

3.8 

4. 

4.1 

Section 72 (2) indicates that when making regulations or issuing 
guidelines in terms of section 120, the Minister must - 
“(a) take into account the capacity of municipalities to comply with those 

matters; and 
(b) differentiate between different kinds of municipalities according to 

their respective capacities”. 

The legislation also makes provision for the Minister to phase in the 
regulations if it places a financial or administrative burden on 
municipalities. 

The Municipal Finance Management Act, No 56 of 2003 indicates that 
competency levels for all key financial positions within a municipality will 
be prescribed. Specifically, section 83 states the following: 
“( 1 ) The accounting officer, senior managers, the chief financial officer 

and other financial officials of a municipality must meet the 
prescribed financial management competency levels. 
A municipality must for the purposes of subsection ( I )  provide 
resources or opportunities for the training of officials referred to in 
that subsection to meet the prescribed competency levels. 

(3) The National Treasury or a provincial treasury may assist 
municipalities in the training of officials referred to in subsection 

[Note: According to information from National Treasury, the prescribed 
competencies will come into affect on I July 2006. Therefore, the 
competence model must be read in conjunction with that to be 
implemented by National Treasury and any other line sector department’s 
legislative competence requirements]. 

(2) 

(I)”. 

Explanation on the competence model used by the dplg 

In regard to the competence model used by the dplg: 

4.1.1 It is important to remember that a number of factors affect a 
municipality’s performance, including: 
(a) Competency (which needs to be linked to the functions that 

need to be performed). 
(b) Commitment (a skilled manager may lack commitment and 

therefore not perform effectively despite the performance 
contract process, which allows for monitoring and 
interventions in theory but is often difficult to implement in 
practice). 

(c) Context (e.g. the relationship between politicians and 
officials, the geographic location or economic potential of the 
municipality, etc.). 

7 
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4.1.2 The three factors listed above are inter-related and it is important 
that all three are considered in order to achieve long term and 
sustained improvement in municipal performance. An 
emphasis on competency alone could result in little or no 
improvement if other factors are more instrumental in slow delivery. 

4.1.3 The benefits of using a competence model approach are to: 
(a) Align employees to the organisation’s strategic vision. 
(b) Raise awareness about required talents and, as talents 

cannot be trained and developed it thus implies that the 
correct person, with the required talents, should be selected 
for the position from the start. 

(c) Provide a description of the key knowledge, skills, 
behaviours and attitudes (competencies) that are required of 
people and can be developed with a degree of variance from 
one person to another. 
Involve a common language, revealing the ‘rules of the 
game’ and provides the opportunity to do an objective 
comparison and identification or analysis of a competency 
gap. 

(e) Assist in establishing a common set of performance 
expectations, which in turn provides more clarity to people 
on expectations of their performance. 

(f) Present an objective comparison to identify and analyse a 
competency gap. 

(9) Give employees a tool with which to proactively manage 
their own careers through addressing the competency gaps 
they identified and working towards meeting their own career 
goals. 
Allow the Human Resource Unit the opportunity to analyse 
individual competencies and determine the available human 
resources and the human resource needs that must be 
developed to address the organisation’s future human 
resource demands. 
Provide consistency across all human resource processes, 
e.g. recruitment, selection, performance management, 
career planning, succession planning, scarce skill planning, 
talent management and human resource planning. 

(d) 

(h) 

(i) 

4.2 In regard to the managerial competency framework for section 57 and 
other senior managers at Appendix B: 

4.2.1 A standard senior management competency framework was 
developed, for section 57 and other senior managers, focusing on 
required managerial skills and based on one already implemented 
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in the national and provincial government by the Department of 
Public Service and Administration (DPSA), to ensure a consistent 
approach to senior management performance in the public service 
and the professionalisation thereof. 

4.2.2 The focus of the senior management competency framework is on 
the following eleven critical generic managerial competencies that 
senior managers should possess, in no order of importance: 
(a) Strategic Capability and Leadership 
(b) Programme and Project Management 
(c) Financial Management 
(d) Change Management 
(e) Knowledge Management 
(f) Service Delivery Innovation (SDI) 
(9) Problem Solving and Analysis 
(h) People Management and Empowerment 
(i) 
(j) Communication 
(k) Accountability and Ethical Conduct 

Client Orientation and Customer Focus 

4.2.3 The competencies are also described and defined in terms of three 
levels of proficiency, that is: 
(a) 
(b) Proficiency Level 2 
(c) 
A manager and his / her employee should agree on the level of 
proficiency required as per the post requirements. 

Proficiency Level 1 (the lowest level of proficiency) 

Proficiency Level 3 (the highest level of proficiency) 

4.2.4 These competencies will have to be reviewed annually to ensure 
currency and ongoing relevance in the type of municipality in the 
local government sphere. 

4.3 In regard to the occupational competency profiles at Appendix C: 

4.3.1 The occupational competency profiles within local government are 
based on the Code of Remuneration (CORES) implemented in 
national and provincial government by the Department of Public 
Service and Administration (DPSA) and are intended to provide 
competency indicators. The competency indicators referred to, 
provide: 
(a) An indication of the type of: 

(i) knowledge; 
(ii) skills; 
(iii) communication; 
(iv) creativity; 
(v) qualifications and training; 
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(vi) experience; and 
(vii) statutory requirements, mandatory of an occupational 

category. 
Thus the above will be expected of individual managers in 
specific occupational categories in local government, as 
listed in item 2.1.5. 

(b) A guide to municipal employers in the appointment of such 
section 57 and other managers. 

(c) An indication to existing municipal officials of the 
competencies required of them in such positions 

(d) Support to career development and also in addressing 
scarce skills, succession planning, talent management and 
human resource planning. 
Competency information in an accessible format. (e) 

4.3.2 The occupational competency profiles were also compiled in terms 
of: 
(a) Each category of municipality. 
(b) 
(c) 

The proficiency level of each com etency. 
The details on 4.3.2 (a) and (b) that means that for each 
section 57 and other management position listed in item 
2.1.5 it was possible to identify exactly what kind of skills and 
qualifications are needed in each category of municipality. 
This should assist with drawing up generic job descriptions 
for each post, enabling municipalities to adapt these to their 
specific circumstances when advertising and filling a 
particular post. It should also alleviate the problems of 
having people with inappropriate skills or qualifications being 
appointed. 

P 

4.3.3 It is anticipated that the adoption of more standardised criteria for 
employing section 57 and other managers in local government will 
improve the overall capacity of municipalities to fulfill their legislated 
obligations, specifically with regard to speeding up more effective 
service delivery. However, as has been noted there are other 
factors which affect service delivery, and the most skilled senior 
management corpse cannot always bring about vast improvements 
due to other blockages or constraints. 

4.3.4 The factors referred to above could directly or indirectly influence 
the success of the competency profiles and can be divided into: 

It is important to recognise that the nature of the municipality will change over time. Thus, the classification of the municipality, 
particularly as it relates to the problems it faces and the skills required to deal with these is dynamic and flexible. As problems are 
solved, the issues faced by managers change. The typology can thus be viewed as a continuum that allows the development of an 
individual's competency within a competency improvement system from proficiency level 1 to 3. 

10 



14 No. 29723 GOVERNMENT GAZETTE, 23 MARCH 2007 

(a) External factors, within the context in which a municipality is 
located, which are the - 
(i) social; 
(ii) economic; 
(iii) political; 
(iv) environmental; and 
(v) in some instances, skills required would not be 

available locally [E.g. Municipalities situated in deep 
rural areas, and far from well established urban areas, 
may struggle to attract and retain skilled 
professionals]. 

(b) Internal / influencing factors such as - 
(i) the ability of the municipality to prepare and approve 

an organizational structure which adequately reflects 
its mandate; 

(ii) well prepared job descriptions which can then be 
used in conjunction with the competency profile; and 

(iii) established HR systems and procedures, which 
include aspects such as recruitment and selection, 
performance management, training and skills 
development, career pathing, human resource 
planning, delegation of authority and disciplinary and 
grievance procedures. 

11 



No. 29723 15 STAATSKOERANT, 23 MAART 2007 

Internal 

Competency Profiles and Influencing Factors 

management system 

External 

4.3.5 The diagram above shows how the success of the use of the 
occupational competency profiles rests on a number of internal and 
external factors. As indicated earlier, external factors are those 
factors over which municipalities have very little control, whereas 
internal factors are those that they can control, either through an 
intervention by the municipality or from national dplg level. 

4.3.6 The Section 53 process calls for the delegation of authorities from 
the Council to officials. It is thus a pre-cursor to the real 
determination of what municipal managers will do, and establishes 
the relationships between senior officials and politicians. Very few 
municipalities have completed a Section 53 process as yet. The 
Section 53 process needs to delegate authority to the Municipal 
Manager first. If the Section 53 process does not take place, the 
roles and responsibilities between officials and politicians will not be 
resolved in an appropriate manner. In this case, even appointing 
well qualified people to the posts will result in them not being able 
to do their job effectively as they will not have the authority to do so. 
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5. 

5. I 

5.2 

5.3 

5.4 

There is therefore an urgent need to ensure that authorities are 
delegated appropriately. 

Selecting for talent 

It should be noted that there is an important difference between talents, 
knowledge and skills. Knowledge and skills can be trained and 
developed to a degree while talent cannot. 

Knowledge is “what you are aware of‘. There are two kinds of 
knowledge: 
5.2.1 Factual - things you know. Q. For an accountant, knowing the 

rules of double-entry bookkeeping. It can and should be taught. 
5.2.2 Experiential - understandings you have picked up along the way. It 

is less tangible therefore much more difficult to teach. Acquiring it 
is the responsibility of the individual. The individual must discipline 
him- / herself to stop, look back on past experiences and try to 
make sense of them. Through this kind of musing or reflection you 
can start to see patterns and connections. You can start to 
understand. Some understandings are practical, & Over a 
number of years an accountant comes to know a variety of ways to 
shield a client‘s assets from excessive taxation. Some 
understandings are more conceptual. Your awareness of who you 
are and how you come across to others is experiential knowledge; 
it comes with time if you are listening. In the same way your 
values - those aspects of your life that you hold dear - are 
experiential knowledge. 

Skills can be defined as the “how to” of a role. These are capabilities that 
can be transferred from one person to another. E.FI. For accountants, 
arithmetic is a skill. The best way to teach a skill is to break down the total 
performance into steps, which the learner reassembles. The best way to 
learn a skill is to practice. 

With regard to talents: Individuals have a filter, a characteristic way of 
responding to the world. A filter may tell the individual which stimuli to 
notice and which to ignore, which to love and which to hate. It creates 
innate motivations - is one competitive, altruistic or ego driven? It defines 
thinking - is one disciplined or laissez faire, practical or strategic? It 
forges prevailing attitudes - is one optimistic or cynical, calm or anxious, 
empathetic or cold? It creates a distinct pattern of thought, feeling and 
behaviour. In effect the filter is the source of talents. Neuroscience 
has also started to confirm that an individual’s mental filter is as enduring 
and as unique as a fingerprint thus not easily changeable. This does not 
mean change cannot happen. Individuals can be taught new skills and 
knowledge, alter values, develop a great sense of self awareness and a 
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5.5 

5.6 

5.6 

5.7 

greater capacity for self regulation but training, coaching or 
encouragement will not necessarily allow the required behaviour to come 
effortlessly. 

Talent can be defined as a recurring pattern of thought, feeling or 
behaviour that can be productively applied by an individual. Talents are 
behaviours that people find themselves doing often thus they are an 
ingrained part of an individual’s ‘make-up’. 

The key to excellent performance and not just any range in performance 
is finding the match between the person with the right talents for the 
position / role that the organisation requires of him / her. There is a 
range in every role, no matter how simple it seems; even a cleaner’s. 
Talents cannot be taught, that is: “You cannot teach someone to form 
strong opinions, to feel emotions of others, to revel in confrontation or to 
pick up on subtle differences in how best to manage each person. You 
have to select for these”. 

Talents have proven to be the driving force behind individual’s 
performance and while experience, brainpower and willpower all affect 
performance only the presence of the right talents can account for the 
excellence, if ‘excellence’ is the chosen range in performance, E.n. for an 
accountant an innate love of precision. 

In selecting for talent one must be aware of which talent one is 
interviewing for so that appropriate questions can be formulated to identify 
the most prospective talent, there are three kinds of talent: 

5.7.1 

5.7.2 

Strivinq: 
These talents explain the why of an individual. It explains why the 
individual gets out of bed every day, why he / she is motivated to 
push and push just that little bit harder. Why the individual is driven 
by his / her desire to stand out, or is good enough, good enough for 
him / her? Is the individual intensely competitive or altruistic or 
both? Does the individual define him- / herself by his / her technical 
competence, or does he / she just want to be liked? 

Thinking: 
The how of the individual is explained: How the individual thinks; 
weighs up alternatives; comes to decisions; is focused or leaves 
options open; is disciplined and structured or loves surprises; is a 
linear, practical or strategic thinker, always playing mental ‘what if 
games? 

14 
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6. 

6.1 

6.2 

5.7.3 Relating: 
These are talents that explain the ‘who’ of the individual. Who the 
individual trusts, builds relationships with, confronts, ignores? Is 
the individual drawn to win over strangers or is he I she at eeso’ 
with close friends? Is trust something that according to the 
individual must be earned or is it extended to all In the belief that 
worthiness will be proven, Does the Individual confront others 
dispassionately or is it avoided until a final explosion into an 
emotional tirade (Item 5: Buckingham and Coffman, 1999). 

How to interpret the managerial competency framework for senior 
(section 57) managers 

The competency framework at Appendix B should be viewed as a generic 
competency framework on specifically managerial skills required of senior 
/ section 57 managers and which will serve as an additional guide with: 

6.1.1 The development of an advertisement for the filling of a particular 
senior management post. 

6.1.2 The compilation of job descriptions for senior managers. 
6.1.3 Key performance areas in a senior manager’s performance 

agreement. 
6.1.4 A means for measuring existing senior manager competency levels 

within the municipality to compile a personal development plan and 
/ or career plans and / or other human resource development 
practices. 

The key concepts contained in the competency framework are: 

6.2.1 Generic competencies, which refer to those aspects that are 
required by all managers in senior management positions within a 
municipality. Specific occupation and professional competencies 
are thus not included. 

6.2.2 Occupational competencies are not included and refer to the 
occupation-related specialist and / or technical requirements for 
rendering of municipal services. This would include the technical 
competencies required for performing both the authority and the 
service delivery aspects of a municipal function or grouping of 
related functions. The extent of the occupational competency of a 
position required to perform a particular function would again vary 
according to the category or type of municipality, as contained in 
the competency profiles (Appendix C). 

6.2.3 Non-negotiable competencies are those competencies, which are 
necessary for addressing the legislative requirements for 
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municipalities. In some instances the generic competencies would 
be sufficient as the requirement relates to general management. 
However, in some cases occupational competencies will be 
essential for ensuring legal compliance. Local government and 
related sector legislation is punctuated with specific functions to be 
performed by specific positions within a municipality that must 
always be a consideration when developing senior managers’ 
competency. Table 1 indicates broadly the local government 
legislation that may or will have a direct bearing on the position 
requirements. 

6.2.4 Three proficiency levels are used in the framework. Proficiency 
describes the output and outcomes produced according to a 
proficiency scale that provides for behaviours on the job in terms of 
a range of designated proficiency indicators such as, quality, 
speed, cost, etc. within certain work and organisational constraints. 
Each proficiency level is explained in more detail below: 

(a) Proficiency Level 1 
This proficiency rating indicates that the person should be 
able to perform their local government responsibilities at the 
minimum level without any additional support. 

(b) Proficiency Level 2 
The proficiency level indicates that the person is able to 
understand and perform the local government 
responsibilities effectively and efficiently. Moreover, the 
incumbent is capable of solving complex problems and is 
able to think creatively to improve service delivery levels and 
administration of the municipality. The person should be 
able to provide advice for supporting municipal decision- 
making. 

. 
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Problem Solving and Analysis 

People and Diversity Management 

Proficiency Level 3 
This level of proficiency indicates that a person has 
extensive and special skills and knowledge of the local 
government sector, is able to manage complex processes, 
and is creative, efficient and effective in the management 
and the delivery of services. The person sets an example 
and a standard by which to measure good performance. In 
addition, he or she is able to provide expert advice for 
decision-making. 

goals. 
Must be able to systematically identify, analyse and 
resolve existing and anticipated problems in order to 
reach optimum solutions in a timely manner. 
Must be able to manage and encourage people, 
optimise their outputs and effectively manage 
relationships in order to achieve the municipality’s 

6.2.5 Table 2 outlines the broad definition for each area of managerial 
competency. 

Client Orientation and Customer Focus 

delivering services that contribute to the improvement 
of municipal processes in order to achieve municipal 

goals. 
Must be willing and able to deliver services effectively 
and efficiently in order to put the spirit of customer 

I service (Batho Pele) into practice. 
I Must be able to exchange information and ideas in a Communication 

clear and concise manner appropriate for the audience 
in order to exulain, uersuade. convince and influence I others to achieve the desired outcomes. 

Accountability and Ethical Conduct I Must be able to display and build the highest 
I standards of ethical and moral conduct in order to 
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Officer 
Head: 
Corporate 
Services 
Head: 
Technical 
Services 
Manager 
Water 
Manager 
Roads 
Manager 
Electricity 
Project 
manager 
Contract 
Manager 
Quantity 
Surveyor 

6.2.6 A description of each of the competencies per level of proficiency is 
included in table 3. Again, these represent the broad generic 
requirements for all management positions within a municipality. 
Variations between types of municipalities are based on the 
proficiency level required and not the set of competencies. 
While it may be possible for the municipal manager to reflect only 
the generic competencies*, the other senior (section 57) managers 
will require some sector specific knowledge linked to the line 
function (as reflected in Appendix C). [Important note: Should the 
municipality's capacity diminish the need for sector knowledge will 
increase]. 

Yes Yes Yes I 1 1 2 2 to 3 

Yes Yes Yes 2 2 2 2 to 3 3 

Yes Yes Yes 1 1 1 to2 2 to 3 3 

Yes Yes Yes 1 1 1 2 2 to 3 

Yes Yes Yes Not Not 1 2 2 to 3 

Yes Yes Yes 1 1 1 1 to2 2 to 3 

Yes Yes Yes 1 1 1 I to2 2 to 3 

Yes Yes Yes 1 1 1 1 2 

applicable applicable 

Demonstrate "generalist" knowledge and skills 

18 
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of the position within the organizational structure such as the manager for 
water, project manager, contract manager, roads manager will vary 
depending on the extent of the function performed by the municipality and 
the organisation’s size and complexity. Table 4 and 5 examines the 
position, its status (Section 57 or permanent), a baseline description of the 
function requirements and the possible reporting structure per type of 
municipality. 

‘able 4: Pc 

Position 

Municipal 
Manager 

Chief 
Financial 
Officer 

Head: 
Corporate 
Services 

Head: 
Technical 
Services 

Manager: 
Water 

Manager: 
Roads 

sition. level and function: Local 

Type1 
Possible 

Level 

Section 57 

SMS 
Section 57 

SMS 

Section 57 

SMS 

Section 57 

SMS 

Category 4 
municipality 
Section 57 
Category 3, 
Section 57 
or 
permanent. 
Category 
2b, most 
likely 
permanent. 

SMS or 
MMS’ 
Category 4 
municipality 

Minimal 
Function 

Description 

Section 55 of 
the Municioal 

3 

Systems Act 
Chapter 8 of 
the Municipal 
Finance 
Management 
Act 
Human 
resource 
management; 
committee 
services 
Water, 
Sanitation, 
Roads, 
Refuse, 
Electricity 
Potable water 
and 
sanitation 

New 
infrastructure 

Mayor 

Municipal 
Manager 

Municipal 
Manager 

Municipal 
Manager 

Do not 
perform 
the 
function 

Head: 
Technical 

Id Metrop 

Mayor 

Municipal 
Manager 

Municipal 
Manager 

Municipal 
Man age r 

Vast 
majority do 
not perform 
the function 

Head: 
Technical 

litan Muni 

Mayor 

Municipal 
Manager 

Municipal 
Manager 

Municipal 
Manager 

Head: 
Technical 
Services 

Head: 
Technical 

ipalities 

Mayor 

Municipal 
Manager 

Municipal 
Manager 

Municipal 
Manager 

Head: 
Technical 
Services 

Head: 
Technical 

Mayor 

Municipal 
Manager 

Municipal 
Manager 

Depending 
on service 
delivery 
mech- 
anism 
Depends 
on the 
service 
delivery 
mech- 
anism 

Depends 
on the 

3 The complexity of the position/department would depend on the size and complexity of the municipality. For example, in a large 
municipality a Corporate Services Manager could be responsible for human resource management, labour relations, a legal division, 
committee services, internal audit, skills development and training, community faciiitation, ward committee support etc. 
4 SMS = Senior management staff 

MMS = middle management staff 
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Posltlon 

Manager: 
Electricity 

Project 
manager 

Contract 
Manager 

Type1 
Possible 

Level 

Sectlon 57, 
Category 3, 
Section 57 
or 
permanent. 
Category 
2b, most 
likely 
permanent. 

SMS or 
MMS 
Category 4 
municipality 
Section 57. 
Category 3, 
Section 57 
or 
permanent. 
Category 
2b, most 
likely 
permanent 

SMS or 
MMS 
Category 4 
municipal- 
ities, 
Section 57; 
Category 3 
Section 57 
or 
permanent. 
Category 
2b most 
likely 
permanent 

MMS 
Category 4 
municipality 
Section 57. 
Category 3, 
Section 57 
or 
permanent. 
Category 
2b, most 
likely 
permanent 

Mlnlmal 
Functlon 

Desctptlon 

development; 
maintenance 
and 
upgradlng; 
Storm water 

Management 
and 
maintenance 
of existing 
infrastructure 

Management 
of 
infrastructure 
projects - 
Municipal 
Infrastructure 
Grant (M IG) 

Management 
of service 
delivery 
contracts, 
Public Private 
Partnerships 
(PPPs); 
Management 
of 
construction 
and related 

Services 

Do not 
perform 
the 
function 

Function 
would be 
per- 
formed 
by the 
Head: 
Technical 
Services 

Function 
would be 
per- 
formed 
by the 
Head: 
Technical 
Services 
in con- 
junction 
with the 

Services 

Vast 
majority do 
not perform 
the 
function. 

If 
performed, 
then Head: 
Technical 
Services 

Function 
would be 
performed 
by the 
Head: 
Technical 
Services 

Function 
would be 
performed 
by the 
Head: 
Technical 
Services in 
conjunction 
with the 
CFO 

Services 

Few 
perform the 
function. 

If 
performed, 
then Head: 
Technical 
Services 

Function 
would be 
performed 
by the 
Head: 
Technical 
Services 

Function 
would be 
performed 
by the 
Head: 
Technical 
Services in 
conjunction 
with the 
CFO 

Head: 
Technical 
Services 

Head: 
Technical 
Services 

Head: 
Technical 
Services or 
Chief 
Financial 
Officer 
W O )  

servlce 
delivery 
mech- 
anism 

Depends 
on the 
service 
delivery 
mech- 
anism 

May be 
more than 
one project 
manager 
and then 
would 
report to 
the line 
function 
manager 

May be 
more than 
one 
con tract 
manager 
and then 
would 
report to 
the line 
function 
manager 

20 
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Function would be I Function would be , 

Position rT 

Not performed 

t I I 

1 CFO 
I 

I contracts 

Not performed 

Surveyor 

MMS 
Permanent I Specialist I Not per- 

MMS 
input required formed, - 
for MIG the 

respon- 
sibility 
would be 
included 
in the 
con- 
tractors’ 
contract 

‘able 5: Position. level and h 
Position 

Municipal 
Manager 

Chief 
Financial 
Officer 
Head: 
Corporate 
Services 
Head: 
Technical 
Services 

Manager: 
Water 

Manager: 
Roads 

Manager: 
Electricity 
Project 

Type/ Possible 
Level 

Section 57 

SMS 
Section 57 

SMS 
Section 57 

SMS 
Section 57 

SMS 

Section 57 more 
likely permanent 

MMS 
Section 57 more 
likely permanent 

MMS 

Not performed 

More likely 

Not 
performed, 
the respon- 
sibility 
would be 
included in 
the 
contractors’ 
contract 

Not 
performed, 
the respon- 
sibility 
would be 
included in 
the 
contractors’ 
contract 

I 
iction: District MI 
Minimal Function 

Description 

Section 55 of the 
Municipal Systems 
Act 
Chapter 8 of the 
Municipal Finance 
Management Act 
Human Resource 
Management; 
committee services 
Water. sanitation 
(roads’ and refuse 
commonly adjusted 
to local 
municipalities) 

Performs the Section 
83(3) functions 
Potable water and 
sanitation 

New infrastructure 
development; 
maintenance and 
upgrading; 
storm water. Still 
commonly “rural” 
roads - old RSC 
function 
Not performed 

Management of 

Head: 
Technical 
Services 

Municipal Manager Municipal Manager 

Municipal Manager Municipal Manager 

Municipal Manager Municipal Manager 

I 

Do not perform the Head: Technical Services 
function 

If performed by the If performed by the 
municipality, the municipality, Head: 
Head: Technical Technical Services. 
Services. 
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Position Type/ Possible Minimal Function 
Level Description 

manager 

Contract 
Manager 

permanent 

MMS 
More likely 
permanent 

MMS 

infrastructure 
projects - MIG 

Management of 
service delivery 
contracts - PPPs; 
Management of 
construction and 

I related contracts. 
Quantity I If there is a position I Specialist input 

in the municipality, it 
is more likely 
permanent. 

1 MMS 

Surveyor required for MIG. 

6.3 

7. 

7.1 

7.2 

7.3 

7.4 

performed by the 
Head: Technical 
Services 
Function likely to be 
performed by the 
Head Technical 
Services in 
conjunction with the 
CFO. 
In most instances 
not performed by 
the municipality - 
the responsibility 
would be included in 
the contractor's 
con tract. 

ig Structure 
c2 

Smaller urban areas 
performed by the Head: 
Technical Services 

The Head Technical 
Services in conjunction 
with the CFO would 
perform function. 

In most instances not 
performed by the 
municipality - the 
responsibility would be 
included in the contractor's 
con tract. 

The senior management competency framework proposed herein also 
takes into account the different kinds of municipalities as contained in the 
typology at Appendix A. 

How to interpret the occupational competency profiles 

Individual capacity is defined as potential (through talent) or competency 
reflected in an individual's specific technical and generic skills, knowledge, 
attitudes and behaviour, accumulated through forms of education, training, 
experience, networks, values etc. Individual capacity is harnessed within 
a specifically created institutional context. 

The municipality needs to ensure an optimum institutional context 
through organisational culture, leadership and vision. 

Challenges to individual capacity include amongst others, lack of 
potential / talent, competency, poor job descriptions, inadequate technical 
skills, inadequate knowledge and information base within municipalities, 
poor understanding of local government's legal framework, insufficient 
expertise to interpret and translate legislation and policies into action, lack 
of in-house technical abilities to develop systems, support internal 
processes, perform municipal functions, lack of service oriented attitude 
and behaviour, and recruitment and selection not in line with job 
descriptions. 

Developmental local government requires a different mindset from that of 
the historic practices in local government. Greater emphasis is now 
placed on the effective and efficient management of resources for 
improved service delivery. Municipalities are required to integrate their 
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7.5 

7.6 

7.7 

7.8 

planning with their strategic and operational objectives. Within the 
Constitutional and other legislative frameworks, municipalities have the 
executive authority to develop policies and procedures for overcoming 
service delivery barriers, managing and meeting their own objectives and 
responding to their local conditions, etc. Importantly, municipalities are 
now accountable for their performance levels. 

In preparing the occupational competency profiles for each of the 
municipal positions previously listed in item 2.1.5 of the guidelines, it has 
been assumed that the job content and outputs would largely correspond 
to the “non-negotiable” responsibilities drawn from the legislative 
requirements (item 6.2.3). 

The following competency indicators have been addressed in the 
occupational competency profiles for each of the positions in item 2.1.5 
per the typology at Appendix A: 
7.6.1 
7.6.2 
7.6.3 
7.6.4 
7.6.5 
7.6.6 
7.6.7 

Knowledge 
Skills 
Communication 
Creativity 
Formal qualificationls and training6 

Years of experience 
Associated statutory requirements 

The use of qualifications as an indicator provides an outline of the 
qualifications generally viewed as competent for such, occupation. This 
approach does however not address the concept of prior learning, which 
can and does contribute toward an individual attaining the necessary 
competency levels for a senior position in local government. 
Consequently, the qualifications contained in the competency profiles 
should be used as a guide for practitioners. 

Using the municipal manager as an example, it is possible that the same 
responsibilities prescribed in the Municipal Systems Act will require 
different competencies in different environments. Consequently, the 
occupational competency profiles in Appendix C indicate variations in the 
competency levels and the learning indicators associated with each type 
of municipality according to the skills development typology. Similarly, a 
broad statement for a skill requirement is made, e.g. managing community 
participation, but this has not been broken down into its smaller 
components (i.e. what specific skills are required to manage community 
participation). Thus, the competency of a position is being considered, not 
the competency/ies required to perform a function, which may require a 
range of people. 

Training is regarded as any training, which is not a formal qualification and or years experience. 
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8. 

8.1 

9. 

9.1 

9.2 

9.3 

9.4 

A Risk Management Pian for serving employees 

It is possible that some uncertainty and insecurity will be evident with 
existing managers. It is recommended that a risk management plan 
needs to be developed to combat any unintended consequences arising 
from the implementation of the managerial competency framework or 
occupational competency profiles and concomitant regulations. The 
Personal Development Plan can be used to address the individual’s 
concerns. 

Assessment against the managerial competency framework and 
occupational competency profiles 

A competence needs to be displayed / achieved through the completion of 
pre-established criterion tests or supporting evidence that the requisite 
competency has been displayed and the particular proficiency level has 
been attained. Thus, the proficiency level achieved is based on 
demonstrated capabilities and job competence. 

Furthermore, a single achievement of competence at the required level is 
not always sufficient, the following criteria should also be met: 
9.2.1 

9.2.2 

9.2.3 

9.2.4 

The proficiency level in a competence area / indicator must be 
demon st ra bl e. 
Progression of proficiency and competence is based on 
competence that has been successfully demonstrated. Even if a 
person or that persons’ manager feels that a person possesses the 
capability to achieve a proficiency level in that competence area / 
indicator, then the person or manager cannot claim to possess 
proficiency in that competence. 
The proficiency in a competence area / indicator must have a 
quality of sustainability to it. 
Prior experience to the competence can be used to claim 
proficiency at a specific level of competence but evidence needs to 
be produced. 

In view of the above it is evident that competency assessment can be 
difficult to measure objectively and may require an objective measurement 
/ assessment instrument. A competency assessment battery has been 
developed by the Department of Public Service and Administration for the 
senior managers at national and provincial government, which may serve 
as example to a similar instrument that may need to be adapted to suit the 
local government sphere. 

Recognition of prior 1earni.ng against developed unit standards in terms of 
the required knowledge, skills, communication, creativity and qualification 

24 



28 No. 29723 GOVERNMENT GAZETTE, 23 MARCH 2007 

I O .  

10.1 

10.2 

10.3 

10.4 

10.5 

11. 

levels is also an option for any manager who has the required experience 
in local government and needs to attain a certain qualification. 
Sources 

Buckingham M and Coffman C. 1999. First Break all the rules: What the 
world’s greatest managers do differently [Pocket books] 

Ovens, W and Kitchin F, Dr. August 2005. Local Government Skills Audit: 
Review of Existing Data and Reports for dplg’s Chief Directorate: Local 
Government Leadership Academy 

Ovens, W and Kitchin F, Dr. November 2005. Local Government Skills 
Audit: A Preliminary Assessment of the Skill Requirements for Senior 
Managers for dplg’s Chief Directorate: Local Government Leadership 
Academy 

The Department of Public Service and Administration’s Code of 
Remuneration 

The Department of Public Service and Administration’s Competency 
Framework for the Senior Management Service 

Contact Details 

To further engage on the contents of this document please contact: 
Mr. N Jack 
Tel. 012 334 4906 

Ms Sandra Grejiling 
Tel. 012 334 0600 / 4988 
Fax0123365974 
sandraadplg .gov.za 

To obtain additional copies of this document, please contact: 
Mr. Sizwe Kheswa 
Tel. 01 2 334 0553 
Fax 012 336 5974 
skheswa@dplg .gov.za 
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