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1. Background and Context

Local government is the sphere of government closest to the people and is therefore better
placed to efficiently carry out the tasks of dealing with services and community
development. Locally elected councillors should have a better understanding of local

service delivery issues than national and provincial politicians should.

The functions and powers of municipalities are described in Chapter 7 of the Constitution.
The Constitution gives local government the executive and legislative authority (through
passing by-laws) to administer various public services (listed in Schedule 4, part B and
Schedule 5, part B). The Constitution also defines the responsibilities of provincial and
national government. However, the Constitution allows local government to administer
other services than those listed through agreement with the relevant province, or if

legislation is passed that gives other responsibilities to local government.

Every municipality must strive, within its financial and administrative capacity, to achieve

the following objectives:

o Provide democratic and accountable government for local communities

e Ensure the provision of services to communities in a sustainable manner

o Promote social and economic development

¢ Promote safe and healthy environments

e Encourage the involvement of communities and community organisations in

matters of local government.

Municipalities should perform all the functions above except where this function is already
being undertaken by a district municipality. Functions can be reassigned by the minister if
the municipality in which the power is vested lacks the capacity to perform that function or
exercise the power. (Source: Chapter 5 section 83, 84, 85 of the Municipal Structures Act,
1998)

The responsibilities of local government can be generally categorised as follows:

¢ Infrastructure and basic services: this includes water and sanitation, electricity and
gas reticulation, refuse removal, storm water management, municipal roads,
municipal public transport, street lighting, among others.

e Social and welfare services: while primarily an area of provincial responsibility,
municipal functions that fall in this category may include: child care facilities,
municipal health services, establishment and maintenance of public parks and
other recreational facilities. Other community-based social services are often in

practice provided by municipalities (especially the larger municipalities).



e Administration and public order: this includes fire-fighting services, building
regulations, control of nuisances, air and noise pollution, traffic and parking; larger
municipalities often have established ‘metro police’ to assist with enforcement in
these areas.

¢ Municipal planning: the development plans of a municipality are the basis for
directing and managing land use and infrastructure provision, and they should help
plan for public investment whether the particular service is provided directly by the
municipality or by province. For example, the housing subsidy programme has
been implemented by province, but effective implementation relies on municipal

planning.

The South African Local Government Association (SALGA) is an autonomous association
of all 257 South African local governments. SALGA has set out its role to represent,
promote and protect the interests of local governments and to raise the profile of local
government, amongst other objectives. SALGA has a clear strategic role to play in
representing the interests of local government within the system of government as a whole

and supporting its members to fulfil their developmental obligations, on the other.

SALGA’s mandate can be summarised as follows:
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The mandate of the LGSETA is to facilitate skills development initiatives in the local
government and to ensure that local government sector is professionalised, skilled and
capable to deliver basic services as required by the constitution. It is against this

background that the LGSETA in consultation with local government stakeholders develop



a Local Government Councillor Development Strategy to ensure that those newly elected

Councillors are adequately capacitated to discharge their responsibilities.

2. Legislation and Policy Prescript

The Local Government Councillor Development Strategy will be guided by the following

legislation and policies that are applicable to the Local Government SETA.
2.1 Skills Development Act, No 97 of 1998

The LGSETA mandate is derived from the Skills Development Act (SDA) with the
purpose of facilitating skills development in the local government sector. Section 29(1)
(a) and (b) of Act 108 of the South African Constitutionl provides for the State “to take
reasonable measures to make adult and further education accessible to citizens, as a
human right”. Further, the role of local government is emphasised in Sections 152 and
153 of the same Constitution, which is promoting social and economic development,

whilst maintaining and improving service delivery to all community members.
Section 152(1) of the Constitution 19962 states the objects of local government as:

e to provide democratic and accountable government for local

communities;

e to ensure the provision of services to communities in a sustainable

manner; to promote social and economic development;
e to promote a safe and healthy environment; and

e to encourage the involvement of communities and community

organisations in the matters of local government
2.2 Skills Development Levies Act No.9 of 1999

The Skills Development Levies Act (SDL) makes provision for levy employers to pay
one percent (1%) of their payroll to the South African Revenue Service (SARS). The
Funding Mechanism and Grant Regulatory Framework are directed from the Skills

Development Levies Act.
2.3 Public Finance Management Act, No. 1 of 1999

The LGSETA is a public entity recognised under Schedule 3A of the Public Finance

Management Act (PFMA), No. 1 of 1999. The act regulates financial management in

L http://www.justice.gov.za/legislation/constitution/SAConstitution-web-eng.pdf
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all spheres of government and government institutions; to ensure that all revenue,
expenditure, assets and liabilities of those governments are managed efficiently and
effectively; to provide for the responsibilities of persons entrusted with financial
management in those governments; and to provide for matters connected therewith.
The strategic partnership model will be guided by the PFMA on regulating financial
management of the LGSETA.

2.4 National Skills Development Plan (NSDP) 2030

The NSDP 2030 is aimed at ensuring that South Africa have educated, skilled and
capable workforces that will contribute towards economic growth, employment creation

and social development.

The NSDP advocates the critical role of social partners in the implementation of the
skills development plan. According to the NSDP 2030, social partners will continue to
play an active role, in SETA Accounting Authorities with key responsibility for the
implementation of the NSDP. Social partners remain at the heart of the NSDP and that
action and implementation should be a hallmark of the partnership, with constituencies
identifying areas where they can make firm commitments as well as identifying actions

that other constituencies would need to undertake.
2.5 White Paper on Post-School Education and Training (PSET)

The White Paper on Post-School Education and Training (PSET) aims to establish a
vision for the type of post-school education and training system that the Department of
Higher Education and Training (DHET) desires by 2030. It provides a policy framework
to direct the skills development interventions of the DHET and other institutions, in

support of building a developmental state.

3. Councillor Development Marco-Learning Path Way

They are number of role players in the local government sector aiming at building
capacity and re-skilling Councillors in the past twenty years. These role players include
SALGA, Department of Cooperative Affairs and Traditional Affairs (COGTA), National
Treasury and LGSETA.

3.1 Multi-dimensional Approach to Capacity Building

The National Capacity Building Framework (NCBF) from COGTA of 2016 -2022 outlines

a systemic approach to capacity building. The figure below depict the various multi-



dimensional touch points that underpin the foundational approach to capacity building and

leadership development in as far as its focus on Councilor’'s and Senior Managers:
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3.2 Councillor Development Macro Learning Pathway

The Integrated Councillor Induction Programme (ICIP) appreciates the journey of Councillor
Induction as a series of chapters, which is best, expressed via the Inductive Learning Pathway.
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.



The figure below depicts The Councillor Development Macro Learning Pathway. In its entirety,

it adopts an integrated approach to the development of Councillors.
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4. Category of Councillors

For the purpose of the local government Councillor Development Strategy, the

Councillors will be classified into two categories:

4.1 Category One — Returning Councillors

This category deals with Councillors whom are re-elected and are returning to the
Municipal Council for more than once. The Councillors have broader understanding of the
functioning of the Municipality and performing their oversight role and responsibilities. The
strategy will outline the type of training and capacity building initiatives aimed for this type

of Councillors.

4.2 Category Two — Newly Elected Councillors (New Cohort)

This category of Councillors include the newly elected Councillors that will be ushered to
the Municipal Council for the first time. In addition, this type of Councillors include members
of society coming from different walks of life who may not have the experience and

understanding of the municipal function.



Therefore, it is critical that the strategy design programmes and skills development
initiatives that will ensure that these councillors understand their roles and responsibilities

in the Municipal Council.

Roles and Responsibilities of Municipal Councillors

The section below will outline the roles and responsibilities of the Municipal Councillors.
The roles and responsibilities identified here are not an exhaustive list, but highlight the
major activities of a councillor in a simple and straightforward way. Councillors will learn
more through experience and through the direction of the council leadership on how best

to perform their duties.

The specific functions of a councillor are not comprehensively dealt with in legislation,
although Section 53 of the Municipal Systems Act, 2000 does direct that each municipality
must ‘define the specific role and area of responsibility of each political structure and
political office bearer of the municipality and of the municipal manager’ and within that
define how the councillors and municipal managers and other staff members should

interact.

The role of a ward councillor as chair of the ward committee is specified in the Municipal
Structures Act, 1998. In Chapter 7 of the Municipal Finance Management Act, 2003 the
mayor’s responsibilities as the political leader of the council are defined. A mayor may
delegate some aspects of their responsibilities to a councillor serving in any of the council

committees. The mayor however remains answerable to any of the delegated functions.
Below are key roles and responsibilities of the Municipal Councillor:
5.1 Councillors serve as representatives of the people

Councillors are elected representatives of the people and are mandated as elected
representatives to make decisions on behalf of their constituencies. This idea is based on
the principles of representative democracy that recognises the need for people to have a
voice in their government, but assigns that voice to selected persons chosen through the

voting process.

As elected representatives, councillors need to carry out their duties in a transparent and
accountable way. This means that councillors do not act as individuals and do as they
wish. Their actions must be visible to the public so that the public (or party to which the
councillor belongs) is able to object when they feel their interests are not being adequately
represented. In order to find out what is happening at council level, the public has the right

to attend council meetings, and get records and reports provided by council.



5.2 Councillors serve as facilitators of community/constituency input

Councillors are expected to be in close contact with their constituencies ‘on the ground’
and to keep council informed of the real experiences and views of the residents within the
municipality. Local government legislation has in several places emphasised the
importance of public participation as a means to influence council processes. This means

that elements of a participatory democracy are also in place in South Africa.
5.3 Councillors serve as a communication link between council and community

Every council will be involved in various planning and policy-making processes, and
specific programmes or projects that are being implemented. The council will also conduct
information campaigns on issues affecting the community. Councillors need to
communicate these activities to the public in the interests of increasing transparency and

promoting public involvement in these activities.
5.4 Councillors serve as members of committees

Councillors may have the opportunity to participate on committees within council.
Committees are made up of a group of councillors who are usually designated to review
or develop new policies relating to a specific issue. Committees may have different parties
represented, and may include relevant officials of the council that work with the committee
on an advisory basis. The committees develop the proposals for council to consider, and
therefore, have a lot of influence. The Executive Committee has the most influence as it
ultimately decides which proposals to put before council. In order to be prepared to
participate effectively on these committees, it is essential that councillors should be

informed by the basic principles of delegations.
5.5 Councillors ratify key decisions of the council

Councillors have the responsibility to make important decisions through voting in council
on issues such as resolutions of council, policy changes, the IDP and the annual budget.
Councillors must become very informed about the content of each of the issues the council
must vote on. Councillors will have the opportunity to debate many of the issues in the
party’s caucus, where councillors have the opportunity to represent different views on the
issue based on the interests of their constituencies and their own judgement. Once a
decision has been taken in the caucus, party members are usually expected to vote in the

council sitting according to that decision, this is particularly the case for PR councillors.



5.6 Councillors help monitor the performance of the municipality
Councillors act as a key feedback mechanism for monitoring:

o Whether the municipality’s plans and programmes are achieving the intended effect
e Whether services are being provided in a way that is efficient and fair
e Whether capital projects as committed to in the IDP are actually taking place according

to plan within a reasonable timeframe.

Ward councillors in particular often receive complaints from the public on specific
problems, therefore, they are in a good position to advise the public on how to resolve their
issues. They can also assist their constituents in making formal complaints or petitions, as
may be appropriate, for submission to the municipality, and can help follow up on the
concerns brought to them. The councillor is also given reports on various service delivery
issues and the progress of capital projects, and should pass this information on to the

community at every opportunity.
Councillor Ethics and Code of Conduct

A local government accountability framework has been established to ensure
municipalities are accountable to their citizens. This framework has been codified in the
Code of Conduct that forms part of a schedule to Municipal Systems Act. The preamble to
the Code states that “Councillors are elected to represent local communities on municipal
councils, to ensure that municipalities have structured mechanisms of accountability to
local communities, and to meet the priority needs of communities by providing services
equitably, effectively and sustainably within the means of the municipality. In fulfilling this
role councillors must be accountable to local communities and report back at least
quarterly to constituencies on council matters, including the performance of the

municipality in terms of established indicators...” (Siddle & Koelble, 2016: 46).

The code deals with a range of issues, including general conduct, voting at meetings,
attendance at meetings and sanctions for non-attendance, disclosure of interests,
personal gain, declaration of interests, rewards, gifts and favours, intervention in
administration, and the like (Siddle & Koelble, 2016: 46).

Evidence from research reveal that the Code of Conduct was not observed and breaches
by councillors of the code went unpunished (Siddle & Koelble, 2016: 47). In well-
performing municipalities, officials were quick to point to effective leadership by politicians

as a vital factor in achieving good performance (Siddle & Koelble, 2016: 47).



Councillor’'s interference with municipal administration was another finding from the
research study. In addition, Councillors turned to influence the selection of applicants for
positions, influencing procurement processes, and favouring associates in the granting of
permits, amongst others (Siddle & Koelble, 2016: 48). Lack of accountability amongst
Councillors remain a challenge (Siddle & Koelble, 2016: 40;46; Moyo, 2016:131).The
powers and functions ascribed to the Executive Mayor in terms of Section 56 of the
Structures Act are assessed by the relevant political party, whilst the legal accountability
still remains with the accounting officer. Executive Mayors and Councillors are not liable

for their actions in the same way as a board of directors (Moyo, 2016:44).

A high standard of professional ethics must be promoted and maintained. Despite obvious
variations between municipalities, based on category, size and spatial location, with a
number of examples of good practice, the over-riding conclusion is that local government
as a whole is falling short in meeting such professional requirements (LGSETA, 2018).
Codes of conduct vs. Codes of ethics (LGSETA, 2018).

Codes of conduct consist normally of a set of provisions that define right and wrong
behaviour, establishing in some cases specific punishments for those wrong conducts —
they are prescriptive and focus on the functions of the institution. In addition, the codes of
ethics consist of a set of principles, standards and values that serve as a guide for the
behaviour of public officials. They tend to be mere recommendations and cannot be
enforced. Both are necessary to promote public trust and confidence in the ethical
performance of political office bearers and public officials. Both aspire to channel the public

official’s personal morality and technical skills towards public service.

The code of ethics should guarantee compliance with internal policies and procedures, as
well as compliance with external laws and regulations, and should take its direction from
organisational values and individual values (Pillay, 2016:63). Some of the most common
issues addressed by typical codes of ethics: equal opportunity, sexual harassment,
diversity, privacy and confidentiality, conflicts of interest, gifts and gratuities, employee
health and safety (Pillay, 2016:63).

Enhancing professionalism and ethics in a municipal environment means that an ethics
management programme is adopted to address and make decisions on ethical dilemmas
on an on-going basis as they arise, to codify and constantly update a body of decisions
and knowledge on dealing with ethical issues, to enhance awareness of ethical issues on
an ongoing basis, and to be able to respond systematically to those breaches of ethics
which do arise (Pillay, 2016:61). The behaviour of decision-makers is arguably the most

important variable influencing the ethical behaviour of employees (Pillay, 2016:60).



Another factor that influences ethical decisions at the organisational level is the official
distribution of tasks, authorities and responsibilities and the official agreements on the
process of decision-making (Pillay, 2016:60). Internal organizational initiatives to achieve

ethical compliance include ethical auditing activities, such as:

e The analysis and evaluation of the process of controlling ethical risks aimed

at promoting the continuous improvement of ethical behaviour;

e Areview of the organisation’s policies and procedures that have a significant

impact on the organisation’s ethics;

e The institution of an information channel through which violations of the code

of ethics can be reported;

e The appointment of ethics officers who are tasked with creating innovative
ethics training formats, and setting up ethics help lines;

e On-going evaluations/audits of ethical performance, with rewards and

sanctions; and

e The creation of a board ethics and/or corporate responsibility committees
(Woods and Mantzaris 2012:197 cited in Pillay, 2016:63).

7. Educational Profile in Local Government
7.1 Overall skills and competency levels in local government

The education levels in the local government sector are relatively low with 19% of
employees having a highest level of education lower or equal to NQF Level 1. In addition,
21% of manager-related occupations have less than an NQF 4 educational level. Given
that few of the occupations in the sector are in the elementary category, raising the
educational profile of the sector will go some way to addressing some of the challenges
identified.

The educational graph below indicates that 63.64% (163,609) of employees have a matric
or higher, a 3.64% increase from 2019. Of concern is that 17.95% (3,185) of Managers
have educational attainment below matric (NQF 4); this proportion decreased from 21% in
2019. Only 10.4% (26,708) of employees in local government have educational attainment
of NQF Level 7 or higher, with only 6.4% (369) of Ward Councillors holding Degrees (NQF
7-10). A significant contributor to this challenge is that rural municipalities have a minimal
labour pool to draw from and the educational profile outside of main centres is generally

lower.



The data below highlights the need for Adult Education, with 19.31% (49,629) of
employees having NQF level 1 or lower in 2020, compared to 20% (23,219) in 2019.
Therefore, AET remains a strategic priority for LGSETA.
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7.2 Skills and Competence Profile for Municipal Councillors

Another major factor affecting skills demand and supply in the local government sector is the
Local Government Elections. Local Government Elections are held every five years to elect
councillors, who will govern a municipality for the next cycle. The first skills implication of the
Local Government Elections is that new Councillors may or may not have the required
competencies to fulfil their function. In addition, Municipal Councillors make up 38% of the
management cohort and are a key lever in the effectiveness of local government and, by

extension, service delivery.

In 2016, upon the finalisation of the local government elections, SALGA conducted a skills
assessment of newly elected local government councillors in order to provide a fit-for-purpose
Councillor Induction programme and other learning interventions to ensure that Councillors

are adequately capacitated to execute their roles and responsibilities.



Councillor Educational and Competency Skills

B Councillors Below Grade 12
H Councillors with Grade 12

Councillors with Post Matric
Qualifications

Councillors who did not indicate
qualifications

Source: SALGA 2016

Councillors Below | Councillors with Councillors with Councillors who
Grade 12 Grade 12 post-Matric did not indicate
qualifications qualifications
1887 2500 2285 308

Source: SALGA 2016

The pie chart above indicates the level of skills and qualifications of Municipal Councillors
who were elected in 2016. The assessment indicates that there is a greater need for Adult
Education and Training (AET) in the local government, since 27% of Councillors do not
have a matric certificate. There is a cohort of 4% of Councillors who did not disclose their
level of education, which poses a concern. In addition, more interventions related to post
matric qualifications will be required as learning interventions for the Councillors. The level
of skills and educational qualifications of Councillors in the local government sector has
direct implications to service delivery and their role in performing their oversight

responsibilities in the sector.
Skills Gaps and Shortages for Municipal Councillors

The LGSETA undertook a research project to better understand the challenges faced by
local government leadership Councillors that impede optimal functioning in their various
portfolios and enhancing good corporate governance. The broader consequences on skills
gaps identified from Municipal Councillors have directimpact to setbacks in portfolios, poor
performance, institutional instability, weakened good corporate governance and overall
political leadership. The table below outlines key skills gaps identified in Councillors
through research and WSP/ATR data.



Municipal Key Performance Area

Key Skills Gaps Identified

Municipal Financial Management

Financial Governance

Municipal Financial Management and Reporting
Municipal Public Accounts Committee
Municipal Procurement

Finance for Non-Financial Managers

Good Governance and Leadership

Municipal Governance

Local Government Law and  Public
Administration

Leadership and Relationship Management
Leadership and Ethics

Ward Committee Governance

Change Management

Monitoring and Evaluation

Performance Management and Accountability

Municipal Administration

Media Relations and Stakeholder Engagement
Human Resource Planning

Policy Development

Batho Pele and Interpersonal Skills
Presentation skills

Report Writing

End-User Computing

Office Administration

Conflict Management

Negotiation skills

Municipal Legislations

Adult Education and Training (AET: level 1-4)

Municipal Planning

Integrated Development Planning
Public Participation

Spatial Planning and Land Use Management

Infrastructure and Basic Services

Project Management

Basic course on Municipal Infrastructure
Services
(water/sanitation/electricity/roads/human

settlements)




In 2020, LGSETA conducted a study that showed that the lack of skills and low education
levels pose a significant challenge for ward committees (LGSETA, 2020). Limited knowledge
and understanding of the roles and responsibilities of ward committee members is a challenge,
which affects the ward committee's ability to achieve its intended function; this, in turn, affects
the ability to perform effectively (Smith, 2007). Desk-based research also showed that rural
ward committees have significantly lower levels of education than urban ward committees do.
This was further confirmed by field research that found that, in terms of the overall education
levels amongst ward councillors/ward committee members, 55% reported having education

beyond Grade 12, while 26% of respondents reported having obtained Matric.

In 2021, SALGA developed an Advocacy & Stakeholder Engagement Overview: Leadership
Caliber: Local Government Guidelines for 2021 Local Government Elections & Beyond
document which aimed to create a dialogue with political, community, academic and
practitioners — a cross-section of stakeholders with the intention of ensuring that 2021

welcomes the best possible candidate to the local government sector.

The basic premise of how the 'caliber' of elected local government officials might be influenced
prior entrance into the electoral and local government system was captured in a concept note,
which has been translated into a guideline for stakeholder engagement. The hope is to create
a platform for multiparty advocacy and community engagement with the aim of addressing the
'human' or intrapersonal level of the system to meet the needs of a developmental state and

local government system.

The objectives of the Advocacy & Stakeholder Engagement Guideline Document: Right
Calibre of Municipal Councillors for 2021 LGE & Beyond are to:
o Engage political parties around setting criteria for the election of capable local
government leaders
o Create awareness on the complexity of leading within Local Government
Provide a Framework in preparation for the state of readiness for nominating of the

new Councillor cohort

9. Councillor Capacity Building Related Challenges From 2016-2020

The appointment of unqualified staff (especially at senior level); the associated question of
cadre deployment, and by contrast, in some municipalities, excessive staff; lack of innovative
approaches to implementing operations; and inability to promote local economic development
to and attract investors (Siddle & Koelble, 2016: 17).

Poor access to information on service delivery programmes, which renders them incapable of

providing effective oversight; the overburdening of ward councillors with duties (wards that are



geographically simply too vast forward councillors to attend effectively to residents’ needs);
and ward councillors are seldom provided with adequate resources such as office space and
administrative support (Siddle & Koelble, 2016: 46).

Councillors lack an understanding of the issues and complexities surrounding local
government, such that they misunderstand their roles (Siddle & Koelble, 2016: 47). A lack of
leadership and management skills, unresponsive to and misunderstand the needs of citizens,
and a lack of effective oversight (Siddle & Koelble, 2016: 47).

Leading, supervision and guidance of staff in what is often a volatile employment sector -
requires rare management skills (Siddle & Koelble, 2016: 51). ANC proposed a set of new
rules for candidate councillors: capable, experienced and collectively must possess various
forms of expertise in areas such as finance, procurement, community and economic

development, service delivery and infrastructure (Deklerk, 2020).

Capacity-building challenges in Mangaung Metropolitan Municipality (Taaibosch & Van
Niekerk, 2017): Low education levels: education levels play a major role in councillors’
execution of their duties - a councillor without education will struggle to perform their duties.
Limited readily access to information from various municipal departments hinders their ability

to fulfil their role as elected representatives of the communities.

There is a need for additional training sessions following councillor induction programmes,
including training in municipal budgeting, financial management, IDP processes, report writing

and facilitating public participation.

A lack of municipal management/administrative support to facilitate their interpretation of
legislation and policy documents. There is a need for a continuous discussion and information
sessions with experts (municipal officials and sector department experts) to keep councillors
informed about the numerous facets of local government, administration, and the diverse
functional activities of local government. A lack of training pertaining to the Code of Conduct

of Councillors.

Challenges of capacity in the South African local government are highlighted by the spring of
public service protests, demonstrating the inability of municipalities to meet the emerging
trends of society and their needs (Ndou & Sebola, 2017:50).

Lack of specific industry expertise is confirmed by the bad audit results and a high pool of
service outsourcing (Ndou & Sebola, 2017:50). Competency-Based Training (CBT) should be
applied as an approach to capacity building with the intention of improving the technical
expertise of the required work of local government (Ndou & Sebola, 2016:55). CBT is an

educative system that emphasises on specification, learning and demonstration of



competences that are central for production of a task in a given environment (Ndou & Sebola,
2016:54).

Councillors should not be allowed to abdicate their duties and responsibilities to the community

—a framework for the delegation of authority should be put in place (Moyo, 2016:44).

Lack of effective complaints management and no coherent systems in place to measure
service delivery or the quality of client interface are some of the political reasons underlying
protest action (Moyo, 2016:33).

Much attention has been given to individual capacity building in local government however,
their inter-relatedness to institutional and environmental capacity is not sufficiently addressed

to improve each municipality’s capacity (Greyling, 2014).

The complexity of the regulation (particularly in respect of financial management and
oversight) is thought to be a particular contributing factor undermining the ability of councillors
to exercise the necessary oversight over local government officials in order to ensure

compliance with a wide range of regulation (Ledger, 2020).
10. Strategic Pillars of the Local Government Councillor Development Strategy

The Local Government Councillor Development Strategy present a journey in skills
development that consist of three pillars for training and development as presented in the

diagram below. Each pillar will be discussed below:
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10.1 Pillar 1: Councilor Induction and Skills Audit (Foundation Programmes)

This pillar focuses on two strategic deliverables, which are Councillor Development and Skills

Audit. The following are the strategic objectives of this pillar:

e Providing an induction programme for newly elected municipal councillors through
addressing key areas of expertise and values that they will be expected to display while
conducting their mandate and responsibilities;

o Capacitated on local government policies, legislation, systems and processes relevant
to their day to day work as councillors;

e Assessing and identifying skills gaps and requirements from Councillors through skills
audit battery that will enable to outline short, medium and long-term skills development

interventions for the Councillors.

The implementation of pillar one projects such as Councillor Induction and Skills Audit will be
executed mainly in first year of councillors in the office. In order to implement the Councillor
Induction Programme and Skills Audit, the LGSETA will partner with stakeholders such as

SALGA and COGTA to ensure smooth implementation of this programme.

The Councillor Induction programme consists of skills development initiatives that will be
implemented by SALGA as the implementing partner and LGSETA as co-funding for the

following:

e SALGA- Integrated Councillor development - Phase 1 — this is non-pivotal skills
programmes which consist mainly the Councillor Orientation Programme for mainly
Category Two Councillors (newly elected councillors).

e SALGA- Integrated Councillor development - Phase 2 — this skills programme has
credit bearing for both category one and two councillors. This skills programme will be

implemented in the first phase and second phase of the implementation of the strategy.

In relation to Skills Audit of Councillors, the LGSETA will partner with National Department of
COGTA and conduct skills audit for Councillors. The Skills audit will include both the newly
elected councillors (category two) and returning councillors to determine the skills gaps. Upon
the completion of the skills gaps, new skills development programmes will be designed to

close the skills gaps identified through the skills audit.



10.2 Pillar 2: Function Based Training for Professional Development (Core

Programmes)

The function based training and development pillar aimed at building capacity and skills to
Councillors based on their assigned functions and portfolios in the Municipality. The objective
of the function based training and development pillar is to ensure that Councillors are
adequately capacitated to perform oversight functions based on their respective portfolios
assigned by the Municipal Councils. In addition, this pillar will consist of the following areas as

key strategic focus areas:

Municipal Key Performance Area Functional Committees
Finance/ SCM and Audit ¢ MPAC’s

e Committee on Municipal Finance and
Procurement (budget &SCM/IDP)

e Audit and Risk Committee

Infrastructure and Service Delivery e Committee on Infrastructure and
Service Delivery/Project Management
Unit

Municipal Planning e Committee on Municipal Planning & LED

Institutional Development and Municipal | ¢ Committee on Human Resource/LLF

Administration

Executive Committee (EXCO) ¢ Mayoral Committees
e Section 79 Committees

e Section 80 Committees

Ward Committee e Ward Committee

Key Programmes

Executive Development Programmes for | ¢ Returning Councillors

Councillors
Corporate Governance and Compliance ¢ Newly Elected Councillors and Returning
Legal/By-laws and Policy Development Councillors

In partnership with SALGA, the function based training pillar will further focus on core-based

training such as:

e Portfolio Based Induction
e Integrated OHS Training Programme
o Ethic Leadership & Effective Oversight

e Ward Councillor and Ward Committee Training Programme



The training to be implemented in these pillar are mainly competence based training with credit
bearing. The objective is to ensure that councillors are competent in the areas to be trained
for core functions. Although some training programme are skills programme and non-pivotal
designed for this pillar, they are not majority. Both newly elected and returning councillors will

be trained in this pillar as it focuses on the core delivery of their job outputs.

10.3 Pillar Three: Soft Skills Programmes for Continuous Development (inclusive of

Coaching and Mentoring)

Although soft skills development do not necessary influence demand of skills in the local
government, the top up skills remain critical for Councillors in executing their roles and
responsibilities. The soft skills development will be implemented based on the outcome of the

skills audit that will be conducted in year one for the new Councillors.

There are six core skill areas for all councillors. Depending on a specific role of a councillor,
the circumstances and contexts within which you apply these skills may vary, the core skill

areas will remain relevant for all councillors:
e Leadership and Ethics

This refers to the need for councillors to engage with members of their community in order to
learn about issues of local concern and help to facilitate a vision for the locality. It involves
encouraging trust and respect between individuals and groups by mediating fairly and
constructively between different organisations and sections of the community. This skill also
deals with values, norms and standard that councillors must possess to ensure ethical

leadership in the Municipality and communities.
e Partnership working

This aspect of the councillor role focuses on the need to build good relationships with others
(i.e. colleagues, officers, community groups and other organisations) by identifying and
working collaboratively to achieve shared goals. It recognises the need for councillors to
recognise and value different contributions, delegate or provide support as required, and to

take a long-term view in developing partnerships.
¢ Communication skills

This skill area recognises the need for councillors to demonstrate excellent communication
skills across many different settings, including the ability to listen sensitively and use
appropriate language with different groups. Councillors must also communicate regularly and

effectively with all parts of their community using different forms of media.



e Political and Administrative Interference

This skill set recognises the need for councillors to develop a range of political skills in order
to communicate their values, promote a political vision, and encourage democratic processes
and public engagement. It recognises that councillors need to work across group boundaries

at times, yet still be able to maintain their own political integrity.
e Scrutiny and challenge

Scrutiny and challenge is an important day-to-day aspect of the councillor role. Councillors
need to act as a critical friend by identifying opportunities for scrutiny inside and outside the
council, and by providing constructive challenge and feedback to others. To be effective in this
role, councillors need to analyse information quickly and present arguments that are concise,

meaningful and easily understood.
¢ Regulating, Monitoring and Evaluation

This skill set relates to the more judicial aspects of the role that require councillors to
understand their legal responsibilities and follow protocol when evaluating arguments and
making decisions. Not only do councillors need to balance public needs and local policy, they

must also monitor progress and seek feedback on their own learning needs.
11. Implementation Plan for the Local Government Councillor Development Strategy

The implementation plan of the Local Government Councillor Development Strategy calls for
forging strategic partnership with different role players in the local government sector playing

various roles and responsibilities within their mandates.

Institution Role and Responsibility

Local Government SETA e Funding
¢ Identify skills gaps and skills demand
e Develop and Design Programmes/Qualifications for

Councillor Development

National Treasury e Funding
e Implementing MFMA/MPAC training

SALGA e Implementing Partner

National COGTA e Implementing Partner




The LGSETA adopted the Strategy partnership model, which is the cornerstone for the
implementation of the Local Government Councillor Development strategy with the following

pillars:

11.1 Types of Strategic Partnerships

The strategic partnership model provides for three types of partnerships that the LGSETA will
embark on when establishing partnerships with various organisations/institutions. The
purpose of these types of partnerships is ensure that the desired outcomes are achieved and
to make meaningful impact in the delivery of the LGSETA mandate.

11.1.1 Non-Monetary Partnership

This type of partnership refers to a partnership where there is no monetary involved between
LGSETA and the partner. Areas of collaboration and initiatives that consist no monetary value
will be outlined in the Memorandum of Agreement to be signed by both parties.

11.1.2 Monetary Partnership

This form of partnership relates to strategic partnerships to be established that has a monetary
value. The LGSETA shall provide 100% full funding of the projects and initiatives that will be
initiated as result of the strategic partnership established.

11.1.3 Co-Funding by Both Partners

This form of partnership relates to when the strategic projects and initiatives are established
and funding of these projects will come from both the LGSETA and the partner. The funding
model for both partners will be outlined in the Memorandum of Agreement to be signed by

both partners.



Table 1: Strategy Implementation Plan

Phase

Strategy Pillar

Training Initiative

Implementing Partners

Time line

Implementation

Development

identified in pillar 3

Phase 1: Pillar 1 : Councillor Councillor SALGA/LGSETA First Year of
Implementation Induction and Skills Audit | Orientation/Induction Implementation
Programme — Phase 1
Councillor Induction SALGA/LGSETA First Year of
Programme — Phase 2 Implementation
Pillar 1: Councillor Skills Audit and skills COGTA/LGSETA First Year of
Induction and Skills Audit | assessment for Municipal Implementation
Councillors
Phase 2: Pillar 2: Functional Based | Skills Programmes COGTA/SALGA/LGSETA Second Year of
Implementation Training and identified in pillar 2 Implementation
Development
Phase 3: Pillar 3: Soft Skills Skills Programmes COGTA/SALGA/LGSETA Second Year to Last

Year of
implementation




