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1. BACKGROUND

The Department of Cooperative Governance and Traditional Affairs (CoGTA) comprises of
the Department of Cooperative Governance and the Department of Traditional Affairs. A core
priority area in the 2020-2025 Strategic Plan for both Cooperative Governance and Traditional
Affairs is the effective implementation of the District Development Model (DDM) (RSA,
Department of Traditional Affairs, 2020). In delivering the DDM, Co-operative governance
stems from a partnership among three spheres of government that necessitates cross-sphere
cooperation to effectively deliver services in terms of specific institutional mandates, roles and
functions.

The Department of Traditional Affairs is responsible for administering traditional affairs and
supports the institution of traditional leadership through the District and Metropolitan Plans, in
consonance with the DDM approach. Therefore, for the implementation of the DDM, the
institution of Traditional Leaders plays a key role in working with the Department of Traditional
Affairs. Instructively, government acknowledges the critical role of the institution of traditional
leadership in their own development as well as in South Africa’s constitutional democracy.
Consequently, the government remains committed to strengthening their role by encouraging
the institution of traditional leadership to take ownership while increasing their levels of
participation and involvement in relevant endeavours that lend themselves to sustainable
livelihoods in line with the rural development strategy. This is the background against which
it becomes pertinent to promote partnerships between government and traditional leaders.

Indeed, the dignity, iegitimacy, and identity of the institution of Traditional Leadership are
affirmed by the Constitution of the Republic of South Africa. Notably, sections 211(1) and 112
of the Constitution of the Republic of South Africa, 1996, prescribe that traditional leaders have
a role to play on matters affecting local communities and establishment of a National House
of Traditional Leaders. The constitution also acknowledges that issues pertaining to the
customs of different tribes can best be dealt with by traditional leaders together with their
respective municipal governments. To this end, several pieces of national and provincial
legislation have been promulgated, as well as programmes implemented to ensure that
traditional leadership contributes to the development of South African society.

For instance, the 2003 White Paper on Traditional Leadership and Governance sets out a
national framework including the norms and standards that define the role and place of the
institution of traditional leadership within the South African system of democratic governance.
Additionally, various structures were established at the national sphere to liaise between
traditional leaders and other government institutions. Among these structures is the National
House of Traditional Leaders that comprises all Provincial Houses of Traditional Leaders that
were established to enhance cooperative relationships at provincial government level.
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With respect to the National Development Plan (NDP), traditional leadership is strategically
positioned to contribute towards realising an Integrated and Inclusive Rural Economy (Chapter
6); Building a Capable and Development State (Chapter 13); and Transforming Society and
Uniting the Country (Chapter 15). The contribution and role of the Institution of Traditional
Leadership outlined in the NDP is further given expression in the 2020-2025 Medium-Term
Strategic Framework (MTSF), and the work of the Department of Traditional Affairs is closely
aligned to this framework.

As part of implementing the priorities of the 2020-2025 MTSF, the Department of Traditional
Affairs will ensure the following:

Safe Initiation Practices: enactment of Customary Initiation Bill

Functional Institution of Traditional and Khoi-San Leadership: Various Mechanisms will
include the Handbook on the Tools of Trade for Traditional Leaders, Framework on the
Powers and Functions of Traditional Leaders, Commission on Khoi-San matters, and
Reconstitution of Traditional Councils

Developed Communities in Areas of Traditional Leadership: Implementation of the
Agrarian.Revolution Programme and involvement of Traditional Leadership in the District-
Based Development Model

Transformed Institution of Traditional Leaders: Capacitation of Traditional Councils,
Participation of Traditional Leaders in Social Cohesion Programmes, and Women
Participation in Traditional Leadership structures such as Traditional Councils.

Traditional and Khoi-san leadership plays a critical role in the implementation of seven
priorities of the 2020-2025 MTSF (RSA, Department of Traditional Affairs, 2020) by:

1. Participating in investment programmes for inclusive growth by promoting land reform
and rural development as well as the full utilisation of communal land in districts

2. Mobilising and raising awareness for the institution of traditional leadership to support
the implementation of the District Development Model (DDM)

3. Promoting employment and entrepreneurship through supporting the implementation
of the mining charter amongst others, in districts and metros

4. Calling for the inclusion of smart villages in the development of plans for specific
investment in the development of smart cities and towns, in districts and metros

5. Promoting gender representation within structures of traditional leadership, women
empowerment; HIV and AIDS prevention and treatment and the location and
enrolment of the missing TB patients, in districts and metros

6. Supporting the development of the district rural nodes and the promotion of rural

investment (invest-rural)

Availing land for development programmes and projects in areas under the jurisdiction

8. Availing Traditional Council Infrastructure as municipal satellites or supplementary
service centres

N
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To discharge the responsibilities collateral with the role of the Traditional leadership as it
relates to the MTSF, human capacity and other related development interventions are
imperative.

LEGISLATIVE FRAMEWORK FOR TRADITIONAL LEADERSHIP

The Government has enacted several pieces of legislation aimed at transforming the institution
of traditional leadership in South Africa which include:

+ Constitution of the Republic of South Africa of 1996 (Act 108 of 1996)
e Municipal Structures Act of 1998 (Act 117 of 1998)

e Municipal Systems Act of 2000 (Act 32 of 2000)

e White Paper on Traditional Leadership and Governance of 2003

¢ Traditional and Khoi-San Leadership Act No. 3 of 2019

e Traditional Courts Act

2.1 The Constitution of the Republic of South Africa of 1996 (Act 108 of 1996)

The Constitution of the Republic of South Africa of 1996 (Act 108 of 1996) recognizes and
respects the cultural positions of traditional leaders. Section 211 of the Constitution provides
for the existence of the institution of traditional leadership including the status and role of
traditional leadership, and states that traditional authority may observe a system of customary
law, which must not be in conflict with any applicable legislation and customs, including
amendments to them. The section makes provision for courts to apply customary law when it
is applicable, subject to the Constitution, and any legislation that specifically deals with
customary law. Section 212 provides a role for the institution of traditional leadership on
matters affecting local communities.

2.2  Traditional and Khoi-San Leadership Act No. 3 of 2019

The TKLA was assented to on 20 November 2019 and published in the Government Gazette
on 28 November 2019 as Act No. 3 of 2019.

The TKLA consolidates the existing legislation (the TLGFA and the National House Act) and
subsequently will repeal those laws. It also addresses shortcomings that were identified during
the implementation of those two pieces of legislation. Of historic value is that the TKLA, for
the first time ever, makes provision for the statutory recognition of Khoi-San communities and
leaders. For this purpose, a Commission on Khoi-San Matters must be established which
Commission will operate at national level.
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The TKLA also provides an enabling provision for the Department to monitor the
implementation of this new law.

2.3 The Municipal Structures Act of 1998 (Act 117 of 1998)

The Municipal Structures Act of 1998 (Section 81) regulates, albeit in a limited manner, the
participation of traditional authorities on the municipal council. It declares that before a
municipal council takes a decision on any matter, directly affecting the area of a traditional
authority, the council must give the leader of that authority the opportunity to express a view
on that matter. Thus, the Act provides an opportunity for municipalities and traditional leaders
to work together in the spirit of co-operative governance.

2.4 The Municipal Systems Act of 2000 (Act 32 of 2000)

The Municipal Systems Act of 2000 (Section 17(2)(d)) states that consultative sessions with
locally recognised community organisations and, where appropriate, traditional authorities
must be held. It is further emphasised that a municipality must develop a culture of municipal
governance that complements formal representative government, with a system of
participatory governance.

2.5 White Paper on Traditional Leadership and Governance of 2003

The White Paper on Traditional Leadership and Governance of 2003 sets out a framework
that informs legislation on the definition of, place of, and role of the institution of traditional
leadership within the new system of democratic governance. Chapter one of the White Paper
assesses how certain African countries, including South Africa, have handled the issue of
traditional leadership. Chapter two of the White Paper maps out the vision of the South African
government for the transformation of the institution of traditional leadership, as well as the
principles guiding this transformation.

Chapter three of the White Paper on Traditional Leadership highlights governance and
development challenges facing the institution. The chapter also addresses the issue of
traditional leadership and participation in politics as well as traditional leadership institutions
in relation to municipal and provincial boundaries. Chapter four focuses on institutional issues
internal to the institution of traditional leadership, including succession and addresses the
different challenges pertaining to the institution. Finally, the White Paper consolidates
Government’s view that traditional leaders should act as custodians of tradition and culture,
playing a complementary, supportive and advisory role to government.
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3.1 Traditional Leadership in Governance and Development

Traditional leadership is underpinned by customs and carries out customary functions. In
section 211(1) of the Republic of South African Constitution (1996), provides that “the
institution, status and role of traditional leadership, according to customary law, are
recognised, subject to the Constitution”. Further, section 212(1) provides that “national
legislation may provide for a role for traditional leadership as an institution at local level on
matters affecting local communities”, recognizing that the institution of Traditional Leadership
can complement the role of government in rural areas.

Where the Constitution allocates a function to a sphere of government, that sphere has
jurisdiction over that function and cannot perform that function- or exercise the power
concurrently with the institution of Traditional Leadership. However, on matters of common
interest, such as development and service delivery, co-operative relationships can be
established. In addition, spheres of government may allocate certain functions where this is
provided for in law. Within the broad context as outlined, an important role does exist for
traditional leadership.

Markedly, a large number of people reside in rural areas where the institution of Traditional
Leadership exists. In fact, it is estimated that about 14 million people which is almost 25% of
the population live in areas falling under the jurisdiction of Traditional Leaders. It is primarily
in these areas where people live in abject poverty and conditions of underdevelopment, and
where there is a lack of access to economic opportunities, poor infrastructure and the lack of
access to basic services. Since 1994, when the new democratic dispensation came into being,

many initiatives have been implemented to promote social and economic development
including the:

» Reconstruction and Development Programme (RDP),

+ Spatial Development Initiative (SDls),

« Consolidated Municipal Infrastructure Programme (CMIP),
* Rural Housing Programme,

* Local Economic Development Programme and

* Land Reform Programme.

Government continues to focus on improving living conditions in rural areas but with a greater
emphasis on an integrated approach aimed at sustainable development, through the provision
of basic services including water, electricity, clinics, roads, housing, telephones, and land
restitution. This initiative is being driven through the Integrated Sustainable Rural
Development Programme, which seeks to ensure an integrated approach to rural
development and such initiatives also call on the participation and role of the institution of
Traditional Leadership in rural areas.
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In the rural areas, the institution of Traditional Leadership can support government to improve
the quality of lives of the people. The institution of Traditional Leadership does this by
promoting and consequently contributing to:

* socio-economic development

» service delivery

* nation building

» peace and stability amongst the community members

+ social cohesiveness of communities

» preservation of the moral fibre and regeneration of society

» preservation of the culture and tradition of communities; and
+ social well-being and welfare of communities.

Notably, the importance of the institution of Traditional Leadership, as a custom-based
institution is amplified by the reality that it can:

(a) influence government policy and legislation especially in so far as it affects the
institution and traditional communities

(b) advise government especially on matters that affect custom

(c) be consulted at appropriate levels on policy and programmes that affect rural areas in
general and traditional communities in particular

(d) complement and support the work of government at all levels; and

(e) form co-operative relations and partnerships with government at all levels in
development and service delivery.

3.1.1 National House of Traditional and Khoi-San Leaders

According to the TKLA (2019), the National House of Traditional and Khoi-San Leaders as
established by national legislation is a mechanism for structured interface with the national
sphere of government.

Consequently, the National House must:

a) prepare a strategic plan for a period of five years and review it annually;

b) prepare an annual performance plan;

c) keep proper records;

d) in addition to quarterly meetings, hold an annual meeting with provincial houses to give
account of the activities and finances of the National House;

e) enforce the code of conduct;

f) establish clear relationships with provincial houses and facilitate co-operation and
communication between itself and provincial houses, as well as between the various
provincial houses;
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g)

h)

)

k)

assign clear responsibilities for the management and co-ordination of the administration
of the National House to the Secretary of the National House and hold him or her
accountable for the overall administration of the National House;

maximise the efficiency of communication and decision-making within the administration
of the National House;

involve the Secretary of the National House in decisions impacting on the overall
management of the National House, as far as is practical;

promote an equitable, fair, open, non-discriminatory and supportive environment for all
provincial houses; and

provide an equitable, fair, open, non-discriminatory and supportive environment for
members of the National House.

3.1.2 Provincial Houses of Traditional and Khoi-San Leaders

According to the TKLA (2019), the Provincial Houses of Traditional and Khoi-San Leaders
may be established by provinces in terms of provincial legislation and subject to the provisions
of this Act.

The provincial legislation must include provisions that provide for:

a) fair representation of women in the provincial houses and at least one of the elected
representatives of such provincial house to the National House to be a woman;

b) the term of provincial houses to be five years: Provided that, notwithstanding anything
to the contrary contained in any law, but subject to section 63(13), the term of a
provincial house that was established and constituted in terms of any applicable
legislation prior to the commencement of this Act, will expire on 31 May 2022: Provided
further that any term of office of provincial houses reconstituted or established after
the commencement of this Act, shall expire every five years on 31 May, calculated
from 31 May 2022;

c) where applicable, the membership of both senior traditional leaders and senior Khoi-
San leaders in provincial houses;

d) where applicable, the election of both senior traditional leaders and senior Khoi-San
leaders as contemplated in section 28(1)(a)(i) and (b);

e) where applicable, a relationship between the provincial house and any kingship or
queenship council or principal traditional council within the particular province,
including meetings with such councils or the respective recognised traditional leaders;

f) full-time and part-time members of the provincial house; and

g) administrative and financial support to the provincial house, and may provide for a
code of conduct for members of a provincial house that complements the code of
conduct contained in Schedule 1 to this Act.
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3.1.3 Local Houses of Traditional and Khoi-San Leaders

The TKLA (2019) makes provisions for local houses of Traditional and Khoi-San Leaders.
According to the act:

(M

)
Q)

Subject to the provisions of this Act and any regulations relating to local houses as

contemplated in subsection (11), a Premier may by notice in the relevant Provincial

Gazette establish a local house of traditional and Khoi-San leaders for the area of

jurisdiction of a local municipality, district municipality or a metropolitan municipality where

there are one or more traditional councils or Khoi-San councils.

A local house must consist of not less than five members, of which at least one member

must be a senior traditional leader or a senior Khoi-San leader.

All senior traditional leaders and senior Khoi-San leaders who reside within the area of

jurisdiction of a local municipality, district municipality or a metropolitan municipality are

members of a local house established for the specific area.

Where within the area of a local municipality, district municipality or a metropolitan

municipality there:

(a) is only one traditional council or only one Khoi-San council, the local house consists
of four members elected by that traditional council or Khoi-San council from
amongst its members and the senior traditional leader or senior Khoi-San leader
who is ex officio a member and chairperson of the local house;

(b) are in total more than one but not more than five traditional councils, Khoi-San
councils, traditional sub-councils or branches, the local house consists of:

(i) all senior traditional leaders and senior Khoi-San leaders;
(i) all chairpersons of such traditional sub-councils; and
(iii) all branch heads of such branches:

(c) are in total more than five traditional councils, Khoi-San councils, traditional sub-
councils or branches, the local house consists of:

(i) all senior traditional leaders and senior Khoi-San leaders;
(i) all chairpersons of such traditional sub-councils; and
(iii) all branch heads of such branches

3.1.4 Functions of traditional council, traditional sub-council, Khoi-San council and

branch

A traditional council, a traditional sub-council subject to section 17(8), a Khoi-San council and
a branch have the following functions:

(a) Administering the affairs of the traditional or Khoi-San community in accordance with
customs and tradition;
(b) assisting, supporting and guiding traditional and Khoi-San leaders in the performance
of their functions;
(c) supporting municipalities in the identification of community needs;
Page 14 of 47



(d) facilitating the involvement of the traditional or Khoi-San community in the
development or amendment of the integrated development plan of a municipality in
whose area that community resides;

(e) recommending, after consultation with the relevant local and provincial houses,
appropriate interventions to government that will contribute to development and
service delivery within the area of jurisdiction of the traditional council or within the
municipal area where the administrative seat of the Khoi-San council is;

(f) participating in the development of policy and legislation at a municipal level;

(g9) participating in development programmes of the local, provincial and national spheres
of government;

(h) promoting the ideals of co-operative governance, integrated development planning,
sustainable development and service delivery;

(i) promoting indigenous knowledge systems for sustainable development and disaster
management;

() alerting any relevant municipality to any hazard or calamity, and contributing to disaster
management in general;

(k) sharing information and co-operating with other traditional and Khoi-San councils; and

(I) performing the functions conferred by customary law, customs and statutory law
consistent with the Constitution.

Notably, the TKLA allows the Traditional and Khoi-San Councils (including the Kingship or
Queenship councils and Principal Traditional councils) to enter into partnerships with each
other, municipalities, government departments; and any other person, body or institution. Any
partnership or agreement entered into by any of the ‘Councils’ must be beneficial to the
community represented by such council.

3.1.5 Additional Roles / Functions

In addition, National and Provincial departments, through legislation or other means, shall
provide for the traditional councils and their leadership, among others, to actively participate
in areas outlined, but unlimited to those shown in Table 1.

1 | Arts and Culture » promote indigenous knowledge  systems,
music, oral history and commemorative events
» promote the preservation of heritage resources

2 | Land and Agriculture + play a role in land administration

» advise government on agricultural development
and improvement of farming methods

« promote sustainable use of land
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advise government and participate in programmes
geared to prevent crueity to animals

3 | Health and Welfare

advise and play a role in traditional health
practices and rituals including initiation schools
advise and participate in nation-wide health
campaigns, e.g. cholera, HIV/AIDS, tuberculosis,
etc.

facilitate community access to pensions and social
grants

promote the protection of the vulnerable, including
children, the elderly and the disabled

4 | Justice, Security and Home
Affairs

play a role in the administration of the traditional
system of justice

play a role in the provision of safety and security to
traditional communities

play a role in the registration of births, deaths and
customary marriages

act as authorities for the administration of oaths
play a role in the restoration of peace in rural
areas

5 | Economic Development

support local economic development initiatives;

6 | Environment and Tourism

promote environmental management
promote sustainable use of cultural resources
within communities

7 | Natural Resource
Management

promote sustainable traditional approaches to
water resource management

8 | Communication and
Information

play a role in communication and information
dissemination of government policy and
programmes
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4. TRADITIONAL LEADERSHIP STRATEGY

4.1  Preamble to the strategy

The traditional leadership strategy seeks to holistically improve the capacity of traditional
leaders as well as traditional leadership institutions to competently discharge their roles in
society. In the main, strategy consists of the principles, approaches and high-level moves that
the LGSETA would employ in its quest to discharge its mandate as it concerns traditional
leadership. The strategy, in essence, illustrates the pathway that the organisation would follow
as it seeks to achieve desired aims within the context of traditional leadership in the country.
Noting the important roles that traditional leadership plays in society, the strategy represents
the bridge that LGSETA employs to move traditional leaders from the level they are currently,
competency-wise to the level of higher competencies that the LGSETA is convinced would
equip them to achieve improved performance in their different communities and more broadly,
in South Africa.

For the traditional leadership strategy to be considered as befitting, the recommendation of
Thompson, Peteraf, Gamble and Strickland (2012) which applies to all strategies is that they
should strive to pass a three-dimensional test which interrogates internal, external and
dynamic fitness. This recommendation has been considered and to a large extent has
informed the traditional leadership strategy. In this regard, internal fithess is concerned with
the extent to which the strategy is compatible with LGSETA’s mandate, resources and
structure. External fithess relates to the degree to which the strategy is attuned to the
prevailing conditions in the macro-environment. On its part, dynamic fitness is considerate of
the potential of the traditional leadership strategy to evolve over time given that the spectrum
of micro- and macro-environmental of factors that dictate the strategy are in a continuous state
of flux. In the course of developing the traditional leadership strategy, the typical strategy
formulation process as illustrated in Figure 4.1 has been followed.

Vision,
Mission and }
core values

Environmental
analysis

\\\\ i pr \
e

Figure 4.1: Strategy formulation process
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4.2 Vision. Mission and Core values

L

<>
/’ N

VISION

A highly skilled and capable local government.

To build local governments’ ability to meet its developmental needs
through innovative approaches, effective capacity building and strategic

partnerships.
MISSION
@ Customer-centric; Responsive; Passionate; Integrity; Collaborative;
Innovative.
VALUES

4.3  Purpose of the strategy

LGSETA recognises that as part of its mandate, it has a responsibility to contribute to the
strengthening of traditional leadership institutions. To achieve this effectively, it requires a
coherent and well-articulated strategy to inform its actions as it pertains to the development of
relevant competencies in the cohort of members of traditional leadership institutions. This
strategy has therefore been developed to ensure that efforts that aim to improve the
performance of traditional leadership institutions by equipping them with the right skills are
well-coordinated and purpose driven. So, this traditional leadership strategy chart the course,
with a long-term goal in mind that will be followed by the LGSETA in the discharge of its
responsibilities as it concerns traditional leadership institutions.

44 Environmental Analysis and strategic initiatives

Cognisant of the importance of the environment to strategy formulation, it was pertinent to
examine the external as well as the internal environments of LGSETA as these wouid have
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some bearing on the development of a traditional leadership strategy that is rooted in the
realities of the web of factors in LGSETA'’s operating environment. It is by doing this that the
expectations of external fitness as well as internal fitness of a strategy can be realised. For
the purpose of the traditional leadership, the macro-environmental analysis results for
LGSETA as captured in the organisations 2020/21 — 2024/25 strategic plan remains relevant.
The results are presented in Figure 4.2.

POLITICAL

+ Upcoming local government elections

« High number of municipalities under
administration

ECONOMIC
o Mg mragdoymmeat g
o ¥

SOCIAL

» inetuality across the country (racial, orime,
elc)

» High crime rate, High poverty

o Basic education level
« Unethical behaviour and corruplion
o Lick of service delivery antd service

¢ Poor govarnance, unethical behaviour
and corruption
Councillors (oversight function) - not
mect minimum standard
inter-Governmental Relations
Change of leadership - provide a
refresher of the skills
Entry of high educated Youth
Councillors

» Land expropriation bill under review

protests

o Collapse of mirastructure [wiater snergy
supply. roads. etc)

+ Disposal income spont

« Need to focus on conflict management
(e xenophobia) and sacial cohesion

» Competition to resources
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Figure 4.2: External environmental analysis based on the PESTEL framework.

As shown in Figure 4.2, LGSETA has employed the PESTEL framework for environmental
analysis and identified several factors in the political economic, social, technological,
ecological and legal environments that could inform the organisation’s operational trajectory.
Inferentially, some of these identified factors may also have a bearing on the traditional
leadership strategy and therefore it is worthy to be cognisant of them as they form the
backdrop against which the external fitness of the traditional leadership strategy can be
determined.

With reference to the internal fitness of the traditional leadership strategy, due cognisance is
accorded to the micro-environment of LGSETA. The LGSETA is guided in its efforts by the
National skills development plan (NSDP) 2030 that seeks to drive economic growth,
employment creation and social development by ensuring that South Africa has a pool of
adequate, appropriate and highly skilled persons. In this regard, specifically, LGSETA bears
a responsibility to address sector skills needs and priorities in the context of traditional
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leadership, as it seeks to engender the crystallization of the eight outcomes of the NSDP 2030
viz:

Outcome 1: Identify and increase production of occupations in high demand

Outcome 2: Linking education and the workplace

Outcome 3: Improving the level of skills in the South African workforce

Outcome 4: Increase access to occupationally directed programmes

Outcome 5: Support the growth of the public college institutional type as a key provider of
skills required for socio-economic development

Outcome 6: Skills development support for entrepreneurship and cooperative development

Outcome 7: Encourage and support worker initiated training

Outcome 8: Support career development services

Structure-wise, the organisation has a well-established national footprint that could be
leveraged for offering skills development interventions for members of the traditional
leadership institution that are understandably, geographically widely dispersed across the
country. Specifically, LGSETA has fully staffed and well-equipped provincial offices that
enable accessibility to its services across all provinces.

STRENGTHS WEAKNESSES

s Provincial Presence — national
footprint

-« Funds to finance critical skills
«Stakeholders are a stable
group

« Diversity of Staff profile
«Operations cuts across
industries

= Understand stakeholders
through research and SSiP
«Strategic Partnerships with
institutions in Local
Government

= Procurement success (Nno
Quitcome)

«Skills Planning — Research and
compliance to legislation

- Institutional knowledge

= L.ow Vacancy rate

- Resilient organisation (human
resource capacity)

Figure 4,3: Strengths and weaknesses in LGSETA’s micro-environment
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The visibility and accessibility of the organisation is furthered by the use of satellite offices by
the LGSETA. The reality that staff are also representative of the demographics of the South
African population is worthy to be noted. Particularly, however, the strengths and the
weaknesses of the LGSETA as presented in Figure 4.3 are important considerations for the
traditional leadership strategy.

It is important to note that as the LGSETA charts its way forward especially with respect to its
responsibility to the Traditional Leadership, it is necessary to know its strengths and
weaknesses alongside the opportunities and threats that lie in the macro environment. The
reality, however, is that it may not need to deploy all its strengths, address all its weaknesses,
exploit all opportunities or mitigate all threats as it seeks to strategise for servicing the
Traditional Leadership domain.

Consequently, on the basis of the knowledge related to the micro and macro-environments of
LGSETA as dictated by the results of the environmental analysis undertaken, strategic
initiatives that are anchored on relevant strengths, apposite weaknesses, exploitable
opportunities and applicable threats can be formulated. This would ensure that the initiatives
that collectively inform the traditional leadership strategy are dictated by the realities of the
external operating environment and the internal complexion of LGSETA. To this end, the
strategic initiatives matrix, as presented in Figure 4.4, has been employed as the framework
for articulating the high-level initiatives of the traditional leadership strategy.

As depicted in the strategic initiates matrix, the traditional leadership strategy will mirror the
quadruple of strategic initiatives. There are two strategic initiatives that tap into the strengths
of LGSETA in order to exploit particular opportunities that were identified. In this regard, it is
LGSETA'’s intention to:

¢ Allocate requisite funds to service the existing demand for skills enhancement in
Traditional Leadership and

¢ Leverage adequate skills planning capacity to develop Traditional Leadership specific
interventions that will earn strong state support.

Additionally, another strategic initiative was formulated by matching the LGSETA'’s strength of
‘cross industry read’ to the existing threat misalignments between those who may be
considered as critical role players in the effort capacity-building for the Traditional Leadership.
Consequently, it is LGSETA's intention to:
¢ Employ its cross-industry reach to mitigate misalignments between academia, local
governments and LGSETA
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Extant Strengths Extant Weaknesses
1. Availability of finance | 1. Poor record keeping and
2. Profound institutional contract management
knowledge 2. Weak performance
3. Good procurement management systems
systems 3. Weak risk management
4. Cross-industry reach disposition
5. Provincial presence 4. Poor product
6. Adequate skills management
planning capacity
Extant Opportunities

1. Strong state support

2. Stable stakeholder pool

3. High demand for skills
enhancement

4. Emergence of well-educated
community leaders

5. Favourable disposition
towards skills development in
the population

6. A pool of willing partners

Extant Threats

1. Political interference

2. Non-payment and
inconsistent payment of
levies by municipalities

3. Misalignments between
academia, local governments
and LGSETA

4. Frequent changes in policies
and priorities

5. Migration of skills

Figure 4.4: Strategic initiatives matrix

Undoubtedly, this would aid any capacity development efforts that are aimed at the Traditional
Leadership. Furthermore, LGSETA recognises the feasibility of exloiting one of the identified
opportunities in its macro-environment to address a weakness in its internal environment.
Owing to this, it is the intention of LGSETA to:
e Tap into the pool of willing partners to address organisational weaknesses unlimited
to challenges that it confronts in the risk management, records management, contract
management, product management and performance management areas.
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In driving this opportunity-weakness strategic initiative complementarily with the other
strategic initiatives, The LGSETA is convinced that its ability to deliver effectively capacity
development interventions for the Traditional Leadership would have increased verve.
Instructively, this would inevitably pave the way for higher levels of success to attend the
capacity development efforts aimed at the Traditional Lweadership.

4.5  The theory of change
LGSETA aims to engender a change in the current skills situation in the traditional leadership
cohort. While the challenges that confront communities may be numerous, the conviction of
LGSETA is that skills development in the institution of traditional leadership, among other
groups, is central to overcoming these challenges. LGSETA recognises that owing to the dire
circumstances of poverty, unemployment and inequality that confronts South Africa and
inevitably portend a bleak future for communities. This is problematic and worthy of being
addressed with a clear intention to change the unpalatable situation.

Against this backdrop, LGSETA recognises that the institution of traditional leadership has an
unassailable role to play in pursuit of a cohesive society with improved socioeconomic
conditions. However, the relevant skills required by the institution of traditional leadership to
this, are currently lacking. To change the situation of inadequate skills, LGSETA in line with
its mandate, is positioned to catalyse the development of the requisite competencies and
much-need skills of members of the institution of traditional leadership.

A catalogue of initiatives will be provided to capacitate the institution of traditional leadership
with the skills that are required by them to effectively discharge their roles in nation-building.
The initiatives that would be purposefully designed and implemented to support the institution
of traditional leadership are expected to instigate changes in the behaviour or situation of the
beneficiary population. The expression of the expected changes would take the form of an
institution of traditional leadership that is more proficient and contributes meaningfully towards
better governance by the state as well as towards sustainable community development. An
increase in the pool of members of the institution of traditional leadership that are well
capacitated, over a number of years would have positive macro-level implications.

Markedly, prescripts of the results-based management (RBM) school have been relied upon
for the development of the traditional leadership strategy given the premium placed on the
realisation of results which bear the hall marks of service delivery by strategies or programmes
utilised by public sector institutions like LGSETA. In developing the traditional leadership
strategy, some of the prescripts of a results-based management orientation have been relied
upon. The results chain framework which is linked to the RBM school has been employed to
illustrate the theory of change of the traditional leadership strategy. The results chain
framework which is endorsed by the Department of planning, monitoring and evaluation
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(DPME) as an essential planning tool comprises five major components. These are inputs,
activities, outputs, outcomes and impacts (see Figure 4.5).

The development rosults of
achieving specific outcomes

What we am to change

The medium term results for specific
beneficiaries that are the consequence
of achieving specific outputs

What we wish to achieve

The final products, or goods and
services produced for delivery

What we produce or delivar

The processes or actions that use a
range of inputs to produce the desired

outputs and ultimately coutcomes ACTIVITIES
What we do

The resources that contribute to the
production and delivery of cutputs

INPUTS

What we use to do the work

Figure 4.5: Prototypical results chain

Instructively however, there are three results levels contained in the results chain model and
these are reflected at the levels of outputs, outcomes and impacts. Outputs describe
deliverables that are rendered upon the successful execution of activities. In the words of the
DPME, outputs describe “the final products, goods or services produced for delivery’.
Outcomes are benefits that crystallise to the target population due to the delivery and usage
of delivered outputs. In the words of the DPME, they refer to “the medium-term results for
specific beneficiaries that are a logical consequence of achieving specific outputs”. Impacts
are typically benefits accruing at a macro-level on an equitable basis due to the sustenance
of outcomes over a long term. According to the DPME, the result level of impacts capture “the
developmental results at a societal level that is the logical consequence of the achievement
of outcomes”.
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While Figure 4.6 presents the entire results chain for the traditional leadership strategy.
LGSETA’s subscription to the RBM approach ensures that those who will saddle the
responsibility for steering the strategy prioritise the results of outputs, outcomes and impacts
that are expected to be realised. Suffice it to say that the RBM approach is aligned with the
preference of the DPME as well as the National Treasury, principally because it is results-
focused and inevitably improves the chances of service delivery.

According to Figure 4.6, what the LGSETA really wishes to achieve with the Traditional
Leadership strategy finds expression at the outcomes level of the results chain. There are
three outcomes that the strategy seeks to realise and these are:

1. Competent Traditional Leaders

2. Traditional Leaders supportive of government’s developmental agenda

3. Well-governed institutions of Traditional Leadership

Should these outcomes be realised and sustained over a long period of time, they would
logically and significantly contribute to the crystallisation of three impacts, namely:

1. Social Cohesion

2. Enbhanced Service Delivery

3. Increased public confidence in Traditional Leadership

However, to enable the emergence of the three outcomes shown in the results chain that lend
themselves to the stated impacts, the delivery of the outputs reflected in the results chain is
non-negotiable. The outputs to be rendered include:

1. Purpose-fit Traditional Leadership curriculum

2. Capacity-building partnerships

3. Responsive capacity-building programmes

4. Ongoing support the institutions of Traditional Leadership
The identified outputs are themselves, attributable to the execution of a string of activities, the
critical set of which are presented in the results chain. The activities include:

1. Identification of skills needs
Undertake Curriculum design
Design skills development programmes
Hold stakeholder consultative sessions
Enter into agreements with identified partners
Identify different cohorts of Traditional Leaders to be exposed to capacity
building interventions
As is to be expected, for the activities to be executed, the inputs that are listed in the chain
would be required.

oo s LN
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4.6  Approach to Capacity Building of Traditional Leaders

To improve the chances of the traditional leadership strategy generated the change that it
seeks to engender and produced the desirable results as captured in the results chain for the
strategy, it is projected that capacity building efforts would target two different but interrelated
levels viz. the individual level and the institutional ievel. LGSETA has a range of generic
approaches that it could adopt for its capacity building efforts with respect to the individual and
the institution. As explicated in this section, while some of the generic approached may be
well-suited for interventions at the individual level, others apply more befittingly at the
institutional level.

461 The Individual Level
When the decision is made to provide capacity building interventions targeted at the individual
in accordance with the traditional leadership strategy, any or a combination of the underlisted
approaches would be utilised.

1. Training on collation of genealogies
The LGSETA will align and customize the existing processes for the development of
genealogies into a comprehensive genealogical development tool. The LGSETA, in
partnership with stakeholders will coordinate workshops and seminars to capacitate
Traditional leaders and communities on how to collate, document their own genealogies.

2. Study Tours and Experiential Learning

A study tour is a travel experience with specific learning goals. The learning goals of each
study tour vary across specific tours. This approach will encourage study tours for
Traditional leaders and officials to selected Monarchies, Traditional Councils and other
organisations in South Africa and beyond. The selection of organisations to be visited
(within and beyond the borders of South Africa) will be determined by the unique and
progressive performance and development of such organisations. A priority will be on
best performing Traditional Leadership in South Africa e.g. The Royal Bafokeng Tribe,
Bakgatla Ba Kgafela etc. The coordination and resourcing of such tours will be arranged
by the relevant departments and organisations. The experiences and lessons learned
from such tours shall be documented and shared within the institution for developmental
purposes.

3. Informal Skills Programmes
A skills programme is an in-house tailor-made training programme, which is aimed at the
acquisition of a particular knowledge and skills. This may not lead to any formal
qualification under the NQF but is a valuable tool for the acquisition of skills. LGSETA will,
in line with the outcomes of the skills audit and the report of the assessment of the state
of governance within the Institution of Traditional Leadership, facilitate the development
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of training materials and coordinate informal skill programmes in collaboration with
relevant stakeholders.

Formal Skills Programmes

Formal skills development programmes are those programmes which will result in credits
towards a particular learning programme. A combination of credits on a programme will
lead towards a qualification.

Learnerships

These are specialised types of programmes that combine both work-based training and
formal learning that will lead to a qualification.

Bursary

This refers to funds which are set aside by the LGSETA to assist beneficiaries to acquire
formal qualifications. The LGSETA will, through its DG process encourage the Traditional
Leaders to participate in the bursary programme.

Conferences/ Seminars/ Roundtables

Conferences and seminars are gatherings which bring people together with a common
interest to participate in discussions or listen to lectures to obtain information on policy
issues. Traditional leaders and other role players in this institution will be encouraged to
attend or even present papers at conferences or seminars that shall have been initiated
by other external role-players. Roundtables are also useful as they normally bring people
of differing opinions together to discuss the issues on which there is disagreement.

4.6.2 Institutional Level

When the decision is made to provide capacity building interventions targeted at the
institutional level in accordance with the traditional leadership strategy, any or a combination
of the underlisted approaches would be utilised.

1.

Utilization and placement of retired experts

This entails the use of retired professionals or experts who are highly qualified specialists
with practical experience that are ready to share their extensive knowledge according to
the needs of beneficiary institutions. The Development Bank of Southern Africa (DBSA)
has a database of retired professionals that can be accessed per arrangement. LGSETA
will employ this approach to address capacity gaps, especially at administration and
managerial level. Experts would be deployed in any of the institutions e.g. the Houses,
departments or even at the Traditional Council offices to assist in developing the
managerial and administration system.

Public Meetings /Forums
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This approach involves the use of public meetings and other discussion forums to consult
and disseminate policy and regulation information to the traditional communities. This
approach will be used to communicate information emanating from other national sector
departments on strategic issues affecting the Institution of Traditional Leadership e.g.
traditional medicines, traditional courts and indigenous law, indigenous knowledge
systems etc.

3. Benchmarking (Visits to learn Best Practice)
Benchmarking is a tool of finding, comparing strength and weaknesses amongst
organisations and to adopt best practices. This approach advocates for desktop study,
interviews, physical observation and interactions.

4. Consultancy and Technical Support (Hands-on- Support)
This approach is based on the provision of direct support in an organization, using skilled
service providers or technical experts/ consultants to target both individual and
institutional development. Hands-on-support can be provided until the necessary capacity
is developed or is available for the target group. This capacity can be made available for
departments, municipalities and traditional Council offices.

4.7  Capacity Building for Traditional Leadership in South Africa

An assessment report by the Local Government Sector Education Authority (LGSETA) on
skills capacity requirements for traditional leadership in fulfilling their mandate has led to the
development of a purpose-fit curriculum. The curriculum will inform the offering of Traditional
Leadership programmes that would equip Traditional Leaders:

a) Apply and ensure compliance with the relevant legislation when executing their duties

b) Demonstrate a tacit understanding of intergovernmental relations and establishment of
synergistic partnerships with other spheres of government and other stakeholders

c) Appreciate issues pivoting on land matters and environmental resource management;

d) Acquire basic understanding of socio-economic development initiatives in their respective
areas

As per the Sector Skills Plan (SSP), the identification of skills gaps (critical skills) for traditional
leadership was aimed at promoting, amongst others, municipal service delivery efficiently and
effectively. In 2018, LGSETA conducted a skills audit for traditional leadership and its
institutions. According to LGSETA (2018), extensive consolations with traditional leaders led
to the identification of several skills needs that require to be addressed.

The identified needs require the design and roll-out of capacity development interventions in
the areas of:
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Leadership skills interventions (LS)

Leadership development (SP)
Responsible Leadership (SC)

Effective Stakeholder Management (SC)
Transformational Leadership (SC)

Interpersonal skills interventions (IS)
e Communication (SP)
Presentation (SP)
Team building (SP)
Dispute resolution and conflict management skills (SP)

Administrative skills interventions (AS)
¢ Office and general administration (SC)
e Report writing (SP)
¢ Record management (SP)
» Computer literacy and all office routines (SP)

Business skills interventions (BS)
¢ Supply Chain Management (SC)
¢ Information management (SC)
¢ Financial management (SC)
¢ Basic project management (SP)

Public Management skills interventions (PMS)
¢ Policy and regulation (SC)
¢ Land-use management (SC)
o Disaster Management (SC)
¢ Climate change (SC)
¢ Public management (FQ)
e Public participation (SC)
¢ Batho Pele principles (SP)
¢ Human rights and HIV/Aids (SP)
¢ Domestic violence (SP)

Indigenous culture skills interventions (ICS)
¢ Indigenous knowledge systems (SC)
¢ Protocols for Traditional Leadership (SP)

Additionally, as part of the traditional leadership strategy, the LGSETA will offer credit-based

short to medium term courses on:
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Business management courses (BMC)
¢ Financial Management (SC)

¢ Project Management (SC)

Public management courses (PMC)
e Public Participation (SC)
e Public Presentation (SC)
e Legislation pertaining to the institution (SC)
¢ International and Inter-Governmental Relations (IGR) (SC)

Media management courses (MMC)
¢ Media Handling (SC)

4.8  The Nexus of Traditional Leadership Roles and Capacity building Offerings

For capacity development initiatives to be relevant, they must be needs-based. Essentially,
this means that such interventions must be located at the intersection of the roles that
Traditional Leaders play and the competencies that are embodied in the capacity development
initiatives. Table 4.1 presents a matrix that attempts to match the capacity development
courses that LGSETA would offer, to the roles that Traditional Leaders are typically expected
to play. While the matrix may not be encompassing of the entire universe of course that the
Traditional Leadership could be exposed to, it nonetheless provides a telescopic view of the
relevance of the intended courses to the roles of Traditional Leadership.
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4.9 Monitoring and Evaluation of Performance

The importance of performance measurement for developmental initiatives such as those
embodied in the Traditional Leadership strategy cannot be over-emphasised. |t is against this
backdrop that efforts in the domain of monitoring and evaluation are deemed to be important
to the success of all endeavours, more so in the public sector. Having determined the results
that the strategy is expected to realise at the outputs, outcomes and impacts levels as depicted
in the results chain for the strategy, it becomes pertinent to decide on the instruments to utilise
for tracking the performance of the strategy. In monitoring and evaluation terms, these
instruments are described as indicators.

Indicators are expected to provide objective measurements of performance. For this to
happen, it is important to select indicators that meet the CREAM criteria for indicator selection
as suggested by Kusek and Rist (2004).

Table 4.2: CREAM criteria descriptions

Clear Indicators must be precise and the measurements that they generate
should be easy for key stakeholders to understand

Relevant The indicators must be closely linked to the issues of interest for which
changes are desired.

Economical Selected indicators would not lead to the incurring of huge expenses that
cause costs to overrun benefits of project performance tracking and
assessment.

Adequate This criterion implies that indicators selected for the SP should provide
sufficient basis for a factual determination of the degree of changes being
realised, to be made.

Monitorable Selected indicators must be amenable to independent validation. All
indicators utilised in the SP must be such that it is possible for authorised
parties to check generated measurements for accuracy.

All the indicators selected to measure the performance of the Traditional Leadership strategy
(see Table 4.3), satisfy the CREAM criteria. There has also been an intentional bias towards
the use of quantitative indicators because they are better suited for generating objective
measurements. Given that results are essentially changes generated. Through a contributory
or causal relationship with a developmental intervention such as the Traditional Leadership
strategy, the determination of performance would typically be based on a comparison of the
situation of the indicator in the pre-intervention and post-intervention periods. This therefore
necessitates the conduct of baseline studies aimed at determining the current levels of each
of the indicators chosen for tracking the performance of the Traditional Leadership strategy.
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Table 4.3: Results and Indicators for the Traditional Leadership strategy

Results [ Indicators

Social Cohesion Community Trust index

Improved Service Delivery Number of service delivery protests
Increased public confidence in Percentage Level of confidence in Traditional
Traditional Leadership Leadership

Competent Traditional Leaders Percentage of Traditional Leaders with Traditional
leadership Programme-related certificates /
Qualifications

Traditional Leaders supportive of Number of Traditional Leaders participating in

government’s developmental developmental efforts

agenda

Well-governed institutions of Percentage of Traditional leadership institutions with
Traditional Leadership clean audits

Purpose-fit Traditional Leadership | Number of programmes reflective of the Traditional

curriculum Leadership Curriculum

Capacity-building partnerships Number of Partners with whom partnership
agreements have been signed

Responsive capacity-building Number of capacity-building programmes offered for

programmes Traditional Leadership

Number of Traditional Leaders enrolled in capacity-
building programmes

Ongoing support for the institutions | Number of institutions of Traditional Leadership That
of Traditional Leadership have received LGSETA support
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4.10 Guiding Principles for the Strategy

The guiding principles outlined in this section, underpin the strategy for the implementation of
skills development projects at LGSETA. Consequently, these principles will also be applicable
to the traditional leadership strategy.

*  Need for co-ordination
For capacity building to be effectively implemented and the desired results realised, the
endeavours of the various role players need to be properly coordinated. This will ensure
synergy and coherence while minimizing the duplication of efforts. The need for co-
ordination stems from a realization that capacity building is essentially a multi-stakeholder
process where different players are involved in different interventions.

«  Build on existing efforts and best practices
Rather than creating new capacity building efforts, the LGSETA builds on existing efforts
to increase the efficient use of limited resources. However, ongoing research to determine
new trends, emerging issues and experiences from regional, continental and international
best practices continues to be undertaken.

*  Demand driven approach
Strategy for skills development must be designed in accordance with the different needs
of targeted beneficiaries. In the case of the traditional leadership strategy, the needs of
the institution of Traditional Leadership based on the current institutionai, environmental
and organizational capacity is a primary consideration. Consequently, it is imperative that
the LGSETA alongside other role players, plans specific skills development initiatives and
programmes according to the existing needs.

*  Intervention should be outcomes-based
Capacity building interventions cannot be indefinite. Accordingly, the traditional leadership
strategy would be aimed at achieving pre-determined levels of capacity for the Institution
of Traditional Leadership. The projection is that beyond these realised capacity levels,
the institution should be able to function on its own and indeed perform creditably.

*  Monitoring Mechanism
There is a need for the development of monitoring tools to measure capacity development
of the Traditional Leadership institutions. The compilation of data on Traditional
Leadership institutions can be used as a basis for determining the capacity level of each
institution while enabling proper monitoring of the extent of capacity building initiatives
driven by different role players. Key to on-going monitoring is to track the performance of
implemented interventions by focussing on the desired outcomes.
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4.11  The Strategy’s Contribution to the District Development Model

i. In ensuring participation of traditional leaders in DDM processes, the DTA developed

guidelines through which it sought to support the participation of Local Houses of
Traditional and Khoi-San Leaders (LKTKL) in DDM activities

ii. LHTKL exist at the district and metropolitan levels of government and are expected to
advice on matters affecting traditional communities.

iii. LHTKL further facilitates the development of traditional communities by, amongst
others, advising government across the spheres on customary law, and through
involvement in planning, implementation and monitoring of development programmes
and projects of government, primarily municipal IDPs. Therefore, participation of the
LHTKL in DDM activities is crucial, in order to influence decisions on development of
areas under their jurisdiction. Eastern Seaboard Development (ESB) in KZN and EC,
whereby 4 LHTKL are participating in development initiatives.

iv. DTAisin a process of finalising the MOA with SALGA, emanating from the LG Summit
held last year

v. In terms of the TKLA, Act 3 of 2019, traditional leaders and their structures have a
mandate of fulfilling the following responsibilities:

+ Participate in and promote service delivery and development processes in
partnership with government at all levels based on mutual respect and cooperative
governance.

* Advise government on policy related matters pertaining to traditional communities
and custom.

« Perform various functions and roles assigned to the institution by various
government departments.

+ Promote cultural heritage of the traditional communities in the country.

* Assist government in implementing programmes geared towards supporting the
institution of traditional leadership.

4.12  Risk Management for the Strategy

As is customary with every plan, anticipated risks can interfere with the Traditional Leadership
strategy. Mindful of this, some risks have been identified and presented in the abridged risk
register presented in Table 4.4. The table includes six risks alongside their probable causes
and consequences. Further, qualitative ratings of the probability of occurrence of the risk as
well as the possible impact of the risk if it should occur are also populated in the table.

The probability of occurrence and impact measures are based on a scale of 5-point of scale
of very low, low, medium, high and very high. Markedly, only downside risks are presented in
the table as these are the ones that can negatively affect the strategy and perforate its ability
to generate the desired results that it seeks.
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Table 4.4: Abridged Risk Register

Lack of buy-

Inadequate

Low levels of

Very High

Undertake

in from some | consultation support for the extensive
Traditional strategy engagements
Leaders with Traditional
Leadership
alongside the
Department of
Traditional
Affairs
Power Role conflicts Factionalism Medium Medium | Clarify roles
contestation and secure
agreement
from all parties
Insufficient Budgetary Reduced Low High Optimise
funds constraints programme utilisation of
coverage available funds
by establishing
partnerships
Poor project | Underestimation | Non- Medium Very High | Appoint only
management | of project scope | achievement of competent
and complexity desired results persons/service
providers
Non Poor stakeholder | Reduced Medium High Develop and
consultation | planning participation of work with a
of TLs TLs stakeholder
management
plan
Discordant Misunderstanding | Delayed High High Develop and
strategic between role strategy abide by MoUs
partnerships | players implementation created per

partner
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PARTNERSHIPS FOR THE TRADITIONAL LEADERSHIP STRATEGY

During the annual address at the Opening of the National House of Traditional Leaders, which
took place in March 2021, President Ramaphosa outlined the InvestRural Master Plan for
traditional governance. “which aims to unlock the potential of traditional communities”. The
President indicated that the Master Plan is expected to capacitate traditional leaders,
traditional councils and communities to fight rural poverty, reducing gender-based violence in
rural communities and establishing security of tenure for communities living on land under the
control of traditional leaders (South African Government, 2021). The President further
emphasised that the success of the Economic Reconstruction and Recovery Plan (ERRP)
depended on partnerships between government, traditional leadership and other societal
partners.

Inspired by this assertion, the LGSETA will forge partnerships with the following organisations
for training of the institution in general:

e Vulindlela Academy in DBSA

¢ National School of Government

¢ Anglo Platinum Academy

e FET's and Universities

e Development agencies e.g. USAID, Australian Agency for International
Development, African Capacity Building Foundation

e Other local and international key stakeholders

Additionally, the following stakeholders will be strategic role-players in the implementation of
Traditional Leadership Strategy:

¢ Local Government Sector Education & Training Authority (LGSETA);
¢ Department of Traditional Affairs;

¢ National House of Traditional Leaders;

o Respective Traditional Universities;

e Portfolio Committee on Traditional Affairs

5. Collaboration arrangements for Traditional Leadership Capacity Development

LGSETA’s mandate is to facilitate skills development in the local government sector. The
LGSETA has adopted the District Development Model (DDM) to support skills development
needs and interventions. Research conducted by the LGSETA in 2018 confirmed skills needs
of traditional leaders, which mainly relates to soft skills. A skills audit is currently being
concluded to identify skills needs of traditional councils and traditional leadership across the
nine provinces and this will further inform the development of Traditional Leadership Skills
Development Strategy using the DDM. It is noteworthy as well that the intention of the

Page 39 of 47



i

LGSETA is to leverage strategic partnerships that it has and will create while being duly
considerate of the discretionary grant window and special projects. Accordingly, funding
proposal will be assessed by considering:

¢ Relevance of identified training needs

s Synchrony with sector priorities

s |LGSETA'’s grants policy

¢ Available financial resources

51  Framework for LGSETA Collaboration on Traditional Leadership

The framework for LGSETA collaboration on Traditional Leadership as presented in Figure
5.1, is anchored on three groups namely LGSETA; Traditional Leadership Structures and
other Stakeholders including National and Provincial Government. It is the projection of the
framework that these three groups can collaborate and create strategic partnerships on skills
development initiatives relating to Traditional Leadership using the District Development
Model (DDM) as the approach in implementing relevant interventions.

(i) LGSETA: responsible for facilitating skills development in the local government context
and has conducted research on the skills needs of traditional councils and leadership to
support the roles and functions of Traditional Leadership at local, district, provincial and
national levels using the DDM approach.

Other
Stakeholders
including National
and Provincial
Government

Traditional
Structures and LGSETA
Leadership

M

Strategic
Partnershpips:
Skills Development
and DDM

Figure 5.1: Framework for collaboration on Traditional Leadership

(i) Traditional and Khoi-san Leadership Structures: the various Traditional Leadership
structures including the following:
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a) National House of Traditional and Khoi-San Leaders
b) Provincial House of Traditional and Khoi-San Leaders
c) Local Houses of Traditional and Khoi-San Leaders

(i) Other Stakeholders: This cohort includes national, provincial and local structures that
support traditional leadership as stipulated in the relevant legislation. At national level
this includes the Department of Traditional Affairs as well as other key Departments
relating to Arts and Culture; Land and Agriculture; Health and Welfare; Justice, Security
and Home Affairs; Economic Development; Environment and Tourism; Natural
Resource Management and Communication and Information. It also includes
Universities with some knowledge in traditional leaderships as well as the Parliamentary
Portfolio Committee on Traditional Affairs.

The implementation of the Framework for Collaboration on Traditional Leadership will be
further informed by the LGSETA Strategic Partnerships Model, which outlines the principles
that underpin partnerships as well as types of partnerships. Accordingly, it becomes imperative
to:

a) Engage in collaborative research and data sharing from time to time.

b) Encourage capacity building and continuous lifelong learning within the Institution.

c) Conduct a comprehensive skills audit in all Kingship/Queenship; Houses of Traditional
and Khoi-San leaders, traditional councils, Headmen/Headwomen.

d) Ensure compliance by traditional institutions with the relevant provisions of the Skills
Development Levies Act and Skills Development Act.

e) Develop and ensure the implementation of identified skills programmes and
interventions.

f) Determine and build the capacity of Skills Development Facilitators (SDFs) within DTA
to conduct future skills audits and ensure implementation of training.

g) Communicate the DTA CBS, which is complementary to the National Capacity Building
Framework and NSDP to address the requirements of Government national priorities.

h) Operationalise the LGSETA ETQA which is intended to ensure the quality assurance
of training in the Sector.

i) Improve the coordination and impact assessment of competence development in the
traditional affairs sector.

j) Participate in conferences for possible partnerships and twinning programmes.

5.2  Stakeholders

A stakeholder describes a party who is affected by or can affect any intervention or indeed the
organisation. This understanding therefore means that stakeholders are not necessarily role
players though the reverse is correct. In the case of the Traditional Leadership strategy, the
universe of stakeholders to contend with can be very broad given that a party simply needs to
nurse an interest in the strategy to be considered as a stakeholder. For the Traditional
Leadership strategy, twelve material stakeholders have been identified.
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The stakeholders have been plotted on a contemporary stakeholder map (see Figure 5.2) that
reflects each party’s prime interest as it concerns the Traditional Leadership strategy. As
depicted in the map, the crux of the identification of stakeholders is the Traditional Leadership
strategy and so this is located at the centre of the figure. While the stakeholders appear in the
circle immediately after the Traditional Leadership strategy core, each stakeholder’'s prime
interest is captured in the outermost circle.

Traditional

Leadership
Strategy

Figure 5.2: Selected Stakeholders’ Map for Traditional Leadership Strategy
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The point of highlighting the interests of each stakeholder is to ensure that for the formulation
and subsequent implementation of the Traditional Leadership strategy, these interests are
duly catered for. This is because in doing so, the chances of the strategy being embraced and
supported by stakeholders. This disposition synchronises with the Batho Pele principles as it
puts ‘people first'. Significantly, this also testifies to LGSETA’s commitment to the idea of
stakeholder inclusivity as promoted by the King IV code of good corporate governance.

5.3 Selected Stakeholders and their Roles

a) LGSETA
The LGSETA will be responsible for the following areas:

i. The provision of support on skills development for the institution of traditional
Leadership to ensure that it functions efficiently and effectively in fulfiling its
constitutional mandate.

ii. Identification of gaps and institute relevant interventions to address the requirements
of the capacity-building strategy for the institution of traditional leadership to ensure
effective service delivery.

iii.  Equipping the institution with relevant skills necessary to enhance and promote good
working relationship with municipalities and other structures within local government.

iv.  Ensure skills development to address the needs of the sector as well as officials of the
department (Train-the-Trainer Programme).

v.  The development of training manuals for structures of traditional leadership

vi.  Quality assurance of all courses and programmes
vii.  Assist in achieving departmental outcomes.

b) Traditional Leaders

Traditional Leadership has responsibilities to ensure that culture and traditions are developed
and that they meet the prescripts of the Constitution. They have to ensure that the customs
and customary practices are preserved and that the needs of their communities are met.

c) Traditional Councils

Traditional Councils are structures of Traditional leaders established in terms of the provisions
of the law. Amongst others they administer the affairs of the traditional community in
accordance with customs and tradition and support municipalities in the identification of
community needs. The national and provincial governments may adopt such legislation and
other measures as may be necessary to support and strengthen the capacity of traditional
councils.
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d) Houses of Traditional and Khoi-San Leaders (National, Provincial and Local)

The National House has a duty to cooperate with other houses in promoting socio-economic
development and service delivery, the role of Traditional Leadership, preservation of the moral
fibre, culture, and traditional communities.

e) National Department of Traditional Affairs

The strategic role of the Department is to assist the institution of traditional and the Khoi-San
leadership to transform themselves to be strategic partners with Government in the
development of their communities, and also to coordinate the traditional affairs activities of the
Department and those of other Departments at national, provincial and local government
levels. This is meant to ensure that their needs in terms of development, service delivery,
governance, access to indigenous knowledge systems, traditional courts and indigenous law,
traditional healing and medicine, etc are adequately met.

In furtherance of the collaborative arrangement that should be in place between the DTA and
LGSETA, an MOU has been developed to formalise relations between both parties. In pursuit
of the capacity-building (training and development) objectives of the institution of traditional
leadership, both parties would work collaboratively to:

e address traditional leaders’ performance excellence, compliance and best practice in
the field of individual and institutional capacity building.

o determine baseline competence gap information and address it through a strategy of
lifelong learning and professionalisation.

o prioritise interventions, systematically address traditional leaders’ priorities through the
National Capacity Building Framework (CBS), a DTA National Capacity Building
Strategy, the LGSETA's Sector Skills Plan and NSDP commitments to the Department
of Higher Education and Training.

e improve coordination of capacity building in the sector and ensure that impact is
achieved to enhance service delivery through appropriate interventions.

¢ provide a clear framework for interaction, engagement and communication on skill
development matters.

f) Provincial Departments of Traditional Affairs

The role of the Provincial Department is to assist the institution of traditional and the Khoi-San
leadership in the respective provinces to transform themselves to be strategic partners with
Government in the development of their communities, and also to coordinate the traditional
affairs activities of the Department in the province and those of other provincial departments
and local government levels. This is meant to ensure that their needs in terms of development,
service delivery, governance, access to indigenous knowledge systems, traditional courts and
indigenous law, traditional healing and medicine, etc are adequately met.
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g) CONTRALESA

This is an organisation of Traditional Leadership of South Africa with the aim of organizing and
uniting Traditional leaders of the country, reinstating, protecting and promoting the status of
the institution.

h) Municipalities/Local Government

Municipalities are a sphere of government that lie one level down from provincial government,
forming the lowest level of democratically elected government structures, i.e. local government
in the country. It is the sphere closest to the people. '

The South African Constitution states that municipalities have the responsibility to make sure
that all citizens are provided with services to satisfy their basic needs, e.g. water, electricity,
refuse removal, etc. These services have a direct and immediate effect on the quality of the
lives of the people in that community.

Section 19 of the Municipal Systems Act, 2000 provides a role for Traditional leaders to be
consulted during the drafting of IDPs. Furthermore, The Municipal Structures Act requires a
participation of twenty percent (20%) of Traditional leaders in municipal councils.

i) Other national Departments and Entities:

a) Department of Arts and Culture, Science and Technology and relevant provincial
departments and entities will provide strategic guidance on Indigenous knowledge
systems

b) Department of Justice and Constitutional Development and relevant provincial
departments- provides strategic guidance and leadership on Traditional courts and
indigenous law.

c) Department of Rural Development and Land Reform and relevant provincial depart-
ments- provide strategic guidance and leadership on Traditional community land and
its administration by Traditional Leadership.

d) Department of Health, and relevant provincial departments- - provides strategic
guidance and leadership Traditional healers and medicine.

e) Department of Tourism- provides strategic guidance and leadership the development
and promotion of cultural tourism.

f) Department of Water and Environmental Affairs — will lead in issues of provision of
water and the promotion of environmental awareness and sensitization of the usage
of water as a scarce commodity.

g) Department of Arts and Culture, CRL Rights Commission, Pan South African
Language Board and relevant departments at provincial level- provide leadership and
guidance on Linguistic diversity and multilingualism.
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Department of Cooperative Governance and the relevant provincial departments-
provide strategic guidance and leadership relationship between traditional
communities and municipal structures.

Department of Trade and Industry - To register the "patency” of Indigenous Knowledge
Systems matters.

Department of Agriculture, Forestry and Fisheries — to provide strategic leadership on
issues pertaining to agriculture, aqua-culture and agro-processing.

Department of Home Affairs- will lead in issues of the involvement of traditional
councils in the registration of births, identity documents, customary marriages, deaths,
etc provision of |IDs, birth, marriage and death certificates.

Other Provincial Departments - As planning in the government sector cascades to
lower levels, planning of operation and maintenance and ensuring implementation at
lower levels is a responsibility foreseen by provincial spheres. Provincial officials will
be identified from each organization/stakeholder.

m) LGSETA — Will provide quality assurance and accreditation to service providers and

n)

0)

training materials for capacity building.

SALGA- Will provide leadership and guidance in provision of capacity building for
traditional institutions.

Private Sectors — Will provide financial and other technical support for capacity
building.

Academic Institutions- Academic Institutions will provide high quality education and
training in the area of Traditional Leadership.

Development Cooperation institutions and agencies - Will provide financial and
technical resources for capacity building.

Department of Women, Children and People with Disabilities- Role in issues affecting
people in Traditional communities

Department of Education - Inclusion of history of traditional communities and cultural
manifestations

Department of Mineral Resources - Mining in Traditional Council areas in partnership
with Mining Houses.

Page 46 of 47



References

Kusek, J. & Rist, R.C., 2004. Ten steps to a results-based monitoring and evaluation system:

a handbook for development practitioners. Washington, DC: World Bank.

Local Government Sector Education and Training Authority (LGSETA). 2018. An assessment

RSA. 2020.

RSA. 2003

RSA. 2003.

RSA. 2000.

RSA. 2000.

RSA. 1996.

RSA. 1997.

of skills capacity requirements for Traditional Leadership and its institutions in
delivering their mandate in municipalities. Johannesburg.

Department of Traditional Affairs. Strategic Plan 2020 — 2025. Government
Printers: Pretoria.

The White Paper on Traditional Leadership and Governance. Pretoria;
Government Printers.

Traditional Leadership and Governance Framework Act, 2003 (Act 41 of 2003).
Pretoria: Government Printers.

Local Government: Municipal Structures Amendment Act, 2000 (Act 33 of 2000).
Pretoria: Government Printers.

Local Government. Municipal Systems Act, 2000 (Act 32 of 2000). Pretoria:
Government Printers.

The Constitution of the Republic of South Africa, 1996. Pretoria: Government
Printers

The National House of Traditional Leaders Act, 1997 (Act 10 of 1997). Pretoria:
Government Printers.

Thompson, A.A., Peteraf, M.A., Gamble, J.E. and Strickland, A., 2012. Crafting and executing

strategy. Global Edition. NY: McGraw Hill

Page 47 of 47






