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Abstract: 

South Africa’s local government face persistent structural challenges, including governance failures, 

administrative inefficiencies and weak human resource management. A 30-year review of local 

government’s performance reveals that economic, political, and institutional disparities continue to 

undermine municipal service delivery. Currently, around 29% of municipalities are at risk of collapse due 

to systemic dysfunction. In response, the Municipal Staff Regulations was introduced in 2021 with the 

single aim to professionalise local government and standardise human resource practices. The 

Municipal Staff Regulations provides a framework aimed at standardising organisational design, 

recruitment, performance management and skills development. This framework is underpinned by a 

competency model that aligns capabilities with job roles and supports effective talent management. This 

study aims to investigate the extent of Municipal Staff Regulations implementation in South African local 

government and is guided by four research questions: (i) What role do managers play in implementing 

the Municipal Staff Regulations (ii) What specific implementation challenges do municipalities 

encounter?  (iii) What are the reported successes in implementation (iv) What recommendations can be 

made to enhance the future implementation of the Municipal Staff Regulations? A qualitative research 

design was used, combining literature on policy implementation with 240 semi-structured interviews 

across 32 municipalities and one municipal entity. Participants included managers (senior, executive, 

middle and junior managers, trade unions and politicians). The findings revealed major implementation 

barriers that includes; resistance to change, limited training, financial constraints and political 

interference. Recommendations include structured development programs for managers, a central MSR 
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support desk, and annual audits to enhance accountability. The study contributes to implementation 

theory and provides practical strategies to improve municipal HR capacity and service delivery. 
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Introduction 

The Municipal Staff Regulations (MSR), introduced in 2021, represent a significant policy intervention 

aimed at professionalising local government in South Africa and standardising human resource 

management across municipalities. These regulations provide clear guidelines for critical areas such as 

organisational design, recruitment and selection, performance and development management, and 

skills development. In addition, they introduce a competency framework designed to enable more 

objective and accurate assessments of individual capabilities, supporting municipalities in appointing 

the right people, in the right roles, at the appropriate levels of work and competence. The MSR also lay 

the groundwork for structured talent management and succession planning, both of which are essential 

for building a capable and developmental local state (MSR, 2021). 

The implementation of such a regulatory framework, however, is not without challenges. Drawing on the 

7-C implementation framework developed by De Coning, Cloete, and Burger (2018), this article 

evaluates the regulatory framework and its practical implications within South Africa’s municipal context. 

The research identifies a range of barriers to effective implementation, including resistance to change, 

financial and capacity constraints, inadequate training, and political interference. Many municipal staff 

resist new policies due to fear of job insecurity and attachment to existing practices. At the same time, 

constrained budgets hinder the recruitment of qualified personnel and the provision of adequate training. 

In several municipalities, personnel remain ill-prepared to navigate the new regulatory environment, 

underscoring the urgent need for ongoing professional development. Furthermore, political dynamics 

often obstruct the implementation process, especially where they undermine merit-based recruitment 

and performance management systems. 

This article argues that the successful implementation of the MSR requires a multi-dimensional and 

context-sensitive approach. It recommends the introduction of structured human resource development 

programmes, the establishment of a national support desk in collaboration with professional bodies and 

the adoption of evidence-based implementation models inspired by the audit methodologies of the 

Auditor-General. Standardised metrics and tailored implementation models are also proposed to 

account for contextual differences among municipalities. 

Theoretically, the article contributes to policy implementation literature by foregrounding the importance 

of adaptive management and stakeholder engagement particularly within complex, decentralised 

governance systems. Practically, it offers actionable recommendations aimed at strengthening 

institutional capability, enhancing intergovernmental coordination, and improving information 

dissemination. These recommendations are intended to inform both policymakers and practitioners 

working to professionalise and stabilise local government in South Africa. 
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Research Gap and Purpose  

The LGSETA research (2023) confirmed that line managers in municipalities are not equipped to 

manage skills development implementation. There exist a further risk of the MSR implementation being 

consultant-driven, which may not increase the capacity and capability of municipalities, leading to poor 

human resource management outcomes and further external dependence. 

Literature Review 

The 30-year review of local government concluded that local government employed about 270,000 

people, but most municipalities face significant capacity constraints. These challenges vary widely 

across municipalities due to economic, political, spatial, and institutional disparities, affecting their ability 

to deliver services. In addition municipalities face high vacancy rates for municipal managers and CFOs, 

averaging nearly 25%. This contribute to administrative instability, as frequent leadership changes 

disrupt continuity and lower staff productivity. This instability, compounded by premature departures of 

key officials, undermines service delivery and municipal functionality, with many municipalities struggling 

with governance, financial, and infrastructural issues. By mid-2022, 29% of municipalities were nearing 

operational collapse, highlighting systemic dysfunction rooted in governance failures and limited 

capacity (DPME, 2023).  

Municipal Staff Regulations  

The Constitution of the Republic of South Africa (1996) assigns municipalities a developmental mandate 

within the local sphere of government, outlining specific responsibilities to advance this objective. The 

constitutional goals of local government include the provision of democratic and accountable 

governance to local communities; the sustainable delivery of services; the promotion of social and 

economic development; the creation of a safe and healthy environment; and the encouragement of 

community and civil society participation in governance processes. These objectives must be pursued 

within the constraints of each municipality’s financial, human, and administrative capacity, as well as the 

scope of powers legally conferred upon them. In order to operationalise these constitutional imperatives, 

various policies and legislative instruments, notably the Municipal Systems Act No. 32 of 2000—have 

been introduced to promote uniformity and professionalism in human resource management (HRM) 

practices across the public sector. 

The Department of Cooperative Governance and Traditional Affairs (CoGTA, 2021) introduced the 

Municipal Staff Regulations (MSR) as part of a broader effort to professionalise local government. The 

primary objectives of the MSR are to promote fairness, efficiency, effectiveness, and transparency within 

municipalities, while also fostering development-oriented human resource management and career 

development practices. A key focus of the regulations is to uphold high standards of professional ethics 
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and to enhance municipal capacity through the recruitment and appointment of suitably qualified and 

competent personnel. Furthermore, the MSR seeks to establish a coherent human resource 

management system underpinned by robust control measures. It provides institutional guidelines for 

staff recruitment, selection, and organisational design (human resource management), as well as 

protocols for performance management and skills development (human resource development). 

Together, these provisions form the foundation for the professionalisation of the local government sector 

(CoGTA, 2022). 

The MSR have far-reaching implications for human resource management and capability within the local 

government sector specifically in the area of human resource development stating that human resource 

development must:  

• Support the achievement of the municipality’s goals set out in the IDP by providing critical 

skills that ensure the delivery of quality services. 

• Promote the development and retention of competent municipal staff, including the 

development of technical, professional and specialist staff who have the required 

qualifications and skills.  

• Support the employment equity objectives of a municipality. 

• Be based on high quality provision and effective workplace learning and development 

practices, including coaching, mentoring, on-the-job learning, and opportunities for the 

practical application of skills in the workplace.  

• Seek to continuously improve its results and the returns on learning investments, by defining 

measures of success, conducting regular evaluations, and improving the impact of learning, 

training, and development; and  

• Be designed to support and reinforce other capacity-building programmes in municipalities. 

The MSR (2021) stipulate that the Human Resource Manager, the Skills Development Facilitator and 

senior management of the municipality should determine the skills needs of the municipality on an 

annual basis. This should be done by facilitating an annual assessment that measures the municipality's 

performance against its integrated development plan; identifies the roles (reasons) that are constraining 

service delivery, affecting community satisfaction or the efficient and effective internal operations of the 

municipality; and analyses the performance reviews and personal development plans of staff members 

employed in critical roles and job categories (MSR, 2021).  

The annual assessment should involve meetings (evidence) with each municipal department to (MSR, 

2021):  

https://doi.org/10.51137/wrp.ijarbm.2025.hcis.45853
https://www.wr-publishing.org/


International Journal of Applied Research in Business and Management (ISSN: 2700-8983) 

an Open Access journal by Wohllebe & Ross Publishing, Germany. 

Volume: 06 Issue: HRMIC Year: 2025 

https://doi.org/10.51137/wrp.ijarbm.2025.hcis.45853  

 

 

 

Wohllebe & Ross Publishing, Germany – The Open Access Publisher. 

More information and current publishing opportunities at wr-publishing.org 

• Evaluate the reasons for poor service delivery and performance (capability) by the 

department if any; 

• Determine whether a lack of skills (competency) has contributed to the poor performance;  

• Evaluate stakeholder complaints to establish whether poor service is a result of a lack of 

skills in certain key roles;  

• Identify whether these problems are in critical roles and job categories which may need to 

be tracked more closely; and  

• Identify the skills problems and needs associated with these roles.  

This process involves engaging with the senior management team of the municipality to present an 

aggregated assessment of skills needs identified through departmental analysis and to validate the 

priority skills that must be addressed in the upcoming year. Municipalities are required to conduct regular 

evaluations of both the workplace skills plan and individual personal development plans, along with their 

implementation, and to adjust learning programmes accordingly to enhance their effectiveness—

particularly in alleviating skills constraints that hinder service delivery. The Municipal Staff Regulations 

(MSR) emphasise a clear and unambiguous role for managers, promoting a more “hands-on” approach 

to cultivating an enabling human resource management (HRM) environment. This is operationalised 

through the requirement of a mandatory human resource plan, in which the manager is expected to play 

a leading and proactive role, as elaborated in the following section. 

The Role of Managers in Implementation   

Section 2 of the Municipal Systems Act, 2000 (Act 32 of 2000), defines the municipality as the community 

(the various formations organised and unorganised sectors of society), the council (elected officials) and 

the administration (appointed officials) of which the community can be considered the primary 

stakeholder through the institutional ward committees. All municipalities or municipal entities have 

accounting officers (municipal managers). This functionary is considered the most senior administrative 

officer and performs various management and executive responsibilities as defined by the various local 

government legislation, notably the Municipal Systems Act and the Municipal Finance Management Act 

(No. 56 of 2003).  

The accounting officer, as the administrative leader has the task of ensuring an organizational culture of 

human resource development which includes monitoring and evaluation, management of the political 

and administrative interface as well as coaching and mentoring of, specifically, managers reporting to 

higher functionaries. Executive managers comprise the second layer of managers who normally report 

to the accounting officers. They manage departments (or directorates as they are referred to in some 

municipalities) and are responsible for high-level strategy interpretation and innovation, as well as 

coaching and mentoring of the senior managers who report to them. The third layer of managers, then, 
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are these senior managers, who manage divisions and are sometimes called divisional heads. They 

report directly to their executive manager and are responsible for strategy interpretation, communication, 

as well as coaching and mentoring.  

Middle managers are the fourth layer, managing sections or units and report directly to their senior 

manager. They are responsible for strategy implementation (execution of the agreed organizational 

strategies), gathering data and generating organizational reports. They also perform a coaching and 

mentoring role for the staff who report to them. Lastly, at the bottom of the management hierarchy, are 

junior managers, sometimes referred to as first-line managers. They report to their middle managers 

and occupy positions such as supervisors or superintendents and are responsible for implementation of 

strategies and monitoring and evaluation of strategies as illustrated in figure 1. 

 

Figure 1: Municipal Governance and functions (Source: Author) 

According to the MSR, all managers are required to align human resource development (HRD) with their 

functional priorities, the Integrated Development Plan (IDP) and the outcomes of the performance 

management process. They must continuously monitor skills needs and constraints that could impact 

the achievement of institutional objectives and report these as part of the skills needs analysis process. 

Furthermore, managers are expected to develop, report on, and review the personal development plans 

(PDPs) of their staff, ensuring that the proposed development activities are relevant to municipal 

functions. They are also responsible for providing coaching and developmental support, contributing to 

the design of relevant training programmes, facilitating staff participation in training according to agreed 
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schedules, and supporting the practical application of newly acquired learning in the workplace (MSR, 

2021). 

The MSR further mandate that municipalities support staff members through active managerial 

involvement in HRD. This includes clarifying the skills required for specific jobs, identifying relevant skills 

needs and suitable development opportunities, and recognising the new knowledge, attitudes, skills, 

and habits (KASH) necessary for career advancement. Managers are also expected to create learning 

opportunities that equip staff with the competencies needed to compete for new or vacant positions. In 

addition, municipalities must ensure that skills development is recognised as a key performance area in 

the performance agreements of senior managers and supervisors (MSR, 2021). 

These responsibilities are aimed at fostering career development through a consultative process with 

staff, supported by a structured skills development framework that includes planning, assessment, 

implementation, and review—under the guidance of HRD professionals. To support accountability, every 

manager must report annually on the progress made in implementing PDPs and other programmes 

outlined in the municipality’s Workplace Skills Plan (WSP). They must also evaluate the outcomes of 

PDP implementation using standard benchmarks prescribed by the Minister, with a view to ensuring that 

skills development efforts directly contribute to improved performance and service delivery. Finally, the 

results of these evaluations must be integrated into broader municipal capacity-building initiatives and 

reported to the appropriate provincial and national structures responsible for capacity development 

(MSR, 2021). 

From the above it is clear that managers perform the central role in the implementation of the MSR. 

Implementation Theory and Practice  

Pressman and Wildavsky (1973, 1984) are widely regarded as pioneers in the study of policy 

implementation. In their seminal work Implementation (1973), they noted the surprising scarcity of 

literature on the subject. However, this view has been challenged by scholars such Saetren (2005) and 

Hill and Hupe (2022), who argue that implementation studies did exist, though not always under that 

specific label.  Implementation is often viewed as the starting point in realising policy objectives. Brynard 

(2005) highlights its dual nature: as a noun, it denotes the achievement of outcomes; as a verb, it refers 

to the complex and difficult, iterative process of reaching those outcomes. Crucially, the absence of 

results does not imply that implementation has not occurred. Debates continue about where 

implementation begins and ends. Calista (1994) sees it as the fulfilment of policy intentions, while 

Makinde (2005) frames it as the conversion of inputs into outputs. Van Meter and Van Horn (1975) define 

it as institutional actions aimed at achieving policy objectives, distinguishing between implementation, 

performance, and impact. Veldman, Van Kuijk, Doolaard, and Bosker (2020) further argue that 
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successful implementation is the core measure of policy effectiveness.  For this study, implementation 

is defined as the process of converting human, physical, and financial resources into tangible service-

delivery outputs that lead to improved organisational outcomes aligned with predetermined objectives 

(DPSA, 2011). 

Van der Waldt (2010) advocates for a "project governance" at the municipal sphere, with the necessary 

institutional arrangements in place to ensure greater chances of success, noting the critical role that 

governance and leadership play in successful implementation. The institutional governance refers to 

decisions making protocols, resource allocation, people (identification of roles and responsibilities), 

process and procedures (accountability lines), structure and reporting lines, partnerships (internal and 

external) and policy that advance structures to promote effective communication and collaboration 

between municipal leaders and project teams. Given the complexity and dynamics of the implementation 

process, Mnculwane and Wissink (2014) note that several scholars have begun to develop theoretical 

frameworks. 

Najam (1995) outlines the evolution of policy implementation thinking in three main stages. Initially, 

implementation was viewed as a mechanistic, top-down process rooted in classical administrative 

theory. Influenced by Weber’s bureaucracy, Wilson’s politics-administration dichotomy, and Taylor’s 

scientific management, implementation was seen as rational, predictable, and hierarchical. This model 

assumed that once policies were made, they would be automatically executed. However, post-World 

War II realities revealed that implementation was far more complex and unpredictable, leading scholars 

to critique the linear model and document the “messiness” of real-world implementation. The third stage 

reflects growing recognition of this complexity, marked by the emergence of competing paradigms: top-

down approaches, which assume implementation flows from clear policy directives, and bottom-up 

perspectives, which emphasise the role of street-level beaurocrats who interpret and adapt policies in 

practice. While these paradigms differ, both offer valuable insights into the challenges of implementation. 

Contemporary thinking increasingly acknowledges the need for more integrated frameworks that 

capture the dynamic and context-dependent nature of implementation (De Coning, Cloete, and Burger, 

2018). 

Towards an Implementation Framework  

Najam (1995) argues that policy implementation is inherently complex, dynamic, and shaped by multiple 

actors operating across various levels. Similarly, Majone and Wildavsky (1978) contend that policies are 

continuously transformed through implementation, as actions simultaneously reshape both resources 

and objectives. This view is supported by Wittrock and DeLeon (1986), who emphasise that the internal 

dynamics of implementation are too significant to overlook. Analytical research confirms that the field of 

implementation is broad, multifaceted, and evolving.  
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Originally structured around five interrelated variables known as the 5 - C protocol (Najam, 1995). The 

framework was later expanded into the 7 - C protocol by De Coning, Cloete, and Burger (2018), reflecting 

a more nuanced understanding of the variables influencing successful policy implementation. These 

seven variables are illustrated in Figure 2 and unpacked. 

 

Figure 2: Implementation Framework (Adapted from De Coning, Cloete and Burger, 2018) 

Content 

Najam (1995) emphasises the significance of policy content, identifying three key elements essential to 

effective policy design and implementation. These include the policy’s purpose, the way the issue is 

problematised and the chosen methods to address it. Policy content also encompasses normative 

dimensions such as mission, vision and goals. These elements are critical as they directly influence 

other variables in the policy implementation process. 

Context 

The context in which policy processes occur is a critical determinant of implementation success or 

failure. Institutional context and culture (how things are done) is often codified through standard 

operating procedures, norms, and what organisations reward or sanction shapes how policies are 

enacted. Najam (1995) underscores the need to understand context in analysing policy implementation, 

while Zhou and Zvoushe (2012) highlight the interdependence between policies and their broader 

ecological environments. The policy context encompasses both internal and external institutional 
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factors, influenced by social, economic, political, legal, and technological conditions (Uwizeyimana, 

2015). While these broader forces are important, it is through institutional culture and structures that 

they exert their influence, shaping the pathways and constraints of the implementation process. 

Commitment 

Successful policy implementation often begins with strong political, managerial, and financial 

commitment to achieving effective outcomes. The dedication of implementers plays a critical role in 

determining whether a policy is carried out and whether it achieves its objectives. As Munzhedzi (2020) 

observes, policies may fail simply because officials lack the willingness to fulfil their responsibilities. 

Commitment, therefore, is not just about compliance but about conviction, described as the willingness 

to act even without compulsion (Warwick, 1982).  

Capacity 

Organisational capacity refers to the structural, functional, and cultural ability of an institution to 

implement policy objectives effectively and sustainably. It involves the delivery of public services that 

improve citizens’ quality of life, supported by both tangible resources, such as human, financial, material, 

technological, and logistical assets and intangible factors, including leadership, motivation, commitment, 

and resilience. Successful implementation also depends on the broader political, administrative, 

economic, technological, and social environments being conducive to action (Grindle & Hildebrand, 

1995; Brenton, Baekkeskov, & Hannah, 2022). A key condition for implementation success is having the 

administrative and operational capacity to execute tasks. Assessing implementation effectiveness 

involves understanding what capacities are required, where they are needed, and how they can be 

developed and mobilised in practice. 

Clients/Coalitions 

Successful policy implementation also depends on the ability of project managers to build and leverage 

coalitions. Implementation often entails organisational change, which inevitably generates both support 

and resistance identified as inherent to any reform (McGuire and Hutchings, 2005). Najam (1995) 

emphasises the importance of clients and coalitions whose interests are either advanced or threatened 

by a policy, and the strategic actions they take to support or obstruct implementation. Kotter (1996) 

defines a "guiding coalition" as a group of influential individuals within an organisation who drive change 

by combining diverse skills, perspectives, and energy.  Building such coalitions involves fostering a 

shared commitment to policy goals and promoting collaboration to achieve them. 
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Communication 

Successful policy implementation depends on an organisation’s ability to communicate the policy’s 

meaning, goals, objectives, and assigned roles and responsibilities to the stakeholders responsible for 

its execution (De Coning, Cloete & Burger, 2018). In the South African context, characterised by 12 

official languages, effective communication is a critical component of implementation. Both policy 

formulation and implementation have increasingly moved towards greater stakeholder involvement, 

based on the understanding that when stakeholders participate in decision-making, they are more likely 

to support the outcomes. Improved communication in public policy therefor enhances transparency and 

promotes good governance by fostering stakeholder engagement, which in turn strengthens 

organisational legitimacy.  As such, policy and communication are inherently interdependent. 

Conversely, the absence of clear communication regarding policy measures often results in disapproval 

or resistance from intended stakeholders. For implementation then to be successful, communication 

strategies must be deliberate, inclusive, and as clear as possible since communication structures are 

central to the implementation process (Wunderlich, Heitz, Hinz, & Furholt, 2023). 

Coordination  

Burger (2015) emphasizes that effective coordination is essential for successful policy implementation 

and defined as the “harmonious combination of agents and functions towards the production of a result” 

(Panday, 2007). It involves both intra-organizational cooperation, among departments within the same 

organization and inter-organizational cooperation between different entities, such as government 

departments (Robinson, Hewitt & Harris, 2000). Coordination is critical given the multiple stakeholders 

involved in implementation. Good governance requires clear coordination to ensure all actors 

understand their roles and responsibilities, including when, how, and where to perform them. Poor 

coordination often results in misalignment and weak partnerships, undermining the effective 

implementation of municipal policies and programs (De Coning, Cloete and Burger,2018). 

Methods and Data 

The research employs a qualitative, interpretive methods design, examining the extent to which the 

current implementation of the MSR aligns with established international theory and best practice. Data 

collection relied on drawing on primary and secondary sources. Secondary data comprised theoretical 

and empirical documentary analyses, while primary data were gathered through face-to-face and online 

interviews. This triangulated approach enabled a comprehensive understanding of the interview topics. 

The study population included key municipal stakeholders such as municipal managers, HR-Managers, 

Directors of Corporate Services, line Managers at senior, middle, and junior levels. The units of analysis 
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are South African local governments. To ensure geographical diversity, municipalities were purposively 

selected from both inland and coastal regions. 

Sampling  

Semi-structured interview schedules for both online and face-to-face interviews with key stakeholders 

were developed based on the variables measured in the survey instrument. A purposive sample of 41 

local government entities was initially selected to ensure geographical representation of both inland and 

coastal municipalities. Following several withdrawals, 32 municipalities remained in the study. A total of 

240 interviews were conducted in person or online, yielding a 12% response rate.   

Measuring Instruments  

The Data analytics process, outlined in Figure 3, provides a systematic approach to transforming raw 

audio data into actionable insights. It begins with collecting and securely storing audio recordings from 

meetings and interviews, properly catalogued with metadata such as date, time, speaker, and topic. 

These recordings were transcribed into text using advanced automated speech recognition (ASR) 

technology. At the individual level, techniques like topic modelling and entity recognition extract key 

themes from each municipal official’s contributions. The process then aggregates this data for overall 

analysis, identifying trends, patterns, and comparative metrics across officials.  

The final research phase involved verifying findings and cross-referencing key observations. This article 

addresses four primary areas: i) the role managers play in implementing the Municipal Staff Regulations 

(ii) the specific implementation challenges facing municipalities (iii) the reported successes in 

implementation and (iv) recommendations to enhance future implementation of the Municipal Staff 

Regulations aimed at enhancing policy implementation and service delivery. 

 

Figure 3: Data Analysis 

Results 

The research results evaluate the MSR implementation through the filter of the 7-C implementation 

protocol framework. The findings are drawn from interviews conducted with senior local government 

managers, HR managers and junior line managers across different municipalities, highlighting their 
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insights regarding the challenges and successes faced in implementing the MSR. Moreover, this 

analysis is contextualized within national and international research studies that explore the significance 

of implementation theory in administrative governance. 

Content  

The primary goal of the Municipal Service Regulations (MSR) is to build a skilled workforce capable of 

delivering quality services to communities. This objective was consistently acknowledged by all role 

players interviewed. The MSR directly addresses key challenges faced by municipalities, particularly 

governance failures and service delivery inefficiencies. Specifically, the MSR seeks to establish uniform 

standards for recruitment, performance management, and staff accountability. These regulations aim to 

tackle issues such as irregular appointments and inadequate staffing qualifications. The HR Manager of 

the Western Cape highlighted the benefits of these regulations, noting, "The regulations offer 

advantages, such as standardizing recruitment and selection processes."  

The regulations are designed to establish a framework that aligns individual performance with 

organizational goals, thereby strengthening accountability. Another manager emphasised, 

"Performance management to me is very important because it gives an incentive to our employees," 

highlighting the objective of boosting employee performance through structured management systems. 

Furthermore, the MSR advocates for the creation of clear performance management systems across all 

levels of staff, fostering a culture of accountability. As a Middle Line Manager pointed out, "We need 

budget for performance management. They must remove those clauses that are giving us problems." 

This statement underscores the recognition of the financial challenges in implementing performance 

management systems, highlighting the necessity for sufficient resources to support these initiatives. 

The MSR also tackles the existing gaps in the municipal staffing landscape, particularly regarding 

qualifications and the impact of political interference on appointments. A Junior Line Manager in the 

Eastern Cape highlighted that the “journey to full implementation is hindered by political dynamics, but 

with the right support, we can overcome these challenges.” This statement emphasises the importance 

of addressing political influences to ensure the successful implementation of the MSR. Although the 

MSR goals are clear, a municipality in the Western Cape argues that the regulations fail to account for 

the diverse operational contexts of municipalities across South Africa. The municipality disputes the 

assumption that uniform regulations will enhance governance and efficiency across all municipalities, 

pointing out significant variations in municipal capacity and operational scale. It further highlights that 

the methods prescribed by the policy, which involve strict compliance with detailed regulations, disrupt 

the municipality’s operational efficiency, particularly for large municipalities managing extensive 

workforces. 
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The challenges and strategies identified in the implementation of the MSR resonate with findings from 

international studies on policy implementation. A comparative study by Hjern and Porter (1981) 

highlights the importance of aligning policy objectives with practical frameworks and local realities for 

effective implementation. The MSR's focus on capacity building and standardized practices aligns with 

their findings, which suggest that successful policy implementation requires not only clear objectives but 

also the necessary resources and training. Moreover, national studies emphasize the need for 

stakeholder engagement in the implementation process. Research by Mashamaite and Lethoko, (2018) 

indicates that inclusive processes facilitate better understanding and compliance among municipal staff, 

corroborating the sentiments expressed by various municipal stakeholders regarding the need for 

training and support. 

Context  

The implementation of the Municipal Staff Regulations (MSR) is shaped by the context (institutional) in 

which these policies are situated. The 7-C Protocol for Policy implementation emphasizes the 

importance of understanding the corridor through which policies must travel, highlighting the standard 

operating procedures (SOPs) and the boundaries that can limit the effectiveness of policy execution. 

The findings from various municipalities indicate a complex interplay of institutional dynamics, including 

bureaucratic processes, political influences, and resource constraints that collectively shape the 

implementation landscape. 

Rigid bureaucratic structures have been identified as a key barrier to effective policy implementation in 

several municipalities. A Junior Line Manager from the Free State highlighted this issue, stating, “The 

main challenge is the processes are delayed,” which underscores the bureaucratic obstacles that 

impede progress. This sentiment is shared across other municipalities, where delays in process 

approvals hinder the timely execution of tasks. Such delays can have serious consequences, 

undermining the intended outcomes of the MSR and causing disillusionment among staff responsible 

for its implementation. 

The lack of alignment between the MSR and existing organizational structures has been identified as a 

critical issue. A HR Manager in the Western Cape raised concerns about the excessive regulatory 

burden on municipalities, stating, “We are so busy with compliance issues that we struggle to focus on 

actual service delivery, which is our constitutional mandate.” This statement highlights the tension 

between adhering to regulatory frameworks and fulfilling the core responsibilities of local governance. 

Misaligned structures can lead to confusion and resistance among staff, especially when current 

practices conflict with new regulations. 
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The political context plays a crucial role in shaping the institutional environment for policy 

implementation. Political interference has often been cited as a significant challenge to the successful 

execution of the MSR. A Middle Line Manager in the Eastern Cape, for instance, pointed out that 

“Political interference is number one,” highlighting how external political dynamics can overshadow 

administrative processes, ultimately hindering effective governance. This observation aligns with 

broader international research, which underscores that political factors frequently have a substantial 

impact on the success or failure of policy implementation (Peters & Pierre, 2004). 

The critique of the MSR within the context of a municipality in the Western Cape highlights the 

approach’s failure to recognize the distinct structural and functional variations among municipalities. 

Specifically, the “one-size-fits-all” application of these regulations overlooks the complexities and scale 

of larger metropolitan municipalities, such as Cape Town. As a result, this creates structural barriers that 

hinder effective policy implementation and diminish the regulations' potential to achieve their intended 

outcomes in more complex municipal settings. 

Jantjies (Interview: 2023) notes that the policy operates within a multi-tiered governmental framework 

requiring coordination between national, provincial, and municipal stakeholders. What is disturbing is 

that implementation is hindered by institutional challenges such as political interference and union 

resistance, “some mayors are still debating whether the regulations are an act or just a guideline,” 

reflecting institutional uncertainty.  

Commitment  

The 7-C Protocol emphasizes the commitment of various stakeholders involved in the policy 

implementation process. The commitment levels exhibited by the municipal actors reveal significant 

insights into the challenges and successes experienced. 

In the Western Cape, a HR Manager emphasized the importance of leadership commitment, stating, 

"The city manager asked us to come up with an implementation plan, and that gave us a framework to 

work with." This underscores the necessity of active engagement from top management, aligning with 

global research which highlights leadership commitment as crucial for successful policy implementation 

(Entwistle, 2021). Similarly, in the Northern Cape, the Municipal Manager stressed the importance of 

continuous training and adoption of the MSR, remarking, "We need to professionalize our outlook, and 

we also need to make sure that we do our level best." This reflects a proactive stance on ongoing 

development and adherence to policy. 

On the other hand, challenges remain due to political dynamics and inadequate training, which 

undermine the commitment to implementing the MSR. A junior line manager from the Free State, for 

example, observed, "The main challenge is the processes are delayed." This highlights a lack of 
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commitment at the structural level, where bureaucratic inefficiencies slow down timely execution. These 

findings align with national research by Munzhedzi (2020), which revealed that systemic barriers 

frequently obstruct the commitment needed for effective policy implementation in local governance. 

Additionally, the influence of trade unions cannot be overlooked in assessing commitment levels. A trade 

union representative expressed frustration over the lack of management support during the 

implementation process, stating, "No grievances have been attended from the mayoral side or the 

municipal manager side." This indicates a disconnect between the management's commitment to the 

MSR and the expectations of the staff represented by the unions. 

CoGTA (2024) noted that commitment levels among implementers vary significantly. Although national 

and provincial technical teams demonstrate dedication through extensive training programs and support 

mechanisms, including collaborations with SALGA and LGSETA, “some municipalities have not even 

begun with the implementation of the MSR at all,” suggesting uneven commitment at the local level. 

This lack of implementation is attributed to factors such as political interference, resistance to change, 

and internal inefficiencies.  

Some participants also noted that the drafting and implementation phases of the MSR have often been 

inadequate, creating a disconnect between management and staff. For instance, a junior line manager 

in the Free State remarked, “None of them decided to attend that particular session... they’re really not 

committed.” This suggests that without meaningful engagement and consistent communication, policy 

directives may fail to resonate with those responsible for execution, ultimately limiting the effectiveness 

of the MSR. 

According to Jantjies (2023), commitment among stakeholders varies widely. While consultants and 

some municipalities are proactive, others display resistance. This includes instances of municipalities 

opting for consultants rather than utilizing internal resources due to perceived complexity and workload. 

The document notes, “Some municipalities... think it's overwhelming, they can’t get to it, [or] they just 

don't want to work because it's hard”. Managers often feel “overwhelmed” by the administrative demands 

of the MSR, further indicating mixed levels of buy-in and hiring consultants seem the easy options.  

Capacity 

The successful implementation of policies in local government settings hinges on the administrative 

capacity of those tasked with executing these changes (administrators). The interviews highlight a 

nuanced understanding of the administrative capacity required for effective implementation of the MSR. 

For example, a Municipal Manager (MM) from the Western Cape emphasised, "Our HR department has 

very competent people," underscoring the significance of skilled personnel in ensuring a smooth 
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transition. This perspective aligns with Ellis (2010), who asserts that competent human resources are 

essential for successful policy implementation, especially in the complex context of local governance. 

Training and capacity building represent a critical aspect of the institutional context that influences policy 

implementation. A recurring issue across various municipalities is the lack of adequate training. For 

example, a junior line manager from the Western Cape noted, “If you could get more workshops, 

especially to better understand the MSR.” This highlights the ongoing need for professional development 

to equip staff with the necessary knowledge and skills for effective policy execution. This aligns with 

international studies that emphasize capacity building as an essential element for successful policy 

implementation (O'Toole, 2000). 

Insights from the Western Cape further highlight a lack of understanding among staff regarding the MSR, 

as expressed by a Junior Line Manager: "How do we implement something that you don't understand?" 

This underscores the need for comprehensive training and engagement strategies that foster a strong 

commitment to the policy goals. International studies, such as those by Cerna (2013), support this view, 

emphasizing the importance of capacity building in promoting stakeholder engagement and 

commitment. 

A number of municipalities reported significant challenges due to inadequate administrative capacity. A 

junior line manager from the Free State expressed frustration over delays in process approvals, 

highlighting bureaucratic hurdles that slow down progress. This sentiment aligns with research by 

O’Toole and Meier (2011), which underscores the critical role of effective administrative structures in 

minimizing delays and ensuring timely policy execution. The administrative burden emerged as a 

recurring theme across several interviews. A Director in the Western Cape highlighted that the "lack of 

resources (human and financial)" significantly impacts their ability to comply with the MSR. This 

observation aligns with the findings of Bovens, Hart and Kuipers (2008), who argue that insufficient 

resources can severely hinder the capacity of public institutions to implement policies effectively. 

The interviews revealed that even municipalities with competent personnel may struggle with effective 

implementation due to insufficient training and support. A junior line manager from the Free State 

emphasized this, saying, "There wasn't enough adequate training and development... beyond that, there 

could have been further training." This observation aligns with the findings of Hill and Hupe (2002), who 

argue that ongoing training and development are crucial for strengthening administrative capacity in the 

public sector. 

The political landscape frequently hinders the administrative capacity to implement changes. As a senior 

line manager from Gauteng pointed out, "Political interference is number one," emphasising how 

external political pressures can undermine the ability to execute policies effectively. This insight aligns 
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with Peters (2018), who argues that political dynamics often complicate administrative processes, 

causing resistance and misalignment with policy goals. 

Support from higher levels of government and external bodies is essential for strengthening the 

administrative capacity of municipalities. A Human Resources Manager in the Western Cape highlighted 

the need for "more support from SALGA and CoGTA (2024)," noting that "templates, tools, and training 

would make a huge difference." This call for assistance echoes the findings of Fred et al., (2017), who 

argue that collaboration with and support from external entities are crucial for building the administrative 

capacity required for effective policy implementation. 

A junior line manager from the Western Cape highlighted the need for more tailored training and support, 

stating, "If you could get more workshops, especially to better understand the MSR." This reflects a 

desire for ongoing training to enhance capacity. It underscores the importance of contextualized training 

approaches, as emphasised by Ahmed, Pasha and Malik (2021), who argue that generic training 

programs often fail to address the unique challenges faced by different municipalities. 

CoGTA (2024) noted that although substantial efforts to build capacity was conducted, such as the 

creation of a three-year training program targeting HR professionals, councillors, and senior managers, 

a participant noted: “Municipalities end up using consultants to do MSR work for them,” even for basic 

functions like developing KPIs.  

This reliance on external consultants underscores gaps in practical application and readiness at the 

municipal level. Jantjies noted gaps in administrative capacity at the municipal level. Additionally, some 

municipalities rely on consultants due to internal HR departments being “already under-capacitated,” 

complicating the policy's travel through its institutional corridor. Many HR departments lack staff with 

adequate qualifications or training in performance management and organizational design. As stated, 

“There’s not one municipality in the country that has implemented the full MSR on their own” due to 

limited internal capacity. Consultants play a significant role in filling these gaps by offering specialized 

expertise, such as assisting with job descriptions, staff establishments, and HR strategies. A municipality 

in the Western Cape has identified significant capacity challenges in implementing the regulations, 

particularly in areas such as job evaluation, recruitment, and performance management.  

Clients/Coalitions 

The implementation of the Municipal Staff Regulations (MSR) across various South African 

municipalities has revealed critical insights into the role of client and coalition support, particularly 

concerning the interests of those affected by the policy. As Najam (1995) posits, the support of clients 

and coalitions whose interests are either enhanced or threatened by the policy significantly influences 

implementation outcomes.  
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The municipal manager in the Western Cape highlighted the critical role of stakeholder cooperation 

stating that, "The cooperation that we received from all stakeholders" was essential in extending 

performance management to lower levels, thereby enhancing accountability. This viewpoint aligns with 

international literature, such as Bryson, Crosby and Stone (2015), which emphasises the importance of 

stakeholder engagement in the successful implementation of policies. The manager’s recognition of this 

cooperation suggests an understanding that effective implementation relies on aligning the interests of 

various actors within the municipality. 

The role of trade unions is a key factor in this analysis. A senior line manager from Gauteng noted that 

the implementation of the MSR prioritizes management interests over employee welfare, presenting a 

significant challenge in forming coalitions. This imbalance can lead to resistance from both staff and 

unions, further complicating the implementation process (Wu, Ramesh and Howlett, 2015). Meanwhile, 

in Kwa-Zulu Natal, the HR Manager highlighted the importance of continuous support and training for 

council members, stating, "Spend more effort in training the councillors, they don’t understand what we 

are trying to do." This emphasizes the need for building strong coalitions between political leaders and 

municipal staff to ensure policies are well-understood and supported across all levels. A lack of 

understanding among councillors could jeopardize the successful implementation of the MSR, as it may 

invite political interference that undermines administrative efforts (Harrison, 2013). 

The analysis of coalition dynamics is further underscored by the experiences shared by municipalities 

like Limpopo, where the Municipal Manager, "The regulation was supposed maybe to emphasize the 

issue of consequence management." This statement reflects the need for strong enforcement 

mechanisms to ensure compliance with the MSR amongst the stakeholders, highlighting the reliance on 

external bodies like CoGTA to support municipalities in addressing these gaps. The perceived lack of 

support from CoGTA and similar organizations has led to frustrations among municipal officials, 

indicating that the effectiveness of policy implementation is contingent upon the strength of institutional 

coalitions and external support. Resistance to the regulations by one municipality in the Western Cape 

is mirrored by others in the region, indicating limited support for the policy among key stakeholders. 

These stakeholders express concerns that the regulations, in their current form, fail to account for the 

diverse operational realities of municipalities, which vary in capacity and context. 

The policy has both supporters and detractors among stakeholders. While consultants and proactive 

municipalities demonstrate strong support, others, including unions and some political leaders, resist 

due to miscommunication or fear of change. The report mentions, “Resistance to change, especially 

from the unions as a major challenge,” (Jantjies, 2023) indicating the need for broader coalition-building 

efforts.  
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Communication 

The MMC for Corporate Services emphasized the importance of clarity in regulations, noting, "The 

Regulations are important because we operate in a very regulated environment, and sometimes it's 

overregulated, but in this instance, I think it is necessary to provide all parties with certain clarity." This 

statement highlights the need for clear communication regarding the policy's objectives and the roles of 

those responsible for its implementation. 

In contrast, another municipality in the Western Cape saw the MMC criticizing the slow implementation 

of the regulations and stressing the importance of training: "Training, training, training for every 

municipality." This comment reveals a gap in effective policy communication, as inadequate training may 

lead to confusion about roles and responsibilities. A Junior Line Manager from Kwa-Zulu Natal also 

weighed in, stating, "Regular communication and a gradual implementation plan that is put in place 

would assist us a lot." This underscores the need for clear communication channels among 

stakeholders, which would facilitate joint evaluations of progress and allow for adjustments to strategies 

as needed. The analysis of communication effectiveness also extends to HR Managers across 

municipalities. For instance, the HR Manager from the Northern Cape highlighted the importance of 

training, saying, "We rely on the HR unit to assist to understand that term and what it entails." This 

reflects a reliance on HR for clarity on the MSR, suggesting that the initial communication may not have 

fully conveyed the intended message to all stakeholders. The importance of effective communication is 

further corroborated by international research studies that emphasize the role of clear and concise 

messaging in policy implementation. According to a study by Hallsworth (2011), successful policy 

implementation relies heavily on the clarity of communication regarding roles and responsibilities, as 

this fosters a shared understanding among stakeholders. This is echoed in the findings of Bason (2010), 

which argue that effective communication strategies are essential for ensuring stakeholder engagement 

and commitment to policy goals. 

COGTA (2024) acknowledged that they have "over-communicated" with muni during the implementation 

process, engaging stakeholders through circulars, directives, and training sessions. The document 

notes, "we received the negotiating mandates from different legislatures and municipalities, so they were 

part of this." However, feedback from municipalities indicates concerns about the perceived lack of 

responsiveness from national-level support structures. Municipalities have raised issues such as "slow 

response times, unanswered phone calls, and management by avoidance" as barriers to effective 

support. 

A municipality in the Western Cape has identified major shortcomings in communicating the policy’s 

goals, objectives, and requirements. Specifically, the final regulations, which were promulgated in 2021, 

were introduced without any further public participation or stakeholder consultation since 2017. This 
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communication gap has resulted in misunderstandings about the regulations, with the municipality 

initially assuming they would function as guidelines rather than enforceable law. The lack of clarity and 

engagement has eroded trust and created significant challenges for successful implementation. 

Communication about the policy appears to be inconsistent. Some managers remain unaware of the 

MSR’s specifics, as evidenced by the statement, “There are still managers in the country that don’t even 

have a copy of the MSR.” Consultants and facilitators emphasize the importance of foundational training 

and ongoing communication to ensure understanding and compliance (Jantjies, 2023). 

Coordination  

The interviews conducted across different municipalities reveal a recurring challenge in coordination, 

often due to a lack of cooperation among various stakeholders. For example, the Municipal Manager 

from the Northern Cape emphasized the critical need for collaboration stating, "The cooperation that we 

received from all stakeholders is crucial for the successful implementation of the MSR." This highlights 

the importance of a unified approach that aligns the actions and interests of all involved entities. 

Similarly, an HR Manager from Limpopo pointed out the need for greater capacity within local 

government noting, "We need to capacitate the local government more; otherwise, the implementation 

will be stifled by misalignment in our strategies." This statement underscores the need for municipal 

stakeholders to work together through joint planning and monitoring, ensuring that their strategies are 

complementary rather than operating in isolation. Additionally, feedback from Junior Line Managers 

across various municipalities consistently emphasizes the necessity for structured support and 

continuous communication to improve coordination.  

The interviews also revealed that external support from organizations like CoGTA and SALGA, while 

beneficial, often lacked the tailored approach necessary for effective coordination. For example, a 

Director from Gauteng stated, "We need more support from SALGA and CoGTA. Templates, tools, and 

training would make a huge difference." This highlights the need for these organizations to facilitate 

better coordination by providing resources that promote joint planning and evaluation. 

CoGTA (2024) noted that coordination among stakeholders, while evident, reveals areas of 

inconsistency. Joint programming, such as the development of prototypes for municipal organograms, 

demonstrates collaboration. However, instances where provinces act independently without aligning 

with national directives indicate a need for better synchronization. A participant emphasized, “Surely that 

must be done in consultation with you because we should be working together as the different spheres 

of government.” 

There appears to be insufficient coordination among stakeholders during both the drafting and 

implementation phases. Although workshops and consultations took place between 2013 and 2017, a 
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municipality in the Western Cape points to a lack of meaningful collaboration in the crucial period leading 

up to the finalization and implementation of the regulations. Additionally, the document critiques the 

absence of a differentiated approach, suggesting that such an approach would better account for the 

varying capacities, budgets, and operational scales of municipalities across South Africa. 

Coordination efforts include joint programming such as training sessions and readiness reviews. A noted 

gap is that “internal audit departments do not integrate HR strategy into their processes,” undermining 

the policy’s holistic implementation. Efforts to improve coordination, such as inclusion of HR governance 

in municipal audit strategies, are cited as necessary steps toward alignment (Jantjies, 2023). 

Discussion 

The implementation of Municipal Staff Regulations represents a significant step toward professionalizing 

local government in South Africa. While challenges persist, particularly regarding capacity and 

resources, the regulations provide a framework for improved governance and service delivery. As SA 

Cities Network (2022) notes, the success of implementation largely depends on addressing systemic 

issues while maintaining flexibility to accommodate local contexts. 

In terms of the content, the successful implementation of the MSR hinges on addressing political 

influences, ensuring adequate resources, and fostering a culture of training and development. Insights 

from stakeholders across various municipalities reveal a shared commitment to these goals yet 

underscore the need for continuous support and engagement to realize the full potential of the MSR. 

Further research should focus on monitoring and evaluating the outcomes of the MSR implementation 

to inform ongoing policy adjustments and improvements. 

The nature of the institutional context surrounding the implementation of the MSR reveals a complex 

interplay of bureaucratic structures, political influences, and training needs that collectively shape the 

path through which policies travel. The insights garnered from various municipalities highlight the critical 

importance of aligning organizational structures with policy objectives, ensuring robust human resource 

management framework and fostering meaningful engagement among stakeholders. These factors, if 

inadequately addressed, can significantly hinder the successful implementation of policy initiatives, as 

emphasized in both national and international research studies. 

The commitment exhibited by various stakeholders in the implementation of the MSR is multifaceted 

and influenced by leadership and management engagement, training adequacy, and political dynamics. 

While certain municipalities demonstrate strong management commitment that aligns with international 

and national research findings, others reveal significant gaps that hinder effective implementation. The 

commitment of those entrusted with carrying out the implementation must be continuously assessed 
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and addressed to ensure the successful realization of the policy’s goals. Future research should focus 

on devising frameworks that enhance commitment levels among all stakeholders in local governance. 

The administrative capacity of implementers indicate the interplay between competencies, training, 

political dynamics, and external support. While many municipalities possess competent personnel, the 

lack of training, resources, and support structures often hampers effective implementation. This report 

underscores the need for ongoing capacity-building initiatives, tailored training programs, and enhanced 

collaboration between municipalities and external support bodies to foster effective human resource 

governance. Future research should continue to explore the relationship between administrative 

capacity and policy implementation to identify best practices and strategies that can enhance local 

governance. 

The insights gleaned from municipal officials underscore the importance of fostering strong coalitions 

that align the interests of clients and stakeholders with the objectives of the MSR. As evidenced by the 

experiences shared by municipal leaders, the success of policy implementation is heavily reliant on 

effective communication, ongoing training and the establishment of supportive networks that facilitate 

collaboration among all parties involved. 

Ensuring clear communication of the goals, objectives, roles, and responsibilities of the MSR to all 

stakeholders is essential for effective policy implementation. Moreover, the findings align with national 

studies that reveal similar challenges in policy communication within South African municipalities. The 

South African Local Government Association (SALGA) has consistently noted that inadequate 

communication strategies often lead to confusion and resistance among municipal staff (SALGA, 

2019). The necessity for a structured approach to communication is highlighted in the context of the 

MSR, where the lack of clarity has led to resistance and misalignment in implementation efforts. 

The analysis of the coordination of policies, strategies, and plans among various stakeholders in the 

implementation of the MSR highlights significant challenges related to cooperation. The shared 

experience from municipal managers and HR personnel illustrates the necessity for enhanced 

collaboration and structured communication mechanisms. International and national research support 

the notion that effective policy implementation is contingent upon cooperative efforts among 

stakeholders (Hjern & Porter, 1981; O'Toole, 2000). Municipalities must prioritize building a cooperative 

framework that fosters joint human resource programming, planning, and evaluation to enhance the 

successful implementation of the MSR. 

Conclusion 

Drawing from the triangulated data and empirical findings, this section outlines the future directives that 

is aimed at enhancing the measurement and management of municipal performance through the 
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effective application of the Municipal Staff Regulations (MSR). These strategies are framed within a 

collaborative, multi-stakeholder approach aligned with the active involvement of professional bodies, 

public institutions, and higher education providers. 

The first recommendation calls for the development of standardized metrics to evaluate the success of 

MSR implementation. This involves designing a coherent set of key performance indicators (KPIs) to 

measure outcomes, led by the Local Government Sector Education and Training Authority (LGSETA), 

the Department of Cooperative Governance and Traditional Affairs (CoGTA), the South African Local 

Government Association (SALGA), and the Auditor-General. These efforts should be supported by 

academic institutions, professional bodies, and governance practitioners, with a proposed 

implementation timeframe of six to twelve months. 

Second, a longitudinal study should be commissioned to assess the long-term impact of MSR on 

governance and service delivery. An appropriate monitoring and evaluation (M&E) framework should be 

established for annual reporting, led by the LGSETA, Auditor-General, CoGTA, and SALGA, with 

ongoing support from local municipalities and policy analysts. 

Third, the establishment of an MSR Help Desk is recommended to offer real-time support to 

municipalities via digital platforms. This initiative, to be implemented by LGSETA, CoGTA, and SALGA, 

with support from academic institutions and governance experts. 

Fourth, it is proposed that context-specific implementation models be adopted to accommodate the 

varying capacities and challenges of different municipalities. These models should be flexible and 

tailored. Fifth, the creation of district-wide MSR communities of practice is advised. These learning 

circles, convened quarterly, would foster alignment, peer learning, and collaborative problem-solving. 

CoGTA, SALGA, LGSETA, and provincial governments are identified as primary facilitators, supported 

by governance experts and local government entities, on an ongoing basis. 

The sixth recommendation involves adopting structured governance and compliance frameworks, such 

as the 7C implementation protocol. These frameworks should include penalties for non-compliance and 

incentives for adherence, with municipal staff receiving coaching on compliance. Seventh, a 

comprehensive survey assessing the competency and experience levels of HR practitioners across all 

257 municipalities should be conducted. Insights from Workplace Skills Plans (WSPs) will inform regular 

updates to MSR guidelines, with CoGTA, SALGA, and LGSETA leading this ongoing initiative, supported 

by legal advisors and policy analysts. 

Eighth, the development and institutionalisation of a revised capability-building curriculum for HR 

professionals and managers is recommended. This curriculum should focus on enhancing capacity for 

MSR implementation and will be developed in partnership with universities, TVET colleges, and HR 
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consultants. Ninth, municipalities should be supported to develop an AI-driven and accountable digital 

human resource management framework to optimise service delivery and operational performance. This 

will require collaboration between LGSETA, CoGTA, SALGA, and technical experts in AI. 

Finally, it is recommended a comprhensive management study be conducted that focus on coaching, 

mentoring, and retraining of managers, led by LGSETA, CoGTA, and SALGA in collaboration with 

academic institutions and the National School of Government. 

Together, these ten recommendations provide a coherent, systemic framework for strengthening local 

government institutions through professionalised human resource management and improved 

regulatory compliance. 
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