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DEFINITION OF TALENT MANAGEMENT

Talent Management is the proactive design and 
implementation of an integrated talent driven organisational

strategy directed to attracting, developing, engaging and 
retaining talent requirements as outlined in the workforce plan 

in order to ensure organisationalsustainability and 
competitiveness



ÅPurpose:  To provide the strategic framework for the management of talent within eThekwini Municipality in 
order to ensure the right people with the right skills are in the right roles at the right time to deliver the 
Ŝ¢ƘŜƪǿƛƴƛ нлол Ǿƛǎƛƻƴ ƻŦ Ŝ¢ƘŜƪǿƛƴƛ ōŜƛƴƎ !ŦǊƛŎŀΩǎ Ƴƻǎǘ ŎŀǊƛƴƎ ŀƴŘ ƭƛǾŜŀōƭŜ /ƛǘȅ ŀǎ ǿŜƭƭ ŀǎ ǘƘŜ L5tΦ

ÅScope: All employees, management, MCPs and scarce skill posts. Excludes Section 56 and 57 employees 

ÅLegislative framework: 
-The Employment Equity Act, 1998 (Act No 55 of 1998) as amended; 
-The Skills Development Act, 1998 (Act No 97 of 1998);
-The Municipal Systems Act, 2000 (Act No 32 of 2000);
-COGTA Regulations-Competency Frameworks for local government occupational streams
-¢ƘŜ IŜŀƭǘƘ tǊƻŦŜǎǎƛƻƴΩǎ /ƻǳƴŎƛƭ ƻŦ {ƻǳǘƘ !ŦǊƛŎŀΩǎ [ƛǎǘ ƻŦ ¢Ŝǎǘǎ ŎƭŀǎǎƛŦƛŜŘ ŀǎ tǎȅŎƘƻƭƻƎƛŎŀƭ ¢Ŝǎǘǎ
-¢ƘŜ IŜŀƭǘƘ tǊƻŦŜǎǎƛƻƴΩǎ /ƻǳƴŎƛƭ ƻŦ {ƻǳǘƘ !ŦǊƛŎŀΩǎ όIt/{!ύ 9ǘƘƛŎŀƭ wǳƭŜǎ ƻŦ tǊƻŦŜǎǎƛƻƴŀƭ /ƻƴŘǳŎǘ ŦƻǊ tǊŀŎǘƛǘƛƻƴŜǊǎ 
registered under the Health Professions Act (Act 56 of 1974) 

POLICY FRAMEWORK



BENEFITS OF TALENT MANAGEMENT 

Improved Service Delivery

Reduction of costs (recruitment costs, re-training, relocation costs and 
lost productivity)

Highermorale resulting in an engaged workforce working in a high 
performance culture

Motivated employees following a progressive career path in line with 
aspirations and organisationalobjectives

Fairness and consistency through scientific measurement, development 
and monitoring of talent

Higher retention rate of talent 



BUILDING THE WORKFORCE PLAN

ωRequired organisationalstructures, systems, 
policies processes and infrastructure

Organisational
Capability

ωTalent available internally and sourcing of 
external talent where required-People Capability

ωCOGTA Competency Framework for local 
government occupational streams

ωBackbone of Talent Management to inform and 
integrate all HR processes

Competency 
Profiling



INTEGRATION OF TM WITH HR PROCESSES

ωTalent pools of potential 
successors and levels of readiness

ωStrategic, focused career growth 
oppurtunitiesin line with organisation
scorecard

ωOppurtunitiesfor skills development

ωKPAs

ωIdentification of HIPOS, key 
performers and 
underperformers

ωEmployee Engagement 

ωJob descriptions

ωProgression Circulars

ωReward and Remuneration

ωEmployment Equity targets

ωSocial Media platforms

ωJob Adverts 

ωPsychological Assessments

ωWork sample tests

ωCompetency based interviewing

ωEVP

Recruitment 
& Selection

Performance 
Management; 
Employee 
Wellness 
Compensation 
Management

Succession 
Planning

Career 
Pathing; 

Training and 
Development

TALENT MANAGEMENT & COMPETENCY PROFILING

Talent Module on ResourceLink- Addressing all aspects of the employee lifecycle, not just at a single point in time



BUILDING A WORKFORCE PLAN- (A)PERFORMANCE BY DESIGN 

STRATEGY

ωwŜǾƛǎƛǘ ƻǳǊ /ƛǘȅ aŀƴŀƎŜǊΩǎ ŀƴŘ {ǘǊŀǘŜƎƛŎ /ƻƳƳƛǘǘŜŜǎ ǎŎƻǊŜŎŀǊŘ ŀƴŘ Ƙƻǿ ƛǘ ŀƭƛƎƴǎ ǿƛǘƘ  Ŝ¢ƘŜƪǿƛƴƛΩǎ ǾƛǎƛƻƴΣ ƳƛǎǎƛƻƴΣ 
values and strategic objectives

ωIdentify desired performance and what these standards are aligned to (required competencies). Identify current gaps 
in meeting strategic objectives. 

CHANGE 
MGMT

ωEngage relevant stakeholders on and input towards competency profiling, levels and descriptors,  KPI Index for posts, 
performance contracting, appropriate performance management behaviouralindicators, moderation training for 
moderators, review of performance reward schemes, enabling technology and monitoring and evaluation 
mechanisms- Focus on competency profiling for mission critical, scarce skill and leadership positions first 

APPROVAL 
OF POLICY &  
WORKSHOP

ωRevise Performance Management Policy in light of what has been agreed upon and submit to Policy Committee and 
EXCO for further amendment and approval. 

ωOnce approved, TM & HR to workshop and communicate the revised Policy to staff and host relevant PM training 
sessions and moderator training 

COMPETENCY 
PROFILING

ωWorking Group to pilot competency profiling for Units (TM, EMA, R&OD, ODCM, GRADING and LINE). Identify 
successes, challenges and the way forward. Modify implementation strategy for continuous improvement. Create 
competency libraries and rollout to the rest of the Municipality. 


