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Introduction 

The Education, Training and Development Practices (ETDP) Sector Education and Training Authority (SETA) Research 

Chair Initiative (RCI) is an intervention specifically aimed at creating strategic partnerships with public Higher 

Education Institutions in South Africa. The goal being to create research excellence and promote leaders in the 

Education, Training and Development (ETD) field. The research chair is to provide research support and capacity to 

the ETDP SETA with respect to achieving its research agenda and mandate enabling it to become a centre of 

excellence in skills development planning and implementation. 

 

Enterprise at the University of Pretoria is mandated to fulfil the role of Research Chair with the assigned task of: 

Establishing a system for labour market intelligence gathering and information relating to the ETD sector. 

 

A number of projects have already been completed with the main focus being the development of a set of indicators 

and a preliminary investigation into the sources of data to support skills planning. One of the tools used 

internationally as part of a labour market information system is a labour exchange portal. The current project seeks 

to establish feasibility for the ETDPSETA to establish a dedicated jobs portal for the South African ETD sector. 

 

International Labour Exchange Portals 

A labour exchange portal is a large-scale interface between employers trying to fill vacant posts on the one hand, 

and work (job) seekers attempting to find gainful employment on the other. The value from a skills planning point 

of view is that recruitment represents the point where supply of skills meets demand in the labour market. 

Therefore, as a tool for the ETDPSETA, it is an example of an intervention that has a dual role of providing a valuable 

service to stakeholders as well as creating useful intelligence to feed into decision making processes. Internationally 

there are many examples of such systems being successfully implemented. This includes JobActive in Australia, 

Eures in Europe, the Jamaican LMIS, California and the United Kingdom’s Career Services Unit. Key elements from 

these international systems are profiled here with the intention to establish understanding on the role played by 

such a system. 

 

Australia 

The labour exchange service in Australia has evolved over the last 20 years. In 1998 the “Job Network” was formed 

to assist job seekers to find employment. This was changed to “Job Services Australia” in 2009 which was in turn 

replaced by JobActive in July 2015. Currently JobActive operates as an electronic portal to connect job seekers with 

employers in over 1700 locations across Australia. It is available on the URL: jobsearch.gov.au (Accessed May 2017) 
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FIGURE 1 JOBACTIVE PORTAL (AUSTRALIA) 

 

 

Services Offered on JobActive 

For job seekers, Jobactive allows candidates to: 

 

 Prepare their CV. 

 Look for work. 

 Prepare for Interviews. 

 Get skills that local employers need (Access to government sponsored training programmes) 

 The goal is to allow jobseekers to find and keep a job. 

 

There are other services available that include support for entrepreneurs to start a business and assisting with 

seasonal work such as harvesting. 

 

For employers, users can list their vacancies on the site or access recruitment services, at no cost to their business. 

The site facilitates participation in government sponsored employment programmes in addition to advertising both 

internships and full-time posts. 

 

Role of JobActive in Skills Planning 

There are two main points that should be made with regards to the role the labour exchange portal plays in 

Australian skills planning. Firstly, the recruitment data is used from a labour market intelligence point of view. 
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Secondly, it is used to support the demand for Supply of Skills. In other words, it provides detailed career guidance 

information to learners so that their decisions on what to study is informed by job prospects in that occupation. 

 

Australia has a very sophisticated indicator system developed by AWPA (Australian Workforce and Productivity 

Agency). The goal is to provide advice to the Australian Government on current, emerging and future skills and 

workforce development needs. They are the principle drivers of research relating to the intelligence required to do 

effective skills planning. Their indicator system is unique in that it focuses on the analysis of margins. In other words, 

by looking at the small changes at the points where the supply and demand for skills meet, inferences can be made 

about the broader dynamics. The full analysis of the indicator system is included in the Indicators for skills planning 

in ETD sector report. In short there are 4 groups of indicators namely: 

1. State of the Labour Market (context). 

2. Recruitment Experience. 

3. Student responses. 

4. Labour Market Entrants (Graduate Surveys). 

 

Therefore, insights into the recruitment environment is a key pillar for skills planning in Australia. The indicators 

measured are shown in the table below. The primary source of data to populate these indicators is the JobActive 

labour exchange portal. 

 

TABLE 1 INDICATORS FOR RECRUITMENT EXPERIENCE 

Theme Indicator 

Recruitment experience  

 

Proportion of vacancies not filled after 6 weeks 

Average number of applicants per vacancy 

Average number of SUITABLE applicants per vacancy 

Occupational unemployment rate 

 

Relaunched in April 2017, the Labour Market Information Portal (LMIP) is available on the URL: lmip.gov.au 

(Accessed May 2017) and is owned by Department of Education, Employment and Workplace Relations (DEEWR). 

It provides information for the labour market, schooling, higher education, skills development, international 

education and workplace relations. It is codified as per the 19 broad industries in the ANZSIC (Australia and New 

Zealand Standard Industrial Classification). Key in this analysis is what the data is being used for. Even though the 

variables are on a fairly high level, the data can be broken down to very specific geographic regions. Therefore, 

town and city councils can get very local employment, unemployment and participation data. 
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FIGURE 2 LABOUR MARKET INFORMATION PORTAL (AUSTRALIA) 

 

 

The LMIP uses a variety of data sources, one of which is the JobActive portal. Vacancy and recruitment data is fed 

into the system to provide insights into key labour market issues. An important use of the data is the calculation of 

the Internet Vacancy Index (IVI). The IVI is the only publicly available source of detailed data on online vacancies 

covering around 350 occupations (from all skill levels) and is able to be disaggregated to 37 regions. The IVI is based 

on a count of online job advertisements during the month. In response to the growing popularity of the Internet 

Vacancy Index, the Department of Employment releases the monthly Vacancy Report and associated data files by 

email to frequent users. 

 

The final important function that the data from JobActive supports is the Jobs Outlook service. Jobs Outlook is a 

careers and labour market research information site to help users decide on their future career. Information is 

available on roughly 350 individual occupations. It was remarked in the ETDP SETA Indicators for Skills Planning in 

the ETD Sector report that the “Demand for Supply” of skills is often neglected. This refers to the manner in which 

learners select their learning pathways. While there are many factors that influence the career choices of young 

people, the prospects for gaining employment once qualified should be a key consideration.  Gaining reliable 

information to inform these decisions is not always possible and as a result, the education system may be providing 

skills that are not required by or responsive to the needs of the economy.  
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FIGURE 3 JOBS OUTLOOK (AUSTRALIA) 

 

Each of the 350 occupations includes detailed information on: 

 Job prospects 

 Earnings 

 Size of the occupation 

 Vacancies in the Occupation 

 Training 

 

Jamaica 

The Jamaican government established the Labour Market Information System as an online job matching facility as 

well as a database of qualitative and quantitative information. The information is collected from a number of labour 

market information producers and disseminated via the web site in order to improve access. According to the LMIS 

website (http://www.lmis.gov.jm Accessed May 2017), the portal has 3 components: 

 

 The Electronic Labour Exchange (ELE). As the core component of the LMIS, the ELE facilitates the matching 

of job seekers with employers. The services are available both on-line and off-line. 

 Skills Bank. The Skills Bank is a database of Jamaicans with certified skills.  

 Labour Market Intelligence. This is a combination of current and historical data on the local economy, 

population and labour market. It also includes information on training opportunities for the youth, sources 

of funding for education, the most frequently advertised jobs (hottest jobs) and summaries of labour 

market research conducted by MLSS.  

http://www.lmis.gov.jm/
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“The LMIS has assisted hundreds of persons to gain employment. It is designed to create an environment in 

which decisions by individuals in the labour market are based on reliable information. This should translate 

into an efficiently functioning labour market with less mismatch between the skills that job seekers are 

offering and those required by employers.”  

(http://www.lmis.gov.jm/Home/AboutUs Accessed May 2017) 

 

FIGURE 4 LABOUR MARKET INFORMATION SYSTEM (JAMAICA) 

 

 

Role of LMIS in Skills Planning 

The Australian system is a complex system of interwoven services and sophisticated skills planning. The Jamaica 

LMIS is similar in function but simpler. The core elements are still present in that there is a job portal that connects 

job seekers with employers, labour market intelligence is drawn and career guidance is given. 

 

The indicators used for skills planning were not published on the website but the information pack did indicate that 

the Skills Bank creates a central source of qualified individuals. This assists in determining: 

 

 The supply and demand for labour 

 Skills shortages 

 Trends (prospects for future employment) 

 

 

 

http://www.lmis.gov.jm/Home/AboutUs%20Accessed%20May%202017
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California 

One of the oldest examples of a government driven career portal is found in California. A product of the state 

Employment Development Department (EDD), the Employment Service is a key component of the delivery system 

aiming to “provide universal access to a labour exchange and other services state-wide” 

(http://www.labormarketinfo.edd.ca.gov/ Accessed May 2017). Branded as CalJobs, the labour exchange has 

spawned an array of support services, all available via the EDD website.  

 

 
CalJob website allows jobseekers and employers to: 

Job Seekers can: 

 Create and upload multiple versions of their résumé tailored to specific jobs or 
career paths. 

 Customize and conduct job searches. 
 Set up alerts for job openings – either via email or text message. 
 Apply for job openings. 
 Research prospective employers. 
 Use the mobile application. Available in the Apple iTunes or Google Play stores. 

Employers can: 

 Post job openings. 
 Browse résumés. 
 Keep their employee search organized. 
 Expand their search to find good candidates for their companies. 

(http://www.edd.ca.gov/jobs_and_training/Caljobs.htm Accessed May 2017) 

http://www.labormarketinfo.edd.ca.gov/
https://itunes.apple.com/us/app/caljobs/id947990110?mt=8
https://play.google.com/store/apps/details?id=com.geosolinc.caljobs
http://www.edd.ca.gov/jobs_and_training/Caljobs.htm
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FIGURE 5 CALJOBS (CALIFORNIA) 

 

 

Role of CalJobs in Skills Planning 

Rather than providing input into systems like Australia or filling a few core purposes like Jamaica, the Californian 

system is a library of labour market data that can be accessed by: 

 

 Students (Career Guidance) 

 Economic Developers and Researchers 

 Educators and Trainers 

 

The most common uses for the data is to supply labour market information in the following areas. Note that the 

labour exchange portal is not the only data source. An employer survey, a wage survey and the Census data is used 

to supplement the portal data.  

 

 The Occupations in Demand webpage contains the "Occupations with the Most Job Openings" which is a 

list of jobs with the largest number of expected job openings from new jobs and to replace workers leaving 

an occupation as well as "Fastest Growing Occupations" which is the list of jobs with the largest percent 

change. 

 The Job Outlook for California Community College Educational Programs provides community colleges with 

the information they need to document the job outlook for enrolees in various community college 

occupational education programs.  
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 The Help Wanted OnLine™ Data Series (HWOL) provides timely monthly measures of labour demand 

(advertised vacancies) at the national, regional, state, and metropolitan area levels. These monthly 

measures are comparable in timing and geographic detail to the Bureau of Labour Statistics (BLS) monthly 

measures of labour supply (unemployment). The data includes: 

 

o Top 10 Occupations with the most job ads in your area 

o Top 10 employers with the most job ads in your area 

o Number of job ads vs. the number of unemployed 

o Cities with the most jobs ads 

 

 Employment and Wages by Occupation. The Occupational Employment Statistics and Wages (OES) program 

produces employment and wage estimates for over 800 occupations. These are estimates of the number 

of people employed in certain occupations and the wages paid to them.  

 

What role will the Labour Exchange Portal play in the ETDPSETA Mechanism for LMI? 

At its heart, the ETDP SETA’s mechanism for Labour Market Intelligence is a series of indicators that are populated 

with data on an annual basis which in turn is analysed to inform strategic decisions on behalf of the SETA. The most 

recent exercise of the Research Chair was to assess the sources of data for the preliminary list of indicators. Based 

on this assessment, there were indicators that were flagged as potentially being able to be satisfied through a 

recruitment portal. Many of these indicators have poor or no data sources feeding them. Table 1 lists these 

indicators and provides a brief description of what the indicator represents. 

 

TABLE 2 PERCEIVED DATA INPUT INTO ETDPSETA MECHANISM FOR LMI 

Indicator Description 

Attractiveness of Occupation What do learners think of occupation? What are the overall 
perceptions regarding the desirability of studying towards 
occupation. 

Vacancy Rate (percent) Proportion of posts in the occupation that are vacant 

Hard to Fill Vacancies (percent) Proportion of posts that are currently vacant and have been 
unable to be filled for at least 6 months 

Change in earnings in occupation (percent) Increase (decline) in earning over last 12 months expressed 
as a percentage of last year's earnings. 

Ease of recruitment Average time spent to fill vacancy / Number of applicants 
per vacancy / number of qualifying applicants per vacancy 
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Indicator Description 

Change in earnings in occupation (percent) Increase (decline) in earning over last 12 months expressed 
as a percentage of last year's earnings. 

It is argued that a labour exchange portal in the South African ETD sector would be able to provide input into these 

areas in addition to providing valuable services to the sector. Other outputs that are currently not well provided for 

in South Africa is intelligence on occupational employment for career guidance purposes. It is therefore 

recommended that the scope of the proposed system be conceptualised in such a way as to: 

 

 Provide a portal for employers to post jobs and job seekers to apply for employment 

 Capture the job information in such a way that it reflects the OFO which is need for planning in the SETA. 

 Generate Labour Market Intelligence in the areas of: 

 

o Vacancies 

o Hard to Fill Vacancies 

o Ease of Recruitment 

o Earnings 

 

 Career Guidance with detailed occupational intelligence including an outlook based on historical trends. 

 Opportunities will also exist for the ETDPSETA to publish training opportunities in strategic areas via the 

portal. As mentioned previously, this has been successfully implemented in Australia. 
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FIGURE 6 SCOPE OF THE PROPOSED LABOUR EXCHANGE PORTAL 

 

 

The feasibility of a project such as this is premised on a number of assumptions. In order to mitigate the risks 

associated with incorrect assumptions, it is proposed that the scope of the system is divided into core and 

supplementary services. The core services in this context are the basic services that have to be available in order 

for the primary purpose of the exchange to be realised. The development of these core features is referred to as a 

Minimum Viable Product (MVP). Supplementary features are those which have value to the ETDP SETA and/or their 

stakeholders but are not required as an absolute. As a result, the best course of action would be to assess the 

theoretical feasibility (this report) which will be followed by a practical feasibility, involving the implementation of 

the MVP. With the market being established in all practical terms, additional funding can be secured to develop the 

supplementary features.  

 

The core features of the system include: 

 

1. Employers being able to post job opportunities. Jobs can be advertised by employers on the site. It is 

important that the information be collected in a specific way so that the labour market intelligence can be 

gathered. 

2. Job Seekers can apply for jobs. It is similarly important that applications take place on the system so that 

the information can be captured for analysis. 

 

Labour 
Exchange 

Portal

Job Seekers Access 
Opportunities

Employers Access 
Skills

Career Guidance

Labour Market 
Information (Vacancy, 
Wage Recruitement 

Indicators)

Training 
Opportunities per 

Occupation
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The technical specifications of the above will be defined in a later section but in order for the core purposes to be 

achieved, the above two features are the only ones that are essential. The supplementary features include: 

 

1. Career Guidance. This allows a user to search for a job title and be presented with key information regarding 

that occupation. This will be similar in application to Australia’s Jobs Outlook. This provides students with 

sufficient information to make informed decisions about what to study. While this is a very important 

feature and should be a top priority for development, it is not core. The core features will need to be in 

place for a while in order for sufficient data to be generated for this feature to have any real benefit. An 

additional useful feature in the Career Guidance space will be to link up with DHET’s National Career 

Advisory Portal (NCAP). This will show the learning pathways for each occupation in addition to their 

outlook.  

2. Training and Workplace Experience Opportunities. This is closely related to the mandate of the SETA and 

there is value in a central platform to communicate opportunities. According to the ETDP SETA SSP 

(2017/18), accessing work experience opportunities is a challenge for learners. For example, there would 

be scope to advertise broad training initiatives such as the ICT Skills for Educators project run in the 2016/17 

financial year. 

3. Job Seeker Support. Many of the job portals, both private and public, have sections to support job seekers. 

This would usually include (but not be limited to): 

 

a. How to write your CV 

b. Interview Tips 

 

4. Employer Support. There are additional services that can be offered to employers which include: 

 

a. Recruitment Support. This includes advice on process and best practice. Opportunities may exist to 

connect employers with certified professional service providers. This was raised in the qualitative 

engagements by stakeholders. Smaller institutions are not likely to have dedicated HR 

departments. Therefore, the filtering, shortlisting, interviewing and selection process is often not 

run in an ideal manner. These value-added services can be charged for, preferably through an 

association with approved third party service providers. 

b. Assistance with job specifications. What are common requirements for posts, key performance 

areas, salary etcetera 

c. Interview tips 
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Feasibility of a Dedicated Labour Exchange Portal for the ETD Sector 

The feasibility of establishing the ETD Labour Exchange Portal requires assessment in a number of areas. Firstly, a 

market assessment will determine if there is space in the market for a specialised jobs portal for the education 

sector. This will be done from both a supply and demand perspective. The demand side refers to the question of: 

“Is there appetite for a system such as this?” It was assessed by means of a series of in-depth interviews with 

stakeholders. The supply side on the other hand, refers to how crowded the competitive space is. A desktop search 

of available online career portals was conducted.  

 

The second level of assessment is technical. The high-level objectives from the previous chapter were further 

developed into a more detailed description of the system's functionality. Special attention was placed on the nature 

of the data that would need to be collected for the purposes of skills planning as well as taking into account the 

qualitative input from stakeholders. 

 

The third step is an assessment of the risks associated with the implementation of the portal. This would include 

internal and external risks. The assessment attempted to estimate the nature of the risk, the likelihood of a negative 

outcome as well as potential mitigation strategies.  

 

The final level of assessment is financial.  This includes an estimate of the resources that would be required in order 

to develop the system. It is important to note that this assessment will be based on a number of assumptions. It 

will provide a framework for budgeting but should not be used as a definitive costing. The second part of the 

assessment is to establish the financial inflows and outflows required in order to maintain the system indefinitely. 

Potential sources of revenue will be articulated but not quantified. 

 

Market Assessment 

The demand side of the market assessment is to ascertain if there is sufficient demand in the sector to sustain a 

dedicated jobs portal. The purpose of the market assessment is: “Is there demand for an ETD specific jobs portal in 

South Africa?” To answer this question in principle, a series of in depth interviews were conducted with 

stakeholders. Participants were drawn from public and private schools as well as higher education. The discussion 

guide is included as Appendix A and the key findings from these engagements are detailed below. 

 

 Employers tend to use a combination of channels to advertise their job openings. There is still a strong 

focus on traditional media such as adverts in Sunday Times (bigger organisations) and local community 
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newspapers (Schools). Social channels (word of mouth and recommendations) are favoured where 

possible. 

 The use of online portals is mixed although for those that do not use online systems at all, there was not 

any specific reason stopping their use. It is just not the way ‘things are done’. One respondent did comment 

on the availability of internet as a constraint which needs to be a consideration. 

 There is a desire to reduce the cost of adverts and thus there is a move towards the use of online portals 

as they are cheaper than traditional channels.  

 Recruitment agencies, especially ones specialising in education were cited repeatedly. This supports the 

previously mentioned potential for the system to link employers with recruitment specialists to integrate 

the placement process more efficiently into the respective organisations. 

 

Overall, a dedicated ETD portal was unanimously welcomed in principle by respondents. In addition, all respondents 

indicated that they would definitely use the portal if it were to be created, especially if it was free. One respondent 

indicated that their current method included sifting through boxes of printed CV’s at the district office. A more 

efficient means of generating the short list would be very welcome. 

 

The supply side of the market was assessed through a desktop study of available online job sites. How crowded the 

market is will impact on the feasibility in that gaining the required “share of voice” becomes increasingly difficult 

as competitiveness increases. The desktop study revealed a large number of sites. The most significant of which 

are:  

 

1. Pnet (www.pnet.co.za) 

2. Career Junction (www.careerjunction.co.za) 

3. Careers24 (www.careers24.com/jobs/lc-south-africa) 

4. Indeed (www.indeed.co.za/South-Africa-jobs) 

5. Best Jobs (www.bestjobs.co.za) 

6. The Jobs Portal (www.thejobsportal.co.za)  

7. Jobs Vine (www.jobvine.co.za) 

8. Various Classifieds (www.jobmail.co.za www.gumtree.co.za www.olx.co.za) amongst others 

 

In addition to the above dedicated portals, other organisations have a web presence through which vacancies are 

posted. Firstly, there are associations such as the Independent Schools Association (ISASA) that lists vacancies for 

member schools (https://www.isasa.org/vacancies). Public school posts are advertised through other channels 

usually through traditional above the line advertising as well as on the respective Provincial Department of 

http://www.pnet.co.za/
http://www.careerjunction.co.za/
http://www.careers24.com/jobs/lc-south-africa
http://www.indeed.co.za/South-Africa-jobs
http://www.bestjobs.co.za/
http://www.thejobsportal.co.za/
http://www.jobvine.co.za/
http://www.jobmail.co.za/
http://www.gumtree.co.za/
http://www.olx.co.za/
https://www.isasa.org/vacancies
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Education’s websites. For example, the Eastern Cape Department of Education’s website 

(www.ecdoe.gov.za/vacancies) has a word document of available posts that one can download. Similarly, Provincial 

departments in Gauteng, Western Cape, Northern Cape, Mpumalanga, Free State and Kwa-Zulu Natal have vacancy 

pages where a list of job openings can be downloaded. Public sector jobs outside of the schooling subsector have 

a similar approach. For example, the University of the Witwatersrand advertises vacancies on their website 

(www.wits.ac.za/vacancies/) but the same posts could not be found on the portals. That is not to say that Wits only 

advertises on their own website, but accessing job opportunities is not as easy as it could be. 

 

On the face of it, it would appear that the space is already cluttered with service providers and as such would have 

little room for an additional portal. However, by virtue of there being so many portals, there is an impact on the 

user experience. 

 

Job Seeker User Experience 

An exercise was conducted where teacher (schooling and ECD) and lecturer jobs were sought as if the researcher 

was a job seeker. All of the above sites were examined, and the following findings were made: 

 

1. There is very little overlap in the jobs advertised between sources. In other words, it seems that employers 

will pick one or two portals and list only on those sites. Therefore, for a job seeker to access the full set of 

potential opportunities, there is a need to scan a large number of sites.  

2. Each site has its own application process. Some require account to be generated so that applications can 

be made directly through the site. Others merely list an email address to which submissions should be sent. 

The burden on users to manage multiple accounts in order to access as many opportunities as possible is 

taxing 

3. The job portals are dominated by private sector jobs. The public-sector jobs are advertised usually through 

traditional media and the individual departments’ websites. Depending on job seekers’ search patterns, a 

large number of posts will be missed. 

 

Employer User Experience 

User accounts were created as an employer and mock-up jobs were created (but not submitted) on a number of 

sites. Some of the sites were significantly more user friendly and had more value-added elements than other sites. 

However, those sites tended to be more expensive. The exercise revealed the following key findings: 

 

1. The cost of listing on multiple sites was high. This refers to both time and energy as well as financial costs. 

Table 3 below shows the cost to list opportunities per portal. 

http://www.ecdoe.gov.za/vacancies
http://www.wits.ac.za/vacancies/
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2. As a result of point one, it is anticipated that most employers will only post on one or maybe two of the 

sites. The available pool of job seekers is therefore dependent on the users of those sites. This results in 

potentially losing out on the ideal candidates. 

3. Similarly, large employers will likely post on their own website due to the difficulty in managing multiple 

access points. 

 

TABLE 3 COST OF ADVERTISING ON ONLINE PORTALS 

Website Price to advertise 

Pnet (www.pnet.co.za) 1 Advert: R1,065.  

3 Adverts: R2,777 

Career Junction (www.careerjunction.co.za) Once off post: R1,090 (34 days) 

Pay as you go: R1,880 (34 days with logo and free database matches.) 

Bulk recruitment: package made for requirements. 

Careers24 (www.careers24.com/jobs/lc-

south-africa) 

1 Advert: R895 

2 Adverts: R1 495 

5 Adverts: R2950 

10 Adverts: R4 950 

Indeed  

(www.indeed.co.za/South-Africa-jobs) 

Free: Appear in General search results. 

Sponsored jobs: appear in above free listing, pay only once job/advert 
been clicked on. 

Best Jobs (www.bestjobs.co.za) Post job ads for free 

The Jobs Portal (www.thejobsportal.co.za)  Post job ads for free 

Jobs Vine (www.jobvine.co.za) The standard is 1 week job post for free. Then you need to buy Credits if 
you require advertising for a greater period. 

How credits work: 

20 Credits (R500) – employers can renew job posts, change or remove 
posts. Integrated into social media for sharing on Linkedin, Facebook 
and/or Twitter. 

100 Credits (R 1400) – Same benefits as above but cannot shared on social 
media. 

250 credits (R2800) -All of above plus notifications when matching CV’s 
are added to the system. 

 

Conclusion on Market Feasibility 

It was concluded that there is market feasibility for the project. This based on the findings that: 

 

 The user experience of both employers and job seekers is less than ideal, 

 The ETD employment opportunities are fragmented and would benefit from consolidation 

 Qualitative findings strongly support the need for a more centralised platform to support recruitment 

 

http://www.pnet.co.za/
http://www.careerjunction.co.za/
http://www.careers24.com/jobs/lc-south-africa
http://www.careers24.com/jobs/lc-south-africa
http://www.indeed.co.za/South-Africa-jobs
http://www.bestjobs.co.za/
http://www.thejobsportal.co.za/
http://www.jobvine.co.za/
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It should be noted that this feasibility is dependent on a critical mass of users being generated. This will require a 

committed and coordinated marketing approach which will be discussed later in the document. Final market 

feasibility will be established after the implementation of the Minimum Viable Product. 

 

Technical Assessment 

The assessment of technical feasibility is broken up into two sections. Firstly, the core items required in the MVP 

will be unpacked. This will be followed by the maintenance and ongoing requirements from a systems perspective. 

The supplementary services should only be scoped and costed based on the success of the MVP. 

 

Core features 

As mentioned previously, the core components of the system include: 

 

1. Ability for employers to post job openings 

2. Ability for job seekers to apply for available jobs 

3. The data needs to be captured in a manner that allows for the appropriate labour market intelligence to be 

derived. 

4. The engagements will need to take place on the site in order for labour market intelligence to be captured. 

 

1. Employers posting job opportunities 

Employers wanting to post jobs will need to register on their first visit. The registration will include information on 

who the organisation is, what the nature of their business is (so that they can be allocated to the appropriate 

subsector), where they are located and other similar fields. Users will also be asked to set their global settings. 

These will include: 

 

 What custom fields to add to standard job adverts 

 How to manage filtering and auto-regret notifications. During the qualitative engagements with 

stakeholders it was mentioned that one of the key challenges is the large number of applications that are 

received from applicants that are not suitable. In other words, the minimum requirements of education 

and/or experience are not met. It is proposed that a mechanism for filtering applications is built in so that 

the burden of this administrative procedure is reduced.  
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Once an employer is registered, they can post job opportunities. A form will need to be completed capturing the 

relevant information about the post. The fields that are not necessarily collected in a job advert but are essential 

to the Labour Market Intelligence component of the system are: 

 

 Mapping the job title to the Organising Framework of Occupations (OFO). If the employer knows the OFO 

code, they can type it in to a searchable text box (whose values are limited to the current OFO version). If 

not, a key word search on the stated job title will run through the dictionary of alternative titles and the 

user can be prompted to select the most appropriate occupation from the framework. 

 The date of the posting needs to be recorded. The time that the opportunity remains open is an indicator 

that needs to be measured. There may be value in asking how long the post had been vacant prior to the 

current listing. This will enable a more accurate calculation of hard-to-fill vacancies. 

 Estimated cost-to-company salary needs to be recorded. An option can be selected to hide the salary in the 

advert but salary information must be entered 

 

The fields to be included, broken down into compulsory and optional fields are: 

 

Compulsory Fields 

 

1. Job Title. 

2. Experience required measure in years. (Recommended Filtering field). 

3. Education required. This will be selected from drop down menus. (Recommended Filtering Field). 

4. Registrations Required. Is there a requirement to be registered with a professional body such as HPCSA or 

SACE? (Recommended Filtering Field). 

5. Geographic Location. May be useful to map to postal code.  

6. Technical Job Requirements 

a. Key Performance areas 

b. Skills: 

c. Knowledge 

7. Responsibilities 

8. Availability 

 

 

 

 

Complete at least 1 of these fields 
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Optional Fields (Additional Custom Fields can be added 

 

1. Job purpose/about the position. 

2. Your Characteristics. 

3. Language preference / Language of Learning and Teaching (Recommended Filtering Field). 

4. Computer literacy. 

5. Own Transport. 

6. Attach full CV in addition to the fields above. Qualitative engagements suggested that there is value in 

including the CV as the standard fields as listed here may be insufficient for more specialised posts, 

especially in HEI. 

 

After a post is created, the employer can choose to publish it. Having done this, job seekers will be able to view and 

apply for the jobs. The next step for an employer would be to engage with applicants. It is proposed that a filtering 

methodology is employed. Employers are able to mark certain fields as filtering fields. These same fields are 

completed by applicants. If the minimum requirements on the filtering fields are not met, they are shown in a 

different list. That way, a large administrative burden is lifted from Employers.   

 

The employer would have a dashboard which shows all open jobs. By clicking on an open job, the employer would 

be presented with the list of applicants (which is separated into those that meet the minimum requirements and 

those that do not if filtering fields were selected.) The employer can review each application and mark them as 

either:  

 

 Rejected (which triggers a regret message to the applicant. A reason will also be captured for analytical 

purposes).  

 Request Interview.  

 Park. Parking an application means that it is not rejected, but not an interview either. The employer can 

come back to this application at a later stage.  

 It may also be useful to have a chat function to allow for direct communication through the site.  

 

From the dashboard, the employer can close the job opportunity. The user will be prompted with the following 

questions: 

 

 Was the post was filled?  

 Was it filled by one of the applicants on the system? (Select the successful applicant) 
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All other applicants would then receive a regret notification and the opportunity would be marked as closed. The 

Date is recorded so that the time the post spent open is saved. 

 

2. Job seekers applying for jobs 

The first time a job seeker visits the portal, they are invited to register. Registration includes completing a CV by 

capturing key fields that match those being completed by employers.1  

 

Once the profile and CV are captured, users can search the database of available jobs. If they wish to apply, they 

submit their profile and CV on the system and are further prompted to: 

 

 Write a cover letter for the specific job  

 Offered an opportunity to attach other files to support their application. 

 

Job seekers will have their own dashboard that shows the posts for which they have applied. Each application will 

have a status. The various options reflect the stage of the recruitment process namely: 

 

 Application received but not yet viewed. 

 Application has been viewed. 

 Interview Requested. For the MVP, it is proposed that this be done by means of sharing contact 

information. In later versions, the feasibility of a more sophisticated system can be explored. 

 Application Successful.  

 Application Unsuccessful (Regret Notification). 

 

3. The data needs to be captured in a manner that allows for the appropriate labour market intelligence to be 

derived. 

The primary motivator for the development of this portal is to generate data for labour market intelligence 

indicators. Some of the data that is expected to be drawn from the system are shown in the table below: 

 

 

                                                           
1 This allows for a suitability of fit to be automatically generated (not required in MVP) 
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TABLE 4 PERCEIVED DATA INPUT INTO ETDPSETA MECHANISM FOR LMI 

Indicator Description 

Vacancy Rate (percent) Proportion of posts in the occupation that are vacant. This 
will require a critical mass of data that will allow the sample 
to be weighted up to the total market. 

Hard to Fill Vacancies (percent) Proportion of posts that are currently vacant and have been 
unable to be filled for at least 6 months 

Change in earnings in occupation (percent) Increase (decline) in earning over last 12 months expressed 
as a percentage of last year's earnings. 

Ease of recruitment Average time spent to fill vacancy / Number of applicants 
per vacancy / number of qualifying applicants per vacancy 

Change in earnings in occupation (percent) Increase (decline) in earning over last 12 months expressed 
as a percentage of last year's earnings. 

 

The developers will need to be cognisant of these requirements so that the database underlying the system is 

generated accordingly.  

 

Maintenance 

The portal needs to be maintained so that it is functional at all times and that technical assistance is available to 

ETDP SETA staff if required. The feasibility of the project relates to not only the cost of developing the system but 

also to maintain its integrity as a sustainable service to the sector. This cost will need to be estimated and included 

as part of the overall affordability. 

 

The qualitative engagements with stakeholders stated that they would be happy to use the platform provided that 

it works. One respondent made a specific point to discuss the credibility of the system and how failures can 

undermine the overall feasibility. Therefore, a maintenance package needs to be included. 

 

Risk Assessment 

An understanding of the main risks that could affect the success of the project should be unpacked and articulated. 

The likelihood of the risk and the respective mitigation strategies are also detailed. 

 

Critical Mass of Users 

In order for the true value to both the ETDP SETA and stakeholders to be realised, there needs to be a critical mass 

of users making use of the platform. The risk being that an insufficient uptake of the portal will result in users not 

finding the requisite value to continue. There will be insufficient data on the system for intelligence on the labour 

market to be gleaned.  
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Actions to Mitigate Risk: A marketing and communication plan will need to be drawn up to gain sufficient uptake 

to the project. This will need to be costed as a separate line item in the budget. It does not need to be an overly 

expensive exercise. Using stakeholder associations and large employers (Provincial Departments of Education) to 

communicate will be key in gaining uptake at the required rate to maximise effectiveness. 

 

Buy in from key stakeholders 

There are large stakeholders that can have a significant impact on the success of the project. These will include 

Provincial Departments of Education, associations such as ISASA and ACSI, large employers such as CURRO and 

university / higher education working groups.  

 

Actions to Mitigate Risk: Once a decision on the feasibility has been gained, direct engagements between the SETA 

and the various stakeholders should be made to gain buy in. This will also directly support the actions do build a 

critical mass of users. 

 

Operational Efficiency 

Above all the system needs to work. When asked what would stop them from using the platform, the most common 

response from key informants was that as long as the system worked, they would use it. One respondent went as 

far to say that the process needs to be suitably efficient to justify the effort to add the system to their existing 

process. The credibility of the system as a whole is critical. Failures early in the process will damage credibility to 

the point that it may be irrecoverable. 

 

Actions to Mitigate Risk: The first and most important point is that the service provider who develops the system 

needs to be engaged in a maintenance and support capacity to ensure effective functionality at all times. This will 

include technical support for bugs and recovery in the event that the system goes down. 

 

Secondly, the workflows need to be mapped out prior to development. The goal of mapping the workflows is to 

make sure the process is efficient. This will support uptake on one hand but also ongoing system use where the use 

of the platform creates operational efficiencies rather than burdens on existing processes. 

 

Availability of Internet Access 

Since the proposed portal is online, a requirement for participation is the presence of an internet connection. 

Therefore, the lack of internet on the part either of employers or candidates makes the system exclusionary. 
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Actions to Mitigate Risk: There is not much that can be done to mitigate against this except to develop the system 

in a manner that is optimised for slower connections. This will increase the potential beneficiaries of the system (as 

well as increasing the quality of the labour market information). It may also be advisable to make the platform 

mobile friendly. This will increase the reach. 

 

It is felt however, that the presence of the portal would unlikely prejudice those without access more than the 

status quo. Employers without internet access will continue with their existing processes. In particular, the current 

informal channels that stakeholders use such as word of mouth should still be utilised, meaning that candidates 

without internet will still have an opportunity to apply.  

 

Financial Assessment 

The financial feasibility is determined by estimating the cost required to develop and maintain the portal. The 

possible revenue sources are also listed. It is expected that this project will not be financially self-supporting. The 

purpose of this exercise is to estimate the extent of the potential burden which will inform the decision-making 

process. 

 

Development Costs 

A number of software companies were approached to assist in the development of a quote. The providers made 

comments as caveats to the costing:  

 

1. Software companies do not like fixed cost projects. The prefer to work based on time and materials. As a 

result, the risks inherent in a fixed cost project are offset by a large contingency. 

2. The features and workflow need to be established and articulated very clearly up front. This will reduce 

back and forth changes on features which creates large escalations in expenditure.  

 

The table below provides an estimate to develop the MVP as articulated in the Technical Assessment section. It is 

expected that the budget will need to be at least R1.4 million to cover the primary development costs. Note: all 

cost estimates exclude VAT. 
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TABLE 5 ESTIMATED COST TO DEVELOP MVP 

Task: #Days: #Man Hours Hourly Rate: Cost: 

User Experience         

UX User Journeys 5 40 R580,00 R23 200,00 

Wireframes 8 64 R580,00 R37 120,00 

Design 20 160 R580,00 R92 800,00 

ECD Review 6 48 R2 040,00 R97 920,00 

Development         

Front End Developer 20 160 R850,00 R136 000,00 

Back End Developer 25 200 R850,00 R170 000,00 

Setup and Deployments 2 16 R850,00 R13 600,00 

Integration and User Testing 10 80 R1 700,00 R136 000,00 

Project Management   10% R1 130,00 R70 664,00 

Fixed Price Fee       R155 460,80 

Contingency and Feature Creep   50% R466 382,40 R466 382,40 

Total       R1 399 147,20 

 

The cost to establish the additional features will be established post implementation. The feasibility of actually 

moving forward with these elements will be dependent on the success of the MVP. 

 

Maintenance Costs 

This section deals with making sure that suitable resources are in place to make sure the system runs in a 

sustainable manner. System failures and bugs need to be addressed urgently so that credibility is maintained. The 

following is an estimate of the minimum requirements to maintain the Labour Exchange Portal within the scope of 

the MVP. 

 

TABLE 6 ESTIMATED MAINTENANCE COST FOR MVP 

Task: #Days: #Man Hours Hourly Rate: Cost (per month) 

Server - Hosting and Maintenance       R 3 500,00  

Development Support 2 16 R 850,00 R 13 600,00 

Total per Month       R 17 100,00 

Total per Annum       R 205 200,00 
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The database needs to be hosted on a secure server and maintained. This will cost a minimum of R3500 per month 

or R42,000 per year. Furthermore, a service level agreement should be signed to allow for a number of developer 

hours to be dedicated to the project with a minimum turnaround time. It is estimated that given the scope of the 

MVP, 2 days per month will be sufficient. This is to cover the development required to address bug and other system 

issues related to the core features. It excludes new feature development which will be costed separately. After the 

first year, the number of support hours can be revised based on need.  

 

Potential sources of revenue 

It is proposed that the primary service offering to be free. The goal is to get as many users on the system as possible 

and as such, there should be no financial obstacles to its use. However, there are other options. 

 

Premium Services: The free offering should include all the features mentioned in the technical assessment. 

However, there may be scope for employers to pay for additional items to be added to their advert. For example, 

a visual ad on the home page for a specific post. Employers will likely be willing to pay for Premium listings. 

 

Third Party Value Added Services: It was discussed previously that there may be scope to allow approved third 

party providers to engage with users. This would be a paid service. 

 

Advertising. Wherever, a large number of users are present on a site, a potential for revenue through advertising. 

This advertising could be in the form of google ads such as in the TES website in Figure 4 or for companies who are 

interest in marketing to the education sector to buy space.  
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FIGURE 7 ADVERTS ON TES WEBSITE 

 

 

Internal Capacity Requirements 

The final area of assessment relates to the capacity of ETDP SETA to manage the project. The requirements in terms 

of internal resources relate to the following areas. It is critical to the success of the project that people are dedicated 

to each of the tasks with accountability measures put in place. 

 

Project Management. Managing an IT project ideally requires an understanding of both the IT and Skills 

Development requirements. It is proposed that besides a project manager, the steering committee includes a 

member of the LMI Research Chair team. 

 

Marketing and Communication: As can be seen in the Risk Assessment, marketing and communication relating to 

the system is critical to the success of the platform. A plan needs to be in place and carried out effectively. 

Furthermore, the impact of communication campaigns on the user statistics should be monitored so that strategies 

can be optimised going forward. The budget for marketing was not included in the financial feasibility but the 

strategy to be implemented by the ETDP SETA should be funded accordingly.  

 

Data Analysis for LMI: Finally, the research / skills planning unit in the SETA need to be adequately equipped to be 

able to use the data generated by the platform. There needs to be a solid understanding of what the data is to be 

used for and how to interpret the findings. 
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If these capabilities are not present in the ETDP SETA, additional budget would need to be set aside to outsource 

the project management (or related function). 

 

Conclusion and Way Forward 

Based on all the assessments conducted during the course of this project, there is certainly an argument to be made 

for the establishment of a dedicated ETD Labour Exchange Portal.  

 

 It is proposed that the initial phase of the project be focused on the core features of posting jobs and 

matching candidates. This is referred to as a Minimum Viable Product (MVP). The additional features can 

be scoped and added once the system is established and a critical mass of users obtained. 

 There is strong demand side support for the project based on a series of in-depth interviews. An assessment 

of the competitive environment revealed the value that would be provided by a dedicated portal for ETD. 

 The risks to the successful implementation include: 

 

 Critical Mass of Users. 

 Buy in from key stakeholders. 

 Operational Efficiency. 

 Availability of Internet Access. 

 

 The financial assessment estimated that the development costs of the platform will be roughly R1.4 million 

with an annual maintenance cost of roughly R200, 000.00. This is for the MVP to establish the practical 

feasibility of the entire project and testing all the underlying assumptions thereof. The supplementary 

features can be scoped in more detail and costed accordingly once this core system is sustainable. 

 

The way forward would be for the ETDP SETA to evaluate the costs associated with the project against the potential 

benefits. Once a decision is made in principle, it is recommended that the engagements with key stakeholders take 

place. If there are to be any serious objections, it is important to note and manage those up front. Concurrent to 

this process (assuming budgets are in place), the ETDP SETA can establish a project team and begin the SCM 

procedures required in order to roll out the initiative. 
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Appendix A 

This questionnaire aims to understand some of the recruitment dynamics within the education sector. 

1. How many staff members do you employ? 

 

2. When recruiting staff, where do you advertise the openings? 

 

3. Do you use online job portals to advertise your posts? (Select one option) 

Yes   No       

4. Which sites do you use? Pnet  Career Junction  Careers24  

   Indeed  Best Jobs  The Jobs Portal  

   Job Vine       

Other (Please specify)  

   

5. Do you struggle to find suitable candidates for posts? Please elaborate 

 

6. What stops (or would stop) you from using online job sites to advertise your job openings? 

 

7. Do you feel there would be value is a dedicated Job Portal for the education sector? (Select one option) 

Yes  No        

8. If the Education specific job portal was free to use, would you use it to advertise your job openings?  
(Select one option) 

Yes  No        

9. What would be of most value to you in a system such as this? 

 

10. Are there things that would stop you from using a dedicated education job portal? (Processes, requirements etc.) 

 

11. Do you have any other comments relating to a online job portal for education? 

 

 


