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Executive Summary 
 

General 

The ETDP SETA has adopted a sub sector focus in updating its Sector Skills Plan (SSP). As such it has 

commissioned research to update the private FET sub sector component of its SSP. 

The purpose of the research was to conduct a size and shape study and in the process find out what 

skills are needed in the private FET sector to assist the SETA in its skills planning process. 

The private FET sub-sector is diverse and complex made up providers who provide skills training, full 

occupation qualifications, N courses, National Certificate (Vocational) and Adult Education and 

Training. 

The study is seminal in that no coherent baseline information was available on which to build this 

study. 

Private FET providers work in an ever increasingly tighter regulatory environment which is 

exacerbated by the   systemic difficulties across the three quality councils and the DHET. 

The non- funding of learners in the private sector from the National Student Financial Aid Scheme is 

seen as the single biggest threat to the existence of provide providers. 

 

Size and Shape 

 

Private FET institutions have grown by 70% in the period 1992-2001 as compared with a 14% growth 

in the previous decade. In the following decade (2002-2012) private FETs grew by 119%    

Private FET enrolment grew from 706 884 in 2001 to 1,263,594 in 2012. In comparison public FET 

enrolment has shown a slight decline from 350 000 enrolments in 2003 to 328,898 in 2011. 

Private provision is dominated by occupational qualifications followed by short skills programmes, 

 N courses and report 550 courses. 

Methodology  

The methodology followed was made up of desktop study, followed by a questionnaire survey, 

followed by interviews and a focus group discussion. (FGD) 

Both quantitative and qualitative research analysis was utilized to generate the best possible 

findings. 
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Limitations of the Study 

Data on private FET provision does not reside in one central repository. Data is spread across DHET, 

SAQA, Umalusi and the SETAs. Secondary information had to be used especially in the case of SAQA 

and Umalusi who did not respond positively to requests for information. 

In arriving at the size and shape information had to be drawn from disparate databases thus 

duplications and exclusions could have occurred when information was captured in these databases. 

Staffing 

8662 work in the private FET sub sector, who between them deliver programmes 134 446 

enrolments. In comparison 14,614 employees work in the public FET college sector who deliver 

programmes to a total enrolment of 326 898. 

Staff in the private FET sub sector is well qualified with the majority (806) holding a Level 6 advanced 

diploma with 634 holding a three year diploma. 

 Professionals and managers make up largest cohort of people employed in the Private FET sector. 

Their ages range from 35-55. 

A large component, (63%) of private providers is not BEE compliant, compared to 37% who are. 43% 

of private FET employees are White while 57% is Black 

Learners 

The highest enrolment is in Business, Commerce and Management Studies and the Health Sciences. 

The lowest enrolment is in Human and Social Studies. 

Skills Supply and Demand 

There is a dichotomy of academic skills and business skills needs in the private FET sector. The 

academic skills manifest as scarce skills and the business skills manifest as critical skills. 

 

 

 

 



7 
 

 

Chapter 1: Overview of the Private FET sub sector 

1.1 Introduction  

 

“SETAs must ensure that there is strong employer leadership and ownership of sector skills activities 

and be able to articulate the collective skills needs of their stakeholders/members to the highest 

standard. Together with the stakeholders and other partners, they are responsible for the 

monitoring and managing of occupational standards to make sure that provision of training, 

including the qualifications gained, meet sector, cross-sector and occupational needs.” 

The excerpt above taken from the National Skills Development Strategy 3, Paragraph 5.1 (DHET, 

2009) encapsulates quite succinctly the role of SETAs in skills development in South Africa. As such, 

the ETDP SETA has engaged employers in a process of skills planning in order to update its current 

Sector Skills Plan (SSP) for the express purpose of ensuring that the supply of skills into the economy 

matches the demand for them. 

 

In so doing the ETDP SETA has followed a sub sector approach which ensures a ‘laser-like’ focus into 

specific sub sectors. The focus of this research study is on the private FET sub sector and the purpose 

of the study was to   research the private FET sub sector with a view to updating the current SSP as 

well as to profile the sub sector in terms of its current skills needs and then to forecast the future 

skills needs of this sub sector. 

 

A plethora of changes both legislative and policy have been introduced since the appointment of 

Minister Blade Nzimande. The launch of the NSDS 3 was followed by the restructuring of SETAs and 

their boards while sweeping changes have been made to the way SETAs work and spend their 

money. The QCTO Council was inaugurated and public FET colleges are feted to become the primary 

vehicles through which skills development is to take place in South Africa. Unfortunately in the 

National Plan for FET and in the NSDS3 neither document pays much attention to the role of the 

private education and training sector in South Africa. In order for the ETDP SETA to respond to the 

NSDS3 from a position of insight it needs to have an accurate sense of what the state of the private 

education and training sector is. 
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1.2 Research Design and Analysis 

 

Data was collected largely through a desk-top methodology, making use of available published data 

such as annual reports and information available on websites. All ETD providers across sectors were 

initially accessed but then filtered for private FET focus. In this respect key data sources were the 

DHET, Private FET register as well as the Umalusi private FET database. In order to complement and 

compare data, the ETDP WSP submission database for 2011-2012 was used together with the 

database of the Association for Private Providers of Education and Training Development (APPETD).  

One interview was conducted with a senior manager from the DHET while focus group discussions 

were conducted with a group of ten private FET CEOs and managers. 

1.2.1        Sample 

 

The sample selected was based on databases received from ETDP SETA, Umalusi DHET and APPETD. 

These databases were filtered initially for private ETDP FET providers only which resulted in too few 

a number. The sample was therefore expanded to include private ETD providers across all sectors as 

extracted from the Umalusi database of private FET providers. 

A questionnaire survey was administered through a variety of means including, online surveying and 

email surveying and the completion of hard copy of the questionnaire. A total of 200 questionnaires 

were sent out and a response of 10% was achieved. The sample was randomly chosen based on 

three databases: DHET Private FET register, ETDP SETA WSP submission list for 2011 and the APPETD 

membership list for 2012. 

 The focus group discussions were intended to be divided into two sessions, one for owners, 

managers and CEOs while the other session was planned for lecturers only. Unfortunately the 

lecturer session did not materialize though the needs of lecturers were sufficiently covered in the 

session for owners, managers and CEOs. 

1.2.2 Research Tools 

 

Questionnaire 

 

The questionnaire, semi-structured interviews and focus group discussions were the three primary 

research tools utilized in the study to collect empirical data. 
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The questionnaire (Appendix A) was customized for the private FET sub sector and was used to elicit   

primary data to answer questions on occupational profile, supply and demand of skills and human 

resources development initiatives in institutions. The intention was also to generate a strong 

institutional profile in terms of staff employed; programmes offered and intended skills 

development initiatives. 

Semi Structured Interview 

(Johnson, 1994) explains that the semi- structured interview is the style most likely to be followed in 

small- scale research because it places less emphasis on a standardised approach, has a more flexible 

style and is adaptable to the personality and circumstances being used. 

 Senior managers from both DHET and Umalusi were interviewed where the researcher was able to 

probe, seek substantiation and clarification on what each organization was doing or planning to do 

with regards to human resources development in the private FET sub sector. Please refer to 

Appendix B for a list of questions and people who participated in the FGD. 

Focus Group Discussions (FGD) 

 “A focus group discussion is a structured discussion used to obtain in-depth information (qualitative 

data-insight) from a group of people about a particular topic. The purpose of a focus group is to 

collect information about people’s opinions, beliefs, and attitudes, perceptions, not to come to 

consensus or make a decision.” (Gerritsen, 2011) 

The FGD was a forum for CEOs and senior managers to talk freely about the trials and tribulations of 

skills development in the private FET sector. The FGD started out with a macro focus on the state of 

the private FET sub sector and then narrowed in focus on the scarce and critical skills that 

respondents had identified either through changes in policy and legislation or through geographic 

and economic factors. 

1.2.3 Quantitative Analysis 

 

The key to reaching reliable and valid findings is to ensure the data collected is ‘clean’ and therefore 

easier to analyse. Since the questionnaire was one of the three primary sources of data, it had to be 

designed with the needs of data capturing in mind. To this end the data capture sheet was designed 

such that quantitative analysis could more easily be generated. Descriptive statistics will therefore 

be presented firstly and after proper analysis inferential statistics will be presented. Quantitative 

data received from the DHET will be used to determine the size and shape of the private FET sector. 
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We will further present data from the WSP/ATR submission for 2011-2012 to complement the size 

and shape data from DHET. 

1.2.4 Qualitative Analysis 

 

Qualitative data was collected from the interviews, the focus group discussions and Questions 19 

and 20 of the questionnaire which refers to the skills development initiatives carried out by the 

organization. This data was coded and then  analysed for trends and patterns with a view to making 

inferences and generalisations on skills development and associated themes. In addition we 

conducted an analysis of the WSP/ATR submissions made to the ETDP SETA for 2011-2012 to analyse 

critical and scarce skills, which interventions were planned for which occupational group. 

1.2.5 Limitations of the Study 

 

Achieving a true random sample is often difficult in small -scale research, as (Blaxter, 2001p 47) 

attests: 

“All researchers are dependent on the goodwill and availability of subjects, and it will probably be 

difficult for an individual researcher working on a small- scale project to achieve a true random 

sample.” 

In this regard we can make no claim to the representivity of the sample. Perhaps if there had been 

one reliable source of data for all private FET providers in South Africa we might have been able to 

arrive at a reliable sample. In the absence of such a database no attempt was made to merge or 

harmonise the different databases we worked with and is presented as such in Chapter 2. The size 

and shape of the private FET sector had been presented from the DHET database and correlates very 

well with the Umalusi database (Blom, 2011). We have therefore used the DHET database as the 

primary source of data in arriving at the size and shape of the private FET sector in South Africa. It 

must, however be borne in mind that the DHET register does not register skills providers in the 

private FET sector. The skills component of the sector comprises a very large part of private FET in 

the country and these entities are accredited by any of 21 SETAs across South Africa.  Their 

institutional information is therefore scattered amongst the many SETAs and does not reside in one 

central repository such as the South African Qualifications Authority (SAQA) as one would have 

hoped. However for the sake of consistency we have decided to utilize the data kept by the DHET on 

SETA courses offered by private FET providers 
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1.2.6 Triangulation techniques 

 

Different research techniques can be used to test reliability and validity of data. The main aim here is 

to ensure that different techniques are utilized to cross check responses especially of a subjective 

nature to rule out bias and personal opinion not based on verifiable facts. 

In order to minimise the potential influence of bias (Cohen, 1994, p235) advocate a multi- method 

approach to a problem. They state: 

…Triangular techniques in the social science attempt to map out, or explain more fully, the richness 

and complexity of human behaviour by studying it from more than one standpoint and, in so doing, 

by making use of quantitative and qualitative data.  

The research has therefore sought to employ different methods in an attempt to triangulate 

research findings. In starting out with a questionnaire survey we were able to look for   trends and 

practice across the private FET sub sector. Thereafter interviews were conducted to increase the 

depth of understanding of specific issues relating to skills development and planning. By engaging in 

focus group discussions we were then able to test some of the theories and hypotheses with a group 

that of CEOs, managers and owners. As stated earlier there were limitations which led to a lower 

response rate than we would have wished for but the limited data was overcome by comparing our 

data to the data received by the ETDP SETA in the WSP submission of 2011-2012. Documentary 

analysis in the form of government policies and legislation, DHET and Umalusi monitoring reports as 

well as QCTO documents contributed largely where empirical data was limited.  

  



12 
 

Chapter 2: Sector Profile   

 2.1  Size and Scope of the Private FET sub Sector 

 

As stated at the outset there is no central database of private providers that encompasses all types 

of private FET provision in South Africa. Databases across DHET, SAQA, Umalusi and the various 

SETAs remain disparate. While both DHET and Umalusi maintain fairly reliable databases resulting in 

a fairly high correlation between the two, the spread of private FET provision across SETAs is huge, 

often with providers being represented and counted by more than one SETA because they offer 

different programmes under different SETAs.  This flies in the face of the strongly mooted ‘one 

provider one ETQA’ philosophy by SAQA. The DHET register does not include private providers who 

offer short skills programmes as such skills providers are not required by law to do so.  

Therefore any attempt to quantify the size and shape of the sector must take into account such 

disparities. No attempt will be made to merge or harmonise data from the different databases 

mainly because of the duplication of information as well as the incompleteness of information. In 

addition because we were unsuccessful in our requests for information from SAQA we will have to 

report on secondary information received by the DHET from SAQA on SETA related courses.  

For the purpose of this study we have relied heavily on the DHET Private FET register as well as data 

received from their Chief Information Officer (DHET, 2011). Before presenting this data we will first 

look at the historical growth of the private FET sub sector going back to 1982. 

In a research study conducted by Akoojee (2005) of private FET in South Africa he reported a 

massive growth in provider establishment of 70% from 1992-2001 as compared with 14% in the 

previous decade. Table 2.1 below shows the continued growth of private FET colleges of 98% in a 10 

year period and a further 21% growth in a single year.   This growth has been achieved against a 

backdrop of severe challenges in the regulatory environment. 
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2.2: Growth of Private FET Institutions1 

Table 2.1 Growth of Private FET institutions 

YEAR NO OF PROVIDERS ESTABLISHED Growth by % 

Before 1982 35  

1982-1986 10 -71% 

1987-1991 20 100% 

1992-1996 70 
70% 

1997-2001 84 

Total  219  

2011 434 98% 

2012 527 21% 

(DHET, 2011) and (Akoojee, 2005) 

 

2.3: Growth of Private FET enrolments 

Akoojee (2005) reports a total private FET enrolment of 706 884 based on figures received from the 

then Department of Education in 2001. Even with compensating for the high number of short skills 

programmes in this figure, the private FET sector has historically outweighed its public FET 

counterparts who in 2003 were reported to have 350 000 enrolments (Fisher, 2003) reported in 

(Akoojee, 2005). In comparison to the private higher education sub-sector with 85 657 enrolments in 

2000 (Subotzky, 2003b) reported in (Akoojee, 2005) the private sector has historically dominated in 

terms of enrolments. 

Figure 2.1 Growth of private FET enrolments 

 
 (DHET, 2011) 

                                                           
1
 Figures for 2011 and 2012 based on information from DHET FET Register for June 2011 and July 2012 

respectively. 

 706 884  

 350 000  

 85 657  

 1 263 592  

 326 898  

 81 596  

 -  

 200 000  

 400 000  

 600 000  

 800 000  

 1 000 000  

 1 200 000  

 1 400 000  

Private FET Public FET Private HET 

Enrolment Growth  

 

2001 

2011-2012 



14 
 

 

Akoojee (2005) warns that these enrolments need to be seen in context of the absence of the 

current regulatory processes at the time. Registration with the then Department of Education only 

became compulsory from 2005, so prior to that colleges growth in this sector remained 

unconstrained by accreditation and registration processes. 

Notwithstanding, the growth trend seems to have continued unabated as can be seen from Figure 

2.1 above. The expected decline in private FET institutions and concomitant decline in enrolment has 

not materialised instead private FET institutions have grown by 119% in the period 2001-2012.  

The Private HET figures above must be seen in the context of the number of institutions that 

submitted data to the Higher Education Quality Committee Information System (HEQCIS) (Sheppard, 

2011).   Of 123 providers registered on the database only 64 submitted data. A decision was 

therefore taken to use the DHET recorded data which amounted to 81 596 enrolments. 

Comparatively, the public FET sector has shown a slight decline despite massive recapitalization of 

the sector as well as a very favourable funding regime for this sector.  Enrolment on the National 

Certificate (Vocational) has been aggressively funded by the DHET through bursaries resulting in an 

increase for three successive years, 2007-2009 and then a big decline in 2010. The possible reasons 

attributed to this decline may have been the high failure rate, the high drop- out and consequently 

these factors may have discouraged new applicants from enrolling on the NC(V) courses. The ‘N” 

courses have shown a steady decline following a policy decision to phase them out. Overall 

enrolment in the public FET sector has remained sluggish and well off the 1 million enrolment mark 

that the DHET had targeted by 2014.   

The Private HET figures above must be seen in the context of the number of institutions who 

submitted data to the Higher Education Quality Committee Information System (HEQCIS) (Sheppard, 

2011), who of 123 providers registered on the database only 64 submitted data. A decision was 

therefore taken to use the DHET recorded data which amounted to 81 596 enrolments. 

 

2.4: Type of Provision2 

 

Private FET colleges offer a wide variety of programmes although provision in the occupational 

training field predominates, lending credence to the widely held view that they are responsive to the 

                                                           
2
 Reproduced from the DHET, Quarterly Progress Report, 4th Quarter of the 2011/2012 (DHET, 2012) financial 

year. This dataset refers to 497 colleges yet we reported 527 colleges in Figure 1 above. This discrepancy is due 
to the private FET register having been updated from the time the aforementioned report had been 
generated. 
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needs of the workplace. In addition private FET colleges offer occupational training across all SETAs 

of South Africa totaling enrolments of 1 263 592.  Table 2.2 below provides a breakdown of the 

programmes offered by private FETs on behalf of SETAs. 

Figure 2.2: Type of provision in the private FET sector 

 

 
 (DHET, 2012) 

 

2.5: Programme provision by SETA  

Table 2.2: Programme provision by SETA 
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SABPP 2040 

FIBRE PROCESSING SETA 1396 

TETA 1361 

AGRISETA 1177 

FASSET 1093 

LOCAL GOVERNMENT SETA 973 

FIETA 708 

PSETA 371 

THETA 88 

SAICA 86 

PAB 38 

TOTAL 1129146 

(DHET, 2011) 

 

 Table 2.2 provides a clear perspective of the breadth of programmes offered by FET providers under 

the auspices of the various SETAs and professional bodies in South Africa. 71% of provision is under 

the auspices of the Service SETA and 12% under the ETDP SETA.  

2.6: Geographic spread of Applications in relation to Registration 

Gauteng, KZN and the Western Cape provide the major proportion of private institutions in South 

Africa, not dissimilar to the public FET sector. Since the beginning of the registration process in 2006, 

1223 applications for registration were received of which only 497 applications were approved and 

379 were declined. This equates to a 41% success rate and is major cause for concern. Figure 2.3 

shows the number of applications and actual registrations across provinces for the 2011 period. 

Some of the reasons attributed for unsuccessful applications include: 

 Withdrawal of applications by the institution 

 Institutions not required to register 
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Figure 2.3: Geographic spread of private FET institutions 

 

 (DHET, 2011) 

 

2.7: Geographic spread by sites   

The 497 colleges registered have a total of 764 sites across the provinces which compares favourably 

to the public FET sector that has 50 colleges with about 300 campuses. 

Figure 2.4: Geographic spread of private FET institutions by site 

 
 (DHET, 2011) 
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2.2      Policy Framework 

2.2.1 Political and Legal 

 

Private FET in South Africa derives its mandate from the Department of Higher Education and 

Training that is charged with the responsibility of implementing the legal framework regulating the 

provision of qualifications that are registered at NQF Levels 2 to 4 by private institutions. (DHET, 

Private FET Directorate) 

Constituting this legal framework are the following: 

• Constitution of the Republic of South Africa, Act, 1996 (Act No. 108 of 1996); 

• Further Education and Training Colleges Act, 2006 (Act No. 16 of 2006)  

• Regulations for the Registration of Private Further Education & Training Colleges, 2007  

 

In terms of the Constitution, anyone has the right to establish and maintain, at their own expense, 

Independent educational institutions that: 

• do not discriminate on the basis of race; 

• are registered with the state; and 

• maintain standards that are not inferior to standards at comparable public educational institutions. 

(DHET, Registration of private FET colleges, booklet, 2009) 

 

Taken at face value, the legal right to the provision of private FET remains intact; however in practice 

the policy environment has become increasingly anti-private and very much pro-public. This 

assertion is not based on the presence of any discernible policy proposals but rather on the absence 

or the under playing of the role of private FET providers in the delivery and implementation of the 

NSDS 3.  

In addition, a legal analysis of the “entrenched rights’ of private providers conducted by the APPETD 

legal sub-committee makes the point that the interpretation of legislation by DHET officials has not 

been consistent and variable to say the least. This sometimes results in private providers being 

harassed over perceived illegalities when in fact the problem is attributed to poor interpretation of 

private providers ‘entrenched rights’ in the Constitution and the legislation to provide education and 

training.  
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Comments in the media (Mail and Guardian, 17 June 2011) (Van Rooyen, M, 2011) by the Director-

General of the Department of Higher Education and Training, Mr Gwebs Qonde  against provider 

providers   such as  “informal improvement or crash courses”, a “flawed system of service-provider 

approval” and “short-term interventions to keep them *workers+ as perpetual students” by teaching 

employees along “narrow sectoral interests” are indicative of the sentiment against private 

providers of education and training.  

In challenging these comments made by the DG of DHET about private training providers, Ms 

Marietta Van Rooyen responding in her personal capacity clarifies the important role that SETA 

accredited training providers have played in workplace training and development. 

In stark contrast to the comments of the Director-General, the Director of Private FET in the DHET 

was very upbeat about the role of private providers in the training and development of the 3 million 

young people who are not in education, employment and training: 

“We want to regard private training providers as partners in the training of these young people. 

There are 3 million of them and public FET colleges cannot manage this number by themselves” 

(Buthelezi, 2012) 

There is an abiding perception in the private sector that South Africa’s education and training 

policies are being used increasingly in favour of public sector FET institutions. Government resources 

and also company resources (skills levies) are being diverted to the public FET institutions and in the 

process compromising private institutions of education and training.  

The National Skills Accord 1(2011, 13-14) is another example of private providers of education and 

training, bearing the brunt of government policy (APPETD, 2012). Following hard on the National 

Skills Development Strategy 3, the FET Amendment Bill and the Skills Development Amendment Bill 

all of which have sought to make public FET colleges the center-piece of skills development in South 

Africa the National Skills Accord states that levies paid by companies in the private sector are to be 

channeled into FET colleges, who are already funded by the State. The National Skills Accord in 

particular commits SETAs and government to work with FET colleges with no mention at all of 

private providers of education and training. At the same time the Accord exhorts private companies 

to ‘adopt’ FET colleges adding further fuel to the argument that private providers are being 

systematically prejudiced due to their private status. 

2.2.2 Environmental 

The announcement by President Zuma of the government’s plan to create 300 000 jobs through the 

Green Economy Accord signaled the need for new skills in the economy. The result will be the need 
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to create new occupations (scarce skills) but also to add new skills sets to existing occupations 

(critical skills) 

A helpful definition: 

‘ Green occupations are those that have as their direct purpose the nationally identified priorities 

and initiatives of reducing negative environmental impact and contribute sustainably to 

environmental, economical and social sensitive enterprises and economies.’ (DHET, 2012) 

2.2.3 Social 

The role of private providers has often been misunderstood because of their ‘for profit’ status. There 

is usually ambivalence towards private providers perhaps because some believe education should be 

free. Notwithstanding, private providers play a very significant role in social development through 

the myriad of programmes they provide.   

The Association for Private Providers of Education and Training (APPETD) subscribes to the principle 

of “Private provision for the public good” which they explain as contributing to the social ideals of 

empowering people through education and training. Therefore APPETD works in collaboration with 

government departments and agencies of the state to maintain and uphold standards in the private 

sector. In so doing, society is better served and communities are better developed through a better 

quality of service. Private education and training is only able to do the public good by remaining 

sustainable so as to offer a better quality of service. 

2.2.4 Technological 

It has been 21 years since the arrival of the Internet age and with it a technological revolution that 

has touched education and training as it has every other sector. While the medium of learning in the 

ETD sector has remained largely traditional face-to –face delivery, there are pockets of technological 

innovation through the use of cell phone technology, social media, PC tablets, iPads and laptops that 

exist across the sector. 

One outstanding example of such technological innovation was the launch of a 100 million rand 

Tablet PC initiative by PC Training and Business College(PTY) LTD  which seeks to enhance the 

learning experience, save 150 tons of paper and connect learners across its 70 campuses with the 

Internet and with it  a new world of learning.   

 2.2.5 Economic 

 “…the private education market is probably serving at the moment well below a million people, out 

of a total 14 million students in South Africa. That ratio compares with a level of maybe 15% or so in 
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the United States. And in some countries that you might regard more as peers of South Africa, 

middle-income countries in South America and South-East Asia, private education, firstly, is a specific 

plank or platform of government policy and secondly is well over 50% of the provision of education 

in the country. So our view is that regardless of the narrow particular interests of any one company, 

there’s a huge amount of runway and space for independent education in South Africa. 

(Thompson, 2011) 

Based on the sentiments of the CEO of South Africa’s largest provider of education and training, 

there should be enough space in the education  market for both the private and the public sector to 

flourish side by side. The figures he quotes clearly point to an ever increasingly significant role for 

the private sector to play alongside government provision. Therefore from an economic point of 

view, private provision can and should be sustainable given an enabling policy environment. 

The enabling environment from an economic policy point of view is catered for by the Industrial 

Policy Action Plan (Department of Trade and Industry, 2012-2015)(IPAP 2012-2015). Much research 

and planning has gone into IPAP 3 which has its genesis in the national government’s New Growth 

Path as presented by President Zuma in June 2009.  IPAP 3 which has set the ambitious target of 

reducing unemployment by 5% by the year 2014. In the process the government intends to generate 

43 000 direct jobs and 86 000 indirect jobs by focusing on  oil and gas, green energy, agro-

processing, boat building, as well as metal fabrication, capital and transport equipment. 

 IPAP 3 has identified key sectors into which governments resources will be concentrated over the 

next   four years. They are clustered into three groups (2010: p54-55): 

Cluster 1: New areas of focus 

 

 Metal fabrication and transport arising from large public investments 

 Upstream oil and gas 

 ‘Green’ and energy saving industries 

 Agro-processing related to food security  

 Boatbuilding 

 

Cluster 2: Scaled up and broadening existing interventions in IPAP sectors 

 Automotive 

 Plastics, pharmaceuticals and chemicals 

 Biofuels 

 Forestry, paper , pulp and furniture 

 Creative and cultural industries 

 Business process services 

 

Cluster 3: Sectors with potential for long term advanced capabilities 
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 Nuclear 

 Advanced materials 

 Aerospace defence 

 Electrotechnical and ICT 
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Chapter 3: ETD Skills Supply and Demand 

3.1  Overview of challenges and drivers of change 

 

Data collected from the questionnaire survey, the interviews and the focus group discussion all point 

to serious challenges being faced by private FET providers. Most senior managers and owners when 

asked were very downbeat about their prospects for the coming year. The common challenges 

emerging in order of priority are listed below: 

 

 Disproportionately higher levels of funding for the public FET sector at the expense of the 

private FET sector via the National Student Finance Aid Scheme(NSFAS).The general feeling 

was South Africa needs a vibrant and responsive public FET sector but the private FET sector 

needs to be given an equal opportunity to survive and thrive. 

 The dramatic decline in SETA contract/tender work which providers believe to be a direct 

result of policy shifts towards public FET colleges who have been charged with the delivery 

of the National Skills Development Strategy 3. An integral part of private providers’ 

businesses has been the roll out of learnerships on behalf of SETAs which now has 

completely ‘dried up’.  

 The systemic problem of Level 5 occupational providers who are unable to secure 

accreditation from the Council on Higher Education(CHE) on the grounds that the CHE does 

not accredit occupational qualifications. The provider is currently unable to approach the 

Quality Council for Trades and Occupations(QCTO) for accreditation because this 

organization is not yet in a position to discharge its mandate thus leaving the hapless Level 5 

occupational provider between the proverbial ‘rock and a hard place’. The upshot of this 

systemic disjuncture thus renders the provider illegal and attracts the attention of the 

Department of Higher Education, who in some cases has deployed the law enforcement 

authorities to arrest so called ‘illegal’ providers. 

 The Association of Private Providers of Education and Training (APPETD) has also expressed s 

concern at the rate at which private companies are closing their doors and in most cases is 

attributing this to the lack of SETA work which has now been channeled to public FET 

colleges. The reduction in SETA budgets for the capacity building needs of private FET 

providers has also been noted by APPETD. 

  

The above themes have arisen in most of our discussions with respondents whose comments ranged 

from: 



24 
 

 

“Definitely, the State needs to regulate us to keep good quality, but those regulations must not stifle 

us. If you look at the public FET colleges, they are ‘deemed’ to be accredited yet if you put them 

through the same accreditation and registration  requirements as us, not many will survive” ( A 

quality assurance manager from a large national college) 

 

to far more radical comments: 

 

“We’ve tried everything with them (referring to DHET) now we have to take them on in court” ( A 

CEO of a large national college” 

 

When probed specifically on human resources development challenges that their institutions are 

likely to face, one terse reply from a smaller skills college was: 

 

“If colleges are closing left, right and centre because of what’s happening politically what good will it 

do for us to plan for skills development?” 

3.2 Employment Profile  

3.2.1 Staff profile of the Private FET sector 

 

 

The total number of staff recorded in the private FET sector was 8662 who between them deliver 

programmes 134 446 learners, which numerically is very favourable. However it is not possible to 

make findings about teacher -learner ratios in the sector based on current data.  

In comparison, the total number of employees in the public FET college sector is 14,614 who deliver 

programmes to a total enrolment of 326 898. The vast majority of who are permanently employed – 

10,198. Of these permanent employees, 5,201 are academic staff, 4,435 are support staff, and 538 

are management staff. The college sector still has a large number of temporary staff – 4,358, or 30 

percent of the total. (Cosser etal 2011, p 57) 

Figures for temporary staff in the private FET sector are not available but it is expected a large 

number of temporary/contract staff is used to deliver SETA programmes which amount to 1 263 592 

enrolments. 
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3.2.2   Staff profile of the Private FET Sector 

The private sector has almost as many support staff as they do lecturing staff. Although the reasons 

for this are not known, it can be surmised that due to the focus on client care a large number of staff 

is employed in non-academic positions to ensure that learners received quality service. 

Figure 3.1: Staff profile of the private FET sector 

 
  

(DHET, 2011) 

3.2.3 Staff profile by Qualification type 

 

Staff in the private FET sub sector is well qualified with the majority (806) having acquired the Level 

6 advanced diploma and with 634 holding a three year diploma. Fewer staff hold lower qualifications 

all of which indicates a well- qualified workforce in the private FET sub-sector. This information is 

depicted in Figure 3.2 below: 
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Figure 3.2: Staff qualifications by type 

 
 (DHET, 2011) 

The supply of skills and qualifications into private FET institutions emanates from universities, 

universities of technology, SETA accredited providers and providers accredited with the South 

African Board for People Practice (SABPP). In this regard the SABPP has signed a memorandum of 

understanding with Association of Private Providers of Education and Training (APPETD), which is 

underpinned by four key objectives (APPETD, 2012): 

• Collaborating to promote skills development by means of high quality learning provision;  

• Research about challenges, problems and successes in the private providers’ landscape;  

• A drive towards professional registration for staff and students;  

• Arranging joint events to share knowledge and build capacity  
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Figure 2.15 depicts the wide variety of qualifications that private FET staff have completed but, 

perhaps, highlights underlies a key shortcoming in that there is no coherent qualification route for 

staff wishing to follow a vocational route into private FET. 

 

Policy for Professional Qualifications for College Lecturers 

Notwithstanding, the DHET released the Policy for Professional Qualifications for College Lecturers in 

August 2012 which goes a long way towards providing the coherence needed for lecturers wishing to 

pursue a vocational career. The policy follows the nested approach of the Higher Education 

Qualifications Framework (HEQF) and is summarized as follows: 

 selects suitable qualification types from the HEQF for different purposes in FET college 

lecturer education and development; 

 selects the National Qualifications Framework (NQF) Level for each qualification type; 

 identifies the list of qualifiers for all qualifications and hence identifies purposes; 

  describes the knowledge mix appropriate for FET college lecturer qualifications; 

 sets minimum and maximum credit values for learning programmes leading to  

qualifications in terms of the knowledge mix and different levels; and 

 defines a minimum set of agreed-upon competences for FET college lecturers 

(DHET, 2012) 

 

The Policy for Professional Qualifications for College Lecturers is very much a policy located in the 

public FET sector domain. However, given that private and public FET is governed by the same 

legislation (FET Act No.16 of 2006) it is imperative for the private FET sub sector to work within the 

said policy to ensure that its current lecturers as well as its potential lecturers are able to access 

qualifications that are relevant to the private FET sub-sector. It would therefore be strategic for the 

private FET sub sector to engage with institutions of public and private higher learning to design 

industry appropriate qualifications for the private FET sub sector. 

  



28 
 

3.2 Skills Supply  

3.2.1   Type of Qualifications offered by Private FET Providers3 

Figure 3.3 provides a view of the SAQA fields of learning where private provision dominates. It 

reveals a healthy programmatic mix in relevant areas of the economy. Based on the IPAP 3 identified 

growth areas it seems private providers are mindful of national imperatives especially in 

manufacturing, engineering, health sciences and social services and commercial industries.  

Figure 3.3: Type of qualification offered by enrolment 

 
 (DHET, 2011) 

 

The highest enrolment in Business, Commerce and Management Studies is a healthy indicator in that 

many such graduates go onto a variety of different sectors where such skills and qualifications are 

highly sought.  

 

 

 

 

                                                           
3
 Made up of 63 394 occupational enrolments extracted from DHET dataset. 
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3.2.2 Qualifications by NQF Level 

 

Private FET colleges are operating well within their legal mandate to offer occupational qualifications 

between levels 2-4. However, interestingly a fair portion of provision is offered at NQF level 5 

indicating the important intersectional overlap between level 4(FET) and level 5(HET) qualifications. 

This overlap forms an important bridge into higher education and was a key component of the 

National Plan for FET(2008,p37) which provided for an FET college to offer Level 5 and Level 6 

programmes under the auspices of a registered HE institution. Unfortunately since the gazetting of 

the National Plan for FET, private providers in particular have found they are unable to operate in 

this vital intersection and has led to the Level 5 band becoming a ‘grey area’.  Due to these systemic 

challenges, private providers have become   ‘illegal’ through no fault of their own. 

Figure 3.4: Qualifications by NQF level 

 
 (DHET, 2011) 

 

3.2.4   Skills Supply Analysis   

 

The information presented below is extracted from the 2011-2012 WSP/ATR submission to the ETDP 

SETA. The dataset was filtered for “private providers of education and training” and amounted to 

189 providers, 2 of which were listed as “NGOs involved in education.” 
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The geographic spread of ETDP SETA registered private FET providers is presented in Figure 3.5 

below: 

 

 

Figure 3.5: Geographic spread of institutions submitting WSPs (2010-2011) 

 

(ETDP SETA WSP Data, 2011) 

A notable absentee from the above chart is the Northern Cape which is surprising considering the 

efforts of the ETDP SETA in this province to increase the number of providers. 

3.2.6: BEE Status of Private Providers 

A large component, (63%) of private providers is not BEE compliant, compared to 37% who are. 

Although it is not a legal requirement that private providers be BEE compliant the procurement laws 

of the country favour BEE compliance in that points are now  awarded for BEE compliance. 
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Figure 3.6: BEE status of providers 

 
 (ETDP SETA WSP Data, 2011) 

Perhaps this might be an area of skills development and awareness building that the ETDP SETA 

might wish to consider involvement in over the next year. It would be in the interest of the country 

generally and the ETD sector in particular that private providers are contributing to the equity 

redistribution efforts of the government. 

Figure 3.7 below provides a proportional breakdown of the 12130 employees reported by 187 

private FET providers. 

3.2.7: Job Category of Employees  

Figure 3.7: Employees by job category 

 
 (ETDP SETA WSP Data, 2011) 
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An interesting feature of the private FET sector is the strong business imperative that runs side by 

side with the quality imperative. Given their private status, private FETs have to work harder to be 

responsive to their clients’ needs in order to remain sustainable and profitable. In doing so they have 

to market more, sell more and deliver quality at all times, otherwise the business becomes 

compromised. It is therefore not surprising to see such a high component (32%) of staff who are 

professionals and 10% who are managers. The component of service and sales workers (9%) is 

relatively high though should be a lot higher given the business imperative mentioned above. 

In the focus group discussions the business imperative was emphasized as a distinctive feature of the 

private FET sector but respondents were quick to add that the quality and responsiveness of the 

private sector should never be compromised in favour of profits. Again from the FGD it was 

emphasized by participants that training in the classic business processes of strategic planning, 

leadership, marketing management, sales management, financial management and human 

resources management was an ongoing requirement and should therefore be part of the ETDP 

SETA’s list of skills training priorities for the next year. 

3.2.8: Occupational Spread by Province 

The EC, GP, KZN, LP, and WC appear to have a high proportion of professionals whereas the FS and 

NW need to train and employ more professionals. As is to be expected most colleges are situated in 

urbanized provinces such as GP, KZN and WC whereas provinces such as FS and NW have high 

proportions of skilled agricultural staff reflecting the nature of their business. 
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Figure 3.8: Occupation spread by province 

 
 (ETDP SETAWSP Data, 2011) 

 

Service and sales workers appear in bigger proportions in MP, LP and FS even though these 

provinces have fewer colleges than GP, WC and KZN. This is significant because there exists a strong 

business imperative in the private FET sector as a whole yet the sales staff component is low in the 

aforementioned provinces. 

 

3.2.9: Occupational Type by Age  

Professionals and managers make up largest cohort of people employed in the Private FET sector. 

Their ages range from 35-55 which is healthy for the future of the sector as this group is considered 

to be well off the retirement age. 
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Figure 3.9: Occupational type by age 

 
 (ETDP SETA WSP Data, 2011) 

 

The cohort of less than 35 of age dominates amongst clerical workers, service and sales workers and 

agricultural workers. This trend is an important signal for the ETDP SETA to focus more effort and 

resources in the age group so as to ensure upward mobility into the professional and managerial 

occupational category. 

3.2.10: Racial breakdown of employees  

43% of private FET employees are White while 57% is Black. This statistic together with the BEE 

status above points to the need for the private FET sector to work harder in reaching racial equity 

not only  at staff level but management and ownership level as well. 

 

 

 

 

 

 

 

 

 



35 
 

 

Figure 3.10: Racial breakdown of employees 

 

 (ETDP SETA WSP Data, 2011) 

3.3 Skills Demand  

3.3.1   Factors Impacting on Demand  

 

None of the sectors identified in IPAP 3 (mentioned in 2.2.5 above) have immediate relevance for 

the ETD sector, however it must be borne in mind that an occupational qualification such as the 

learning and development practitioner (242401) will have relevance across all sectors. This is 

supported by data analysed from the WSP submission of 2001-2012 where private providers 

indicated that the occupation scarcest in their sector was the training and development practitioner 

(242401) and related occupations such as course co-ordinator (242401), academic head and lecturer 

(231101). 

In order for the IPAP priorities to be met a National Artisan Development  Programme (NADP) will be 

launched for priority sectors. This will require strong research, the design and development of 

occupational qualifications under the QCTO and appropriate training facilities with modern 

equipment. Public FET colleges have been earmarked as delivery institutions in this regard(2010, 

p45) but it remains doubtful if the public FETs would be able to deliver on this mandate and at the 

same time maintain good standards in the NCV, N courses and learnerships they are currently 

offering. Clearly private FET colleges can work in partnership with their public counterparts to deliver 

on this most important mandate.  
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3.3.2   Scarce and Critical Skills Priorities 

 

From the questionnaire survey administered 200 respondents were surveyed of which 20 

questionnaires were completed and returned. Although small in number from the responses 

received we were able to find some correlation with the WSP submissions of 2011-2012. 

 

Data collected from the survey conducted as well as an analysis of the WSP/ATR submissions for 

2011-2012 shows that respondents saw scarce and critical skills synonymously leading to much 

duplication between scarce and critical skills. A general limited understanding of scarce and critical 

skills has resulted in unclear data emerging from the specific questions in the survey.  

Perhaps a definition of these two key terms will be in order before we proceed: 

 

‘Scarce skills’ refer to those occupations in which there is a scarcity of skilled, qualified and 

experienced people to fill particular roles or occupations in the labour market, currently or in the 

future, either because such skilled people are not available or they are available but do not meet 

employment criteria.(ETDP SETA, WSP 2011) 

 

‘Critical skills’ refer to skills for those occupations where there are qualified people but they lack 

particular skills/competencies needed for their work, for changes that are occurring or for career 

path development. These skills are sometimes called “top-up” skills. (ETDP SETA, WSP 2011) 
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3.3.3 Top 10 Scarce Skills in the ETD Sector 

 

Table 3.1 below presents the top 10 scarce skills in ETD sector as reported on by the ETDP SETA from 

the 2011-2012 (ETDP SETA, 2011) submission.  

3.3.3.1: Top 10 scarce skills in the ETD Sector 2011-12 

Table 3.1: Top 10 scarce skills in the ETD sector 

OFO Occupation (Scarce Skills) Specialisation/alternative titles Demand 

241501 Special Needs Teacher (Skill Level 5) Education Therapist, Occupational 
Therapist, Language and Maths 
remedial 

5805 

241423 Mathematics Teacher (Grades 10 - 12) 
(Skill Level 5) 

Mathematics Lectures for the FET, 
High School Maths Teachers 

4292 

241101 Early Childhood Development 
Practitioners (Skill Level 5) 

Child Care / ECD Teachers, ECD 
Specialist, Grade R, Pre-Grade R, 
Nursery School Teacher 

3160 

241426 Physical Science Teacher (Grades 10 - 
12) (Skill Level 5) 

 Physical Science Teachers 1865 

241422 Mathematical Literacy Teacher 

(Grades 10 - 12) (Skill Level 5) 

Mathematics Literacy FET Lecturers 1387 

241302 Natural Sciences Teacher (Grades 4 - 
9) (Skill Level 5) 

Natural Science Teachers 1110 

241201 Foundational Phase School Teacher 
(Skill Level 5) 

Primary School Teacher 1009 

241421 Life Sciences Teacher (Grades 10 - 12) 
(Skill Level 5) 

Life Sciences Teachers, Social Sciences 
Teachers           

1004 

134301 School Principal (Skill Level 5) Deputy Principal, Early Childhood 
Development School Principal, 
Independent School Principal 

815 

241400 Further Education and Training [FET] 
Lecturers 

FET Lecturers [e.g., fitting and turning, 
electronics, motor engineering, 
megatronics, CNC, automotive repair 
and maintenance, boiler-making 
lecturers, electrical engineering, 
welding, electronics, tourism & 
tourism, graphic design, beauty 
therapy, etc] 

779 

(ETDP SETA, 2011) 

 

In the Private FET sub sector only ‘School Principal’ and ‘FET lecturers’ feature from the above list. 

However it is in the Critical Skills list as reported by the ETDP SETA that more skills from the private 

FET sub sector feature.  
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In particular the following critical skills were recorded in our survey as well as the ETDP WSP 

submission of 2011-2012: 

 Program or Project Administrators  (441903) 

 Research and Development Manager  (1223) 

 Education or Training Advisor (235101) 

 Faculty Head (134503) 

 ICT Project Manager (133102) 

 Programme or  Project Manager  (121905) 

 Director (Enterprise / Organization)  

 Human Resource Advisor/Officer (242303) 

 Purchasing Officer  (332302) 

 Occupational Instructor / Trainer (242402) 

 Developer Programmer (251203) 

 Sales and Marketing Manager (1221) 

3.3.3.2 The Academic and Business Skills Dichotomy 
 

Our analysis of the survey and the submissions of 2011-2012 shows a dichotomy of academic              

(training and development skills) in the scarce skills field and business related skills in the critical 

skills field.  A key imperative which emerged from the FGD was the need for corporate governance 

training to ensure that directors of companies whether for profit or not for profit are aware of their 

legal liabilities. 

3.3.3.3 Systemic reasons for scarcity 

 

Accreditation is a compulsory aspect of a private education and training provider’s planning. 

Without accreditation there can be no registration with the DHET and without registration the 

business is compromised. In turn a critical aspect of accreditation is to have programmes that are 

correctly formatted that meet the needs of the CHE, Umalusi and the relevant SETA ETQA. This in 

itself is a higher order skills set and knowledge requirement which is exacerbated by the systemic 

difficulties occupational providers face in being unable to secure accreditation from the CHE. In 

addition the inordinately long turnaround times providers face with SETA ETQAs leads to 

programmes remaining unapproved for long periods of time. This creates a scarcity of individuals 

who have the time, patience and knowledge to negotiate the very difficult regulatory environment.  

The ETDP SETA can play a co-ordinating role in mitigating this scarcity by engaging with Umalusi, 

CHE, Department of Higher Education and Training and APPETD to customize a programme that will 
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assist accreditation managers with negotiating the difficult regulatory environment. In addition more 

can be done to assist private providers in accreditation- specific requirement such as recruiting the 

right employees and training them on an ongoing basis on the changing needs of the different 

quality councils and the SETA ETQAs. 

3.3.3.4 Green occupations 

 

The announcement by President Zuma of the government’s plan to create 300 000 jobs through the 

Green Economy Accord signaled the need for new skills in the economy. The result will be the need 

to create new occupations (scarce skills) but also to add new skills sets to existing occupations 

(critical skills).  

“ Green occupations are those that have as their direct purpose the nationally identified priorities 

and initiatives of reducing negative environmental impact and contribute sustainably to 

environmental, economical and social sensitive enterprises and economies.’(DHET, Guidelines OFO 

2012, p13) 

 

Surprisingly, none of the institutions surveyed nor those who submitted WSPs for 2011-2012 

mentioned ‘green occupations’ (DHET Guidelines OFO, p13) either in the scarce or critical skills 

category. From the FGD we were informed of one large national provider who embarked on a 

massive initiative to save 150 tons of paper by replacing paper with technology. Clearly this type of 

initiative requires extensive resources but must be applauded for the innovative means by which 

they have sought to protect the environment. Though, when asked about planning for ‘green 

occupations’ the provider had not yet factored them into their strategic plans. 

 

The implication for the ETDP SETA is in ensuring that programmes which follow under their primary 

accreditation scope include programmes which directly educate and train people in the ‘green 

occupations.’ A qualification like the National Diploma Environmental Education and Development 

Practice needs to be become an integral part of the ETDP SETAs strategy to supply the appropriate 

environmental management skills into the economy. 

3.3.4 Demand and Supply Analysis  

 

Table 3.1 above and Table 3.2 below speak to the supply and demand of skills in the private FET sub 

sector. It should be stated that data to diagnose supply and demand issues was not readily available 

and any gap analysis thereof could only be based on national studies conducted in IPAP 3 .Data 
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elicited in the survey as well as the FGD did not reveal any gaps in supply and demand though this 

might have been due to a lack of information or insight in these matters.  

3.3.5   Priorities and Projections  

 

Our analysis of the survey and the submissions of 2011-2012 shows a dichotomy of academic              

(training and development skills) in the scarce skills field and business related skills in the critical 

skills field.   

Table 3.2: Critical and scarce skills required in the private FET sector 

Occupation OFO 
Codes 

Scarce skills( 
Academic) 

Demand OFO Codes Critical Skills( 
Business) 

Managers 235101 Quality Assurance 
manager 

694 

1211 Finance Manager  
 

134503 
 

Campus head- 
Accreditation specialist  

11207 
 

Corporate 
governance  
Strategic 
planning  

134901 Agriculture and forestry 
controller  

121908 Agriculture and 
forestry 
controller  

Professionals 134503 Faculty head 

2479 

241107 
 

Financial 
accountant  

243103 Programme  
developer   

  

231101 Lecturer  
 

  

Technicians 
and 
associated 
professionals 

201102 Tutors  
 

554 

 

251302 Web developer  

  
 

2521 Database 
management  

  
 

243103 Marketing 
specialist  

Service and 
Sales 
workers 

2359 Counseling and 
information: student 
advisors  

419 

 

441905 Sales worker  
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Customer service 
consultant 

Clerical 
Support 
Workers 

2359 
 
 

Counseling and 
information: student 
advisors  

1036 

 

441602 Training 
administrator  

441101 
 
 

Auxiliary staff such as: 
Library assistants   

4226 Receptionist  
 
 
 

441602 Training administrator   Counseling and 
information -
2359 



 

3.6 Implications 

 

The implications for the resource allocation of the ETDP SETA will be significant if allocations were to 

be based on Figure 19. In order for the interventions suggested in Figure 19 below to take effect it is 

absolutely imperative a proper needs analysis be conducted to ensure targeted skills development. 
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Chapter 4: Sector Strategy  

4.1 National Policy 

 

The National Planning Commission notes in its diagnostic analysis of education and training that: 

 

“The FET college system is characterised by limited growth in enrolments and poor throughput rates. 

The net effect of this is that access to post-school education and training is limited for school leavers. 

The few that access post-school education and training opportunities are not sufficiently prepared 

for the workplace due to poor quality of education and training provided.” (National Planning 

Commission, 2011) 

And proposes amongst others the following solution in the National Development Plan; 

 

“A diverse set of private, workplace and community-based providers should be supported to offer 

targeted work-based training, as well as community and youth development programmes. This will 

require strong regulatory bodies that analyse demand, ensure a suitable range of courses is 

available, and monitor quality. Sector Education and Training Authorities (SETAs) should play a more 

effective role in the production of skills that are required to meet the immediate needs of 

employers.”(National Development Plan, 2011 pg. 7) 

Notwithstanding the earlier concerns mentioned regarding the almost non-existent role of private 

providers in the NSDS 3 and the National Skills Accord the NDP provides the most honest assessment  

yet of the state of education and training in South Africa. It then makes a most important 

recognition that private providers, workplace and community based providers be co-ordinated by 

SETAs to ensure that the quality of education and training improves in our country. 

In this regard the ETDP SETA has been equal to the task by stating in its Strategic Plan: 

 

“Private provisioning in further and higher education and training is fast emerging as an important 

component of the ETD sector.... The private sector has an important contribution especially with 

regard to the expanding post schooling system” (ETDP Strategic Plan 2011-2016 version 3, p20) 

(ETDP SETA, 2011-2016) 

yet acknowledges they do so despite the challenges and obstacles they have to negotiate with the 

regulatory environment. 

The sector strategy therefore is well grounded both within national policy and ETDP SETA policy. 

What is urgently required is implementation of the strategic plan. Already, through the 

commissioning of this research the ETDP SETA has set itself a course of implementation that augurs 
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well for the private FET sub sector. Only time will tell how successful the implementation of strategy 

will be.  

4.2      New/Emerging sector challenges regarding Skills Development 

 

The single biggest threat to skills development is the loss of jobs in the private FET sector due to 

business closures brought about by government policies in funding and accreditation. The state 

policy of driving up enrolments in the public FET sector has had the unintended consequence of 

destabilizing the private FET sub sector. The policy of non- funding of learners wishing to study in the 

private FET sector has no legal basis. Section 29 of the Constitution entrenches the right to 

education whilst section 29(4) clearly provides that subsection (3) does not preclude state subsidies 

for independent educational institutions. (APPETD legal brief, 2012) (APPETD, 2012) 

 

The net effect of the funding policy of the National Student Financial Aid Scheme (NSFAS) has been 

two fold in the private FET sector: 

 

 The closure of sites due to drop in enrolment 

 The ‘flight’ of providers out of FET and into HET which if continues unchecked will lead to 

serious undersupply in FET and oversupply of skills in HET. 
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4.3 Proposed SETA Interventions 

Based on 2011 data there are 527 private FET providers with a total 8662 employees including management, lecturing staff and support staff who service  

1  263 592 student enrolments.  This information helps to inform the short-medium and long-term strategy recommendations below.  

 

Table 4.1: Proposed ETDP SETA interventions 

 

SHORT TERM( 1 year) MEDIUM TERM ( 2 years) LONG TERM( 3 year) 

Demand Intervention Demand Intervention Demand Intervention 
Managers Quality 

Assurance 
manager  
( 235101) 
 
Campus head 
Accreditation 
specialist 
(134503) 
 
Agriculture 
and forestry 
controller 
(134901) 
 
Curriculum 
managers 
(235101) 

Regulatory compliance workshop 
attended by DHET, Umalusi, CHE, 
QCTO and SAQA. 
 
 
Customised professional development 
programme for academic managers: 
 

 Programme design and 
development: QCTO 

 Assessment 

 Industry linkages  

 Strategic planning and leadership 

 Research and development 

 HR management 

 Finance for non- financial 
managers 

 Learner support 

 M&E 

Quality 
Assurance 
manager 
(235101) 
 
Campus head 
Accreditation 
specialist 
(134503) 
 
Agriculture and 
forestry 
controller 
(134901) 
 
Curriculum 
managers 
(235101) 

Regulatory compliance 
workshop attended by DHET, 
Umalusi, CHE, QCTO and 
SAQA. 
 
Customised professional 
development programme for 
academic managers: 
 
•Programme design and 
development: QCTO 
•Assessment 
•Industry linkages  
•Strategic planning and 
leadership 
•Research and development 
•HR management 
•Finance for non -financial 
managers 
•Learner support 
M&E 

Faculty head 
(134503) 
 
Programme 
developers 
(251203) 
 
Curriculum 
co-ordinators 
(235101) 

Regulatory compliance 
workshop attended by 
DHET, Umalusi, CHE, 
QCTO and SAQA. 
 
Customised programme 
for  business managers: 
•Corporate governance 
•Industry linkages  
•Strategic planning and 
leadership 
• Advanced data 
management 
•HR management 
•Finance for non- 
financial managers 

 Marketing 

 Learner support 
M&E 
 

Professionals Faculty head Customised programme to include: Faculty head •Programme design and Faculty head VEOP for private FET 
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(134503) 
 
Programme 
developers 
(251203) 
Curriculum co-
ordinators 
(235101) 

 Programme design and 
development: QCTO 

 Assessment 

 M&E 

 E-learning 

 Skills development planning 

(134503) 
Programme 
developers 
(251203) 
Curriculum co-
ordinators 
(235101) 

development: QCTO 
•Assessment 
• M&E 
• E-learning 
• Skills development planning 

(134503) 
Programme 
developers 
(251203) 
Curriculum 
co-ordinators 
(235101) 

professionals 

Technicians 
and 
associated 
professionals 

Tutors 
Lecturers 
(231101) 

Formal Credit Bearing Progamme 

 OD-ETD/Learning and 
Development Practitioner 

 Vocational/Occupational 
orientation 

Tutors 
Lecturers 
(231101) 

Formal Credit Bearing 
Progamme 

 OD-ETD/Learning and 
Development 
Practitiooner 

 Vocational/Occupational 
orientation 

Tutors 
Lecturers 
(231101) 

Vocational Education 
Orientation 
Programme(VEOP) for 
private FET lecturers 

Service and 
Sales workers 

Counseling and 
information: 
student 
advisors 
(2359) 
 

Formal Credit Bearing Progamme 

 Career counseling 

 Customer care 

 Learners with special needs 

 Selling education 

Counseling and 
information: 
student advisors 
(2359) 

Formal Credit Bearing 
Progamme 

 Career counseling 
•      Customer care 
•      Learners with    special           
needs 

 Selling education 

Counseling 
and 
information: 
student 
advisors 
(2359) 

Formal Credit Bearing 
Progamme 
•Career counseling 
•Customer care 
•Learners with special 
needs 

 Selling education 

Clerical 
Support 
Workers 

 
Training 
administrators 
(441602) 
Counseling and 
information: 
student 
advisors(2359) 
 

 Uploading learner achievements 

 Office administration 

 Online resources 

 Traditional library resources 

Training 
administrators 
(441602) 
Auxiliary staff 
such as library 
assistants and 
training 
administrator 
(441101) 

 Uploading learner 
achievements 

 Office administration 

 Online resources 

 Traditional library 
resources 

 

Training 
administrators 
(441602) 
Auxiliary staff 
such as library 
assistants and 
training 
administrator 
(441101) 

 Uploading learner 
achievements 

 Office 
administration 

 Online resources 

 Traditional library 
resources 
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4.4 Institutional Arrangements for ETDP Interventions 

 

It is recommended that the ETDP SETA play a co-ordinating role in bringing together key 

stakeholders such as DHET, SAQA, Umalusi, QCTO, CHE and APPETD in a workshop that will focus on 

compliance, accreditation and registration. One of the key outcomes of this workshop will be to 

clear the confusion caused by the systemic difficulties of accreditation as discussed earlier. 

In terms of the professional development needs, it is recommended that ETDP SETA play a lead role 

in designing and delivering a programme for managers, professionals, service workers and 

elementary workers in the private FET sector. An important consideration in the professional 

development of managers and professionals would be to acknowledge and affirm the distinctive 

features of private FET in terms of the academic and business dichotomy mentioned in 3.3.2. In this 

regard collaboration with the Services SETA would be appropriate as they have the largest 

enrolment of private FET learners. It is also recommended that strong business and industry 

involvement be negotiated so as to ensure a strong link between the supply side and the demand 

side of the economy. 

Professional development of lecturers should be aligned to the (DHET, 2009). The framework, as it 

currently stands, refers to public FET colleges and fails to take into consideration the needs of 

private FET lecturers. While some of the needs are the same, we have argued earlier that there are 

distinctive needs in the private FET sub sector. The distinction made between Initial Professional 

Education (IPE-VE) and Continuous Professional Development (CPD-VE) (2009, pg. 7) for college 

lecturers is a useful one and should be applied to the private sector as well. The outcome of 

professional education and development programmes is to ensure a good quality of lecturer whilst 

those already working in the sector should have access to formal programmes with the desired 

outcome of raising and maintaining the standard of their practice. 

The post school sector is a burgeoning sector and the ranks of those not in education, employment 

or training threatens to exceed the 3 million mark with the passing of every year. There clearly is a 

need to commission more in depth research to determine the role the private ETD sector could play 

in addressing the needs of the post school sector. 

In so doing private FET providers have overwhelmingly called for partnerships with the public FET 

sector and believe the ETDP SETA FET chamber has a crucial role to play in facilitating such 

partnerships. However facilitation efforts must go beyond a ‘meet and greet’ approach but must 
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involve business and industry representatives so that such partnerships could give effect to skills 

development in the workplace.  

4. 5. Conclusion 

 

As we move into an era of increased globalization and further economic contraction the need for 

better planning becomes more urgent. The strategic planning in skills development must take 

cognizance of the harsh economic realities of job losses. In their labour force survey, Quarter 1, 2012 

Nedbank (Nedbank, 2012) reports an increase of unemployment to 25.2% from 23.9% in the 

previous quarter. The construction sector reported a loss of 81 000 jobs whilst the manufacturing 

sector reported a loss of 67 000 jobs over the 2011 year. Agriculture was the only sector that 

reported a 53000 increase in jobs over the year. 

“A cause  for concern is that,  while building  skills is valuable,  international evidence  has  indicated 

that  training  and  job  placement programmes tend  to  benefit  groups within the economy  who 

are already most likely to find employment. According to the available evidence, this appears to be 

true for learnerships in South Africa. Thus, while more than 10 000 learnerships had been completed 

four years into the programme, with the majority resulting in full-time employment, these were 

overwhelmingly based in the finance sector.” (Bernstein, 2012) 

Taken together, the twin effects of economic contraction and resultant job losses must make us 

acutely aware of the need to use the scarce resources we have to the best advantage of learners. 

Skills development must be have a sharp economic edge to it and the ETD sector is no exception. 

Learnerships, internships and other modes of skills delivery must continue unabated but the scarcity 

of workplaces must be seriously addressed. If we are to produce the artisans of the future, we must 

involve business and industry in smarter ways that improve articulation between skills supply and 

skills demand.  
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Chapter 5:  Way Forward Regarding SSP Research  
 

5.1      Challenges regarding Research Process  

 

The research was completed under intense pressure brought about by the very tight time frames 

imposed. The difficulty in accessing information and people who we had identified to be interviewed 

added to this pressure and compromised the process somewhat.  

It must be borne in mind that there was no baseline research on which to build the study, previous 

SSP research on the private FET was scanty and short of empirically based data. The disparate nature 

of information made it very difficult to gain a size and shape of the sub sector.  

The poor response rate could be attributed to the following factors: 

 Survey fatigue in that the time period between the submission of the WSP and the 

completion of the survey was less than a week. 

 Complexity of the questionnaire: although the questionnaire was customized for the private 

FET sub sector it did not necessarily reduce the complexity of the questions. 

 Repetitive nature of the questions: although the WSP and survey had different purposes the 

similarity of questions led to people feeling that they were being asked for the same 

information twice.  

 In our telephonic follow ups with prospective respondents we received feedback that 

companies were only keen to submit the WSP so as to be compliant. They expressed very 

little interest in scarce and critical skills. 

 Evidence of poor understanding of scarce and critical skills was noted through respondents 

regarding the two synonymously and in some cases leaving the entire question blank. 

 Due to the complexity of the questions the online survey  medium was not effective 

5.2      Gaps regarding Research Update 

 

It is heartening to note the positive developments within the ETDP SETA in reinforcing its research 

and development capacity with key appointments.  However, given the lack of a proper baseline to 

work from in the private FET sub sector we would have preferred a more strategic approach with a 

full scale research study as opposed to an “update” approach. Despite the constraints of time and a 

very limited budget we believe we have laid the basis for future studies to be built. 
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We will therefore repeat the call for a full size and shape research study that will go further and 

probe issues of quality, partnerships, staff development and perhaps trace the progress of private 

FET learners. 

There is an urgent need for one central repository of information to be created, maintained and 

managed. Requests for information from SAQA and Umalusi were not granted thus making the task 

all that more difficult.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



50 
 

6. References 

 

Akoojee, S. (2005). Private Further Education and Training in South Africa, The Changing Landscape. 

HSRC. 

APPETD. (2012). APPETD and SABPP alliance.  

APPETD. (2012). Legal Brief. APPETD. 

Bernstein, A. (2012). Routes into Formal Employment. Centre for Development and Enterprise. 

Blaxter, L. (2001). How to Research. Buckingham, Open University Press. 

Blom, R. (2011). The Size and Shape of Private, Post-School Education and Training Provision in South 

Africa. Centre for Education Policy Development. 

Buthelezi, D. M. (2012, July 17). Skills Planning for Private FET Colleges. (B. Panday, Interviewer) 

Cohen, L. M. (1994). Research Methods in Education, Fourth Edition. Routledge. 

Cosser M, K. A. (2010). Further Education and Training Colleges at a Glance in 2010. HSRC. 

Department of Economic Development . (2011). New Growth Path, Accord 1, National Skills Accord.  

Department of Trade and Industry. (2012-2015). Industrial Policy Action Plan. DTI. 

DHET. (2009). National Policy Framework for Lecturer Development in South Africa. DHET. 

DHET. (2009). National Skills Development Strategy 3. DHET. 

DHET. (2011). Private FET Data. DHET. 

DHET. (2012). DHET, Quarterly Progress Report, 4th Quarter 2011/2012. DHET, Private FET 

Directorate. 

DHET. (2012). Guidelines to the Organising Framework of Occupations. DHET. 

DHET. (2012). Policy on professional qualifications of FET lecturers. Pretoria: DHET. 

DHET, Private FET Directorate. (2009). Information Booklet: Registration of Private Further Education 

and Training Colleges. DHET. 

 Discussions(2012), Focus Group. (B. Panday, Interviewer) 

ETDP SETA. (2011). Scarce and Critical Skills in the ETD Sector. ETDP SETA. 

ETDP SETA. (2011). WSP Submission 2011-2012. Johannesburg: ETDP SETA. 

ETDP SETA. (2011-2016). Strategic Plan. ETDP. 

Gerritsen, A. (2011). Focus Group Discussions, A step-by-step Guide.  



51 
 

Johnson. (1994). How to Research. Open University Press. 

National Planning Commission. (2011, November ). Education and Skills Development. Retrieved 

from http://www.npc.gov.za/pebble.asp?relid=132 

Nedbank. (2012). Labour Force Survey Quarter 1 2012. Nedbank. 

Sheppard, C. (2011). Evaluation of the HEQCIS for Monitoring the State of Higher Education 

Provision.  

Thompson, F. (2011). The Money Show. (A. Hogg, Interviewer) 

 Van Rooyen, M. (2011, June 17). Mail and Guardian. 

  



52 
 

7. Appendices 

Appendix A: Survey Questionnaire 

 

 

Dear Respondent 

The Education Training and Development Practices Sector Education and Training Authority (ETDP 
SETA) is required to review and update its 5 year Sector Skills Plan, annually by the 31st of August. 
The ETDP SETA is therefore embarking on a process of reviewing and updating the 5 year SSP that 
was submitted to the Department of Higher Education and Training (DHET) in February 2012. The 
review and update has to be based on evidence of research data and analysis. To this end, the ETDP 
SETA has put in place a research process that includes obtaining data on the needs of stakeholders 
through a survey covering constituencies or sub-sectors that fall within the scope of the ETDP SETA. 
The ultimate aim of the survey is to inform the ETDP SETA on a revised sector strategy that responds 
to constituencies’ or sub-sectors’ needs and the sector as a whole.  
 
Attached is the survey instrument developed for the purposes mentioned above. The ETDP SETA is 
seeking your participation to help in its quest to make its work more relevant and achieve greater 
levels of impact on growth and employment. The survey instrument has been set up such that you 
do not have to complete it all in one sitting. You may save what you have completed and continue 
later with those questions you have not completed.  
 
Once you have completed the survey please return it by the latest 18 July 2012 using any of the 
following: 
 
Email: bajith.panday@eduskillsrainbow.co.za 
Fax: 088 011 849 9599 
Physical address: 83, 5th Avenue, Northmead, Benoni, 1501 
 
Or 
Association of Private Providers of Education and Training (APPETD) 
 
admin@appetd.org.za 
Fax: 011 234 6967 
 
If you would like to complete this survey online please click on the following link:  
 
http://www.tfaforms.com/249644 

 

 

mailto:bajith.panday@eduskillsrainbow.co.za
mailto:admin@appetd.org.za
http://www.tfaforms.com/249644
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SECTION A: ORGANISATION PROFILE 

1. Please fill in your organisational details. (Please fill in N/A where the item is not relevant to your 

organisation) 

 

Name of organisation  

SDL No [if levy paying]  

Your name( Optional)  

Email address( Optional)  

Contact number(Optional)  

Your position in the organisation  

 

2. Please tick *√+ Sector Industrial Classification *SIC+ Code or your Main Business Activity 

SECTOR INDUSTRIAL CLASSIFICATION CODE [MAIN BUSINESS ACTIVITY] √ 

87110 – General Research, e.g. CSIR  

87132 – Research and Development  

92004 – Education by Technical Colleges and Technical Institutions  

92008 – Education by Correspondence and Private Vocational Colleges tutors and 

music, dancing and other art schools, etc. 

 

92009 – Other Educational Services – own account teachers, motor vehicle driving  

9200A – NGOs involved in Education  

92010 – Examination and Assessment Bodies  

95121 – Professional Organisations in Education  

Other: Specify  

 

3. Please tick *√+ the Sub-Sector or Constituency in which your organisation falls  

CONSTITUENCY OR SUB-SECTOR [PLEASE √ ONLY ONE] 

Adult Education and Training  

Private Further education and training (FET) college  

NGO/CBO involved in education and training  

Research organisations  

Other: Please specify  

 

4. In which province (s) does your organisation operate? Indicate with a tick *√+ 

PROVINCE √ PROVINCE √ 

Free State  Northern Cape  

Gauteng  Limpopo  

KwaZulu Natal   North West  

Mpumalanga  Western Cape  

Eastern Cape    

 

5. If you operate in more than one province, please indicate where your head office is located with 

a tick *√+ 

PROVINCE √ PROVINCE √ 

Free State  Northern Cape  
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Gauteng  Limpopo  

KwaZulu Natal   North West  

Mpumalanga  Western Cape  

Eastern Cape    

6. Please indicate the size of  your organisation by means of a  tick *√+. 

 

Number of employees √ 

1    employee  

2 - 5 employees  

6 - 9 employees  

10 - 49 employees  

50 - 149 employees  

150 - 300 employees  

Over 300 employees  

Indicate the qualifications of your staff by category below: 

Highest level of qualification: Academic Staff % 

7.1 % of academic staff members with a doctoral level qualification  

7.2 % of academic staff members with a master's level qualification  

7.3 % of academic staff members with other formal qualifications (First degree or 

Honours) 

 

7.4 % of academic staff members with other formal qualifications (National 

diplomas; diplomas or certificates) 

 

 Total 100% 

Highest level of qualification: Support staff 

7.5 % of support staff with a doctoral level qualification  

7.6 % of support staff with a master's level qualification  

7.7 % of support staff with other formal qualifications (First degree or Honours)  

7.8 % of support staff with other formal qualifications (National diplomas; diplomas 

or certificates) 

 

7.9 % of other forms of education and training  

 Total 100% 

 

Indicate the nature of programmes you offer by ticking the appropriate column(s) 

 Nature of education and training delivery √ 

8.1 We offer only non-credit bearing short courses  

8.2 We offer only credit-bearing skills programmes  
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8.3 We offer a combination of non-credit bearing and credit-bearing short courses and 
skills programmes 

 

8.4 We offer mostly full qualifications with some credit-bearing and non-credit bearing 
short courses and skills programmes 

 

8.5 We offer only full qualifications  

8.6 Other (specify)  

   

 

  SECTION B: EMPLOYMENT TRENDS 

7. Are you aware of any growth or decline in job opportunities in your sub-sector or constituency 

or organisation? Tick appropriate box below. 

Yes No 

If yes, please indicate with an X which occupational areas are showing an increase or decrease in 

job opportunities? 

 Increase in jobs Decline in jobs 

Registration & Accreditation   

Quality assurance   

Curriculum   

Teaching and Learning   

Data management   

Financial management   

Other: Please specify   

 

8. Identify the factors that will influence your ability to employ more or less staff in the private FET 

sub-sector in the next year. 

Trend/contributing factor √  Describe how it affects your organisation 

Brain drainage4   

Employment contract or working conditions   

Economic outlook   

Large-scale infrastructural development 
projects 

  

Labour costs   

CHE policy on accreditation of level 5 
qualifications 

  

DHET policies on private FET   

Change of procurement policy in favour of   

                                                           
4
 Brain drainage is the loss of experienced staff to other sectors or overseas 
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public FETs 

Policy of non- funding of private FET learners 
from the NSFAS 

  

Other: Please specify   

 

SECTION C: FACTORS AFFECTING SKILLS DEMAND 

9. By means of an X in the appropriate column, indicate how the following factors will influence the 

availability of CURRENT skills in your organisation.  

Factor Positive Negative 

Geographic location of my business   

State of the economy   

QCTO regulations(new qualifications)   

Financial sustainability of my business   

Availability of bursaries/internships from ETDP Seta   

Other: Please specify   

 

10. By means of an X in the appropriate column, indicate how the following factors will influence the 

availability of FUTURE skills in your organisation. 

Factor Positive Negative 

Geographic location of my business   

State of the economy   

QCTO regulations( new qualifications)   

Financial sustainability of my business   

Availability of bursaries/internships from ETDP Seta   

Other: please specify   
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SECTION C: SCARCE SKILLS NEEDS  

11. ‘Scarce skills’ refer to those occupations in which there is a scarcity of skilled, qualified and experienced people to fill particular roles or occupations 

in the labour market, currently or in the future, either because such skilled people are not available or they are available but do not meet 

employment criteria. 

Scarcity often manifests   itself in an inability to fill positions over prolonged periods of time, higher average growth in remuneration and the inability of 

small organisations and rural areas to attract skilled people. 

(For more information of scarce skills, please refer to the Guidelines: Organising Framework for Occupations (OFO) 2012, DHET)  

 

Indicate the top five SCARCE SKILLS needs of your private FET and the reasons for these needs,    

Major occupation (As per OFO)   Occupation  Specialization or 
alternative title 

Reason for scarcity: e.g. long time taken to fill vacancy ( 6months plus);  qualified and 
experienced people not available;  existing skilled people nearing retirement;  equity 
candidates not available; sub-sector not attractive; pay levels etc ) 

MANAGERS    

   

   

   

   

    

PROFESSIONALS    

   

   

   

   

    

TECHNICIANS AND ASSOCIATED 
PROFESSIONALS 
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Major occupation (As per OFO)   Occupation  Specialization or 
alternative title 

Reason for scarcity: e.g. long time taken to fill vacancy ( 6months plus);  qualified and 
experienced people not available;  existing skilled people nearing retirement;  equity 
candidates not available; sub-sector not attractive; pay levels etc ) 

   

   

    

SERVICES AND SALES WORKERS    

   

   

   

   

   

    

CLERICAL SUPPORT WORKERS    

   

   

   

   

    

SKILLED AGRICULTURAL, 
FORESTRY, FISHERY, CRAFT 
AND RELATED TRADES 
WORKERS 

   

   

   

   

   

   

    

PLANT AND MACHINE 
OPERATORS AND ASSEMBLERS 
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Major occupation (As per OFO)   Occupation  Specialization or 
alternative title 

Reason for scarcity: e.g. long time taken to fill vacancy ( 6months plus);  qualified and 
experienced people not available;  existing skilled people nearing retirement;  equity 
candidates not available; sub-sector not attractive; pay levels etc ) 

    

ELEMENTARY WORKERS    

   

   

   

   

   

   

    

 

12. Indicate which interventions would be most appropriate to address the  areas of scarcity. If you believe more than one intervention is appropriate 

please order in terms of priority by putting a 1 next to your first choice, 2 next to your second etc. 

Actual title of 
occupation/ job 
title 

Types of interventions  

Scarce Skill 
Allowance 

FET College 
Qualification 

HE Institution 
Qualification 

Learnership/ 
Apprenticeship 

Graduate 
internship 

Coaching/ 
mentoring 
current staff 

Foreign 
recruitment 

Other (specify) 
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SECTION D: CRITICAL SKILLS NEEDS 

13. Critical skills refer to skills for those occupations where there are qualified people but they lack particular skills/competencies needed for their work, for 
changes that are occurring or for career path development. These skills are sometimes called “top-up” skills. 

 
        Indicate the top five areas of critical skills needs of those employed in your organisation and indicate how you would like to see them addressed.  

Occupation or 
Specialization 

Critical Skills 
need 

List the key skills or 
competency gaps that need 
to be addressed for staff 
employed in these posts 

Type of intervention (tick appropriate intervention and state approximate NQF level) 

Credit bearing skills 
programme  

Non-credit bearing 
short course  

Work-based learning  Coaching/mentoring 
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SECTION E: ETDP SETA STRATEGIC INTERVENTIONS / ACTIVITIES 

14. Indicate and rank (by circling the numbers listed) in order of importance , activities that you would like the ETDP SETA to implement to support skills 

development in your constituency or sub-sector. 1 means very important, 2 important, 3 not necessary, 4 SETA should not be involved in this. 

Intervention/activity 

 
Rank by ringing the number, according to 
importance: 1 being highest importance 
and 4 lowest importance 

Learning programmes 
development and implementation 

Learnerships for core occupations of constituencies/sub-sectors 
1 2 3 4 

Internships and other experiential workplace learning interventions 
1 2 3 4 

Credit bearing skills programmes for core occupations of constituencies/sub-
sectors 

1 2 3 4 

Non-credit bearing short courses and workshops  
1 2 3 4 

Qualifications for emerging/new fields identified by constituencies/sub-
sectors  

1 2 3 4 

Research, monitoring and evaluation to build labour market intelligence capability of ETDP SETA  
1 2 3 4 

Workplace learning support (training of mentors and workplace assessors etc) 
1 2 3 4 

Specific initiatives for the training of young people 
1 2 3 4 

Specific initiatives for training people with disabilities (including sight, hearing, physical, intellectual)    
1 2 3 4 

Working with FET colleges on programmes to improve the work readiness of FET graduates 
1 2 3 4 

Working with Universities on programmes to improve the work readiness of HEI graduates 
1 2 3 4 

Working with private sector-based providers on programmes to improve training relevance and quality 
1 2 3 4 
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Intervention/activity 

 
Rank by ringing the number, according to 
importance: 1 being highest importance 
and 4 lowest importance 

Funding  

Bursaries for college and university students intending to work in your sub-sector or 
constituency 

1 2 3 4 

Internships or work experience opportunities for graduates to work in your organisation 
1 2 3 4 

Funding for existing workers to engage in training to improve their qualifications levels 
1 2 3 4 

Funding for workers/employees to be trained in specific skills gaps (critical skills) 1 2 3 4 

Credit bearing skills programmes for core occupations of constituencies/sub-sectors     

Non-credit bearing short courses and workshops      

Qualifications for emerging/new fields identified by constituencies/sub-sectors  
    

Interventions to support increased formalisation of non-government organisations in the sector 1 2 3 4 

Interventions to support improved functioning of non-government organisations, cooperatives, community based 
organisations, trade unions and political parties 

1 2 3 4 

Other (specify) 1 2 3 4 
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15. Provide examples of strategies that your organisation implements to retain scarce skills and 

rate their effectiveness by ranking each example on a scale 1 to 5 with 1 most effective and 

5 least effective 

 

 Most 
Effective 

  Least 
Effecti

ve 

Attractive drivers 1 2 3 4 

Competitive pay/salary and benefits [e.g., scarce skills allowance]     

Performance-based pay     

Work/life balance [healthy workplace]     

Prospects for career advancement opportunities     

Learning and development opportunities     

Reputation of the organisation     

Others: Specify     

 

16. Provide examples of strategies that your organisation implements to attract scarce skills and 

comment on their effectiveness by ranking each example on a scale 1 to 5 with 1 most 

effective and 5 least effective 

 

 Most 
Effectiv

e 

  Least 
Effectiv

e 

Factors or strategies 1 2 3 4 

Competitive pay/salary and benefits [e.g., scarce skills allowance]     

Performance-based pays     

Work/life balance [healthy workplace]     

Prospects for career advancement opportunities     

Learning and development opportunities     

Reputation of the organisation     

Others: Specify     

 

17. How does your skills development programme contribute to building and enhancing your 

organisation’s responsiveness to address national/provincial/sectoral priorities?  

 

 

 

 

 

18. What collaborative initiatives/partnerships is your organisation involved or envisaged 

regarding skills development initiatives? 
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Appendix B: Focus Group  

 

Focus Group Discussions (FGD) 

ETDP SETA Sector Skills Plans Update 

 

A focus group discussion is a structured discussion used to obtain in-depth information (qualitative 

data-insight) from a group of people about a particular topic. The purpose of a focus group is to 

collect information about people’s opinions, beliefs, attitudes, perceptions, not to come to 

consensus or make a decision.(Gerritsen, A, 2011) 

 

OWNERS/SENIOR MANAGERS OF PRIVATE FET: 10.00AM-12.00 NOON 

MSC Business College Melanie Nel Called several times no 

response. 

PC Training & Business College Jay Ramnundlall Confirmed 

 Muni Kooblall Confirmed 

Birnam Business College Brenda Riesnik Not interested in attending 

Boston City Campus Ari Katz Called several times spoke to 

PA, no response. 

Damelin  Professor Paul Beard Called several times and no 

reply to email 

INTEC College Louise Nair Called several times no 

response 

Jeppe College Harry Hlatshwayo Confirmed 

Triple E Training Holdings Lance Clarke Spoke to Lydia. No response 

Edutel Andries Pelser Promised to get back to us 

Advtech/CCI Frank Thompson/Sandy Mey Expressed interest and wished 

to be kept in the loop 

unavailable to attend though 

Open Learning Group Ettienne Stiglingh New CEO still settling in 

Academy of Learning Elma Hancock/John Walt Confirmed 
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Maccauvlei Training Academy Guy Blackbeard Can’t attend but will send 

written response 

Regenesys Anreetha  No response  

IQETD Dr Tholsia Naicker Requested information 

awaiting response 

Resonance Institute of Learning Rooksana Rajab/Elmarie Britz Confirmed 

Eduskills Rainbow Bajith Panday Confirmed 

Eduskills Rainbow Thava Pillay Confirmed 

Eduskills Rainbow Busi Sibisi Confirmed 

APPETD Cynthia Reynders  

 

 

 

 

1. Let’s go around the room and introduce ourselves. Please state which institution you come from 

and what your duties are. 

 

 

 

2. The purpose of this focus group discussion is to discuss how best the ETDP SETA can plan for skills 

development in the private FET sector over the next year. In order to plan effectively we would like 

to get your insights on what your business’s human resource development needs are for the next 

year. 

 

 

 

3. Perhaps first some ground rules: Please feel free and relaxed and contribute by raising your hand. 

Try to be succinct in making your comment and strive to be equitable in your contributions to the 

discussion. Is it OK that we tape record the discussions mainly for the purpose of transcription and 

record keeping? 
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4. What is your opinion of the current state of private education and training in South Africa? 

 

 

 

 

 

5. Do you feel confident /concerned for the sector for the next year? 

 

 

 

 

6. What informs your optimism/concerns for the next year? 

 

 

 

 

 

 

7. Are there factors that you are aware of that will lead to a decline or a growth of jobs in the private 

FET over the next year?( Political, economic, social, technological, environmental, legislative) 
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8. To your knowledge what skills are in oversupply and what skills are in shortage in the sector? 

 

 

 

9. What professional development initiatives does your institution engage in and do you find that it 

does address the needs of your business. Please also indicate how your own professional 

development needs are met or can be met? 

 

 

10. ‘Scarce skills’ refer to those occupations in which there is a scarcity of skilled, qualified and 

experienced people to fill particular roles or occupations in the labour market, currently or in the 

future, either because such skilled people are not available or they are available but do not meet 

employment criteria. 

 

To your knowledge is there any scarcity of skills in your institution/the private FET sector, what are 

they and how do they manifest? 

 

 

11. ‘Critical skills’ refer to skills for those occupations where there are qualified people but they lack 

particular skills/competencies needed for their work, for changes that are occurring or for career 

path development. These skills are sometimes called “top-up” skills. 

 

 

To your knowledge have you found any shortage of critical skills in your institution/ the private FET 

sector, what are they and how do they manifest? 
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12. What are your top three priorities as it relates to human resources development for next year? 

 


