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Executive Summary 
In accordance with the Skills Development Act, 2008 section 10(a) each Sector Education and 

Training Authority (SETA) is required to develop a Sector Skills Plan (SSP) within the 

framework of the National Skills Development Strategy (NSDS) III. The SETAs are mandated to 

promote skills development in their designated sectors. This process involves sector planning 

research to ensure the public investment in  the skills development resonates with the needs 

of the SETAs’ constituencies and key government economic and social priorities. The SETAs 

are tasked to develop and submit annual Sector Skills Plan updates to the DHET.  

The purpose of this Sector Skills Plan (SSP) update is to provide research that will provide 

authentic data and labour market-related information to inform the SETA national SSP update 

for 2019/2020. The focus of this study is applied to the Statutory Bodies in which for 

operational purposes and organizing its constituencies, the ETDP SETA has combined SETAs, 

professional bodies and quality councils. This report includes empirical data relating to the 

sector profile, and gathered analysed and validated skills demand and supply data from the 

SETA Constituent levy payers and non-levy payers across provinces, as well as to determine 

appropriate skills development needs and interventions for the short, medium and long-term 

for the Statutory Bodies as a subsector. The Statutory Bodies as a sub-sector in the context of 

the ETDP SETA constituencies is an emerging sub-sector. Even though not all entities under 

this sub-sector pay levies, the SETA is wholesomely supporting the sub-sector to nurture its 

growth where skills development is concerned. According to the NQF Act No. 67 of 2008, 

there are three quality assurance bodies looking after the National Qualifications Sub-

Frameworks and those are: Umalusi for GENFETSF, Council for Higher Education (CHE) 

responsible for Higher Education Qualifications Sub-Framework (HEQSF) and Quality Council 

for Trades and Occupations (QCTO) responsible for trades and occupations in the workplace. 

The quality councils are the smallest employer in this subsector with about 245 employees. 

All of these quality councils are statutory bodies mandated according to different legislations 

and or government gazettes. The research has also found out that there are around 83 

professional bodies registered by SAQA. However, only 6 of those have their activities related 

to the ETD sector. The 5 professional bodies employ to the region of 328 people. The following 

table shows their statutory body statuses and focus areas: 
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Name Type Statutory 

Yes/No 

Focus Applicable 

Legislation 

South African 

Council for 

Educators (SACE) 

Professional 

Body 

Yes To provide for the registration 

of educators; promote the 

professional development of 

educators; set, maintain and 

protect ethical and professional 

standards for educators 

SACE Act of 2000 

Association for 

Skills 

Development in 

SA (ASDSA) 

non-statutory 

professional 

Body 

No represents skills development 

practitioners and skills 

development administrators 

N/A 

outh African 

Board of People 

Practices 

(SABPP) 

Professional 

Body 

recognized by 

both SAQA 

and NQF Acts 

No Professional body for HR 

practitioners and quality 

assurance for HR learning 

provision. 

N/A 

Independent 

Examination 

Board 

Independent 

assessment 

body, 

accredited by 

Umalusi 

No Offers external assessments 

mainly for independent schools. 

N/A 

Education 

Labour Relations 

Council 

Statutory 

Body 

Yes Bargaining council that 

promotes the maintenance of 

labour peace in the public 

education sector. 

Employment of 

Educators Act 76 of 

1998. 

South African 

Qualifications 

Authority (SAQA) 

Statutory 

Body 

Yes Oversees and monitor the 

implementation of the NQF. 

National 

Qualifications 

Framework Act No. 

67 of 2008 

 

There are currently 21 SETAs in the PSET system. The SETAs employ about 1160 people in this 

sector majority of which are in the clerical support level. 
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Research Methods and Processes 

The key question that this 2019/2020 SSP Update seeks to answer is; what are skills priorities 

for the Statutory Bodies sub-sector in order to recommend skills priority actions for each sub-

sector? To answer this question comprehensively, the ETDP SETA conducted sub-sector skills 

planning research which contributes to the development of the ETD SSP, using mainly 

qualitative, with some quantitative, research methods.  

This research project was originally conceptualised as a desktop study combined with the 

administration and analysis of data using a questionnaire given to Statutory Bodies operating 

in the education, training and development sector. The research design commenced with a 

desktop exercise and literature review about quality councils, professional bodies and SETAs. 

A consultation process involving all the researchers contracted to work on the various 

subsectors of the ETD field was then engaged in. Since the consultation process, the research 

team undertook the following: 

1. A questionnaire was developed for use in the Statutory Bodies Sub-sector to probe 

specific information regarding the employment figures, trends, factors affecting skills 

demand. The questionnaire also contained specific questions pertaining to hard-to-fill 

vacancies, scarce skills and the proposed interventions required to address these 

requirements from the perspective of the respondent. The focus was purely on 

Statutory Bodies as per the defined SIC codes; and contacts were collected for the 

distribution of the questionnaires—most of these were not available on websites and 

had to be sourced from the SAQA website indicating details of the various SETAs and 

Professional Bodies. 

2. statistical data was sourced from SAQA, Umalusi, CHE, Professional Bodies as well as 

the SETAs; 

3. all the SETAs were contacted to source available databases and annual reports; 

4. the questionnaires were sent to all the organisations where e-mail addresses were 

available.  

5. interviews were conducted with individuals from the SETAs, 8 individuals from the 

Quality Councils and 4 individuals from the professional bodies operating in the ETD 

sector using an interview schedule; 

6. regular reminders were sent to the recipients of the questionnaire; 
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7. a detailed list of documents inclusive of Annual Reports, Annual Performance Plans 

and Financial statements were collated using desktop research methodologies 

inclusive – this includes academic articles, newspaper articles, government 

documents and reports and ETDP SETA documents provided by the research team.  

8. provisional analysis of the data was completed by April 2018, and further analysis was 

completed by July 2018. 

9. the first draft report was delivered on the 15th of February 2018 with additional 

changes and input provided by the ETDP SETA stakeholders. The draft report was 

updated and delivered on the 6th of March 2018 to accommodate additional feedback 

and changes from the ETDP SETA stakeholder team. The final draft report was 

completed following analysis of data sets provided by the ETDP SETA inclusive of the 

Annexure 2 WSPR data for the 2018/2019 period.. 

Sub-Sector Skills Planning Research  

The sub-sector research comprises both quantitative and qualitative methodologies which 

incorporates a two-pronged strategy of desktop and field research as captured in Figure 1 

below.  

 

Figure 1: Project Approach and Timelines 

Data Collection and Analysis 

To establish a baseline analysis for the ETDP SETA SSP Update focussing on the Statutory 

Bodies sub-sector the research team conducted the following activities: 

Nov - Dec 2017

Project 
Initiatiation

Detailed project 
plan

Dec '17 - Feb '18

Lirature Review

Research 
Methodology

Research Tools

Updated Sector 
Profile

Status Report

Feb '18 - April '18

Conduct Site Visits

Provincial 
Consultations

Key Informant 
Interviews

May '18

Insight analysis
May '18 - July '18

Final draft report

Project closure
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1. Questions were identified and formulated into the research instruments to the 

relevant stakeholder groups inclusive of SAQA; Quality Councils and Professional 

Bodies and SETAs. These questions were formulated according to the strategic focus 

areas of the sector skills plan. Closed questions were used to verify information 

submitted in the Annexure 2 WSPR data and open ended questions utilised where 

respondents could clarify or provide reasoning or opinions on the prevalence of 

certain trends or occurrences. 

2. Research instruments were compiled into a digital format to ensure ease of 

collection, analysis and availability of the data to the research team 

Data sourcing 

1. Researchers utilised available data sources in the forms of Audited Annual Reports, 

Annual Performance Plans and Financial statements (where required) of the key 

stakeholder groups 

2. Electronic surveys were developed where respondents were unavailable for in-

person meetings. 

3. Key questions were developed and submitted for approval to aid in interviews 

and/or focus groups 

4. Findings were documented and collected 

5. Workshop were conducted to discuss and develop key themes emerging from field-

work  

Data interpretation  

1. Further follow-up phone calls or engagements were conducted to explore key 

themes established in previous project stages 

2. Workshops were conducted with ETDP SETA Research Team to amend the structure 

of the report 

3. Stakeholder interviews were also conducted 

Data Collection 

The research team identified the requirement for the following research mechanisms to be 

included in the study as indicated in Table 1 below: 
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1. Documentary analysis: To undertake the research required for the Labour Market 

Profile as well as the Employer Profile sections in this specific sub-sector study, 

researchers engaged in an analysis of the Annual Reports and Annual Performance 

Plans of the relevant Statutory Bodies. Areas contained in the analysis include: 

i. Personnel Costs by Programme 

ii. Personnel Cost by Salary Band 

iii. Training Costs 

iv. Employment and Vacancies 

v. Reasons for Staff Leaving 

vi. Labour Relations Misconduct and Disciplinary Procedures 

vii. Employment Equity Information 

b. NSDS III Goals and Objectives were analysed to provide a basis for analysis. 

c. Strategic Partnerships: Existing and potential partnerships identified (where 

available) within the Statutory Body Stakeholder Groups. 

2. Interviews with key stakeholders as identified to obtain qualitative data: In-person 

interviews were conducted in Gauteng with telephonic or video-conferencing 

interviews were planned to accommodate national interviews. All regional individuals 

referred questionnaires back to head office level as they felt the questionnaires 

included areas that they could not address confidently. 

3. Focus groups with key stakeholder groups on a national basis to ensure a 

comprehensive overview of national priorities and challenges are included in this 

study.  

a. A focus group was conducted with the kind assistance of the SETA HR Forum.   

i. This session allowed for further validation of qualitative data and 

verification of certain elements of the quantitative data already 

included. 

b. The format of the focus group conducted during the SETA HR Forum adhered 

to the following guiding principles: 

i. Contextualisation and introduction to objectives and format 

ii. Group discussion led by a facilitator utilising digital collection tools 

iii. 2 breakout sessions focussing identified focus areas and themes 

iv. Report-back on these sessions 
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v. Close-out: Summary, next step and session close.  

4. Digital- and telephonic surveys to accommodate a larger data set in the overall 

professional body sample, for individual stakeholders that were not able to attend or 

accommodate personal interviews and/or focus groups.  

a. The surveys were included to accommodate the qualitative data collection 

component of the research project and to allow for larger penetration within 

the identified stakeholder group. 

b. Surveys were developed in Zoho Survey to accommodate accurate tracking, 

distribution and data collation from the stakeholder groups. Surveys allow for 

completion using a desktop PC, smartphone or tablet as well as offline (printed 

survey completion) where required. 

c. Digital surveys could also be facilitated telephonically through the assistance 

of an agent. This allows for ETDP SETA to collect data using the individual 

survey link and tracking the number of surveys completed via telephone. 

d. Surveys were conducted with the groups identified in Table 1 below. 

Data collection was aligned with the purpose of the research as well as aligned to budget to 

ensure a sizeable, national sample across all statutory bodies to guide insight analysis. The 

research questionnaire in Appendix A: Research tools indicated the list of questions covered 

in each of the stakeholder engagements. 

Access to stakeholders 

ETDP SETA provided a signed letter of introduction which was distributed to the relevant 

stakeholder groups explaining the scope and purpose of the research project as well as the 

required feedback and/or assistance required to obtain relevant data for the study. 

Sample Selection and Regional Distribution 

A purposive sampling approach has been incorporated to conduct interviews, focus groups 

and digital and/or telephonic surveys. Representatives have been selected and collated across 

all stakeholder groups and provinces. 
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Stakeholder Group Interviews Focus 

Groups 

Digital and 

Telephonic 

Surveys 

SAQA X  X 

3 Quality Councils X  X 

21 SETAs X X X 

5 Professional Bodies: In Education, Training and Development 

Sector 

X  x 

Table 1: Data collection across stakeholders 

Regional Distribution of Respondents 

Through its engagements with the relevant stakeholders the research team compiled 

databases of individuals that can be included in this study across all levels of employment 

throughout the relevant stakeholder body to ensure an accurate description and analysis of 

data can be conducted. Provincial data has been collected to provide a regional snapshot and 

comparison of the collected data. 

Province Statutory 

Body: Other 

Statutory Body: 

Professional 

Body 

Statutory 

Body: Quality 

Council 

Statutory 

Body: SETA 

Total 

Eastern Cape  1  15 16 

Free State    12 12 

Gauteng 1 69 10 43 122 

KwaZulu Natal  4  23 26 

Limpopo    13 13 

Mpumalanga    9 9 

North West    6 6 

Northern Cape    7 7 

Western Cape  5  19 24 
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Province Statutory 

Body: Other 

Statutory Body: 

Professional 

Body 

Statutory 

Body: Quality 

Council 

Statutory 

Body: SETA 

Total 

Sum of Record 

Count 

1 81 10 147 238 

Table 2: Regional distribution of individual respondents 

To ensure a specific focus on stakeholders in the education, training and development sector, 

a small focus sample of professional bodies have been collated. This ensures that ETDP SETA 

understands priorities, challenges and plans for the Professional Bodies stakeholder group as 

well as a micro-analysis of the specific measures within the ETDP sector. 

Triangulation of data 

Cross-validation and triangulation of findings were conducted to validate the findings. The 

metholodology utilised to address this requirements was to verify respondends from 

qualitative engagements with stakeholders with official documentation and reports approved 

by the Auditor General (such as Annual Reports).  

Further triangualtion was then completed based on an analaysis of two (2) consecutive 

Annexure 2 WSPR data submissions as received by the ETDP SETA. 

Further consultation with the SETAs Human Resources forum also provided additional 

interpretative information based on figures submitted, indicating that certain data elements 

are withheld due to internal constraints or policies.  

A key aspect of the research approach involves the cross-validation and a level of 

triangulation of data, to ensure robust research findings.    

Limitations 

1. Availability- and access to data: Even though the general availability of data for the 

completion of the study is favourable, not all Professional Bodies stakeholder groups 

do not always have published Annual Reports or Financial Statements in the public 

domain.  

2. Professional bodies not classified as statutory communicated a challenge pertaining 

to permanent, or employed resources as most of respondents indicated a compliment 



 

P
ag

e1
2

 

of individuals working on an ad-hoc basis, representing a consortium of private 

individuals or committees compiled by a process of nomination as opposed to 

identified skills. 

3. Access to this information is proving cumbersome with individual stakeholders stating 

that only limited information will be made to the research team. 

4. Data comparability and accuracy: To ensure data collection is accurate and 

measurable for comparison, it must fall within the same guiding timelines. In this case, 

the research team has opted to work in accordance with the financial year of a 

respective period indicating data from 1 February - 31 March for the same financial 

period. 
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Chapter 1: Economic Sector Profile 

Scope of Coverage 
The scope of coverage covered for the purpose of the study is defined in accordance to the 

following Standard Industry Classification (SIC) codes and have been aligned to the ETDP SETA 

sub-sector and sub-sector overlaps. 

The ETDP SETA’s scope of coverage includes 17 standard industry classification codes (7). For 

the purpose of this study only two (2) of the classifications will be focused on to enhance 

specificity in the data collection. 

Standard Industry 

Classification (SIC) 

Code 

Major Economic 

Activity 

ETDP SETA Sub-

Sector 

ETDP Sub-Sector 

Overlap 

92010 Examination and 

Assessment Bodies 

Quality Assurance 

Bodies 

Statutory Bodies 

95121 Professional 

Organisations in 

Education 

Professional 

Organisations in 

Education 

 

Table 3: Standard Industry Classification Codes included in the Statutory-body Sub-sector 

 

To provide focussed input pertaining to Professional Bodies, five (5) professional bodies 

related to Education, Training and Development were selected for inclusion in this study. 

Even though there were other professional bodies indicating core activities in education, 

training and development as in the case of Chartered Institute of Professional Practitioners 

and Trainers (CIPPT), they were either too small or currently staffed with individuals from 

other organisations.   

Professional Body Status and/or Type Provincial Representation 

South African Council for 
Educators (SACE) 

Statutory Yes 

Association for Skills 
Development in SA (ASDSA) 

Statutory Yes 

South African Board of People 
Practices (SABPP) 

Statutory Yes 

Independent Examination 
Board 

Independent Assessment Body No 

Education Labour Relations 
Council 

Statutory No 

Figure 2: Professional Bodies operating in the Education, Training and Development sector. 



 

P
ag

e1
7

 

 

Ties to the South African National Qualifications Framework 

The National Qualifications Framework Act, 67 of 2008, provides for the National 

Qualifications Framework (NQF) and is a comprehensive system, approved by the Minister of 

Higher Education and Training, for the classification, registration and publication of 

articulated and quality-assured national qualifications and part-qualifications. The South 

African NQF is a single integrated system comprising three co-ordinated qualifications Sub-

Frameworks for General and Further Education and Training, Higher Education and Trades 

and Occupations. 

 The functioning of the various bands of the NQF are greatly supported by and reliant on the 

adequate capacity and resources of all the Statutory Bodies as in the Quality Councils, Sector 

Education and Training Authorities and Professional Bodies that serve spcific professions. 

Key Role Players 

Department of Higher Education and Training 

The Department of Higher Education and Training (DHET) was established in 2009 when the 

former Department of Education was divided into two sections: Basic Education and Higher 

Education and Training. The mandate of the Department included aspects of skills 

development which had previously resided with the Department of Labour. The new 

Department was specifically established to focus on post-school education and training 

holistically and has extended its scope of operations extensively. CHE informs DHET and SAQA 

on verification and accreditation cycles and re-accreditation processes. DHET engages actively 

on all the stakeholders indicated in this study and provides assistance in accordance with 

mandated functions. 

The South African Qualifications Authority (SAQA) 

The South African Qualifications Authority (SAQA) is a juristic person - that is an entity given 

a legal personality according to the National Qualifications Framework Act No. 67 of 2008. Its 

mandate is to oversee and monitor the implementation of the NQF. All the Statutory Bodies 

indicated in this study have a working relationship with SAQA to ensure that accredited 

qualifications are recorded in accordance with the requirements of the relevant education 
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and training sub-framework as well as verification of registered providers are evaluated and 

monitored through standard industry procedures. 

Education Providers  

Statutory bodies in their various forms engage with other education stakeholders (whether 

public-or-private) in the course of their operations. Depending on the relevant mandate and 

legislation1 the statutory bodies will either fulfil a direct role or responsibility or delegate the 

function in accordance with the Act in question. This essentially means that the statutory 

bodies include education providers as role players in the education and training lifecycle. 

Statutory Body Primary Focus 

Area 

Secondary Focus 

Area 

Supporting 

Functions 

End-user 

Umalusi Public Schools Private Schools Further Education 

and Training- and 

Adult Learning 

Centres 

Learners and 

Parents 

QCTO / SETAs Employers and 

Public TVETs 

Private Higher 

Education Colleges  

Development and 

Assessment 

Quality Partners 

Learners and 

Academic Sponsors 

CHE / Professional 

Bodies 

Public Higher 

Education 

Institutions 

Private Higher 

Education 

Providers 

Specific 

Professions such as 

Nursing or 

Engineering 

Learners and 

Academic Sponsors 

Figure 3: Stakeholder relationships during the education lifecycle 

Essentially both Public- and private schools have strategic engagements with Umalusi through 

the Department of Basic Education and is reliant on the efficient functioning especially the 

area of quality assurance and certification. The same will apply in the QCTO/SETA space, 

although governed by other legislation has an overarching responsibility to learners in 

ensuring the delivery of quality education and swift procedures as it applies to verification 

and certification.  

The CHE of the Department of Higher Education operates with certain delegated functions in 

its role as accrediting body and thus maintains a stronger focus on the verification and quality 

assurance function as certification is delegated in accordance with the prescriptions in the 

Higher Education Act 101 of 1997. 

                                                           
1The General and Further Education and Training Quality Assurance Act No 58 of 2001, the Skills Development Act 97 of 
1998, The Higher Education Act 101 of 1997 
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Sector economic performance 

Economic Performance in the context of this study is defined as an assessment of an 

organization and its success in areas related to its assets, liabilities and overall market 

strength.  

Income is one of the most significant factors in measuring economic performance, and gross 

domestic product (GDP) is the most commonly used measure of a country's economic activity. 

In short, GDP reflects the value of all final goods and services legally produced in an economy 

in a given time period.  

Based on the analysis of the Financial Statement of Position of the respondents included in 

this study, it is apparent that the Sector Education and Training Authorities contribute the 

most to the sub-sector income. 

Statutory Bodies Sub-sector 
SAQA R63,526,080  

Quality Councils R139,307,184  

SETAs R10,285,190,100  

Professional Bodies R 277,080,731 

 Total R10,765,104,095  
Figure 4: Financial Statement of Position as per Audited Financials for the Period 2016/2017 

Although in-depth financial analysis was not conducted this category also indicated two SETAs 

operating at a deficit during this period. An analysis of the 2017 budget as published by 

Treasury also indicated that Sector Education and Training Authorities underspent in the 

previous financial period. This could indicate that additional funding was available, but not 

utilised that could essentially contribute to skills development activities and plans. The same 

is indicative of funding to the SETAs as paid by the Department of Higher Education and 

Training. Funding was made available to SETAs as reported in the DHET Annual Report 

2016/2017 that indicated that allocated funds were either underspent or not drawn. 

Sources of funding 

In the case of the Statutory Bodies sub-sector income is generated in the form of levies (such 

as skills development levies, interest and penalties collected by SETAs), money received by 

the National Skills Fund, Grants and Donations (as in the case of grants paid by the 

Department of Higher Education and Training) as well as levies paid (in the case of 
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apportioned payments being made by the SETAs to the Quality Council for Trades and 

Occupations. 

Employer Profile 

In this section we attempt to indicate how many entities are included in the sub-sector, what 

size they are as well as their geographical representation. This section also speaks to 

performance in terms of closures and start-ups. 

Representation of employers within the sub-sector: Statutory Bodies 

An analysis of the Statutory Body sub-sector indicates the following breakdown as at 31 

March 2017: 

Names of Employers in the ETD 
Sector 

 

Total No. of 
employers submitted 
WSPRs (2017) 

Total No. of 
employers submitted 
WSPRs (2018) 

Total No. of 
employers per Sub- 
Sector  

SAQA 1 1 1 

Quality Councils 1 1 3 

SETAs 8 14 21 

Professional Bodies: All   83 

Professional Bodies: ETD   (5) 

Table 4: Representation of Employers across Stakeholder Groups 

 

Labour Market Profiles 
This section addresses how many individuals were employed in at the time of the study and 

includes a view on employee race, age and disability characteristics. This section also speaks 

to the evolution of the sector and any measurable trends that could be identified. 

Desktop analysis aided the collection of data which served as a basis for conversation or input 

during stakeholder interviews.  

The Statutory Body sub-sector employed an estimated total of 2217 individuals for the period 

ending 31 March 2017 as compiled from the analysis of audited annual reports and 

verifications from qualitative engagements with respondents during interviews. Table 5 

below indicates the spread of these individuals across the various bands ranging from 

Managers, Professional to Elementary Workers. 

 

 



 

P
ag

e2
1

 

Table 5: Employment figures across stakeholder groups in the Statutory Body sub-sector 

Employment Figures as at 31 March 

2017 SETAs 

Quality 

Councils 

Professional 

Bodies TOTAL 

Managers 106 31 46 2239 

Professionals 266 103 92 667 

Services and Sales Workers 462 47 109 712 

Clerical Support Workers 284 54 46 492 

Elementary Workers 42 10 35 107 

Totals 1160 245 328 2217 

 

Small variances occurred during data triangulation at certain points where employed 

individuals where either part of a disciplinary process or where in certain instances employees 

were promoted/demoted. The figures were not statistically relevant and provided a small 

margin of error. 

Broad Occupational Groups  

Preliminary desktop analysis indicated key requirements for functions aligned to programme-

level aligned to institutional mandates. Core occupational groups are indicative of functions 

and roles related to Monitoring, Evaluation, Certification, Verification, Project Management, 

Administration, Quality Assurance and Communications. These core occupational groups are 

discussed in more depth later during this report but the statutory body sub-sector indicated 

high levels of correlation between broad occupational groups.  

Limited access to professional bodies outside of the “statutory” classification indicated high 

usage rates of appointed representatives on an annual volunteer basis or in receipt of 

marginal remuneration in accordance with time and materials. This would indicate a high-

possibility that volunteers might contribute to professional bodies on the basis of willingness 

as opposed to required skills. 

Employment Equity Figures 

A study of audited Annual Reports indicated the following high-level employment equity for 

the sub-sector statutory body sub-sector. Limited information was available on Professional 

Bodies. 
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Table 6: Reported Employment Equity Data as consolidated from available information in Annual Reports 2016/2017 

The data above indicates a strong prevalence of women being representative of the statutory 

bodies sub-sector. African Woman also dominated in the Professionally Qualified and Top and 

Senior Management Structures with lower representation by White women. Transformation 

for women from representative groups in the Indian and Coloured communities are not 

adequately represented throughout the data available and represented poorly in levels of 

occupations such as Professionals and Managers.  

These findings triangulated with data from qualitative responses during stakeholder 

engagements and respondents indicated a lack of representation of women in these groups 

during recruitment processes and could be identified as an area for improvement in 

recruitment practices. 

Managers
Professionally

Qualified
Service and

Sales Workers

Clerical
Support
Workers

Elementary
Workers

Total

African 275 85 16 376 2 754

Coloured 1 6 2 8 0 17

Indian 2 2 14 24 0 42

White 31 35 0 66 2 134

Total 309 128 32 474 4 947
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Table 7: Reported Employment Equity Data as consolidated from available information in Annual Reports 2016/2017 

Analysis of the data above interestingly points to a marginally higher representation of 

women in the sub-sector. In terms of the Employment Equity data studied the same emerging 

trend indicated higher representation of African Males in the Professionally Qualified and 

Manager Groups. Representation by White males indicative of representation in the 

Professionally Qualified and Clerical Support Worker categories and qualitative engagements 

indicated that these numbers are incrementally reducing.  The same trend as in the analysis 

of the Female Employment Equity data was prevalent indicating similar, low levels of 

representation of employees in the Coloured and Indian Communities. 

Age Analysis 

The ability to conduct an accurate age analysis of employees in this sub-sector was hampered 

by limited information on available reports as well as the high-level of contract and 

permanent contract workers. WSPs submitted indicated in certain aspects the ages in broad 

categories either for training completed or planned but did not provide statistically relevant 

basis for findings. However, respondents from the SETAs indicated the emergence of a 

younger workforce entering professions within the Sector Education and Training Authorities 

which drove requirements for new areas of skills development within the organisations.  

Disability Characteristics 

Inconsistencies in reporting styles proved challenging in evaluating an accurate basis the 

widening of access for people with disabilities to the sub-sector. Formal, published 

Managers
Professionally

Qualified
Service and

Sales Workers

Clerical
Support
Workers

Elementary
Workers

Total

African 183 89 41 338 3 654

Coloured 1 5 7 13 0 26

Indian 0 0 4 1 5 10

White 8 27 8 43 0 86

 Total 192 121 60 395 8 776
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information was either vague or not published in a standardised, comparable manner without 

jeopardising the integrity of the findings. Qualitative engagements with respondents did 

however indicate that there was low levels of penetration of disabled individuals entering the 

sub-sector. All respondents rated their employers as being open and fair in terms of hiring 

practices and were not aware of any forms of discrimination against any sex, race or disability 

in either internal- or external recruitment activities. 

An interesting comment from the focus group with the SETA HR Forum indicated that due to 

the majority of SETAs currently operating from leased premises and on strict orders to reduce 

operational costs, not all buildings have been evaluated and/or modified for easy access for 

staff or customers with certain physical disabilities.  

Salaries and Performance Figures across Bands 

Desktop analysis allowed for the consolidation of reported salary payments across the 

categories reported below. Table 9 below indicates that Statutory Bodies sub-sector 

accumulated a total of R 34,366,879 (‘000) in personnel costs for the period ending 31 March 

2017.  

Table 8: Personnel Costs for Statutory Bodies as per 2016/2017 annual reports 

Table 9 below indicates the performance rewards paid to various tiers during the 2016/2017 

financial year. In the SETA space, the highest amount of performance rewards was paid out 

(a total of R 5,618,000 to the Professional Qualified tier wherein the Quality Councils the 

largest amounts of performance rewards were paid to the Senior Management tier.  

Personnel Cost by 
Salary Band 

SETAs  Quality Councils Professional 
Bodies 

Total 

Managers R 4 268 031 000,00 R 33 871 000,00 R 13 668 000,00 R 4 315 570 000,000 

Professional 
Qualified 

R 13 465 651 000,00 R 62 013 000,00 R 4 138 000,00 R13 531 802 000,00 

Sales and Services 
Workers 

R 15 227 770 000,00 R 20 123 000,00 R 7 648 000,00 R15 255 541 000,00 

Clerical Support 
Workers 

R 530 384 000,00 R 14 900 000,00 R 7 198 000,00 R552 482 000,00 

Elementary 
Workers 

R 708 438 000,00 R 1 349 000,00 R 1 697 000,00 R711 484 000,00 

 R 34 200 274 000,00 R 132 256 000,00 R 34 349 000,00 R34 366 879 000,00 
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Performance Rewards SETAs Quality Councils  Overall Total  

Management R 5 604 000,00 R 587 768 000,00 R 593 372 000,00 

Professional Qualified R 5 618 000,00 R 382 769 000,00 R     388 387 000,00 

Service and Sales Workers R 4 013 000,00 R 79 566 000,00 R       83 579 000,00 

Clerical Support Workers R 3 375 000,00 R 7 225 000,00 R       10 600 000,00 

Elementary Workers R 374 000,00 R 11 790 000,00 R       12 164 000,00 

 R 18 984 000,00 R 1 069 118 000,00 R  1 088 102 000,00 

Table 9: Performance Rewards for Statutory Bodies sub-sector as reported in 2016/2017 Annual Reports 

Training Expenditure 

As per the analysis of the Human Resources Reports in the consolidated analysis of the 

2016/2017 Annual Reports, Training expenditure for the period ending 31 March 2017 

indicates that a total number of 915 individuals were trained across the respective 

stakeholder groups and a total amount of R 906920 (‘000) spent on training initiatives for the 

period. The highest number in this review indicates that the SETAs are conducting more 

training (a total of 742 individuals) at a lower average training cost per employee indicating 

the implementation of optimal training and upskilling initiatives that take advantage of 

economies of scale in terms of expenditure. The Quality Councils spent an average of 

R51,242.00 per employee during the same period but only trained 149 individuals. This figure 

along with the vacancy rate of 174 individuals could indicate a lack of performance capability 

as well as risks to succession planning initiatives.  

This amount correlated to the Quality Councils and the SETAs as Professional Bodies did not 

report to an adequate depth to provide an aggregate amount. Attempted triangulation in 

interviews were also difficult as the information was not easily accessible due to issues with 

either field level reporting or the ability of the Management Information System (MIS) to be 

able to generate the required data. 

 

Key Section Finding 

1. Increase in female representation in the Statutory Body Sub-sector, specifically in categories 

of Professional Qualified and Senior and Top Management 

2. Underrepresentation of Indian- and Coloured representatives in the workforce. 

3. Lack of availability of appropriate age analysis data  

4. Limited data available on rates of employees with disabilities within the sub-sector 
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Geographical location 

Through desktop analysis and verification in qualitative engagements with respondents it was 

possible to create the representation in the table below. 

 

Figure 5: Regional Representation of Statutory Bodies Sub-sector 

Interestingly qualitative research through formal and informal engagement with stakeholders 

that a large majority of regional offices are leased on shorter terms based on levels of 

uncertainty. This was more forthcoming from the Sector Education and Training Authorities 

who indicated either that there were recent office moves or future planned moves. Based on 

head office locations it can also be perceived that very low levels of decentralisation had been 

completed in the statutory body sub-sector. Even though interviews with respondents 

informally reassured the interviewer that the level of quality and service delivery is consistent 

at regional levels, it is the opinion of the researcher that engagement with regional offices to 

participate in the study indicated a lack of authority and certainty.  

Through the analysis of the register of professional bodies by SAQA it became prevalent that 

an overwhelming majority of professional bodies maintain active headquarters in Gauteng. 

Even though “All Professional Bodies” was not the focus of the study it did speak to a trend in 

the sub-sector. The Professional Bodies included in this study all have their headquarters 

located in Gauteng. 
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Figure 6: Recognised Professional Bodies by Region as published by the South African Qualifications Authority on its 2015 
List of Professional Bodies. 

 

Key Section Finding 

1. Low levels of decentralisation of head-office access across the statutory body sub-

sector a determining majority of Head Office locations in Gauteng. 

2. Regional representation is prevalent only in the Sector Education and Training 

Authorities (SETAs), not at all in the Quality Councils and limited in the professional 

bodies category. 

3. Varied salaries and pay scales are being addressed through ongoing benchmarking 

activities 

 

 

  

0

10

20

30

40

50

60

70

80

Gauteng Western Cape Kwazulu Natal

Recognised Professional Bodies by Region



 

P
ag

e2
8

 

Chapter 2: Key Skills Issues 
This chapter identifies factors that are driving change in the sub-sector influencing skills 

demand and supply either positively or negatively.  

Change Drivers 
Drivers of change have been identified through desktop research and analysis of policy 

documents and reports relevant to each sub-sector.  These skills issues were flagged and 

confirmed through a survey as well as further explored in interviews and focus groups. Each 

Statutory Body report is analysed to determine the main skills issues to include in the 

consolidated ETD SSP.   

Change drivers allow for the interpretation of factors impacting skills demand and supply and 

its associated implications on the sub-sector. The following change drivers have been 

identified through qualitative and quantitative methods during structured interviews and 

from the SETA HR Focus Group. This section further shows extrapolated and measured 

information in terms of the available skills and human resources which aligns to the national 

priorities such as NSDS III, NDP and Human Resources Development plans. 

1. Understanding of Framework and Policies 

Respondents in structured interviews indicated a key requirement for skills development 

initiatives to bolster the focus on National Programme priority areas. Broad attention is 

paid on occupations that focus on Quality Assurance, Evaluation and Monitoring, 

Recognition of Prior Learning, Verification, Certification, Project Management and 

Research and Planning. Respondents were in agreement that even though the core skills 

within the occupational groups were available in the market – there was a key 

requirement for skills including an understanding or experience in the relevant sub-sector. 

A mention of a specific “corporate culture” was made referring to an individual that 

understood seasonal pressures, creative problem solving and someone that required little 

to no training on internal governance- and legislative procedures.  

2. Delegation of Legislative Functions 

Legislation in the form of the Skills Development Act and the Higher Education Act both 

refer to role-players ability to delegate authority in accordance with appropriate 

measures. This is especially relevant within the functioning of the Quality Councils. The 
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QCTO, in accordance with the Skills Development Act can delegate certain functions such 

as Quality assurance and related functions and has been making use of this approach in 

various instances. To this end, the ongoing “migration” of functions such as quality 

assurance, evaluation and monitoring and project-and resource management from the 

SETAs to the Quality Council for Trades and Occupations means the QCTO is heavily reliant 

on this function being executed by the SETAs in order to deliver on its mandate. 

This means that the QCTO relies on the skills and capacity of the relevant SETA in order to 

deliver on its mandate. From a skills development perspective this engagement affords 

the opportunity for skills transfers between the SETAs and the QCTO. It is also offering the 

parties involved access to specialist consultants or resources that might not be available 

at the home office.  

An ongoing requirement for change management will call for skills development in such 

functional and managerial areas such as Organisational Change Management, Risk 

Management, Managing Conflict and Coaching and Mentoring. 

3. Information Technology 

Qualitative and quantitative analysis of past-training initiatives, planned training as well 

as stakeholder interviews indicated rapid changes in information technology as a core 

change driver. From a skills development perspective this change driver was further 

bolstered by younger employees entering the workforce in this sub-sector.   

This change could positively impact the stakeholders ability to communicate internally 

and externally and also indicated a requirement for older staff members to gain access to 

and be trained on new technologies and applications.  

A positive impact of technological advancement could be automation, improved insight 

into skills development requirements through collaborative business intelligence 

platforms. From the Annexure 2 WSPR Data it became apparent that IT skills planning 

revolved predominantly around primary productivity programs such as Microsoft Office 

Excel or Microsoft Office Word. There are untapped opportunities to promote the 

adoption of big-data and business intelligence. For elementary workers and older staff as 
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well as knowledge workers at every level of the organisation called for “refreshers” on 

productivity programmes. 

4. Organisational Development and Trends 

Structured interviews and the SETA HR Focus Group were triangulated with findings from 

the Annexure 2 WSPR data indicated skill development requirements around innovation 

and leadership development. A sub-focus of leadership development was also indicative 

of sectoral innovation not only on the education, training and development sector but 

also the applied to the relevant industry of focus of the respondent (Financial services, 

Wholesale and Retail, Local Government etc.) 

Organisational development and Human Resources planning also indicated the enhanced 

skills development requirements of strategic HR functions such as job-profiling and 

succession planning. As many respondents in both the Sector Education and Training 

Sectors as well as the Quality Councils indicated that they make use of external agencies 

for the purpose of recruiting staff, opportunities for skills development and job creation 

exist within the spheres for Internal Recruitment and Internal relations. This is a key area 

that could also provide a basis for shared services on a long-term basis.  

Pertaining to responses and commentary in both structured interviews and qualitative 

data from focus groups, little development has occurred around Organisational Change 

Management and Behaviour, skills that could aid the ever-evolving legal and governance 

landscape in the statutory-body sub-sector. Uncertainty around the longevity of the SETAs 

in accordance with the QCTOs delegation of functions provided strong feelings of 

uncertainty as to the future and strategies of the SETAs beyond 2020.  

4. Quality Assurance, Evaluation and Monitoring and Project Management 

In the execution of its mandates and the nature of its implementation, desktop evaluation 

and triangulation with responses from interviews and focus group indicated that most 

strategies objectives in the sub-sector is defined as projects with a set time-frame, the 

requirement for the management of resources (both HR and financial) as well as the 

management of the terms of the contract or grant. Skills development requirements 

indicated requirements for the upskilling and top-up skills for project related staff, 
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increased focus on contract management for broad occupational groups such as 

professionals and senior- and top management roles, as well as functional skills such as 

analysis with productivity programs such as Microsoft Office Excel.  

Risk and compliance management was indicative as key skills along with legal functions to 

be improved in the professional bodies functioning in the education, training and 

development practices sector.  

5. Stakeholder User Experience (SuX) 

Engagement with respondents during interviews as well as an analysis of both Annual 

Reports and published Performance Plans where available indicated service delivery and 

stakeholder relationship management as key focus areas.  

Qualitative data as well as the experiences of engaging with respondents during this 

research project indicated that stakeholder user experience is severely hampered by soft-

skills including communication skills, basic administrative skills as well as scheduling and 

conducting meetings. Quality of skills varied widely and a number of respondents 

indicated that little or no training or workshops were conducted or planned to evaluate, 

monitor and improve stakeholder relationship management. Effectiveness of relationship 

management is also effected by access to individuals, which could be an effect of the lack 

of head-office decentralisation.  

 

Alignment with National Strategies and Plans 

National Skills Development Strategies 

The extended third National Skills Development Strategy (NSDS III) follows the integration of 

higher and further education and skills development into a single Department of Higher 

Education and Training. Partnerships between employers, public education institutions (FET 

colleges, universities, universities of technology), private training providers and SETAs  is 

promoted so that the integration of education and training becomes a reality experienced by 

all South Africans. Priority is given to strengthening the relationship between public colleges, 

universities and the SETAs, as well as with employers. For analysis, during this study, the 

research team studied the broad goals and objectives of the NSDS III on the relevant 

stakeholder group as well as its implications for skills planning. Statutory bodies play an 
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integral role in ensuring overall direction and alignment of their constituents through policy 

development and compliance measures as well as the development of strategic partnerships 

and quality improvement plans. 

NSDS III Goals and Objectives Achieved: SETAs 

In addressing their mandate, Statutory Bodies implemented the NSDS III goals and outcomes. 

As a result, the sub-sector developed their Strategic Plans, Annual Performance Plans and in 

the case of the SETAs, Sector Skills Plans within the framework of the National Skills 

Development Strategy and other key Government strategies. This was intended to ensure 

that skills shortages are addressed through the disbursement of skills levies in the form of 

mandatory and discretionary grants allocated to implement various learning programmes 

such as learnerships, internships, bursaries, work integrated learning and graduate 

placements. 

The overall performance of the SETAs across all outcomes based on the year under review is 

satisfactory. The following NSDS goals were achieved during the 2016/17 financial year: 

1. Total workers entered: Learnerships, Bursaries and Skills Programmes – 130 353 

learners funded; 

2. Total workers certificated: Learnerships, Bursaries and Skills Programmes – 107 704 

learners funded; 

3. Total unemployed entered: Learnerships, Internships, Bursaries and Skills 

Programmes – 114 203 learners funded; 

4. Total unemployed certificated: Artisan, University graduate placement, TVET College 

partnerships, universities partnerships, AET programmes, co-operatives supported, 

and small business supported – 29 581 learners certificated; and 

5. Total number of NGOs, NLPEs and CBOs supported, and career guidance provided – 

17 596. 

The National Development Plan: A vision for 2030 

South Africa’s National Development Plan, launched in 2012, is a detailed blueprint for how 

the country can eliminate poverty and reduce inequality by the year 2030. For this study 

findings are aligned to the following sections of the NDP: 
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1. Quality Basic Education: The National Development Plan’s vision is that by 2030, South 

Africans will have universal early childhood education, high-quality schooling, further 

education and training. 

2. A skilled and capable workforce to support an inclusive growth path: The National 

Development Plan’s vision is that, in 2030, South Africa’s education, training and 

innovation system caters for different needs and produces highly skilled individuals. 

Graduates of universities and technical and vocational colleges have the skills and 

knowledge to meet both the present and future needs of economy and society. 

Findings from this study will be measured against the stakeholder’s ability to perform 

their required functions and whether they are suitably capacitated to deliver. 

To this end, Statutory bodies within the Education, Training and Development Practices sector 

are shown to have areas for performance improvement, specifically to ensure sufficient 

resources to ensure efficient project delivery and management of resources as well as skills 

development practices to enhance the overall quality and cost-effectiveness to ensure a 

positive return on investment.  

Human Resource Development South Africa (HRD SA)  

The HRD-SA is, at one level, a coordination framework intended to combine the key levers of 

the constituent parts of the HRD system into a coherent strategy. All the HRD subsystems 

(such as the occupational learning system, which includes SETAs, FET, HE, the HRD Strategy 

for the Public Sector, and the Technology and Innovation System) have detailed strategic 

priorities, inputs, outputs and performance indicators that are elaborated within their 

respective strategic plans. There can be little strategic benefit if the HRD-SA were to simply 

replicate these details. To give effect to the strategic dimension, the HRD strategy must be 

greater than the sum of parts, and therefore needs to: 

 Bring about articulation between subsystems to allow for optimal achievement of 

systemic outcomes; 

 Initiate activities which cannot be performed in any of the subsystems but which is 

mission critical for the HRD system in the country; 

 Facilitate holistic analyses of HRD and the functioning of the labour market; 

 Deal with shortcomings in labour market information; and 
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 Ensure economies of scale with regard to complex analytical work (such as labour 

market supply and demand forecasting).  

Findings from this study indicated that although mechanisms and plans are in place within 

the Sector Education and Training Authorities and Quality Councils, performance is 

hampered due to budget constraints and a change in strategic focus as brought on by 

policy changes. 

Key Findings 

 General improvements and strategic planning for skills development revolve 

around project management  

 Additional requirements for innovation and leadership development 

 Soft-skills requires focus on collaboration, communication, team-work, relationship 

management 

 Industry specific skills such as monitoring and evaluation and programme 

development remain a key focus 
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Chapter 3: Extent of Skills Mismatch 

3.1 Introduction 
In this chapter, an analysis is made of the demand for skills in the statutory bodies as a 

subsector in order to identify occupations that are hard to fill and skills gaps that may exist. 

These are evaluated against the supply of skills in the subsector. A proposed PIVOTAL list is 

provided which identifies learning programmes that proposed as interventions in the 

statutory body sub-sector. 

3.2 Extent and Nature of Demand 

3.2.1 Vacancies and hard to fill occupations 

Staff Turnover, Recruitment and Retention 

Vacancies in the statutory bodies sub-sector arise predominantly due to a lack of relevant 

qualifications, lack of relevant experience or equity considerations. A number of respondents 

also indicated that uncertainty in the sector, specifically related to the Sector Education and 

Training Authorities created a less than favourable environment for skilled workers who 

deemed the SETA landscape as less than desirable due to ongoing legislative changes and 

uncertainty as to the longevity of the sector as a whole. The uncertainty surrounding the SETA 

landscape continues to unsettle staff and governance members. It posed some difficulty in 

recruiting and attracting specialised skills in some positions as the SETAs could only advertise 

vacancies up to 2018, prior to the Minister’s announcement of the extension of NSDS III until 

2020. 

At the time of the focus group with the SETA HR Forum 16 vacancies for the role of the 

respective SETA Chief Executive Officers were in various stages of advertisement for 

recruitment purposes. When prodded as to the reasons for the vacancies sectoral insecurity 

and the ability to secure skills within the top tiers of employment were difficult to establish 

as individuals were averse to the risks of obtaining a position that had high levels of insecurity 

and longevity. 

The emerging role of the Quality Council on Trades and Occupations (QCTO) and its right to 

delegate functions meant that the job applicants perceived the sector as less than attractive. 

The ability of the sector to attract and successfully recruit Top Management is affected by this 

trend as C-level executives saw contract positions as less than favourable despite lucrative 

remuneration opportunities. Although “generic” skills such as Project Managers are available 
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in the market, the requirement of staff that not only possess the academic capability but the 

understanding of the relevant statutory body as well as the industry within they operate plays 

an important role when considering attracting key skills and retaining qualified staff.  

The quality councils also reported process changes2 that negatively impacted skills retention 

within the sector. Financial constraints also contributed to certain key vacancies across 

directorates being put in abeyance due to the organic nature of the work3.  

Industry-specific skills such as evaluation and quality assurance, evaluation and monitoring, 

certification and industry-specific project management skills are deemed to be the scarcer 

skills to recruit. Horizontal migration of workers also meant that employees with the required 

scarce skills might move horizontally or vertically within the sector) and not necessarily exit 

the industry as a whole.  

Overall staff turnover for the sector decreased year on year from an average of 27.8% year 

against an industry benchmark of 8%. As the economic situation stabilises employers in this 

sector continue their efforts to retain staff and find innovative ways of engaging, motivating 

and recognising them to reduce the risk of losing key personnel.  

3.2.2 Occupational wage trends 

Disparities in wages have been identified across the sector and collaborative interventions 

and benchmarking is currently underway within various strategic engagements within the 

Sector Education and Training Authorities. 

3.2.3 Conditions of employment 

Conditions of employment in the statutory body sub-sector are governed by the various laws 

that regulate employment practices and labour relations in South Africa. The Human 

Resource function within the statutory body sub-sector plays a key role in facilitating and 

enabling the execution of the institutions key strategic objectives and mandates which 

includes building the intellectual capability and enabling organisational climate to enable 

them to effectively deliver on their respective mandates. The human-resources value chain 

                                                           
2  The Programme Accreditation directorate of the Council on Higher Education (CHE) reported two positions that were vacant for over 
a year of Accreditation Processes Project” which was completed at the end of March 2017.  The review of the accreditation processes 
was necessitated by the high turnover of employees in the directorate which unfortunately had a major impact in relation to the retention 
of institutional memory in the directorate. The directorate experienced a high number of litigation challenges during the year under 
review. (CHE Annual Report 2016 – 2017; 2017) 
3  “The prevailing financial constraints experienced during the year under review further necessitated the introduction of a moratorium on 
the filling of vacant positions” (Council on Higher Education Annual Report 2016 – 2017; 2017) 
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in the statutory body sub-sector contributes to a qualified staff compliment through various 

tools, interventions and processes including: 

1. The implementation and management of transparent, fair and equitable recruitment 

processes in order to attract staff that are qualified, motivated and competent to excel 

in their respective positions 

2. The improvement of the quality and efficiency of the recruitment and selection 

processes by aligning them with the relevant frameworks and matrixes; 

3. Incorporation of assessment tools to enhance the attraction, retention and 

development of staff and management in line with organisational and national 

priorities 

4. Introduction of flexible remuneration practices of senior staff members to improve 

retention of critical skills. 

3.3 Extent and Nature of Supply 

3.3.1 Occupational skills supply 

The results of the Quarterly Labour Force Survey (QLFS) for the first quarter of 2018 released 

by Statistics South Africa indicated that the South African working-age population increased 

by 153 000 or 0,4 per cent in the first quarter of 2018 compared to the fourth quarter of 2017. 

The rise in both employment (up by 206 000) and unemployment (up by 100 000) over the 

quarter led to a rise in labour force participation rate (from 58,8% to 59,3%). The 

unemployment rate (26,7%) remained unchanged over the first quarter of 2018 compared to 

the fourth quarter of 2017. 

Current forecasts on the South African Unemployment Rate is expected to be 27.80 by the 

end of 2018: Q2. According to global macro models and analyst expectations this is expected 

to drop to 27.40 within a 12 month cycle and a forecasted trend of 24 percent in 2020. 

(Trading Economics, 2018). 

3.3.1.1 Occupational Routes into the Specific Sector Labour Market 

Although a varied nature of occupations can be identified in the statutory-body sub-sector 

certain commonalities tend to exist across the quality councils, sector education and training 

authorities as well as the professional bodies. As quality assurance in a project based 
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environment creates a commonality, occupational trends across the various mandated 

functions are prevalent.  

Functions such as: 

1. Administration 

2. Program or Project Administration and Management 

3. ETQA Managers or Officers 

4. Research or Training Analysts 

5. Supply Chain Management 

6. Corporate Services (Marketing; HR and Payroll; Finance; Procurement etc). 

3.4 Skills Gaps 

A comparison of the rates of job openings and job seekers across scenarios in the linked 

macro-education model (LM-EM) for forecasting provides a broad overview of the future 

outlook for imbalances in the South African labour market. In this case the model is utilised 

to measure occupational imbalance in the statutory body sub-sector4 (Adelzadeh, 2016). 

These are skills within an occupation that are required to perform a function within the 

specific occupation (Visser, et al., 2017). There are two groups of skills gaps: (1) ‘Key’ or 

‘generic’ skills (the critical cross-field outcomes listed by SAQA, e.g. problem-solving, working 

in teams, language and literacy skills); and (2) Occupation-specific ‘top-up’ skills required for 

performance within that occupation to fill a skills gap that arose due to changing technology 

or new forms of work organisation (ETDP SETA, 2015). 

Demand for this type of skill occurs within the internal labour market of firms and is primarily 

concerned with the skill or competencies that a worker needs to perform his/her job in the 

light of recent changes in his/her job description/ requirements/tasks introduced by new 

technologies, innovative management practices or legislative reforms (Powell & Reddy, 

2014). 

                                                           
4 Skills gaps, i.e. imbalances by qualification, are estimated for all educational qualification categories by calculating the 

difference between the model’s projection of job seekers and job openings for all the main educational qualification 

categories. Finally, the model estimates the imbalances by occupation by calculating the difference between the number of 

job seekers with different occupational preference and the number of job openings by occupation. 
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Table 10: Hard-to-fill Vacancies and Skills Gaps 

MAJOR GROUP OFO CODES AND OCCUPATIONS  SKILLS GAPS SUB-SECTORS 

AFFECTED 

1- Managers 

2017-112101: Director (Enterprise / 

Organisation), 2017-121301 - Policy and 

Planning Manager, 2017-121901 - 

Corporate General Manager, 2017-121905 

- Programme or Project Manager, 2017-

121908 - Quality Systems Manager, 2017-

122301 - Research and Development 

Manager, 2017-241205 - Professional 

Principal Executive Officer, 2017-242208 - 

Organisational Risk Manager 

Management, Leadership and Change 

Management; Project Management 

Skills; Conflict Resolution; Continuing 

Professional and Academic 

Development, Coaching and Mentoring 

Skills. 

Quality Councils, 

Professional Bodies 

and SETAs 

2 – Professionals 

2017-235101 - Education or Training 

Advisor, 2017-241102 - Management 

Accountant, 2017-242402 - Occupational 

Instructor, 2017-422701 - Survey 

Interviewer, 2017-235101 - Education or 

Training Advisor,  2017-242202 - Policy 

Analyst, 2017-242302 - Skills Development 

Practitioner, 2017-261106 - Advocate 

 

Project Management Skills; Coaching 

and Mentoring Skills; Teaching/ 

Instructional/ Facilitation, Assessment 

and Moderation (Pedagogical) Skills; 

Research and Publication Skills; 

Continuing Professional and 

Academic/Lecturer Development; 

Conflict Resolution; Language, 

Mathematical and Technological 

(Curriculum Content) Knowledge; 

Curriculum Development Skills.  

Quality Councils, 

Professional Bodies 

and SETAs  

3 - Technicians 

and Associate 

Professionals 

2017-251203 - Developer Programmer, 

2017-252902 – Technical ICT Support 

Services Manager,  

Communications, Report and Minutes 

Writing and Presentation Skills; Work 

Integrated Learning. 

Quality Councils, 

Professional Bodies 

and SETAs 

4 - Clerical 

Support 

Workers 

 2017-441903 - Program or Project 

Administrators, 2017-242203 – Company 

Secretary 

Communications, Report and Minutes 

Writing and Presentation Skills;  

Computer-related Skills; Technical 

Support and ICT Skills,  

Quality Councils, 

Professional Bodies 

and SETAs 

5 - Service and 

Sales Workers 

2017-515102- Housekeeping Service 

Manager. 

First Aid and Basic Health and Safety 

Skills 

Quality Councils, 

Professional Bodies 

and SETAs 

 

Training for skills gaps usually takes the form of credit- or non-credit-bearing short courses 

delivered in-house or through a network of training providers in the public- and private 

sector. Generally the statutory bodies pay for this type of training intervention through 

mandatory grants and in-company training budgets. To a lesser extent, discretionary grants 

are utilised. The table above indicates the skills gaps that were identified through the analysis 

of 2018/19 WSP/ATR submissions, interviews and workshops. 
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Even though the critical cross-field outcomes are easily transferable and applicable to the 

statutory bodies sub-sector, interviews conducted indicated an emerging latent skills 

shortage5. This shortage relates directly to an understanding of the sector in which the Sector 

Education and Training Authority, Quality Council or Professional Body operates. An 

understanding of the industry landscape (such as agriculture, banking, local government and 

so forth) seems to play an important role in recruitment and retention initiatives. This 

pertinent “institutional knowledge” or “intellectual capital” is not measured or monitored 

and sees key skills migrate from one stakeholder to the next. 

 

                                                           
5 Occurs when there are scarce skills or critical skills in a firm that the employer is not necessarily aware of. 
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3.5 PIVOTAL List 

Within the context of the study PIVOTAL skills are defined as skills that include both Hard-To-

Fill-Vacancies and skills gaps. HTFV relates to those occupations in which there is a scarcity of 

qualified and experienced people, currently or anticipated in the future, either because (1) 

such skilled people are not available or (2) they are available but do not meet employment 

criteria.  Skills gaps refer to particular capabilities needed within an occupation, e.g. general 

management skills, customer-handling skills, teamwork skills, problem-solving skills 

(cognitive skills), communication skills (e.g. language and literacy skills), and technology skills.  

One of the criteria considered in the identification of occupations in high demand (OIHD) is 

‘scarce skill’. Pivotal skills are identified in the following documents as being vitally needed 

and/ or as a ‘scarce skill’ for socio-economic growth and development of the country: the 

Pivotal Skills Lists published by the Sector Education and Training Authorities (SETAs) in 2013; 

The Report of the Joint Initiative on Priority Skills Acquisition (The Presidency, 2010); the 

National Development Plan (National Planning Commission, 2012); the Industrial Policy 

Action Plan 2012–15 (Department of Trade and Industry, 2012); the Job Opportunities and 

Unemployment Report 2011–2012 (Department of Labour, 2013); the Report on the 

Production of Professionals (HRDC, 2013); and the Strategic Integrated Projects (DHET, 

2013c). 
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Table 11: Scarce Skills List for the Statutory Body Sub-Sector for 2018/2019 

Statutory 

Body 

OFO 

Code 

Occupation Specialisation or 

Alternative 

Planned Intervention Number 

Required 

NQF 

Alignment 

and Level 

SETAs 2017-

112101 

Director 

(Enterprise/Organisation 

CEO Executive development 

programme, Continued 

Professional 

Development without 

Points (Workshops, 

Seminars and 

Conferences Leadership 

Development 

16 Yes  

NQF Level 7 

SETAs 2017-

121101 

Finance Manager Chief Financial 

Officer 

Strategic Management, 

Continued Professional 

Development without 

Points (Workshops, 

Seminars and 

Conferences Risk 

Management 

6 No 

SETAs and 

Quality 

Councils 

2017-

121201 

Human Resource 

Manager 

Employee Relations 

Manager, Transition 

Manager; 

Part Qualification; Basic 

Payroll; Developing 

Management Potential 

8 Yes  

NQF Level 4 

and  

NQF Level 6 

SETAs and 

Quality 

Councils 

2017-

441903 

Program or Project 
Administrators 
 

Administration 

Officer, 

Administrative 

Assistance 

Business Report 

Writing, Microsoft 

Office Excel 

68 Yes 

NQF Level 7 

and 

NQF Level 8 

SETAs 2017-

121202 

Business Training 

Manager 

Education, Training 

and Skills 

Development 

Manager, Learning 

Development 

Manager 

Report Writing; 

Effective 

Communication; Part 

Qualification: Strategic 

Planning 

8 No 

Quality 

Councils, 

SETAs, 

Professional 

Bodies 

2017-

121901 

Corporate General 

Manager 

Business Operations 

Manager 

Cooperative 

Governance, Labour 

Law, Academic 

Programmes 

11 Yes     

NQF Level 7 

Quality 

Councils, 

2017-

121904 

Contract Manager Contract Manager Records Management 23 Yes  
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SETAs, 

Professional 

Bodies 

NQF Level 1 

to  

NQF Level 4 

SETAs 2017-

121908 

Quality Systems 

Manager 

ETQA Manager; 

Quality Certification 

Manager 

Part Qualification: NLRD 
Management and 
Academic Programmes  
 

6 Yes 

NQF Level 7 

Quality 

Councils 

and SETAs 

2017-

122201 

Advertising and Public 

Relations Manager 

Media and 

Communications 

Manager 

Monitoring and 
evaluation 

18 Yes 

NQF Level 5 

Quality 

Councils, 

SETAs, 

Professional 

Bodies 

2017-

122301 

Research and 

Development Manager 

Research Manager; 

Product 

Development 

Manager; 

Continued Professional 
Development without 
Points (Workshops, 
Seminars and 
Conferences (Research 
Methodology), Credit 
Bearing Short Course in 
Records Management 

14 Yes 

NQF Level 1 

to 

NQF Level 7 

Quality 

Councils, 

SETAs, 

Professional 

Bodies 

2017-

132401 

Supply and Distribution 

Manager 

Supply Chain 

Manager 

Contract Management; 
Finance for non-
financial Managers 

13 Yes 

NQF Level 4 

to  

NQF Level 6 

Quality 

Councils, 

SETAs, 

Professional 

Bodies 

2017-

242203 

Company Secretary Board Secretary Leadership 
Development 

6 Yes 

NQF Level 4 

to  

NQF Level 6 

Quality 

Councils 

and SETAs 

2017-

242208 

Organizational Risk 

Manager 

Risk Compliance 

Manager 

Risk Management 11 Yes 

NQF Level 4 

to  

NQF Level 6 
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Chapter 4: Sector Partnerships 

4.1 Introduction 

The following section sets out the approach of the SETA to implement and facilitate 

partnerships within Statutory Body as a sub-sector. 

4.2 Partnership Strategy 

Partnerships are being developed to aid the skills development strategy of the statutory 

body sub-sector. The following categories of partnerships can be identified: 

Research and development partnerships which are established to improve data gathering 

and analysis to form a verifiable knowledge base of the labour market trends and 

development including the supply and demand of skills in the statutory body sub-sector. 

Partnerships focussing on the delivery of higher education typically commence with research 

then evolves around curriculum development, pedagogical orientation and ultimately 

innovation. 

Structures interviews and focus groups mentioned the requirements for research and 

development partnerships and typically references industry focus groups and research 

initiatives developed and/or implemented by the Department of Higher Education and 

Training.  

Through desktop analysis of the expenditure as published in the Annual Reports within the 

sub-sector a large component of commissioned research is typically outsourced to higher 

education providers or specialist research consultancies.  Within the context of skills 

development gaps were apparent but not aggressively reported for Professionals that 

operate within a research function within both the quality councils as well as the sector 

education and training authorities.  

Within the Quality Councils specific reference was made to the Southern African Research 

and Innovation Management Association (SARIMA). The CHE participated in a national 

programme during the 2016/2017 financial year to build research capacity in various fields of 

science, social science, humanities, engineering and technology. The programme is funded by 

the Department of Science and Technology (DST) and is managed by the National Research 

Foundation (NRF). Through a partnership with the SARIMA, the scope of the programme has 
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extended to research management, research support and administration at public higher 

education and research institutions.  

Opportunities exist between statutory bodies (specifically SETAs and Quality Councils), and 

public-and-private education providers for research partnerships to conduct longitudinal 

studies pertaining to the success of existing qualification frameworks and throughput rates.  

Qualification and programme development partnerships which are put forth to facilitate the 

development and alignment of a range of suitable qualifications and educational programmes 

aligned to addressing scarce skills occupations in the statutory body sub-sector. These 

initiatives typically result in a partnership strategy with TVET colleges and universities that 

addresses capacity building which in the case of this sub-sector is dynamic to the ongoing 

changes in the political landscape. These TVET colleges typically evolve into Centres of 

Excellence and creates areas of specialisation pertaining to skills development, addressing the 

occupational skills requirements for the sector. 

The Professional bodies utilises the services of specialist consultants to assist in the 

development of suitable, professional programmes that meet the requirements set by the 

South African Qualifications Authority in order to navigate what is deemed as complex 

requirements of interpreting the National Qualifications Framework for use by this category 

of respondents. 

In the case of the Quality Council for Trades and Occupations an in-depth network of 

Development Quality Partners, Assessment Quality Partners and exist. There is a low level of 

penetration in terms of successful communication and collaborative structures that allow for 

stakeholder relationship management.  

A partnership between the NSF and the National Research Foundation (NRF) has enabled the 

establishment of six research chairs focused on aspects of PSET. The research chair 

incumbents will be recruited as part of the DST/NRF South African Research Chairs Initiative 

(SARCI). 

Education and training partnerships are developed between statutory bodies, including 

Quality Councils and Professional Bodies, to match supply and demand as it creates the value 

chain in programme delivery aligned to occupational needs of the statutory body sub-sector. 
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SETAs, to a lesser degree indicated partnership models with local TVET colleges which 

indicated an opportunity for stronger partnership strategies to be formed with a focus on 

qualification development and assessment practices. The focus of partnerships by statutory 

bodies and skills development providers are implemented to provide a mix of theoretical-, 

practical and work-based training. These partnerships are to be funded or co-funded in order 

to secure the delivery of prioritised education and training programmes to deliver on the 

occupational requirements of statutory bodies in the education, training and development 

sector. Workplace learning and internship opportunities should also be identified to bolster 

skills at the various Professional Bodies, Sector Education and Training Authorities and Quality 

Councils.   

Many respondents indicated the utilisation of TVET Colleges on a regional basis for skills 

development initiatives for skilled- and semi-skilled employees.  

The preference for Higher Education Institutions (both public and private) was indicated as a 

preference for specialist- or professional skills where the TVET did not offer a qualification on 

the appropriate NQF Level. Mentions were made of institutions such as Wits University, 

UNISA, University of Johannesburg as well as TUT.  

Transformation partnerships to address the increased priorities of transformation in the 

statutory body sub-sector. This should include the ability to bolster transformational 

objectives in accordance with best-practice as it relates to race, gender and disability. Formal 

multi-stakeholder partnerships are to be prioritised to actively plan for resource 

development. These partnerships should also enable to statutory body sub-sector to respond 

in the socio-political landscape that leads to a strong labour force to deliver on the mandates 

of the relevant sub-sector stakeholder.  

4.4 New Partnerships 

The focus over the next few years will be to broaden partnerships and strategic engagements 

that have been developed within the sub-sector. The changing landscape especially with the 

focus on the delegation of functions between the Sector Education and Training Authorities 

(SETAs) and the Quality Council for Trades and Occupations will create a need for strong 

collaboration and the continuous monitoring and evaluation of skills within the sector. 
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Key Findings 

 The Statutory Body Sub-sector maintains strong, but diverse relationships in the 

education, training and development sector and will be a key stakeholder in 

navigating the ongoing changes and migration of skills demand in the statutory sub-

sector.  

 SETAs can develop stronger partnership models with public- and private education 

providers to assist in functions such as qualification development and alignment.  

 Planning around the required human- and financial resources will need to be 

identified to ensure not only that existing skills requirements of providers are 

addressed but that innovative new learning pathways are developed to allow for 

access of new learners and staff. This will require joint initiatives between industry 

stakeholders to create an increased awareness of the employment opportunities, 

benefits and ongoing continuous development within the sector. 
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Chapter 5: Skills Priority Actions 

5.1 Introduction 

Chapter 5 recommends a set of skills development priorities for the Statutory Body sub-

sector which includes the professional bodies, quality councils and SETAs.  

5.2 Findings from previous chapters 

The following themes emerge from the research conducted and the findings in each of the 

previous chapters. 

Key Section Finding from Chapter 1 

 Increase in female representation in the Statutory Body Sub-sector, specifically in 

categories of Professional Qualified, Senior and Top Management. 

 Underrepresentation of Indian- and Coloured representatives in the workforce. 

 Lack of availability of appropriate age analysis data  

 Limited data available on rates of employees with disabilities within the sub-sector 

 Low levels of decentralisation of head-office access across the statutory body sub-

sector a determining majority of Head Office locations in Gauteng. 

 Regional representation is prevalent only in the Sector Education and Training 

Authorities (SETAs), not at all in the Quality Councils and limited in the professional 

bodies category. 

 Varied salaries and pay scales are being addressed through ongoing benchmarking 

activities 

Key Section Findings from Chapter 2 

 General improvements and strategic planning for skills development revolve around 

project management  

 Additional requirements for innovation and leadership development 

 Soft-skills requires focus on collaboration, communication, team-work, relationship 

management 

 Industry specific skills such as monitoring and evaluation and programme 

development remain a key focus 
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Key Section Findings from Chapter 3 

 Sectoral uncertainty is creating constraints in attracting and recruiting C-level 

executives 

 Financial constraints also contributed to certain key vacancies across directorates 

being put in abeyance due to the organic nature of the work6.  

 Industry-specific skills such as evaluation and quality assurance, evaluation and 

monitoring, certification and industry-specific project management skills are deemed 

to be the scarcer skills to recruit.  

 Horizontal migration of workers also meant that employees with the required scarce 

skills might move horizontally or vertically within the sector and not necessarily exit 

the industry as a whole.  

 Overall staff turnover for the sector decreased year on year but role-players should 

continue their efforts to retain staff and find innovative ways of engaging, motivating 

and recognising them to reduce the risk of losing key personnel.  

Key Section Findings from Chapter 4 

 The Statutory Body Sub-sector maintains strong, but diverse relationships in the 

education, training and development sector and will be a key stakeholder in navigating 

the ongoing changes and migration of skills demand in the statutory sub-sector.  

 SETAs can develop stronger partnership models with public- and private education 

providers to assist in functions such as qualification development and alignment. 

 Planning around the required human- and financial resources will need to be identified 

to ensure not only that existing skills requirements of providers are addressed but that 

innovative new learning pathways are developed to allow for access of new learners 

and staff. This will require joint initiatives between industry stakeholders to create an 

increased awareness of the employment opportunities, benefits and ongoing 

continuous development within the sector. 

 

 

                                                           
6  “The prevailing financial constraints experienced during the year under review further necessitated the introduction of a moratorium on 
the filling of vacant positions” (Council on Higher Education Annual Report 2016 – 2017; 2017) 
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Overall Interpretation and Recommendations 

5.2.1 Increased focus on skills related to Project and Programme Management 

Due to the nature of the operations of the statutory body sub-sector, project management 

and programme management is a core focus for skills development and delivery within the 

sector. Core skills and competencies around elements of project management including the 

management of contracts, human- and financial resources and problem solving ability 

remains a core focus of all respondents in the statutory-body sub-sector. 

Although project administration was also deemed as important the cognitive ability and skills 

required pertained to a higher level including Professionally Qualified individuals and 

Managers. Although these skills are available within the sub-sector, the growing demand for 

resources in alignment to national skills priorities remain of growing concern. A younger more 

dynamic workforce with a higher level of technological ability is entering the sub-sector but 

outdated technologies and limited decision making authority makes the sector less than 

desirable to the youth. Should proper succession planning as well as coaching and mentoring 

initiatives be implemented a positive impact could be perceived in the short-to medium term 

which could, in turn have a positive impact on retention of these important professions. 

5.2.2 The need for skills interventions at all levels 

The most obvious and well-articulated demand is for professional skills within the sub-sector. 

These skills include managerial and leadership skills and a strong focus on core project and 

programme management skills inclusive of contract management and collaborative skills that 

ensure the effective management of varying types of projects and the management of 

institutional resources such as Human Resources and Financial Management. A high ratio of 

respondents and submissions also indicated the requirement for upskilling of staff at all levels 

in the areas of productivity programmes such as Microsoft Office Excel and Microsoft Office 

Word with skills development priorities indicating the need for enhanced communication and 

stakeholder relationship management skills. 

5.2.3 The Impact of Increased Governance and Sector Insecurity 

There remains high levels of sectoral uncertainty with pending shifts and migrations from the 

Sector Education and Training Authorities to the Quality Council for Trades and Occupations. 

This has shown a negative impact on workforce morale and skills development within the 

SETAs as well as created some stagnation of operational delivery at the QCTO. Pending 
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changes in legislation as well as the future implementation of the NQF Act and Skills 

Development Act will also create a key requirement for industry-wide change management 

initiatives, a skillset that will have to be honed by Managers within the sub-sector. 

5.2.4 The evolution of sector mandates and its impact on skills needs 

The continuous evolution and changes in the industry is requiring an evaluation of skills 

demand within each of the respective bodies as well as the establishment of a consistent skill 

supply to service seasonal requirements as it pertains to monitoring, evaluation and 

improvement of quality management in the education, training and development sector.  

Emerging growth in the private education sector is causing an increased demand for 

operational improvements to be implemented to service needs in terms of provider 

evaluation, registration and monitoring of quality management systems. The required 

sectoral knowledge not only of the mandate of the respective quality council but also that of 

the industry in which teaching and learning is to be delivered is of key concern to 

stakeholders. Even though generic skills can be harnesses from individuals that have not 

previously worked in the sector – the learning curve is often steep and the processes, 

procedures and culture of the stakeholders are difficult to convey in the form of 

organisational culture through limited opportunities for induction. 

5.3 Alignment to national strategies and plans 

ETDP SETA has taken careful note of the various national strategies and plans affecting the 

sector. There are however high level of uncertainty pertaining to timelines for the future 

implementation of strategic plans that could have a significant impact on the roles of the 

Sector Education and Training Authorities and the Quality Councils.  

5.4 Recommended Actions 

5.4.1 Research 

Research and coordination of research outputs will continue to be an important focus in the 

statutory body sub-sector. The further study and input of existing research projects such as 

the recent NQF Impact Study as well as participation in working groups and forums will assist 

ETDP SETA in evaluating shifts and concerns in priority areas for skills development. 
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5.4.2 Monitoring and Evaluation  

Improved monitoring, evaluation and analysis of impact of the ETDP SETA to this sub-sector 

needs to be a core focus of ongoing skills-development initiatives in the sub-sector. 

Furthermore, the ETDP SETA needs to support other SETAs and the quality councils to 

strengthen their monitoring and evaluation processes. 

5.4.3 Funding and Financial Management Aligned to Priority Focus Areas 

Funding and competitiveness on the basis of salary should be evaluated to enhance attraction 

and attrition rates of key personnel within the sector. The ability to attract specialist skills and 

to further develop the education and training of the existing labour force would go far in the 

attainment of institutional mandates and sectoral priorities. 

5.5 Sector strategy and action plan 

The following table suggests for the SETA the strategic approach and intended specific 

outputs that may assist the SETA over the next five (5) years to intervene in the statutory 

body subsector. It is recognised that not all of the works set out can be achieved by ETDP 

SETA in isolation but will require the ongoing collaboration and interaction of all stakeholders 

in the statutory body subsector.  

Table 12: Short Term Interventions for ETDP SETA on the Statutory Body Sub-Sector 

THEME SUB-SECTOR  SHORT TERM INTERVENTION (One Year) 

Shortage  

of Qualified 

Staff at Senior 

and Top 

Management 

Level 

SETAs 

  

 Implement communication programmes as well as skills 
development initiatives to address ongoing change and 
organisational management.  

Quality 

Councils  

  

 Improve internal recruitment practices and implement industry 
specific skills-development initiatives that address the 
requirements of the quality councils including programme, 
management, risk management, contract management 

Professional 

Bodies 
 Develop credit-bearing short courses that could aid the immediate 

requirements pertaining to Monitoring and Evaluation and 
Project- and Programme Management requirements. 

Customised 

programmes 

for 

subject/speci

alisation 

competency  

 

 

ALL  Develop programme for practitioners of quality assurance, 
evaluation and monitoring as well as managers aligned to 
disciplines within the statutory body sub-sector. This would 
include Project- and Programme Management within the context 
of a government organisation with a specific focus on practices 
within each type of statutory body 

 Promote leadership and innovation training programmes aimed at 
employees that focus on project- and risk management. 
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THEME SUB-SECTOR  SHORT TERM INTERVENTION (One Year) 

  Support Workplace Experience and Graduate programmes to 
attract new, younger skills to the sub-sector. 

Develop 

Career 

Pathing/ 

Articulation 

Quality 

Councils 

 Review learning pathways aligned to job-profiles with a key focus 
to articulation and succession planning.  

SETAs  Research and Development of Programmes designed specifically 
for employees within the SETA landscape focussing on horizontal 
functions such as Financial Management, Human Resource 
Management and Supply Chain Management but applied to the 
operations of a SETA  

Professional 

Bodies 

 Support qualification development activities with a specific focus 
on quality management and monitoring and evaluation practices. 
This will greatly aid the enhancement of quality for the 
development of learning programmes aligned to the NQF by 
professional bodies. 

Graduate 

Work 

Experience 

SETAs and 

Professional 

Bodies 

 Ensuring Career Development Officers are supported and placed 
once graduated. 

 Support placement of internships at different SETAs and 
professional bodies with specific focus on research, HR 
development, monitoring and evaluation as well as project 
administration. 

Formalize 

Partnerships 

SETAs and 

Professional 

Bodies  

 Ensure the formalization of partnerships with other SETAs (using 
the existing SETA HR Forum as a basis for collaboration. 

 Input and feedback from stakeholder engagements with the likes 
of the Department of Higher Education and Training and SAQA can 
contribute to enhanced partnerships.  

Establish 

ongoing 

research 

initiatives 

with 

stakeholders 

ALL  Additional research and mechanisms to formalise reporting and 
monitoring of data for further analysis need to be planned.  

 Limited information on Professional Bodies creates limitations 
around future skills development requirements and planning. In 
this regard the study suggests that the ETDP SETA needs to 
organize the professional bodies which are related to ETD in order 
to create credible platforms of data collection, analysis and 
repository 

 It is suggested that mechanisms are to be implemented to conduct 
minor studies on specific trends within the industry including: 
Impact Studies to measure the effects of sectoral uncertainty on 
the ability to attract key leadership skills, young talent and its 
effect on succession planning in the sector.  

 Improve access to data for stakeholders to contribute to macro-
studies on an ongoing basis. 
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