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Foreword

South Africa currently faces a myriad of challenges. We require a capable, skilled and effective public
service to respond to these challenges. This places the Public Service Sector Education and Training
Authority (PSETA) at the forefront of ensuring a capable state by facilitating the provision of
necessary skills to public service employees. Two notable interventions in this regard are the
Economic Reconstruction and Recovery Plan (ERRP) and the National Framework Towards the
Professionalisation of the Public Sector.

The PSETA has responded to the ERRP through the Skills Strategy’s ten interventions. PSETA’s ERRP
implementation in the sector includes the funding of training interventions and providing work-based
experience for the youth.

This Sector Skills Plan (SSP) update has been developed and updated with specific consideration of
the outcomes of the National Skills Development Plan (NSDP), the ERRP and government’s Medium
Term Strategic Framework (MTSF) and provides the evidence base that the PSETA will use to guide
strategic priorities for the organisation.

In addition to this, the National Framework Towards the Professionalisation of the Public Sector,
which places further emphasis on creating a Public Service sector that is equipped to deliver on the
visions and objectives of national policies has also been considered. The interventions outlined in this
SSP aim to build “a skilled and capable workforce for an efficient, effective, development-oriented
Public Service” and stimulate the economic recovery through key sector interventions including
strategic partnerships.

As the PSETA Accounting Authority our priority is to ensure a continued governance oversight role

and to ensure that accountability mechanisms are strengthened so as to enable the PSETA to deliver
on the outcomes of the NSDP, ultimately contributing towards economic growth and development.

We Thatand Tehefuta

Mr Thulani Tshefuta
Accounting Authority Chairperson
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We, the undersigned, hereby endorse and approve, on behalf of the Public Service Sector Education
and Training Authority and Management, the contents of the Sector Skills Plan update for the year
2024 - 2025.

o Bontle Lerama

Ms Bontle Lerumo
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Date: 31-07-2023

We Thatand Tehefuta

Mr Thulani Tshefuta
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EXECUTIVE SUMMARY

The PSETA’s approach to sector skills planning builds on the foundations established in previous
Sector Skills Plans (SSP). The approach is premised on the fact that within the Public Service sector,
skills development priorities must be identified using organisational performance as the lens to
thematise skills needs where a priority skill is one that will make the biggest difference to the
performance of the Public Service sector.

South Africa continues to face persistent challenges of inequality, unemployment and poverty. These
challenges have overtime been worsened by sustained low levels of investment and growth. The
global economy has experienced a difficult time in recent years, and South Africa is no exception to
this. COVID-19 severely restricted the global and local economy. Added to this were global supply
chain disruptions. The knock-on effects of these factors have had a major impact on South Africa’s
inflation rate increasing beyond the South African Reserve Bank’s (SARB) targeted band of 3-6%. The
SARB has responded by increasing interest rates drastically, further limiting spending power. This is
all being compounded by a severely limiting factor to economic growth: a lack of a reliable power
supply. South Africa’s GDP decreased by 1.3% in Q4 of 2022 — mainly attributed to loadshedding and
input constraints from the Russia - Ukraine war. The economy has also been experiencing a series of
downgrades, thereby making the cost of accessing funding for critical programmes of government
expensive. As such, consideration of the ERRP interventions towards reviving the economic growth
has been included in this SSP update.

Skills development for the Public Service sector continues and remains to be informed by the
following concept: “Skills development in isolation will not yield a more capable state, skills
development must be integrated with wider organisational development initiatives if it is to be
effective” (DPSA/HRDC, 2013). Accordingly, the analysis of key drivers of change, as well as the
direction of national strategies and plans impacting on skills demand and supply form the basis for
the identification of sectoral priority occupations and interventions (SPOI) list. Current labour market
shortages and skills gaps across organisations in the Public Service sector provide a secondary base
to identifying priority skills. Furthermore, this SSP attempts to steer clear of identifying skills and
occupations needed at a generic level.

This SSP update draws on primary research relating to sector specific skills issues, an analysis of major
government policies and their implications for skills planning, relevant databases (including the
Personnel and Salary Information System of Government (PERSAL), Higher Education Management
Information System (HEMIS) and Technical Vocational Education and Training Management
Information System (TVETMIS) and secondary literature. The PSETA has also conducted several
research studies to inform skills needs and human resource development issues in national and
provincial departments, parliament and provincial legislatures and identified public entities. These
studies are summarised in the Research Methods and Process section of this document. Workplace
Skills Plans (WSP) data are also considered for this update.

Emerging technologies and 4IR have been identified in this SSP as a key change driver which impacts
skills demand and supply in the sector, which was accelerated by COVID-19 lockdowns necessitating
virtual work. Advances in Information and Communications Technology (ICT) impact the nature of
work by shaping the types of skills required, and the modes of service delivery in the Public Service.
4IR has enhanced digitalisation, big data, artificial intelligence, online platforms, and the Internet of
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Things (loT) which are some of the major drivers of skills change in the Public Service. 4IR provides
the opportunity for greater government efficiency and effectiveness in providing services to its
citizens. The digitisation of the Public Service sector through e-government forms part of the move
towards improved ICT systems within the sector. A considerable amount of work must still be done
in this space, with government lagging behind the private sector in its ability to conduct its business
virtually, and physical infrastructure being a limiting factor.

The ERRP Skills Strategy places emphasis on accessing targeted skills programmes linked to specific
sectors of the economy to allow for immediate and short interventions. These include digital skills,
access to workplace-based experience and retraining/up-skilling to preserve jobs. The National
Digital and Future Skills Strategy calls for the entire education sector to build a strong focus and invest
in digital skills as well as invest in the development of digital innovation skills.

Realising the digital skills vision of the National Digital and Future Skills Strategy will require a range
of stakeholders, including government, private sector, and educational institutions, who should
engage in continuous, structured consultation, collaboration and co-ordination involving all
stakeholders.

Human Resource (HR) Dynamics within the sector continues to remain a key change driver, following
from previous iterations of the PSETA SSP. Recruitment challenges and competition for skills; high
turnover and a narrow supply pipeline; lack of autonomy and the human resource (“HR”) function
not always perceived as a strategic unit (the perception of HR in government as being compliance
driven and transactional in nature remains pervasive), all continue to have significant implications
for skills development, talent attraction and retention in the sector. In order to ensure that HR
departments appreciate the strategic nature of the HR function in talent attraction and retention;
change management initiatives should include HR department officials and Heads of Department
(HODs) before we can expect said change management to cascade down to other departments. This
emphasises the importance of professionalising HR management in the public sector to ensure that
HR units are able to implement national policies and frameworks such as the National Framework
Towards the Professionalisation of the Public Sector. Partnerships between the Department of Public
Service and Administration and existing non-statutory professional bodies which are recognised by
the South African Qualifications Authority (SAQA) may also assist in this regard.

Various sources have been used to define the Sectoral Occupations and Interventions List (“SPOI”).
The priority training needs informed by the key strategic objectives of departments and public
entities, accompanied by the frequency of priority areas were analysed to generate initial findings,
which is detailed further in chapter three. Priority occupations continue to be contained in the middle
and senior management levels (professionals and managers). It is, however, important to note that
the occupations identified do not adequately cover the needs of the sector and thus should not be
regarded as a prescriptive list of skills, but rather as a heuristic guide.

Given the spread of resources and efforts related to skills development in the sector, PSETA engages
in a wide variety of partnerships with key stakeholders as well as the supply side providers to deliver
on its mandate. To support the development of the sector, inter-SETA partnerships; partnerships
with national departments leading the development of priority state capabilities and Offices of the
Premier (OTPs); as well as partnerships with Technical and Vocational Education and Training (TVET)
Colleges, Community Education and Training (CET) Colleges and Higher Education Institutions (HEls),
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are imperative to the successful implementation of PSETA projects. Detailed information on the
PSETA partnerships have been outlined in chapter four of this SSP.

Chapter five of the SSP reflects on the SETA’s achievement of the strategic priorities outlined in the
previous SSP. The achievement of strategic skills priorities is an ongoing process within the SETA. The
PSETA has ensured that the strategic priorities identified in the previous SSP are translated into the
organisation’s Strategic and Annual Performance Plan. Achievement of these priorities takes place at
varying degrees. As certain functions within the PSETA mature, the scope of targets associated with
each strategic priority may increase in both number and complexity. This, however, will be
considerate of viability and effectiveness. A significant process that the PSETA is undertaking is the
growth and development of the Monitoring and Evaluation (“M&E”) function. This process is
expected to continue over the next year.

The PSETA continues to focus on identifying and addressing the skills needed to improve the state
capabilities listed as priorities in Chapter 13 of the National Development Plan (NDP) and respond to
the ERRP through the Skills Strategy interventions. Based on this SSP, the following are the four
strategic focus areas of the PSETA which will be delivered through relevant projects.

e Priority 1: Establish strategic partnerships with key stakeholders

e Priority 2: Increased research and impact assessment of programmes

e Priority 3: Strengthen capacity of public institutions and provision of occupational qualifications

e Priority 4: Implement workplace-based learning programmes in building the workplace into a
training space

The people, and the skills and talent they possess, constitute the most critical ingredient and
cornerstone for development towards realising the envisaged “capable developmental state”
outlined in the NDP. Human Resource Development is one component of human development and
must, therefore, be integral to initiatives related to health promotion, poverty reduction, population
dynamics and issues of social welfare in communities towards transformational imperatives.
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ACRONYMS & ABBREVIATIONS

4R Fourth Industrial Revolution MTSF Medium Term Strategic Framework
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ATR Annual Training Report NDP National Development Plan
AQP Assessment Quality Partner NGP New Growth Path
CET Community Education and Training | NQF National Qualifications Framework
CIP Compulsory Induction Programme | NSC National Senior Certificate
DHA Department of Home Affairs NSDS National Skills Development Strategy
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Relations and Cooperation
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DTI Department of Trade and Industry | PIVOTAL . .
Academic Learning
EISA External Integrated Summative PSETA Put?h.c Service St.ector Education and
Assessment Training Authority
ERRP Economic Reconstruction and PS-HRDSF Public Service Human. Resource
Recovery plan Development Strategic Framework
. Quality Council on Trades and
QA Quality Assurance QCTO .
Occupations
GDP Gross Domestic Product RPL Recognition of Prior Learning
HEI Higher Education Institution SARB South African Reserve Bank
HRD Human Resource Development SCM Supply Chain Management
HRDCSA Humaltl Resource De.velopment SETA Sector !Educatlon and Training
Council of South Africa Authority
HRM Human Resource Management SIC Standard Industrial Classification
HTFV Hard To Fill Vacancy SIPs Strategic Integrated Projects
ICT Information and Communications SMS Senior Management Service
Technology
Local Government Sector .
LGSETA Education and Training Authority SSP Sector Skills Plan
LSS Legislative Support Sector SPOI Sectoral F?rlorlty Occupations and
Interventions
M&E Monitoring and Evaluation StatsSA Statistics South Africa
MoA Memorandum of Agreement TVET Tec.hr'ncal and Vocational Education and
Training
MoU Memorandum of Understanding WIL Work Integrated Learning
MIS Management Information System WHO World Health Organisation
MMS Middle Management Services WSP Workplace Skills Plan
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RESEARCH PROCESS AND METHODS

Research forms a critical component of the development and update of a Sector Skills Plan (SSP). Furthermore, the research conducted is key in
providing evidence to inform decision making, policy review, and strategy formulation and to improve on skills planning and delivery systems
and services within the sector. This section details the research process and methods that have been utilised in updating this SSP.

The SSP development process entails analysis of both primary and secondary data and information. Primary research relating to sector specific
skills issues, analysis of major government policies and their implications for skills planning, relevant databases namely PERSAL data, HEMIS and
secondary literature are employed in the SSP update process.

Table 1: Research process and methods - Primary Research

Objective

The purpose of the SSP engagement sessions were to interact with stakeholders to solicit inputs on critical areas around skills
development, including discussions around skills gaps, hard-to-fill vacancies and change drivers.

Data Collection Tools

Interactive discussions, guided by a predetermined set of questions in the form of a Focus Group Discussion Guide, were held

Number of focus groups

4

Time Frame

Objective

PSETA Employer Interviews

October 2022 to November 2022

The objective of the interviews was to identify change drivers, skills gaps, HTFVs and skills interventions for the sector.

Data Collection Tools

Interviews, guided by a predetermined set of questions in the form of an Interview Guide, were conducted

Number of Stakeholders

17

Sampling

Purposive

Time Frame
SSP Survey
Objective

February 2023 — May 2023

The primary objective of the PSETA SSP Survey was to understand interventions required for skills development and
challenges within the sector. The survey also validated and gained input on change drivers, hard-to-fill vacancies, and skills

gaps.

Data Collection Tools

A survey, in accordance with a predetermined set of questions, was administered

Number of Stakeholders 20
Sampling Purposive
Time Frame March 2023 — May 2023
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The PSETA has also conducted a number of research studies to inform skills needs and human resource development issues in national and
provincial departments, parliament and provincial legislatures and identified public entities. These studies are summarised in the Research
Process and Methods — Primary Research Studies in the table below. The PSETA, in partnership with the DPSA, undertook a project to develop a
Skills Audit Methodology Framework for the Public Service, linked to the review of the Public Service Human Resource Development Strategic
Framework. In addition to this, the PSETA and DPSA developed guidelines for the development and compilation of Organisational Competency
Framework for government tools to accompany the two critical documents. Other critical research studies concluded include studies on E-
learning assessment Framework and reporting on achieving Sustainable Development Goals (SDG), in particular SDG 4, SDG 17 and 18 in relation
to their impact on employment and skills demand. Further research studies included an impact assessment study of the PSETA funded workplace-
based interventions, focussing on the Work Integrated Learning (WIL) programme and a study on understanding jobs, occupations, and
gualifications. The findings from the completed research studies were used to update the contents of this SSP.

Table 2: Research process and methods — Primary Research Studies

Type of study

Nature
(Design) of

Objectives of study

Data collection

tool

Sample size and scope

of the study

List of data
sources and data

Time frame
of the study

Analysis of
skills demand
and supply

Tracer Study of the PSETA
Learnership Programme in
Public Administration (NQF
Level 4 to Level 6)
Implemented During the
Period 2017/2018 to
2021/2022

the study
Quantitative

To assess the outcomes of
the PSETA Learnership
Programme in Public
Administration (NQF level 4
to level 6) on its
beneficiaries. The study
sought to understand how
the beneficiaries benefitted
from the programme; the
impact of the skills acquired
through the programme;
the employment status of
the beneficiaries following
the completion of the
programme; and the
change in the beneficiaries’
living standards following
the completion of the
programme.

Survey

41 online surveys
conducted with
beneficiaries across
five cohorts of
Learnership

Programmes that were

implemented and
completed between

2017/18 and 2021/22.

sets
Primary data
collected through
online surveys
conducted with
beneficiaries from
the sampled
learnership
programme
cohorts.

March 2023
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Type of study

Nature
(Design) of

Objectives of study

Data collection
tool

Sample size and scope

of the study

List of data
sources and data

Time frame
of the study

Analysis of
skills demand
and supply

The following secondary data sources were utilised:

the study

sets

Framework development to | Qualitative To develop a framework Focus groups, 7 Focus groups Primary data June 2021 to
classify jobs, occupations that will assist in mapping Desktop review conducted with 7 collected through | December
and qualifications for the jobs, occupations and Clusters of National online surveys, 2022
Public Service sector qualifications in the Public departments and face-to-face and

Service sector and assist the provincial telephonic

PSETA in its efforts to departments. interviews with

navigate these key informants

complexities. from sampled

departments.

Development of Guidelines Qualitative To develop the guidelines Focus groups, Focus groups Primary data March 2022
for Organisational guiding departments to Desktop Review conducted with 39 collected through | to October
Competency develop and compile National departments | online surveys, 2022

Framework for departments
in the Public Service sector
(in Partnership with DPSA)

Organisational Competency
Framework.

and 40 provincial
departments.

face-to-face and
telephonic
interviews with
key informants
from sampled
departments.

e South African Reserve Bank — Economic and Financial Statistics for South Africa
e StatsSA - Quarterly Labour Force Surveys and Quarterly Gross Domestic Product
e DHET - HEMIS/TVETMIS data, PSET Statistics
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1. Chapter 1: Sector Profile

1.1. Introduction

This chapter outlines the composition of the sector and its profile in terms of size, coverage,
and economic performance. The scope of the Public Service sector and key role players are
explored in detail, including emerging key role players contributing to reviving the economy
through the Economic Reconstruction and Recovery Plan (ERRP) Skills Strategy interventions
and the introduction of the National Framework Towards the Professionalisation of the Public
Sector, which will shape the sector going forward with a focus on the PSETA sub-sectors. The
economic and labour market profile section outline the sector’s contribution to the economy
and its labour market characteristics. Data sources that inform this chapter encompass
primary and secondary data sourced from the Workplace Skills Plans (WSP) 2023-2024 data,
Personnel and Salaries (PERSAL) system, Statistics South Africa (Stats SA), National Treasury
and the South African Reserve Bank (SARB). According to the latest quarterly employment
statistics, the Community and Social Services sector, which includes the PSETA sub-sectors,
employed over 3.7 million individuals in the fourth quarter of 2022 (Stats SA, 2023c). The
sector has seen a quarter-on-quarter decline in employment of about 122,000 employees
between the third and fourth quarters of 2022. The Quarterly Labour Force Survey (QLSF)
data shows that employment across all sectors during this period increased by 1.1%.

1.2. Scope of Coverage

The PSETA is mandated to examine and forecast the nature of skills demand and supply in the
Public Service sector, which comprises all national departments, provincial departments,
PSETA registered public entities, national parliament and provincial legislatures as outlined in
the figure below. The scope of a Sector Education and Training Authority (SETA) is based on
the Standard Industrial Classification (SIC) codes of all economic activities. The first two digits
indicate the major group and the last three digits of the SIC code indicates the sector or
industry group. The PSETA’s SIC codes fall between SIC code 9100 and 9108 which
encompasses the Public Administration related sectors. Most national departments fall under
SIC code 91101, followed by 91102 for Provincial administrations and 91108 for Legislatures
and National Parliament. Public entities are represented by any other code within the Public
sector.

Figure 1: SETA Sub-sectors

National Departments

\J

Provincial Departments

Parliament and Legislatures

Public Entities
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It should be noted that PSETA’s focus is primarily on transversal skills within the Public Service
sector. These are the skills which are dubbed the ‘business of government’. Transversal skills
and functions comprise administration, management, planning, legislation and policy
development, which form the focus to drive the development of skills and competencies in
areas that will make the delivery of the business of government more effective and efficient.

There are three autonomous spheres of government, namely national government, provincial
government and local government. The national and provincial departments (which fall
within the PSETA scope) cover all employees employed in terms of the Public Service Act of
1994 (which excludes medical practitioners, nurses, teachers, police, and the military). Local
government is under the scope of the Local Government SETA (LGSETA). Many departments,
such as education and health have ‘dual reporting’ lines, i.e., reporting to PSETA and a line-
function SETA, such as the Health and Welfare SETA (HWSETA), in the case of health and
medical practitioners.

National departments, of which there are 39, are responsible for implementing laws and
policies decided on by Parliament or Cabinet. There are nine provincial governments, with
109 provincial departments registered with PSETA.

PSETA’s scope of coverage within the Legislative sub-sector is limited to the administrative
component, with the members of parliament function falling within the scope of the
Education, Training and Development Practices (ETDP) SETA. All nine Legislatures and
national parliament are registered with PSETA.

Public entities, have different mandates, but the common skills cutting across these entities
are transversal skills.

1.3. Key Role Players
The Public Service sector is relatively well regulated with a range of statutory bodies
mandated to play a role in skills development for a capable and skilled workforce, with the
Department of Public Service and Administration (DPSA) setting the policies and framework
for the Public Service at national and provincial levels.

The integration of the District Development Model (DDM) into the broader plan of aligning
with the National Development Plan’s (NDP’s) infrastructure goals has been elevated as part
of DDM'’s all-of-government approach to improve integrated planning and delivery across the
three spheres of government with district and metropolitan spaces as focal points of
government and private sector investment. Table 3 below details the key role players and
their influence on the sector, including the key role players in championing and supporting
implementation of the ERRP and the DDM.
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Table 3: Key role players in the sector
Institution/ Statutory

Role in the Public Service Sector

body

Department of Higher
Education and
Training

The Department of Higher Education and Training (DHET) provides the overall
policy framework for skills development. The National Skills Development Plan
(NSDP), effective from 01 April 2020, is the primary policy framework of the DHET
and articulates the focus areas of SETAs in addressing the skills needs within their
respective sectors and ultimately the skills need of the country. DHET has a
mandate to respond and report on all NSDP Outcomes as the custodian and the
Executive Authority for all SETAs including PSETA. Furthermore, as an Executive
Authority for SETAs the reporting of the skills interventions that are implemented
within the Public Service sector lies within DHET in addition to reporting by DPSA.

Department of Public
Service and
Administration

DPSA plays a key role in the establishment of norms and standards across the
national and provincial Government in areas such as: organisational structures and
establishment of departments, organisational components and other governance
arrangements; labour relations; conditions of service and employment practices
for employees; the health and wellness of employees; information management;
information and communication technology; integrity, ethics, code of conduct and
anti-corruption; transformation, reform, innovation and any other matters to
improve the effectiveness and efficiency of the Public Service and its ability to
deliver services to the public. DPSA responds to NSDP Outcome 3 through the HRD
coordination function in improving the level of skills in the Public Service workforce.

National School of
Government

The National School of Government (NSG), legislatively mandated by the Public
Service Act, provides education and training for public employees and also
facilitates the provision of training. The NSG responds to all NSDP outcomes since
its linked to training and skills development in the sector.

In trying to achieve the goal of building an ethical, capable and developmental state
through the professionalisation of the Public Service, the NSG has led the
development of the National Framework towards the Professionalisation of the
Public Sector.

Provincial and State
Academies

Some Provincial administrations and several national departments have their own
training academies which mainly respond to NSDP outcomes 2 and 4. For example,
the Department of Home Affairs (DHA) and the Department of International
Relations and Cooperation (DIRCO) have individual learning academies whose
function is to provide learning and development interventions, maintain quality
and to administer, manage, and support core learning functions within their
respective functional areas.

Human Resource
Development Council

The Human Resource Development Council of South Africa (HRDCSA) is a multiple
stakeholder body comprising representatives from government, business, civil
society, labour and training and education within the Public Service sector. It was
established in 2010 to create an enabling, coordinated and integrated environment
to focus on improving the human resource development base and skills of the
South African people. The HRDCSA oversees all the activities of the NSDP outcomes
to ensure that they are implemented and reported to the HRDCSA

Trade Unions and
Bargaining Council

Trade union representation is an accepted facet of the workforce. Almost all
sectors of the economy, including the Public Service sector, have representative
unions which engage employers over issues affecting their workforce including
skills development issues. In line with the SETA Grants Regulations, WSPs must be
consulted with labour representatives for endorsement and sign- off before
submission to PSETA. PSETA works with Unions in the Public Service sector space
in responding to Outcome 7 of the NSDP.

Legislative Sector
Support South Africa

The Legislative Sector Support (LSS) is a structure that supports and acts as a
communication link across and within the Legislative sector on sectoral issues. The
structure ensures effective coordination of the Speakers’ Forum and other sector
structures and responds to Outcome 2 and 3 of the NSDP.
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Institution/ Statutory Role in the Public Service Sector

body
Universities, TVETSs The Technical and Vocational Education and Training (TVET) and Community
and CETs Education and Training (CET) systems play vital roles in catering to the

differentiated skills needs of the sector. The NDP requires an expansion of the
college system within the PSET system, with a specific focus on improving quality.
Programmes at both TVET and CET levels must respond practically to the skills
needs of individuals requiring education and training opportunities responding to
NSDP outcomes 2,3, 4 and 5. Currently, the University and TVET systems produce
a number of graduates with qualifications relevant to the Public Service sector and
provide a key supply of skills to the sector. In turn, the sector provides critical
workplace-based learning in the form of internships, graduate recruitment
schemes and experiential learning to graduates. This relationship directly
addresses the NSDP outcome of linking education and the workplace, with the SETA
as an intermediary body.

DPME/ President The Department of Planning, Monitoring and Evaluation (DPME) is tasked with
driving government performance through monitoring and evaluation and
managing the National Development Plan’s implementation. There are several
linkages between the NDP Chapters and sustainable development goals (SDG)
which both have goals/objectives set out to be achieved by 2030 (Stats SA, 2019).
QCTO & SAQA: The Quality Council for Trades and Occupations (QCTO) is mandated “to oversee
Qualification bodies the design, implementation, assessment and certification of occupational
qualifications, including trades, on the Occupational Qualifications Sub-Framework
(OQSF)” (QCTO, 2022). This includes qualifications that have been developed
and/or re-aligned by PSETA. Upon the recommendation of the QCTO, the South
African Qualifications Authority (SAQA) registers occupational qualifications on the
OQSF and therefore responds to NSDP Outcome 4.

1.4. Economic Performance

Economic growth is one of the key indicators of a country’s economic performance. It allows
for the creation of new jobs, improved access to goods and services and improved overall
well-being for the citizens of a country. Economic indicators such as gross domestic product
(GDP) are used to measure economic activity in order to identify growth and contractions
(World Bank, 2023).The performance of the Public Service sector is closely related to the
country’s economy as the government plays a significant role in shaping and regulating the
economy. A strong economy can support the provision of a Public Service and can stimulate
economic growth, by creating jobs and increasing consumer demand for goods and services.
Thus, to effectively assess the economic performance of the sector, a point of departure
would be to outline the existing economic conditions in the country (Madgavkar, Seong,
Woetzel, 2019).

The country has faced a number of economic challenges in recent years, including high
unemployment, slow economic growth, and rising levels of debt, which have led to structural
issues such as a lack of investment in key sectors, low productivity, and political uncertainty
(World Economic Forum, 2019). The South African government has implemented numerous
measures to try to address these economic challenges, such as implementing structural
reforms, increasing investment in infrastructure and human capital, and strengthening the
social safety net (South African Government, 2020). International and local challenges have
continued to pose obstacles in the growth of the economy. The country experienced large
spending pressure due to the international trade tensions caused by the war between Russia
and Ukraine in the first quarter of 2022. In the initial stages of the war, the country saw a rise
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in oil and fuel prices which had a knock-on effect on the price of goods and services (Business
Insider, 2022). The ongoing challenges such as corruption, financial mismanagement,
inadequate governance and leadership, skills shortages, difficulties in service delivery, issues
related to transformation and equity, and political interference facing state owned entities
are also contributing factors to a challenging economic environment for South Africa (PARI,
2018).

The increased power cuts that have affected households and businesses across the country,
have had a big impact on the economic performance of the public sector as power supply
shortages have caused operational delays and reduced output.

1.4.1 Sector Performance

The country’s GDP declined by 1.3% in the fourth quarter of 2022 with only three out of ten
sectors experiencing growth during this period. A comparison of sector growth rates in the
fourth quarter of 2022 against the third quarter of 2022 is depicted in Figure 2 below. The
main driver for this decline was the 2.3% decline seen in the finance, real estate and business
services industry which is the largest sector in the economy (Stats SA, 2023a). The general
government services sector experienced a decline of 0.7% during this period. The greatest
decline was seen in the agriculture, forestry and fishing sector and positive growth was seen
in the Transport, Storage & Communication; Construction; and Personal Services sectors.

Figure 2: Sector Growth Rates — Q4: 2022 Compared with Q3: 2022 (constant 2015 prices, seasonally adjusted)

Contribution (% points)

Transport, storage & communication 0,7% 0.1
Construction 0,5% 0,0

Personal services [ 0,2% 0,0

General government services 0,1
Manufacturing 0,1
Electricity, gas & water 00
Trade, catering & accommodation 03
Finance, real estate & business services -0,6
Mining & quarrying 0,1

Agriculture, forestry & fishing 0,1

-5% -4% -3% -2% -1% 0% 1% 2% 3% 4% 5%

Source: Stats SA (2023a)
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The COVID pandemic disrupted economic growth in the country for about two years in a row.
Since then, the country’s GDP has gradually improved with real GDP reaching an all-time high
in 2022 at R4.5 trillion, which represents a 0.3% increase from the 2019 pre-pandemic level
(Stats SA, 2023a). It is, however, important to note that this growth falls short of the country’s
population increase of 3.5% over the same period (Stats SA, 2023a).

Low economic confidence and constrained investment due to the COVID pandemic influenced
the government to implement the Economic Reconstruction and Recovery Plan (ERRP) in
2020. It has been three years since the ERRP’s inception, and some progress has been made
in restoring the country’s investment appeal and stimulating equitable and inclusive growth.
There are factors that have also hindered the progression of the ERRP’s vision. Purchasing
power has been diminished by higher inflation which has led to increased interest rates, which
may further reduce consumer spending. There have been drastic increases in fuel prices,
largely due to the Russian conflict with Ukraine, which caused a global increase for the price
of oil. The Presidential Employment Stimulus (PES), which forms part of the ERRP, was aimed
to offset the loss of household income due to unemployment caused by the pandemic as well
as support job creation, job protection and the implementation of livelihood support
programmes.

The general government services sector’s contribution to value added to the economy in
South Africa in Rand millions is illustrated in Figure 3. Based on the South African Reserve
Bank’s quarterly gross value added at basic prices after seasonal adjustment data series for
the General Government Services (which encompasses the three spheres of government), it
is clear that the sector has continued to grow following an increasing trend in terms of gross
value add (SARB, 2023a). The percentage increase from quarter one of 2020 to quarter four
of 2022 is approximately 12%.

Figure 3: Gross Value Add of General Government Services (Current prices, seasonally adjusted) Q1:2020 to Q4: 2022
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Source: SARB Economic and Financial Statistics for South Africa (2023a)
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1.4.2. Government Finances

Revenue collection exceeded projections in 2022, resulting in the government proposing that
no budget reductions be implemented in the 2023 budget for government departments. It is
expected that job prospects and retention in the Public Service sector will be positively
affected by this decision. In the 2022/23 fiscal year, a record gross amount of R2067.8 bn was
collected by the South African Revenue Services (SARS) and the amount of R381.1bn paid in
refunds was the largest ever paid since its formation (South African Revenue Services, 2023).
Consolidated government spending is estimated to exceed R2.2 trillion in 2023 and will
increase to R2.5 trillion in 2025/26 (South African Government, 2022).

The Public Service wage bill has been one of the major drivers of the fiscal deficit which is
under immense pressure because of constraints on the South African economy. The primary
strategy for the Government’s attempt to resolve compensation spending was a decision not
to implement the third annual increase agreed to in the three-year wage agreement signed
in 2018 between government and public sector unions. The decision was not received well by
workers and resulted in public sector unions being in a dispute with the State. The
government’s response to the demands was that the wage bill, over a number of years, has
grown faster than economic growth, meaning that the country cannot afford the level of wage
hikes the Public Service unions were demanding. In March 2023, the majority of South Africa’s
public sector trade unions agreed to a two-year agreement (2023/24 — 2024/25), which
comprises of a 7.5% salary increase. Given that the 2023 budget did not anticipate the
outcome of the wage negotiations, government warned that the increase would be funded
by “significant trade-offs”, including skills implications such as restricting recruitment of non-
critical posts and recruitment that was planned previously, allowing departments to redirect
funds towards the increased compensation costs and reducing out-of-line remuneration in
public entities (South African Government News Agency, 2023).

The significant growth of the consolidated wage bill over the past years has started to crowd
out spending in other critical areas, one of these being service delivery. Government’s
reduction of the medium-term compensation of employees’ baselines by more than R300
billion between the 2020 and 2021 budgets in efforts to stabilise the public finances have
resulted in minimal compensation growth, as depicted in the figure below (National Treasury,
2022).

Figure 4: Growth in the consolidated wage bill compared with GDP and tax revenue
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Source: National Treasury Medium Term Budget Policy Statement (2022)
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The associated expenditure and headcount share by sector in 2021/22 is illustrated in Figure
5 below. The education sector remains the largest both in terms of headcount and
expenditure due to the ongoing efforts by the government to improve the country’s
education system. Health and Police follow with correctional services having the least
headcount and expenditure.

Figure 5: Share of public-service wage spending and headcounts in 2021/22 by sector
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Rising levels of inflation, continued liabilities of state-owned entities, higher debt and debt-
service costs are just a few of the factors that have been identified as threats to widening the
budget deficit for the country, thus diminishing government’s capacity to meet the targets of
the NDP.

As previously stated, the state of the economy has an impact on the size of the budget
available to departments and public entities to spend on goods and services, personnel and
infrastructure. The R2.23 increase in national minimum wage to R25.42 effective from 1
March 2023 also means that the budget towards outsourced labour has to be increased. This
has direct implications on skills development. Whether there are cuts and reductions in
training budgets largely depends on whether there are other areas where expenditure can be
reduced easily and the extent to which training is seen as a priority. Thus, the economic
performance of the country may have far reaching consequences in terms of the prioritisation
of skills development and training for the Public Service sector.

The country’s economy is directly impacted by local and global developments. In order to
minimise the effects of such disruptions, measures such as investment in infrastructure,
increasing flexibility in labour and capital, a just transition towards a climate-resilient
economy, and improving the quality of education and skills development should be
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implemented by the government. The measure of importance to PSETA remains with enabling
skills development in the sector and improving the labour productivity factor amid the current
challenges in the sector and country.

Strengthening partnerships with the private sector will result in the capacity of the state also
improving, which is one of the main focus areas across PSETA programmes including the
Integrated Provincial Support Programme (IPSP) which aims to improve service delivery and
extend good governance (PSETA, 2022).

1.5. Employer Profile
Employment within the Public Service sector takes place within four (4) identified sub-sectors:
National departments; Provincial departments; Provincial Legislatures and Parliament; and
some Public Entities. Table 5 below outlines the number of employers per sub-sector that are
registered and that have submitted their WSPs to PSETA for 2023. Table 4 further outlines the
size and the proportion of which they make up the sector.

Table 4: Employers registered with PSETA

Size of Employer Number of Percentage

Sub-sector employers of

0-49 50-149 150+ submitted employers
WSPs at PSETA  in the sector

National departments 1 3 34 38 24%
Provincial departments 6 4 84 94 59%
Pr0\{|nC|aI Legislatures and 0 4 4 3 5%
Parliament

Public entities 5 8 6 19 12%
Total 12 19 128 159 100%

Source: PSETA MIS (2023a)

Provincial departments still make up the largest proportion of the sector (59%) even after the
merging of departments in certain provinces. Legislatures and parliament, as expected, make
up the smallest proportion of the sector (5%). The majority of the organisations reporting to
PSETA are large employers, i.e., employers employing over 150 employees. PSETA has also
seen an increase in new Public Entities joining PSETA in 2022 such as The National Consumer
Tribunal (NCT), NEMISA, G-Fleet Management and the merging of departments in the
Northern Cape that have been reconfigured into the Department of Agriculture,
Environmental Affairs, Rural Development and Land Affairs. Following the closure of the
Western Cape Government Department of Human Settlements and the Department of
Transport and Public Works, two new departments, Department of Mobility and the
Department of Infrastructure were established.
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Figure 6: Geographical spread of employers
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The analysis of the geographical spread of the sector isillustrated in the figure above. It should
be noted that this illustration only comprises departments that are registered with the PSETA.
The national departments are generally located in the Gauteng province. Other employers
within the sector are almost evenly distributed across the country. The Gauteng province
accounts for the largest in terms of the geographic spread of employers, making up 37% when
taking into account all national departments which are housed in Gauteng including their
ministries which may also have offices in the Western Cape. The KwaZulu-Natal and Western
Cape provinces are the second largest employers after national and Gauteng provincial
departments.

1.6. Labour Market Profile

Analysis of the 2023 WSP data and the PERSAL data has been undertaken to assess the state
of the labour market. Table 5 provides a breakdown of the number of employees per sub-
sector. Information on employees for legislatures, parliament and public entities have been
sourced from the 2023 WSP data, whilst the PERSAL data has been utilised for employees
within national and provincial departments. The number of employees employed under the
Public Service Act are defined as all employees on the database provided by the DPSA
excluding medical practitioners, nurses, teachers, police and the military personnel who falls
under other Acts (such as Health Act, Education Act, etc.) and all employees employed under
the occupation specific dispensation (OSD). This analysis focuses only on those that are
employed under the Public Service Act.

Table 5: Employees in the sector

Sub-sector Number of employees ‘ % in the sector
National departments 130 243 20,67%
Provincial departments 486 538 77,20%
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Sub-sector Number of employees % in the sector

Legislatures and parliament 2504 0,40%
Public entities 10951 1,74%
Total 630 236 100.00%

Source: PSETA MIS (2023a) & PERSAL (2023)

As seen in Table 5 above, majority of the employees are in the provincial departments sub-
sector (77,20%), followed by the national departments sub-sector (20.67%). Legislatures and
parliaments make up the smallest proportion of the number of employees in the sector at
0.40%.

The gender and race demographics of the sector are presented in Figure 7 and Figure 8
respectively. By utilising the WSP data for employees in parliament, legislatures and public
entities and the PERSAL data for employees within national and provincial departments, a
complete labour market profile has been provided. Annually, national and provincial
government departments are required to submit plans and reports on the Gender Equality
Strategic Framework (GESF) and implementation thereof. PSETA’s interventions targets the
majority of beneficiaries to be women that participate in learning programmes.

Figure 7: Gender Demographics of employees per sub-sector

Gender Demographics of Employees
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The employment data by gender in the Public Service sector has remained constant with more
women employed than men across the sub-sectors. There are however more gender
disparities in the National and Provincial departments sub-sector when compared to the
public entities and legislatures and parliament sub-sector. In addition to the gender
demographics, 19% of employees are under 35 across the national and provincial
departments, 65% are between 35 and 55 and 23% are over 55.

Table 6 below shows the gender demographics per OFO major group. The largest proportion
of female employees are found within the Professional major group (36,91%). This group is
then followed by the Technicians and Associate Professionals major group (16,41%). A similar
trend is followed by male employees who are mostly represented in the Professional major
group (24,88%), followed by the Technicians and Associate Professionals major group
(15,42%). At the Management level however, there are proportionally fewer female
employees compared to male counterparts with each representing 8,85% and 13,87%
respectively.
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Table 6: Gender Demographics by OFO Major Group

OFO Major Group % Female % Male
PROFESSIONALS 36,91% 24,88%
TECHNICIANS AND ASSOCIATE PROFESSIONALS 16,41% 15,42%
CLERICAL SUPPORT WORKERS 13,98% 14,17%
SERVICE AND SALES WORKERS 14,32% 16,73%
MANAGERS 8,85% 13,87%
ELEMENTARY OCCUPATIONS 8,82% 10,19%
PLANT AND MACHINE OPERATORS AND ASSEMBLERS 0,37% 2,73%
SKILLED AGRICULTURAL, FORESTRY, FISHERY, CRAFT AND

RELATED TRADES WORKERS 0,34% 2,01%

Source: PSETA MIS (2023a)

Figure 8 illustrates the race demographics. Across the sub-sectors, the race demographics of
employees in the sector is in line with the race distribution of the population. Africans remain
the majority across the sub-sectors with National Departments, and Provincial Departments
constituting more than 80% of employees respectively and public entities and legislatures
constituting more than 70% of employees respectively. The total number of SMS is 8317 with
45.64% being females and 54.36 males. The males continue to dominate with less numbers
of females holding the SMS positions within the Public Service sector. SMS race demographics
are as follows: 6 514 Africans, 463 Indian/Asian, 604 Coloured and 736 White. The Middle
Management Services (MMS) makes up a total of 50 736 which shows a significant increase
when compared to 17063 MMS employees in the Public Service in 2022. MMS race
demographics are as follows:34 287 Africans, 4 751 Indian/Asian, 3 412 Coloured, and 8 286
Whites (Department of Public Service and Administration, 2023)

Figure 8: Race demographics of employee
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The representation of people with disabilities employed in the Public Service remains low.
From March 2021 to March 2022, only 53 departments - 40 provincial departments and 13
national departments - surpassed the 2% representation of persons with disabilities
(Parliamentary Monitoring Group, 2023). Departments are required to submit
implementation plans and reports on the Job Access Strategic Framework for the
Recruitment, Appointment and Retention of People with Disabilities (JA). Monitoring of the
provision of reasonable accommodation and assistive devices (RAAD) is institutionalised in
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the DPSA Policy on the Provision of Reasonable Accommodation and Assistive Devices for
Employees with Disabilities in the Public Service which was accompanied by a directive in
2015. Departments submit information on this through the JA monitoring template.

Figure 9: Geographical spread of employees
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Figure 9 shows the geographical spread of employees in the sector. The majority of employees
in the sector are employed by national departments, followed by the Gauteng and KwaZulu-
Natal.

Figure 10: Employment Trends in Provinces
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The figure above displays how employment in the sector across all the provinces has evolved
examining employment figures of 2016 to 2020. Across the provinces the number of
employees has been fluctuating over the years. Great variabilities in numbers across the years
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are mainly taking place in the national departments, KwaZulu-Natal, and in the Gauteng
province.

Table 7: Employment per major occupational category

Major occupational category ‘ Number of employees Percent
Administrative Office Workers 171661 34,90%
Elementary occupations 106 603 21,67%
Professionals and Managers 213 575 43,42%

Source: PERSAL (2023)

The table above shows the number of employees within the Public Service Act only, as
reflected by PERSAL data. PERSAL does not capture occupational data per Organising
Framework for Occupations (OFO) categories but uses the Occupational Classification System
(OCS), hence OFO major categories like Managers and Professionals have been grouped
together. Based on analysis of the PERSAL data, Table 7 shows that the highest number of
employees are employed in the Professionals and Managers category at 43,42% followed by
Administrative Office Workers at 34,90% and then Elementary occupations at 21,67%. PSETA
focuses primarily on support to develop capacity in transversal skills, such as administration,
management, planning, legislation and policy development. Therefore, the majority of PSETA
interventions are targeted at employees in the Professionals, Managers and the
Administrative Office Workers occupational categories. PSETA has conducted an OFO study
mapping the OCS occupations into OFO for skills planning purposes. A handbook was
developed to assist the SDF’s in developing and reporting on WSPs/ATR. The handbook has
been shared with SDFs and workshops took place in the 2021/22 financial year.

Figure 11: Employees per OFO major group
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Figure 11 above is based on the 2023 WSP data analysis which reflects employment by OFO

major group. The distribution indicates that the majority of employees (32,70%) are within
the Professional workers major group followed by Technicians and Associate Professionals at
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16.06% of employees and Clerical Support workers constituting 15,16% of the sector.
Managers makes up 10.61% of the employees at Senior Management Service (SMS) level
within the Public Service sector. The percentage of Managers major group has remained
constant when compared to 2021 whilst the percentage of Professionals major groups in the
Public Service sector has also decreased when compared to 2022 figures.

The PSETA’s support for skills development focusses on all occupations reporting only to
PSETA that are transversal with the SMS making up a total of 8 317 employees in the Public
Service sector (Department of Public Service and Administration, 2023).

1.7. Conclusion

This chapter has outlined the scope of coverage of the sector including an analysis of the key
role players, the economic performance of the sector and future outlook of the sector.
Furthermore, it has analysed the employer and employee profiles reflecting trends and
patterns of employment. In summary, the Public Service sector comprises predominantly
large organisations with a significant contribution to the country’s GDP. The country has faced
several economic challenges in recent years, including high unemployment, slow economic
growth, and rising levels of debt. The economic conditions of the country impact the sector
and have direct consequences on employment and training in the sector. As a sector, the
Public Service is highly legislated, with a substantial number of role-players that exist to
ensure compliance and governance. The South African economy experienced a 1.3% decline
in seven out of 10 industries, including general government services, in the fourth quarter of
2022.

Due to the dynamics of the sector, the nature of demand and supply for labour and skills is
shaped by a complex set of processes than in the private sector — regional labour market
dynamics intersect with policy and political priorities emerging from the executive branch.
Furthermore, long institutional histories of the state shape the nature of organisational
competencies. Indicators that can be used as rough proxies of demand and supply of skill in
the private sector (such as vacancy rates and the price of labour) do not provide Public Service
managers with sufficient information about the nature of scarce and critical skills in their
organisations. This reflection is further highlighted in chapter two in the identification of
drivers of change for the sector. In this context, developing a strategic approach for guiding
the identification and prioritisation of skills in the Public Service sector is particularly
important and a framework guiding the identification of skills needs in the Public Service
sector is further expounded upon in the last chapter of this SSP.
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2. Chapter 2: Key Skills Change Drivers

2.1. Introduction

The chapter focuses on the key factors that have been identified as driving change and
influencing skills demand and skills supply in the Public Service sector. This chapter also
identifies the skills implications that are associated with the identified change drivers. The
alignment of sector skills planning to policy frameworks such as the National Development
Plan, New Growth Path, Human Resource Development Strategy for South Africa is also
addressed in this chapter.

In addition to consultations with employers, input and research into this section included:

e Auditor General Citizen’s Report (2020/21)
e PSETA Emerging Technologies in the Public Service Sector and COVID-19 Skills

Implications studies (2020)

e National policy frameworks including, but not limited to the National Skills

Development Plan (NSDP) (2019); the White Paper for Post-School Education and
Training (WP-PSET) (2014); Economic Reconstruction and Recovery Plan (2020) and
the National Framework Towards the Professionalisation of the Public Sector (2022).

2.2, Factors Affecting Skills Demand and Supply

Understanding the major factors impacting on skills demand and supply in the Public Service
sector provides an opportunity to better analyse why skills shortages exist.

Business Continuity

The key findings from the study PSETA conducted on Emerging Technologies in the Public
Service showed that the COVID-19 pandemic exposed weaknesses within business
continuity models with wide-ranging disparities across provinces, especially for those
that had previous socio-economic issues (rural provinces) (PSETA, 2020). Within South
Africa, few Public Service departments understand the concepts of business continuity
management (BCM); the purpose of designing and maintaining resilient systems that are
immune to incidents and what it takes to implement a well-constructed business
continuity plan.

IT Governance in the Public Service sector

According to the Auditor General’s Citizens Report (AGSA, 2021), there is lack of
integrated IT systems and databases in the Public Service sector. Most departments
were found to have procured individual IT solutions which are not integrated to the
larger system within the sector. This becomes critical for automation and digitisation of
the sector.

. There is a lack of sufficient ICT skills for effective cyber-security within government

departments (Sutherland, 2017). According to von Solms (2022), one of the five key
elements that should be in place to detect, mitigate and combat cybercrime in South
Africa is skilled cyber-security practitioners.

Fourth Industrial Revolution and Technology:

The fourth industrial revolution (4IR) and ICT have enhanced digitalisation, big data,
artificial intelligence, online platforms and the Internet of Things (PSETA, 2020). The
emerging technologies study in the Public Service (PSETA, 2020) showed a need for
technology related skills and a need to change how departments deliver services.
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Despite the need, resources are constrained, and budget cuts hinder the development
of digital solutions.

South Africa’s e-government strategy provides the policy framework for incorporating
ICT as a key enabler in modernising government services and improving accessibility and
convenience.

Whilst the sector has progressively moved toward implementing ICT across its systems
and processes, most government departments do not currently have the human and
physical resources to optimise the role of ICT in the Public Service sector (PSETA, 2017).
Furthermore, government operations are largely manual/paper-driven and are at the
infancy of technology-adoption, though the need to advance in terms of technology is
known and accepted (PSETA, 2020).

Remote working and learning showed that access to technology is more than a choice,
it is a necessity. In order to reduce the digital divide, the Public Service sector needs to
rethink the question of internet access and how it is managed.

Whilst many Public Service sector organisations have returned to working from their
pre-pandemic offices or places of work, virtual engagements remain prevalent.
Geographical Positioning:

A key factor which continues to impact the work of departments is the delivery of
services in rural areas. Some provincial departments located in rural areas face a
challenge with a shortage of employees and struggle to attract high-calibre employees
as talented graduates and experienced employees chose to migrate to metropolitan
areas. This contributes to the existing situation of a skills bias within urban areas.

The limited number of work placement opportunities for learners in rural provinces
continues to be a challenge which result in a limited number of learners that can be
accommodated by the few employers.

Human Resource Dynamics within the Public Service:

Human resources (HR) in the form of people are the most valuable asset of the Public
Service sector. Therefore, planning, attracting and retaining competent talent to ensure
that the Public Service sector meets the demands of the developmental state envisioned
on the NDP is critical. Four sub-change drivers which fall within the wider ambit of
human resources are discussed below:

Recruitment Challenges and Competition for Skills: In response to government’s freeze
hiring decision in administrative and managerial positions (Arnoldi, 2023), employers
have been unable to recruit non-critical positions. Another challenge for HR
departments is attracting the best talent into the Public Service sector as better
remuneration and benefits are offered in the private sector. Furthermore, the uniform
and uncompromising criteria used for job requirements prevent many young people
from meeting the necessary requirements for positions in government.

High Turnover and Thin Supply Pipeline: The Sector continues to report high levels of
exit/turnover. This is more evident amongst youth and those in highly specialised
occupations, such as those in ICT and finance. High turnover was attributed to various
factors, including lack of motivation amongst some public servants, being overworked,
inflexible working hours, limited space for innovation, and other reasons related to poor
working conditions. External factors mentioned included poaching and inter-
Departmental migration.

Lack of Autonomy of Human Resources Departments: In most instances, HR
departments in the Public Service sector do not take on a strategic role within their
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departments, which threatens their ability to maintain autonomy and efficacy. The HR
function also continues to be clouded by political interference, thus limiting autonomy,
which ultimately affects the ability to secure competent talent for the sector.

d. Human Resources not viewed as a Strategic Function: The HR function is not viewed as
a strategic unit participating in planning and policy within Departments. This tends to
result in inadequate resources being discharged to these units within government
departments, which affects their operations. HR is more often viewed as transactional
and compliance oriented.

In addition to the above, some of the challenges facing human resources within the Public
Service sector include unethical HR management practices, wastage in certain sectors and
outdated regulations, policies, departmental structures and Service Delivery Models (DPSA,

2023).

2.2.1. Key Skills Implications

The implications of the identified change drivers are summarised in table 8 below.

Table 8: Key skills implications

Change Driver Implications for skills planning

Business Continuity
Models (BCM)

e Thereis a need to support the sector to apply and implement BCM, such as a resilience recovery

model that will enhance department’s capacity to adapt to threats created by the pandemic
and other challenges. The evolving nature of resilience will allow them to survive, cope and
thrive in the future of skills. Implications for skills planning include training government
employees on the importance, development and implementation of business continuity models
in order to ensure that government is able to respond to unexpected disruptions.

IT Governance in the
Public Service sector

There is a need for standardised approach to automation and digitisation of the sector.
Consideration needs to be directed towards the provision of skills training required to integrate
and maintain IT systems and to skill government employees on the use of integrated IT systems
and databases.

Fourth Industrial
Revolution and
Technology

ICT/ Digital Skills

The introduction of new technologies may require the Public Service to expand its personnel
complement (especially in terms of technical support roles) and enhance training and education
of current staff, with a need for ongoing reskilling and/or up-skilling.

ICT requires employees to be skilled in technology related skills, big data analytics, related fields
and other forms of information relevant to the fourth industrial revolution. There is thus a need
for constant skilling and re-skilling and the development of appropriate human resources to
integrate emerging ICTs in the Public Service.

Cybersecurity is a growing concern for the Public Sector, with the push for universal access to
the internet and the growing reliance on digital government service. The National Cybersecurity
Policy Framework was developed to encompass the many aspects of electronic information,
data and media services that affect a country's security, economy and wellbeing. Public servants
should be knowledgeable on cybersecurity matters pertaining to the sector and should be
trained on how to identify potential threats that may arise.

Geographical
Positioning

In order to address the issue of a lack of adequate skills to fill vacant posts within rural areas,
training and development of individuals that live within these areas is required. By ensuring that
skills development of local individuals in the area takes place, employers are able to firstly
address the issue of a lack of skills and secondly, address regional unemployment issues.
There is a need to address issue of limited resources at the workplace i.e., infrastructure to
ensure that learning takes place as requires learners taking turns to share the laptop/desktop
slows down the learning process.

Human Resource
Dynamics within the
Public Service

Innovative recruitment and retention strategies, particularly for the youth, will be required in
order to attract and retain skills.

The sector needs to be supported to be able to identify the nature of their staff competency
gaps and what kinds of training are most appropriate for developing capacity in these areas.
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Change Driver Implications for skills planning

focused training for HR personnel.

This once again highlights the importance of the focus on building HRD skills and implementing

e Undertaking workplace orientation and induction programmes that are linked to on-boarding
and mainstreamed as an intervention for organisational development.

o Effective HR planning, performance management and appraisal systems, including performance
standards and assessment instruments for different categories of employees.

e Public servants returning to the simulator by undertaking continuous learning and professional
development. This will include public sector officials being encouraged register with
Professional Councils, starting with specific categories of occupations in the public sector

2.3.

Policy Frameworks Affecting Skills Demand and Supply

Skills development in the Public sector must specifically aim at building state capabilities to
deliver on the NDP. Thus, policy direction and government priorities are critical
considerations and provide the direction for skills planning in the sector. The national
strategies and plans and implications for skills planning are outlined in the table below.

Table 9: Skills Planning Implications of National Strategies and Plans

National Plans/ Strategies

National Development Plan: The NDP calls for the building of a
“capable state. A capable and developmental state is one that has the
means to identify and deal with the causes of poverty and inequality
in South Africa. Therefore, identifying current and future skills demand
as accurately as possible is extremely important if the goals of the NDP
are to be achieved within the Public Service sector.

Implications for Skills Planning

Based on the nine outcomes of the NDP focused on
building a capable state, PSETA has considered the major
NDP competencies in its strategic focus areas namely: A
Public Service which is a career of choice; Sufficient
technical and specialist professional skills; Efficient and
effective  management and operations systems;
Procurement systems that deliver value for money;
Strengthened delegation, accountability and oversight.

New Growth Path (NGP): The NGP proposes major improvements in
government, competition in the economy and accelerating skills
development. It emphasises the role of government departments and
agencies (specifically SETAs) in meeting set targets for scarce and
critical skills with a focus on producing professional and technical skills.
It highlights workplace training, targeting on-the-job training and
refresher programmes for at least 10% of the workforce every year.

Reinforcing the focus on workplace-based programmes
which incorporate on-the-job training, the PSETA
annually sets targets in consultation with the DHET
specifically to address interventions in this area for both
employed and unemployed individuals.

White Paper on Post School Education and Training: The WP-PSET
sets out strategies for an improved post school education and training
system that will meet the needs of South Africa by 2030. A sharpened
focus of SETAs is proposed, limiting the scope of a SETA to training of
employees and unemployed persons wishing to enter the sector. It is
proposed that SETAs will be further employed to provide supply-side
data towards the development of a national skills system.

In response to the sharpened focus of SETA’s outlined in
the White Paper, the focus on the participation of
employers in the submission of credible Annexure 2
(WSPs) has been prioritised. Training of labour
representatives on training committees, capacity
building sessions and Skills Development Facilitator (SDF)
training programmes are all initiatives aimed at
responding to the White Paper and improving the quality
of sector intelligence available to the SETA.

National Plan for Post-School Education and Training (NP-PSET),
2019-2030: Guided by the National Development Plan, the National
Plan for Post-School Education and Training seeks to give effect to the
vision of the WP-PSET of an integrated post-school education system.

The NP-PSET stipulates SETAs will concentrate on
supporting skills planning, engaging DHET and industry
demand and the implications of skills supply planning,
funding to meet skills demands and workplace-based
learning and will be monitored and evaluated by the NSA.

National Skills Development Plan: The NSDP, follows from the
previous national strategy (NSDS IIl) and consists of eight outcomes to
be achieved mainly by SETAs in collaboration with the DHET, TVET
Colleges, CETs, Universities, and the National Skills Fund (NSF). Linking
education and the workplace, improving the skills level of the
workforce, and ensuring the production of sufficient artisans to

The ushering in of the NSDP will see the PSETA’s strategy
aligned to achieving the outcomes of the NSDP.
Conducting labour market research, addressing sector
skills needs and priorities, implementing learning
programmes, supporting the TVET system, artisan
development and collaborating with relevant quality
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National Plans/ Strategies
support the technical skills requirements of the country all continue
from the previous NSDS and find further emphasis in the NSDP.

Implications for Skills Planning
councils are key areas that will form the focus of the
PSETA’s core operations.

Human Resources Development Strategy for South Africa (HRDSA):
The theory of change for the HRDSA is based on a number of
assumptions. One of them is that HRD activities within government
departments do take place however there is a need for coordination
of those activities across government. HRD activities are influenced by
a wave of digital transformation across the globe and Public Service
sector is not exempted from that. The HRD Strategy has identified five
programmes aligned to the national imperatives.

HRD issues cut across the implementation forum of
which PSETA is part and it requires collective engagement
of all departments involved. PSETA together with DPSA
can monitor the extent to which HRD targets are met by
departments. PSETA is directly involved in Programme 2,
3,4 and 5.

Public Service Human Resource Development Strategic Framework
2015: The Strategic Framework for the development of Human
Resources in the Public Service is a sub-system of a larger human
resource development framework which addresses the focused
demand for human resource development in the Public Service. The
PS-HRDSF Vision 2015 rests on four distinct pillars relating to: Capacity
Development; Organisational Support Systems; Governance and
Institutional Development and Economic and Growth Development.

The overall strategic approach and focus for HRD in the
Public Service has been rearticulated to place a greater
emphasis on the imperative for the alignment and
consolidation of the inward focus of the Public Service
(demand side) with the broader external labour market
dynamics. PSETA is facilitating and improving the extent
to which skills supply is able to address the skills and
talent requirements of the Public Service sector.

Medium Term Strategic Framework (MTSF): The MTSF for 2019 to
2024 emphasises the need for a paradigm shift towards a
comprehensive framework inclusive of resourcing and integration of
all Public Sector institutions. Priority 1 of the MTSF: A Capable, Ethical
and Developmental State is at the core of the PSETA’s mandate and
underpins the seven priorities of the MTSF.

The PSETA will focus specifically on Priorities 1 and 3 on
“A Capable, Ethical and Developmental State” and
“Education, Skills and Health” as a contribution towards
putting the Public Service sector on a positive trajectory
towards the achievement of the NDP goals for 2030.

Economic Reconstruction and Recovery Plan (ERRP): ERRP seeks to
actively change the economy towards positive growth, and this
requires an active and immediate adaptation by parts of the PSET
system — the Skills Strategy. The Skills Strategy lays out 10
interventions to ensure that skills required are produced.

The PSETA has put measures in place to support the
Economic Reconstruction and Recovery Plan and its Skills
Strategy as outlined by DHET through the 10
interventions.

National Framework Towards the Professionalisation of the Public
Sector: The Professionalisation of the Public Service Framework seeks
to align to the National Development Plan they envision that the head
of the Public Service, among other matters, will see to the career
progression of senior public managers, by convening appointment
processes, conducting performance assessments and running
discipline.

The implementation of internship programmes and
specific skills training on service delivery, labour
relations, coaching and mentoring and supply chain
management, will address skills needs within
department. Additionally, occupational pathways and
recognition of prior learning will allow for the mapping of
specific job positions to relevant the qualification
required.

Public Service Regulation (PSR) 2016: The Public Service Regulations
govern the conduct of employees in the Public Service sector. The
regulations aim to ensure that public servants serve the public with
integrity, accountability, and efficiency.

The PSR 2016 has an impact on recruitment and skills
needs in the Public Service sector. The implications are
that public servants should possess the necessary skills
and capabilities to serve the public.

District Development Model Strategic Implementation Framework
(DDM): Within the DDM all three spheres of government coordinate
and integrate development plans and budgets and mobilise the
capacity and resources of government, business, labour and
community, in pursuit of inclusive growth and job creation.

The implications are that public service employees are
able to implement development projects and programs
effectively and efficiently at various levels of
government.

National Qualifications Framework (NQF) Amendment Act 12 of
2019: This Act was amended to amend and insert certain definitions
which include the provision for: the verification of all qualifications or
part-qualifications by the SAQA; a separate register for professional
designations; the referral of qualifications or part-qualifications to the
SAQA for verification and evaluation; and for offences and penalties
which have a bearing on fraudulent qualifications.

The NQF Amendment Act will have implications on the
process to be followed by PSETA when developing
qualifications and seeking the training services of a skills
development training provider. This will include verifying
that skills development providers, including private
providers, are registered with DHET as required by the
Act.
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The overarching implication of the analysis of the national strategies and plans may be
categorised into two broad themes:

Policy landscape: National policies and plans may not be considered in isolation of one
another. In the Public Service there are a range of agencies who have overlapping mandates
in relation to skills development in particular, and capacity building more widely. Thus, the
need to establish partnerships and coordinate efforts are key outcomes of the analysis of
these plans.

Socio-economic agenda: An inherent feature of South Africa’s labour market policies is the
secondary aim to address issues of inequality, unemployment, poverty and transformation.
And conversely the goal of many socio-economic policies incorporates the need to improve
education and skills development, ultimately impacting the labour market. There is also a
need for skills development policies to address not only issues of poverty and unemployment,
but also those of economic growth and global competitiveness — especially as espoused by
the ERRP as the country recovers from the COVID pandemic.

PSETA has put measures in place to support the ERRP and its Skills Strategy as outlined by

DHET through the following interventions:

Table 10: Measures to support the ERRP Skills Strategy

ERRP SS Intervention
Access to targeted skills
programmes

Measures for PSETA

PSETA is implementing and funding skills programmes through partnerships. In addition, the
Batho Pele Digital Skills Platform is in place and is aimed at providing public service officials
with free online training on basic digital skills.

Enabling provisioning of targeted
learning programmes

PSETA supports and works with most TVET colleges through Learnership and work-
integrated learning (WIL) programmes.

Access to workplace experience

PSETA provides access by supporting learners who require workplace experience to
complete their qualifications (WIL) and to assisting graduates as new entrants for successful
transition into the labour market (internships).

Retraining/up-skilling to
preserve jobs:

PSETA has funded digital skills programmes for the up skilling of employees in the Public
Service sector to cope with remote working demands. Furthermore, PSETA in partnership
with DPSA has trained disciplinary officers in labour relations place to deal with disciplinary
issues in the sector.

Access to workplace experience:

PSETA provides access by supporting learners who require workplace experience to
complete their qualifications (WIL) and to assisting graduates as new entrants for successful
transition into the labour market (internships).

Meeting demand in List of
Critical Occupations:

PSETA has finalised a Memorandum of Understanding (MoU) to partner with DPSA, DHA,
DIRCO, GCIS and DOEL for occupational qualifications development.

Supporting entrepreneurship
and innovation

PSETA has partnered with NEMISA to provide Advanced Digital Skills programmes to SMMEs.

Embedding skills planning into
sectoral processes:

PSETA provides inputs into Provincial Master Skills Plans through engagement in PHRDF and
HRD Forum in the provinces.

National Pathway Management
Network

PSETA continues to support the Work Integrated Learning intervention as a transition into
labour markets and opening up Public Service as a Training space.

Strengthening the PSET system

PSETA will incorporate the ERRP interventions required in the SETA’s priority actions.
Immediate interventions outlined above, as well as to ensure the system is strengthened
institutional capacity to meet medium and long-term demand.
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2.4. Conclusion
The key change drivers and policy directives and priorities as well as their associated
implications on skills planning and development were identified. The key change drivers
include business continuity models, IT governance in the Public Service sector, the fourth
industrial revolution and technology ICT / digital skills, geographical positioning, and human
resource dynamics within the Public Service.

It is critical for PSETA to align the sectors’ activities to the national priorities outlined. In
particular, the ERRP to stimulate the economic growth through the skills strategy
interventions outlined and the NDP mandate in building of a “capable state” — underpinned
by “effectively coordinated state institutions with skilled public servants committed to the
public good and capable of delivering consistently high-quality services”.
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3. Chapter 3: Occupational Shortages and Skills Gaps

3.1. Introduction

This chapter focuses on understanding occupational shortages and skills gaps in the sector.
The occupational shortages and skills gaps are informed by focus groups, interviews and
surveys with critical role players in the sector, workplace skills plans and the other key reports
in the Public Service sector. According to the DHET SSP framework, occupational shortages
occur when the demand for workers in specific occupations exceed the supply of workers who
are qualified, available and willing to work (DHET, 2022d). Skills demand in the Public Service
sector are relatively constant within the various occupational categories, however, on the
contrary within the Public Entities and Legislatures sub-sectors there are vast differences
brought about by the complexity of the tasks carried out within specialised occupations in
these sub-sectors. This chapter also outlines the supply of skills available to the sector and
provides an analysis of Hard-to-fill vacancies (HTFVs) and Priority Occupations for the Public
Service sector. A range of primary and secondary data sources and literature informs the
analysis which follows in this chapter. Research specifically looking at HTFVs and Skills Gaps
informs the relevant sections.

3.2. Sectoral Occupational Demand

3.2.1. Occupations with hard-to-fill vacancies (HTFVs)

This sub-section focuses on the HTFVs in the Public Service sector. These are vacancies that
take longer than 12 months to fill. The recruitment processes in the Public Service sector
impacts on the duration it takes to fill the posts. The HTFVs information presented in Table
11 below were gathered through stakeholder consultations in the form of surveys and
interviews.

Table 11: Transversal Occupations with Hard-to-fill Vacancies

OFO Code Occupation Number of Reasons for HTFV
HTFV
2021-242211 51 Lack of relevant qualifications
Internal Auditor Lack of relevant experience
Unmatching salary levels
2021-121905 59 Lack of relevant experience

Programme or Project

Lack of relevant qualification
Manager

Budget constraints
2021 - 263101 14 Lack of relevant experience
Lack of relevant qualification

Economist .
Poor remuneration
Poor desirability
2021-111204 Senior Government 69 Lack of relevant experience
Official Political appointments
2021-111207 Senior Government 108 Lack of sufficient and/or
Manager appropriate experience
Political appointment
Poor remuneration
Unsuitable job location
Budget constraints
2021-111202 General Manager Public | 18 Poor remuneration
Service Lack of relevant experience
2021-242202 Policy Analyst 3 Lack of relevant qualifications

Lack of relevant experience
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OFO Code Occupation Number of Reasons for HTFV

HTFV
2021-241108 3 Lack of relevant experience
(extensive forensic experience
Forensic Accountant with accountancy background)

Lack of relevant qualifications

Budget constraints

2021-251101 3 Poor remuneration

Poor desirability (outdated

systems & technology)

High turnover in IT related

positions

Lack of relevant qualifications

2021-252901 ICT Security Specialist 3 Lack of relevant'experience
Poor remuneration

2021-122301 Research and 2 Lack of relevant qualifications

Development Manager Lack of relevant experience

Budget constraints

Poor remuneration

ICT Systems Analyst

2021-112101 Director (Enterprise / 9 Lack of relevant experience
Organisation) Political appointment

2021-242102 Organisation and 4 Lack of relevant qualifications
Methods Analyst Lack of relevant experience

Budget constraints

Source: WSP ATR Data (2023a), SSP Surveys (2023c) and SSP Interviews (2023b)

As can be noted in the table above, the vacancies that are hard to fill in the Public Service are
generally due to a lack of relevant experience and qualifications. Other notable reasons for
vacancies being hard to fill include poor remuneration (internal auditor, economist, senior
government manager, general manager public service, ICT systems analyst, ICT security
specialist and research and development manager), and budget constraints (internal auditor,
programme/project manager, Senior government manager, forensic accountant, research
and development manager and organisation and Methods Analyst). Compensation and
conditions of employment for some occupations within the Public Service sector are less
attractive to candidates, thus allowing for the sector to become susceptible to being
outcompeted by the private sector in talent attraction. This is seen in ICT occupations such as
ICT Systems Analyst and Economist. Government departments are at times compelled to go
through recruitment agencies or head-hunting in order to recruit a suitable candidate as
experienced and qualified candidates tend to seek employment in the private sector. A study
conducted by PSETA (2017) revealed that positions that require the approval of political heads
(Member of Executive Committee (MECs) or Premiers) sometimes experience delays due to
the long internal approval processes for such appointments to vacancies. This requires
consideration that sometimes positions which may be deemed as hard to fill in the Public
Service sector may be hard to fill due to both skills-related reasons and/or non-skills related
reasons. These include positions such as Senior Government Officials and Senior Government
Managers.
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3.2.2. Major Skills Gaps

According to the DHET SSP framework (2022d), skills gaps refer to “skills deficiencies in
employees or lack of specific competencies by employees to undertake job tasks successfully
to required industry standards”. Skills gaps may arise due to lack of training, new job tasks,
technological changes, or new production processes, to list a few. The term ‘top up skills” also
refers to skills gaps and usually requires a short training intervention of equal critical
importance is also the level of productivity is the skills of employees. The identification of
skills gaps therefore provides an opportunity to improve the productive effectiveness of
employees across the varying occupational levels within the organisations and departments.
Throughout this document the notion of future skills has been noted in light of globalisation
and competitiveness, re-industrialisation and skills for 4IR.

The skills gaps in the Public Service sector are presented in Table 12 below. These skills gaps
are the top 12 skills gaps identified amongst professionals including managers and
professionals (e.g., director general, director, or accountant) skilled employees (e.g.,
technicians, associate professionals, and clerical support workers) and unskilled/semi-skilled

workers/ elementary workers (e.g., cleaning, messenger, and maintenance staff).
Table 12: Skills Gaps at Major Occupation levels

Skills Gap Unskilled/Semi- Skilled Professionals

Skilled Workers (technicians, (managers and

(elementary) associates, & clerical) professionals)
1. | People and Performance Management v
2. | Change Management v
3. | Supply Chain Management in the v v

Public Service

4. | Advanced Leadership v
5. | Data Analytics v v
6. | Digital Skills v v v
7. | Ethics in the Public Service v v v
8. | Strategic Management v
9. | Financial Management v
10.| Customer Service v v v
11.| Monitoring and Evaluation v v
12.| Cyber-security v v

Source: WSP ATR Data (2023a), SSP Surveys (2023c) and SSP Interviews (2023b)

As can be noted in the table above, digital skills, which apply to unskilled, skilled and
professional workers, were the most cited skills gap. These were followed by data analytics,
change management, advanced leadership and monitoring and evaluation which apply to
skilled and professional workers. The cyber-security skills applies to skilled and professional
workers. In an increasingly digitised and connected world, cybersecurity, and its associated
skills, is critical to increasing the resilience and stability of businesses and their employees
(World Economic Forum, 2023).

In general, most of the skills gaps apply to both skilled and professional workers, with
exceptions being people and performance management, change management, strategic
management and financial management, which are only cited for professionals. Related to
effective organisational management and performance, important skills gaps are in public
financial management, a strategic management and supply chain management for
professionals and skilled workers.
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According to an Organisation for Economic Co-operation and Development (OECD) study -
OECD Skills Outlook 2021: Learning for Life published in 2021, evidence from online job
vacancy data shows that communication, teamwork and organisational skills are the most
commonly required transversal skills across various occupations (OECD, 2021a). Furthermore,
digital, analytical, problem-solving, leadership and leadership skills have also been identified
as transversal with evidence indicating that the labour market returns associated with
transversal skills can vary depending on how they are combined with other skills and across
job functions (OECD, 2021a).

The OECD’s 2017 report on Skills for a High Performing Civil Service identified skills sets that
are associated with the delivery of public value through policy development (data-driven
policy development, design and systems thinking), service delivery (nudging, social media
management, digital services and user analytics), commission and contracting (agile product
development, social finance, impact investing) and managing networks (incubating social
innovation, building partnerships around open government data) (OECD, 2017). In addition
to these, a 2021 draft discussion paper on the future of work in the public service by the OECD
identified digital skills, leadership skills and resilience skills as emerging skillsets in the sector
(OECD, 2021b).

At a 2023 seminar hosted by PSETA and the Wits Centre for Researching Education and Labour
(REAL) to discuss the skills implications of the WNational Framework towards the
Professionalisation of the Public Sector, it was noted that the skills and qualifications that will
be required for entry level candidates need to be identified and funded through various of
government organisations including PSETA. Given that the professionalisation of the Public
Service includes having the relevant qualifications, the implications of funding transversal
gualifications need to be considered. Stakeholders also indicated that defining management
in the Public Service as a “transversal occupation” opposes the idea of professionalisation as
it assumes that the core knowledge of managers is public administration and management
and not the knowledge of the occupational field the department is serving.

3.3. Extent and Nature of Supply
This section examines skills provision for Universities and TVET Colleges.

3.3.1. Extent of Occupational Skills Supply in the Sector

The supply of skills to the Public Service sector varies given the diversity of the functions
performed by the Public Service; the appropriate qualifications for public servants (where
formal qualifications are needed) can potentially span the full spectrum of the post-school
education and training system. Training outside of the formal qualifications system for public
servants includes workplace training in the form of coaching or mentoring, internships, in-
service training by public sector academies, training offered by the National School of
Government, provincial government, state academies, and other public and private training
providers registered with PSETA. Public servants can obtain Adult Education and Training
certificates via a range of providers such as CET Colleges. The advent of 4IR and more recently
the impact of the COVID-19 pandemic has necessitated the need to fast track the use of
alternative methods of provision of learning. These include a renewed focus on e-learning,
distance learning and blended learning approaches. DPSA has published the Public Service e-
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learning policy framework to guide the implementation of e-learning in the Public Service
sector.

3.3.2. State of Education and Training Provision

The number of people obtaining a National Senior Certificate (NSC) (commonly known as
Matric) and the achievement levels of those who pass matters for both the supply of people
to post-school education and training (PSET) and for the direct supply of labour for the Public
Service in occupations which do not require post-school qualifications.

The basic education stream is significant as it provides through-put! for all post-school
education and training streams. The Matric pass rate has improved over the past 25 years;
from 53% in 1994 to 76.2%, 76.4% and 80.1% in 2020, 2021 and 2022, respectively. From the
figure below, it can be seen that the pass rate dropped in 2020. This could possibly be
attributed to the impact of the COVID-19 pandemic on the school calendar and the
restrictions on gatherings. The 2021 and 2022 results showed a slight increase as schools
made some success in adjusting to the changes that were brought about by the pandemic and
due to the restrictions on gatherings being eased. The 2022 results show a 3.7 percentage
point increase from the previous year with a notable increase in the number of learners that
attained the National Senior Certificate and an increase in bachelors degree and diploma
passes. In total, 278 814 candidates qualified for admission to bachelor studies — the highest
attained in the history of the National Senior Certificate Examinations when expressed in
numbers — in comparison to 256 031 in 2021 and 210 820 in 2020. From the learners who
passed, the number of candidates who qualified for Bachelor studies has increased from
256,031 in 2021 to 278,815 in 2022 which represents an 8.9% increase from the previous
year.

Figure 12: National Pass rates of matric 2013-2022
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Source: Department of Basic Education (2022)

In respect of the overall pass rate, observers have expressed concern about the lowering of
standards. Observers argue that the higher pass rate can possibly be linked to lowering
passing standards. Furthermore, it has been argued that learners are not adequately
prepared for tertiary education and the labour market, and this often leads to some of them

! Through-put rate is defined as the rate at which a cohort successfully completes a qualification within the
stipulated timeframe for that qualification (DHET, 2023).
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dropping-out or lower graduation rates (Vermeulen, 2022). To this end, in 2018 the
Department of Basic Education (DBE) introduced a Technical Occupational Curriculum as part
of strengthening the Three Stream Model in the basic education sector. The Grade 8 and 9
learners with whom the qualification has been piloted with may be a warded a NQF level 1
certificate. The Public Service sector may as result of this begin to see learners who have been
awarded the NQF level 1 certificate with the Office Administration Occupation Subject
entering the sector in the future. A further development in the DBE sector worth noting is the
introduction of the implementation of a General Education Certificate at the end of Grade 9,
which came into effect in 2022 (DBE,2020).

The NSC has been designed to allow for individuals to enter either work or further education
which includes higher education studies or vocational studies. The White Paper for Post-
School Education and Training and the NDP have identified skills as a constraint to addressing
many of the socio-economic challenges within the country. There is often a mismatch
between the skills produced at higher education level and the actual skills required by
employers. A major problem that has been identified in the system is the inadequacy in the
provision of post-school education and training in terms of quantity, diversity and in some
instances quality.

In the university system, a number of problems relate to access, curriculum, staffing,
management, student funding, and other forms of student support. The Higher education
institutions (HEI) system consists of 26 public institutions and 131 private institutions. Table
13 illustrates the number of students enrolled in public and private institution between 2011
and 2021. There was a notable increase in the number of students that were enrolled in the
26 public universities in 2020 when compared to other preceding years. The table below
demonstrates.

Students enrolled in Higher Education Institutions 2012-2021
Category 2012 2013 2014 2015 2016 2017 2018 2019 2020 2021

Public 953 983 698 | 969 985 975 1036 1085 | 1074 1094 1068
HEls 373 155 212 837 984 568 912 808 046
Private 97478 | 119941 | 142 147 167 185046 | 197 208978 | 219 232
HEls 557 210 408 898 031 915

Source: DHET HEMIS Peer Data (2022b)

As seen in the table above, enrolment in public HEIs was 1 068 046 in 2021 in public HEls,
representing a 2,44% decline from the previous year. While enrolments in public HEIs have
increased since 2012, there have been year-on-year declines in 2014 ,2016, 1019 and 2021.
Enrolments in private HEIs have followed an upward trend since 2012 and reached 219 031
in 2020.

The figure below illustrates the number of student enrolments in public HEIs by educational
subject matter between 2019 and 2021.The educational subject matters illustrated in the
graph below are Business and Management (BUS/MAN), Education (EDUCATION), Other
Humanities (OTHER HUM) and Science, Engineering and Technology (SET).
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Figure 13: Student Enrolments by Educational Subject Matter 2019 - 2021
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As seen in the figure above, in line with the total number of enrolments in 2021 student
enrolments for all the educational subject matters except other humanities decreased.

Based on interviews in the past year with a sample of departments, as well as estimating the
kinds of professional skills required with the implementation of government policies,
including the National Skills Accord, it is estimated that there will be an increased demand for
personnel with post-Matric qualifications, and in particular, those with degrees. An increased
supply of well-educated graduates is therefore needed to meet demand in the Public Service.
Graduation rates in higher education institutions present a bleak picture with a substantive
number of learners not completing their studies. In 2021, 233 257 students successfully
completed their studies. Undergraduate degrees, diplomas and certificates comprise the bulk
of graduates. Of these only 13 796 were masters degrees and 3 574 were doctoral degrees.

Figure 14:Number of Graduates by Qualification type
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In 2021, the majority of students in public HEIs graduated in Science, Engineering and Technology
followed by Business Management and other humanities while the lowest number of graduates
graduated in the Education field of study. The graph below demonstrates.
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Figure 15:Number of Graduates by Educational Subject Matter?
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TVET Colleges have been identified by government as a vehicle to improve through-put rates
and expand the number of qualified people entering the workforce. The NDP emphasises the
need to increase the enrolment in TVET colleges to 2.5 million and CET colleges’ enrolment to
1 million students by 2030. In 2020 there were 50 public TVET colleges with 254 registered
campuses for delivery of qualifications and part-qualifications. Improved quality through
effective training of college managers and academic staff, and improved student support was
envisaged in the White Paper for Post-Schooling Education and Training. According to the
White Paper, improving the quality will entail “the development of appropriate programmes;
upgrading lecturer qualifications; capacity building for management and governance;
improved learner support; utilising appropriate information technology systems for both
learning and management; and building strong partnerships between colleges and employers
in both the public and private sectors” and growing an appropriate skills development
pipeline (DHET, 2013).

2 Graduation rates are used as a proxy for through-put rates.
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An analysis of the employment of new recruits indicates that the sector does not favour the
employment of TVET graduates, yet the TVET system produces a significant number of
learners in public administration, office administration and other important transversal skills.
Most TVET college programmes require placement in a workplace and the completion of a
period of work experience in order to qualify for a certificate or diploma. A range of
interventions have been initiated to improve learning outcomes in the case of the TVET
college sector. The Quality Council on Trades and Occupations (QCTO) is tasked with
improving the availability, relevance and quality of occupational qualifications to meet
sectoral skills needs. To the extent that there is trade-off between increasing enrolments and
attention to improving the quality of education and passes, there appears to be a need for a
far greater focus on the latter now that a healthier enrolment had been achieved.

Table 13 below shows TVET qualifications, specifically within the Report191 N6 programme,
which fall within the PSETA mandate, for the year. The largest number of completions in 2021
was in the Financial Management qualification. According to the DHET PSET Report, all
programmes, except the Public Relations qualification had over 50% completion rate. This is
a large decline from the performance in 2020, where all programmes have a completion rate
over 90% (DHET, 2023). These part qualifications culminate in a National Diploma provided
that students meet the requirements for work experience. Students enrolled for Business or
General Studies programmes require 18 months (or 2000 hours) of applicable work
experience. It should be noted that in practice, entry into many positions in the Public Service
requires an undergraduate degree with minimum of 24 months experience. This practice does
not favour TVET graduates, and this remains a challenge within the Public Service sector
recruiting strategy.

Table 13: Number of students in TVET Colleges registered, wrote and completed report 190/1 N6 part qualification, 2021.

Total Number Total Number Total Number Completion

Report 191 N6 Programme

registered who wrote completed Rate (%)
Public Management 7 404 6817 4554 66.8
Marketing Management 2715 1890 1160 61.4
Management Assistant 7 669 6 660 3560 53.5
Human Resources Management 5538 5076 3226 63.6
Financial Management 5818 5321 4018 75.5
Public Relations 306 284 115 40.5

Source: DHET PSET Report (DHET, 2023)
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Table 14: List of PSETA Qualifications

ID Qualification Title / Learning Programme Title (NQF) Level
86946 |Further Education and Training Certificate: Democracy, Active Citizenship and Level 4
Parliamentary Services
57824 |Further Education and Training Certificate: Public Administration Level 4
58346 [Further Education and Training Certificate: Public Administration Management Level 4
49197 [Further Education and Training Certificate: Social Housing Supervision Level 4
49257 [National Certificate: Conflict Management and Transformation Level 5
49055 [National Certificate: Foreign Economic Representation Level 6
66869 |National Certificate: Home Affairs Services Level 5
49107 [National Certificate: Inspection and Enforcement Services Level 5
48761 [National Certificate: Mission Administration Level 5
64330 |National Certificate: Mission Corporate Services Management Level 6
65649 |National Certificate: Official Statistics Level 5
57804 |National Certificate: Public Administration Level 3
50060 |National Certificate: Public Administration Level 5
64670 |National Certificate: Public Financial Oversight and Accountability Level 6
57805 |National Certificate: Public Sector Employment and Skills Development Practices Level 5
50585 |National Certificate: Public Service Communication Level 6
50583 |National Certificate: Public Service Communication Level 5
49196 |National Certificate: Social Housing Property Development Level 6
49198 |National Certificate: Social Housing Property Management Level 6
64329 [National Diploma: Diplomacy Level 7
57827 [National Diploma: Public Administration Level 7
57897 [National Diploma: Public Administration Level 6
99054 |Occupational Certificate: Diplomat Level 7
91994 |Occupational Certificate: Office Administrator: Public Service Administrator Level 5

Source: SAQA 2020, PSETA MIS 2022

The PSETA Quality Assurance (QA) unit has 24 registered pre-2009 qualifications, as shown in
Table 14. The 24 qualifications include registered unit standards, qualifications and learning
provision including learnerships. QA also focuses on accrediting training providers, registering
assessors and moderators, auditing the quality of learning provision and assessment, as well
as certificating learners. There are three (3) processes that are undertaken to develop
occupational qualifications, namely:

a. Realignment of historically registered qualifications,
b. Development of new occupational qualification, and
C. Review of the occupational qualification.

All historically registered qualifications are required to be re-aligned into occupational
qualifications within the new occupational qualification sub-framework (OQSF) by 30 June
2023. PSETA as the Development Quality Partner undertakes to realign all the historically
registered qualification that have learner uptake or required by the Public Service Sector. An
Occupational qualification is a qualification associated with a trade, occupation or profession
resulting from work-based learning. Occupational qualifications make work experience an
important part of learning.

In planning for development, review and realignment of qualifications PSETA considers the
sectoral priority occupations reflected in the PSETA SSP and relevant research reports.
Engagements with various sector stakeholders are held on a consistent basis. The following
occupational qualifications are currently in the process of review and development:
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Table 15: Occupational qualifications currently in development

OFO CODE OCCUPATION PROJECT TYPE
1. 2021-121301 Policy and Planning Manager New Qualification
Development
2. 2021-121905 Programme or Project Manager New Qualification
Development
3. 2021-335901 Labour Inspector: National Certificate: Inspection | Re Alignment Process
and Enforcement Services
4, 2021-111204 Spokesperson: National Certificate Public Service | Re Alignment Process
Communication

The development of new qualifications: Policy and Planning Manager and Project and
Programme Manager commenced in 2022/2023 financial year due to dependency on external
stakeholders for the development process to meet QCTO and SAQA standards and
requirements. Furthermore, as the qualifications fall across the scope of various other SETAs,
wider stakeholder engagement, consultation and consensus is required prior to the

finalisation of the qualification.

PSETA currently has 10 occupational qualifications (listed in the table below) that have been

registered with SAQA through the QCTO.

Table 16: PSETA current and New SAQA Registered Occupational Qualifications

NAME OF OCCUPATIONAL
QUALIFICATION

SAQA ID: 91994: Occupational
Certificate: Office Administrator
(Public Service Administrator) NQF
Level 5

RE-ALIGNED AGAINST

Qualification classified as new
qualification.

It was registered in 2012 and
reviewed in 2019.

OFO OCCUPATION

Office Administrator
specialisation (Public
Service Administrator)

SAQA ID 118791: Occupational
Certificate: General Manager Public
Service NQF level 6

SAQA ID National Diploma: Public
Administration NQF Level 6

General Manager in the
Public Service

SAQA ID: 118766: Occupational
Certificate: Public Service
Administrator NQF Level 5

None (review was conducted)

Public Service
Administrator

SAQA ID: 99054: Occupational
Certificate: Diplomat NQF Level 7

SAQA ID 64329,
National Diploma: Diplomacy NQF
Level 7

Diplomat

SAQA ID: 118095: Occupational
Certificate: Diplomatic Mission
Administrator NQF Level 6

SAQA ID 64330, National
Certificate: Mission Corporate
Services Management NQF Level 6

General Manager
(specialisation in
Diplomatic Mission
Administrator)

SAQA ID: 120683: Higher
Occupational Certificate:
Administrative Attaché NQF 5

SAQA ID: 47861
National Certificate: Mission
Administration

Administrative Attaché

SAQA ID 120684: Higher
Occupational Certificate:
Immigration Officer NQF Level 5

SAQA ID 66869: National
Certificate: Home Affairs Services

Level 5

Immigration Officer

SAQA ID: 120685: Higher
Occupational Certificate: Refugee

SAQA: 66869 National Certificate
Home Affairs Services

Refugee Status
Determination Officer
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NAME OF OCCUPATIONAL RE-ALIGNED AGAINST OFO OCCUPATION
QUALIFICATION
Status Determination Officer NQF
Level 6
9 | SAQA ID: 120743: Occupational None L
Legislation

Certificate: Legislation
Administrative Assistant NQF Level 5

Administrative Assistant

10 | SAQA ID: 120693: Advanced
Occupational Certificate: Legislation

Facilitator NQF Level 6

SAQA ID 86946 Further Education
and Training Certificate:
Democracy, Active Citizenship and

Legislation Facilitator

Parliamentary Services

PSETA has developed and submitted the following learnership and skills programmes to the
QCTO for registration:

e Public Service Administrator Learnership

e Service Delivery Skills Programme

e Monitoring and Evaluation Skills Programme
e Ethics Skills Programme

PSETA as an Assessment Quality Partner (AQP) is set to administer the External Integrated
Summative Assessment (EISA) which is a national exam that is meant to ensure a uniform
standard for the occupational qualifications. The exam is strictly controlled by the QCTO and
must comply with all their regulations. Currently PSETA offers EISA for the Occupational
Certificate: Diplomat and Occupational Certificate: Public Service Administrator.

Figure 16 shows the number of learner entries of PSETA qualifications between the 2020/21
to 2022/23 period that were funded by the PSETA. An increasing trend is observed for
Bursaries, Internships and HEI/HET WIL. Important to note that a correlation between the
number of learner entries and completions cannot be drawn based on these figures as
learners entering learning programmes do not necessarily complete these programmes in the
same financial year. Some programmes span over a year whilst some programmes do not
commence at the beginning of the financial year.

Figure 16: Number of learner entries of PSETA Qualifications (PSETA funded), 2020/21 — 2022/23
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Figure 17: Qualification completions reported, 2020/21 — 2022/23
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Figure 17 displays the number of qualifications completed between the 2020/21 and
2022/2023 financial year. These included Artisan programmes, TVET WIL, Learnerships, RPL
and Skills Programmes.

Education and training in the broader PSET system was impacted by the COVID-19 pandemic.
HEIs and TVET Colleges were required to explore alternative methods of teaching and learning
and academic calendars had to be revised to accommodate teaching and learning which could
not take place. In many instances, workplace-based learning programmes were negatively
affected as learners were able to attend the workplace. Skills development providers were
required to invest in e-learning platforms and other measures to curb the spread of the virus.
Since the removal of all COVID regulations, institutions and workplaces have returned to a
physical or hybrid presence. However, the gains from remote work (e.g., cost savings and
convenience, making the public sector more appealing and competitive against a
remote/hybrid working private sector) may be threatened by persistent “load shedding”. This
may necessitate that more learners and workers return to their places of study and
employment, where generators may be available.

CET Colleges provide an individual the opportunity to develop basic literacy skills such as
reading, writing and basic problem solving. Upon completion of the training, learners receive
a nationally recognised certificate, and this may improve the learner’s chances of finding a
suitable job or provide growth within an organisation (Western Cape Government, 2018).
Moreover, CET Centres contribute to creating alternative education and training pathways. In
the 2021/22 financial year, PSETA has supported lecturer capacity building for the Northern
Cape and KZN CET Colleges.

3.3.3. Supply Challenges Experienced by Employers

Entry requirements into Public Service have been rigid over the last 10 years. In an attempt
to promote the Public Service as an employer of choice and to provide a training space for all
new entrants coming into the sector, the DPSA published a number of Directives. A summary
of these Directives as well as their impact on skills supply within the Public Service sector are
discussed in this section. The recently introduced Directives include:

PSETA Sector Skills Plan update 2024- 2025 48



e The Public Service Graduate Recruitment Scheme Framework/ Graduate Recruitment
Programme launched in July 2019 by the Minister of Public Service and Administration
aimed at streamlining the supply of the graduates coming into the sector;

e Directive on the Application of the Minimum Requirement for Work Experience for
appointment into Entry Level Posts in the Public Service (February 2019); and

e Ministerial Directive on Mandatory Training Programmes launched by NSG (March
2019).

The entry requirement into the Public Service remains a challenge for TVETs graduates due to
minimum requirements criteria set for entry into the Public Service sector. The mentioned
challenge has led to the review of the Public Service Regulation (PSR) of 2016 (still under
review as of May 2023) with its policy directives to address recruitment issues and other
broad directives relates policy matters within the PSR.

The National Framework towards the Professionalisation of the Public sector (2022) will
further shape the future of Public Service with proposed changes seeking to align to the NDP.
This framework envisions that the head of the Public Service, among other matters, will see
to the career progression of senior public managers, by convening appointment processes,
conducting performance assessments and running disciplinary hearings.

At a 2023 PSETA/Wits REAL Seminar, the topic of professionalisation of the Public Service
sector, and in particular the skills implications of the National Framework Towards the
Professionalisation of the Public Service, was discussed. The capability of a developmental
state is reliant on the professionalisation of its Public Service (National School of Government,
2021). The professionalisation of the Public Service seeks to ensure that appointments made
in the public sector are based on competence and ethical inclinations within an
institutionalised merit-based Public Service system (National School of Government, 2021).
This would mean that employees in the Public Service would require relevant technical skills
and qualifications. In order to ensure the professionalisation of the Public Service, systems
and processes within the Public Service also need to be professionalised. The process of
professionalisation as per the National Implementation Framework towards the
Professionalisation of the Public Service is based on five pillars (pre-entry, recruitment and
selection, induction and onboarding, planning and performance management, continuous
learning and professional development and career development and incident) which target
the value chain of human resource development for the public sector.

As part of the policy focus on “opening up the Public Service as a training space”, departments
have been encouraged to take on an increased numbers of interns in line with a Directive on
Developmental Programmes in the Public Service issued by the DPSA in 2018. This revised
Directive allows for government departments to provide interns with internships for a period
of 24 months. The management and administration of interns has its share of challenges for
both employers and learners. Tracing and tracking of interns and graduates after completion
of internship programmes in the Public Service sector has become critical to establishing the
destination of the learners for impact measurement purposes.

PSETA concluded a tracer study of learners in the Public Service sector that completed a
learnership programme in in Public Administration (NQF Level 4 to Level 6) implemented
during the Period 2017/2018 to 2021/2022. The study was sought to understand how the
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beneficiaries benefitted from the programme; the impact of the skills acquired through the
programme; the employment status of the beneficiaries following the completion of the
programme; and the change in the beneficiaries’ living standards following the completion of
the programme. The findings show that while the beneficiaries benefitted from the
programme, there is a lack of absorption into long-term employment for most of the
beneficiaries after the completion of the programme (PSETA, 2023d)

According to the DPSA Directive of 2013 on the Utilisation of Training Budgets in the Public
Service, 20% of the 1% departmental training budget should be set aside for training and
development of the unemployed. The success of developmental programmes rests on the
ability of departments and public entities to effectively provide workplace training.
Government’s commitment to opening up the Public Service to act as a training space is
welcome. Yet not all departments and public entities currently have the capacity to effectively
train those learners and interns placed in their organisations. In some departments, interns
have not been appropriately placed in units/functions that build on their formal skills training
and that they have not been effectively supported to improve their skills. A few departments
have developed more effective internship programmes.

PSETA, in partnership with the DPSA, have developed a common framework and guidelines
for conducting skills audits, needs assessment and the evaluation of the impact of training on
workplace performance within the Public Service. A Skills Audit Methodology Framework for
the Public Service has been developed and provides guidelines and principles for the sector
when conducting skills audits, identify suitable methodologies that departments can adopt
for skills audit. In addition, PSETA in partnership with the DPSA, developed Guidelines for the
Compilation of an Organisational Competency Framework for Public Service Departments in
the 2021/22 financial year. The key aim of the project was to assist government departments
in compiling their own organisational competency frameworks to enable them to define the
knowledge, skills, behaviours, and attributes that are required by the organisation to
competently deliver on its mandate. In May 2023, the DPSA issued a circular to the heads of
departments, provincial administrations and government components to implement these
frameworks.

The focus on developing the Public Service as a training space requires developing the
competency of public servants already in the system — especially those of managers. Technical
and professional occupations, including artisan’s posts — especially technical skills are needed
to support infrastructure development and maintenance. There is also a need to improve the
skills of Artisans and Trade Aids in the Public Service sector through Recognition of Prior
Learning (RPL). PSETA has supported and funded various artisan development programmes
in the sector. In the case of many of these occupations, the responsibility of supporting
increased supply of personnel lies primarily with other SETAs. However, the placement of
artisan learners in the sector poses a challenge as few sector employers are able to
accommodate the learners with the required workplace training and mentors. An RPL study
was conducted in the sector to understand ways in which RPL is implemented in the Public
Service. The focus of the study was on whether there are existing standardised policy
frameworks for implementing RPL and whether these are effective and implementable in the
Public Service, drawing lessons from stakeholders who have successfully implemented the
National Certificate: Public Administration NQF level 5 and 7 through the RPL for credit route.
RPL remains and is considered to be an important vehicle for facilitating the access of adult
learners to further and higher education in the Public Service sector. The implementation of
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RPL for credit in the sector should be aligned with the awarding of credits as outlined in the
policy document Draft Policy and Procedure on Implementation of the Recognition of Prior
Learning (RPL) in the Public Service, (Department of Public Service and Administration, 2016).

3.4. Sectoral Priority Occupations and Interventions (SPOI)

PSETA has adapted both a qualitative and quantitative approach in determining Sectoral
Priority Occupations. The Sectoral Priority Occupations and Interventions (previously referred
to as the PIVOTAL list) listed in Table 17 was identified through the same methodology that
was employed in identifying the HTFVs, however, three additional criteria were applied in
order for an occupation to be included in the list. These criteria include an analysis of HTFVs
listed by employers in the WSPs submitted to PSETA in 2023 an analysis of the HTFV
transversal occupations list against occupations identified in preceding years; and by
consultations with stakeholders through focus groups, surveys and interviews. Further,
cognisance was taken of the reasons for occupations arising as HTFVs and the required
intervention. A summary of the methodology followed includes:

° An analysis of HTFVs listed by employers in the WSPs submitted to PSETA in 2023.

° An analysis of the HTFV transversal occupations list against the previously identified
sectoral priority occupations.

° Validation and triangulation through consultations (focus groups, surveys and
interviews).

° Consideration of the strategic importance of the occupation in the sector and in
accordance with national priorities.

° All occupations that met the above criteria mentioned above made the List of Sectoral
Priority Occupations.

Consultations with sector stakeholders to ascertain any further critical information on hard
to fill vacancies have been concluded and the results are incorporated in this SSP. The SPOI
has been presented to and approved by the PSETA Accounting Authority. The PSETA
interventions are informed by the policies developed for the Public Service by the DPSA,
relevant HR strategies and legislation. Furthermore, the SSP findings has shaped the
discretionary grant funding that will inform the interventions addressing the Sectoral Priority
Occupations list agreed on. The interventions were also derived and informed by the strategic
objectives of both national and provincial departments. In light of the COVID-19 pandemic
and resultant digital migration and remote work, the PSETA proposed additional interventions
to address digital ways of working in the Public Service sector. The main findings informing
the Sectoral Priority Occupations list are in line with DPSA’s directive that emphasised the
need to train the MMS for transitioning into SMS in the Public Service sector. The quantity
required is based on data collected from employers and is not ranked in any particular order.
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PSETA Sectoral Priority Occupations and Interventions (SPOI) List 2024-2025

Table 17: Top 10 Sectoral Priority Occupations and Interventions (SPOI) List

OFO MAJOR

OFO CODE OCCUPATION

GROUP

SPECIALISATION/
ALTERNATIVE TITLE

INTERVENTION PLANNED BY THE SETA

\[o]
LEVEL

NQF
ALIGNED

QUANTITY
NEEDED

QUANTITY TO
BE SUPPORTED
BY SETA

Bursaries or Skills Programmes: Public
Administration and/or Management (postgraduate);
2021- Senior Head of Management Development, Public Development
MANAGERS Government Department/Superi | Management, Monitoring and Evaluation 8 Yes 108 108
111207 3 ) . .
Manager ntendent-general (postgraduate); Governance and Public Leadership.
Change Management, Leadership Management and
Digital Skills
Bursaries or Skills Programmes: Public
Administration and/or Management (postgraduate);
Senior . Management Development, Public Development
MANAGERS 121(1221)_4 Government EZ:?:;Z;?:Z Management, Monitoring and Evaluation 8 Yes 69 69
Official* (postgraduate); Governance and Public Leadership.
Change Management, Leadership Management and
Digital Skills
2021- Programme or . . Bursaries or Skills Programmes: Public Management,
MANAGERS 121905 Project Manager Project Director Advanced Project Management 8 ves >9 >3
Research Manager
MANAGERS 2021- RDZ?/Z?;)I’;'\aennci Efgjizh Director Bursaries or SkiII's 'Progrz?mmes: Advanced Diploma in 3 Ves ) )
122301 Management; Digital Skills
Manager Development
Manager
Non-executive
MANAGERS 2021 e ctor 3::233: (Enterprise | Cursaries or Skills Programmes: Master’s in Business | Yes 9 9
112101 - Administration; Digital Skills
/ Organisation)
Managing Director

3 The Senior Government Manager occupation refers to the Director General, Head of Department and Secretary (Legislature)
4 Senior Government Official occupation refers to Chief Directors and Deputy Director Generals in the Public Services sector.
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OFO MAJOR
GROUP

OFO CODE

OCCUPATION

SPECIALISATION/

ALTERNATIVE TITLE

INTERVENTION PLANNED BY THE SETA

NQF NQF
LEVEL ALIGNED

QUANTITY
NEEDED

QUANTITY TO
BE SUPPORTED

Chief Executive
Officer

BY SETA

PROFESSIONALS

2021-
241108

Forensic
Accountant

Internships or WIL or Bursaries or Skills Programmes:

Postgraduate Diploma in Investigative and Forensic
Accounting; Digital Skills

8 Yes

PROFESSIONALS

2021-
242211

Internal Auditor

Information
Systems Auditor,
ICT Internal Auditor

Internships or WIL or Bursaries or Skills Programmes:

Internal Audit and Digital Skills

7 Yes

51

51

Professionals

2021-
242202

Policy Analyst

Strategic Business
Policy Analyst,
Programme
Evaluator,

Policy Consultant /
Officer / Planner,
Policy Advisor,
Intelligence
Analyst,
Commerce Projects
Advisor,

Trade Policy
Advisor,

Special Projects
Analyst,

Strategy Analyst,
Systems Advisory
Officer,
Evaluations

Risk / Planning /
Review / Analyst,
Research
Consultant,
Research and
Evaluation Analyst,

Learnerships or RPL or Internships or Bursaries or
Skills Programmes: Public Policy Development,
Monitoring & Evaluation; Change Management,
Leadership; Management and Digital Skills
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NQF NQF QUANTITY QUANTITY TO
INTERVENTION PLANNED BY THE SETA NEEDED BE SUPPORTED
BY SETA

OFO MAJOR OFO CODE OCCUPATION SPECIALISATION/

GROUP ALTERNATIVE TITLE LEVEL ALIGNED

Strategic Advisor,
Position Analyst,
Computer Analyst,
LAN / WAN
Consultant /
Specialist, ICT

2021- ICT Systems Systems Architect, Internships or WIL or Bursaries or Skills Programmes:
PROFESSIONALS 251101 Analyst Systems ICT and Digital Skills; 7 Yes 3 3
Programmer, ICT
Systems

Consultant, ICT
Systems Specialist

Postgraduate studies in Economics
Internships or WIL or Bursaries or Skills Programmes: 8 Yes 14 14
Economics; and Digital Skills

2021- . Economic Advisor,
PROFESSIONALS 263101 Economist Economic Analyst,
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3.5. Conclusion

The Sectoral Priority Occupations and Interventions list and Skills Gaps, with relevance for
PSETA’s scope of coverage, were agreed by PSETA’s stakeholders through a consultation
process. The supply of skills to the sector appears to be impacted by the lack of sufficient
experience and persistence of Skills Gaps with the SMS and MMS levels (professionals and
managers). The implications are that skills development interventions should be aimed at
furthering workplace-based learning programmes and interventions aimed at developing
more high skilled individuals. Where appropriate, skills programmes would suffice to address
immediate needs. The interventions identified to address the Priority Occupations would
mainly take the form of programmes offered by HEls.

Notwithstanding this, skills development initiatives for the sector must focus on stimulating
economic growth through the ERRP, strengthening managerial skills, technological
innovation, developing policy frameworks, fostering transformation, enhancing service
culture and supporting effective administrative practice within the Public Service. Effective
work in the Public Service sector further requires a set of core competencies, such as people
and performance management, change management and advanced leadership, which are
particularly pertinent to the Public Service in context in South Africa, where the working
environment has undergone rapid transformation. Other skills are also essential in the sector,
such as those integral to everyday tasks and functioning, for example ethics, digital skills, and
customer service. The need to develop and maintain a sufficient and relevant skills pipeline -
which addresses the demands of the employer - continues to be a key requirement for the
sector.
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4. Chapter 4: SETA Partnerships

4.1. Introduction

This chapter presents and analyses the PSETA partnership approach, and the diverse types of
partnerships entered with the objective to deliver on its mandate. Partnerships are the
vehicle through which the PSETA can advance its skills development mandate. This chapter
assesses the effectiveness of these partnerships, identifies challenges, and suggests measures
to strengthen partnerships between the PSETA and its stakeholders by highlighting the value-
add of such partnerships to the SETA and the Public Service sector at large. Partnerships are
funded through discretionary grants and are therefore subject to the conditions of the
discretionary grants funding framework and policy of the PSETA. All Partnerships are informed
by the strategic priorities of the PSETA as set out in its Sector Skills Plan, Five Year Strategic
Plan and Annual Performance Plan. In the context of this chapter, Partnerships may be
defined as “collaborative agreements between two or more parties intended to achieve
specified outcomes directed towards addressing mutually inclusive skills priorities or
objectives within a specified time frame”.

This chapter aims to analyse the types of partnerships that the PSETA has embarked on, while
highlighting best practice learnings in terms of partnership successes and challenges. Further,
it will unpack the components of a best practice model and conclude with the discussion of
potential future partnerships in line with national imperatives and sectoral needs.

4.2, Partnerships Model

In accordance with identified strategic priorities of the SETA, PSETA has a “delivery through
partnerships” approach. This means the SETA establishes partnerships to better fulfil its
mandate, especially where it cannot directly deliver an offering, and achieve broader
government priorities to improve service delivery in the sector. Prior to entering a
partnership, the PSETA will consider its necessity. The partnership development model is
intended to allow the PSETA to exercise adequate monitoring and control. PSETA’s
partnership development model is presented below.
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Figure 18: Partnership Development Model

1. Identify and Formalise
partnership

2. Establishand
implement monitoring
and reporting processes

6. Revise the level of
involvement

3. Establish partnership
governance evaluation
criteria

5. Review the PSETA
approach

4. Establish risk
assessment of
partnerships

The PSETA’s adopted partnerships model starts with the identification and recording of
partnerships that are entered. The PSETA and its partners identify priority areas to support
the partner and ensure that these are in line with the priorities identified in the PSETA Sector
Skills Plan, list of hard to fill vacancies and skills gaps, National Development Plan, National
Skills Development Plan and Human Resource Development Strategy. This is then followed by
the establishment and implementation of monitoring and reporting processes. The
partnership governance evaluation criteria and risk assessment of partnerships is established
and is followed by the review of the PSETA approach. Finally, the level of involvement of both
partners is revised. Regular communication and sharing of information on matters that are
mutually relevant to the parties is required throughout the process.

4.3. Existing Partnerships

The existing Partnerships, facilitated by Memoranda of Understanding (MoU) and
implemented through Memoranda of Agreement (MoA), and have been critical in enabling
the SETA to attain its strategic objectives. The successful partnership approach is outlined
below. Most of the PSETA projects that are implemented in the sector are implemented
through partnerships between the SETA, national/provincial departments and PSET
institutions. In PSETA’s endeavour to foster partnerships with PSET institutions that support
training and skills development for the world of work within the Public Service sector, the
SETA enters into MoUs and MoAs. The categories of partnerships that exist are tabulated in
tables 18 to 21 below as follows:
Table 18: PSETA existing partnerships with TVET colleges

Partnerships with TVET Colleges

The PSETA plays the intermediary role of linking the world of work and education by assisting TVET colleges to make

links with Public Service employers through the implementation of Work Integrated Learning (WIL) programmes. The

WIL programmes equip learner with experiential learning in order for learners to obtain the requisite workplace
experience thereby equipping them for absorption into the labour market.

The duration of Partnerships with TVET Colleges in respect of learners in Work Integrated Learning Programmes
within the sector is for a period of 18 months.
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Name of TVET College

Lovedale TVET College
Northlink TVET College
Boland TVET College
Esayidi TVET College
Western TVET College
Gauteng South West TVET
College

Tshwane South TVET
College

Gert Sibande TVET College
Majuba TVET College
Umgungundlovu TVET
College

False Bay TVET College
Ikhala TVET College
Mntashana TVET College
Flavius Mareka TVET
College

Vuselela TVET College
Northern Cape Rural TVET
College

Nature of Partnership

To close the gap of TVET
learners completing N6
certificate programmes
and lack the 18 months’
work experience needed
to attain the qualification.
The value-add of such
partnerships is skills
development
interventions that reach
those already in
employment and provides
for opportunities for new
entrants to the labour
market to gain workplace
experience.

Objective of Partnership

To collaborate and partner in
building state capabilities for both
employed and unemployed
persons geared towards assisting
the PSETA to meet its Service Level
Agreement obligations. The
partnership with TVET colleges
model is two pronged, focusing on
the following: To encourage work
integrated learning for TVET
College learners and to improve
employability of TVET graduates
through work experience.

Term/ duration

of Partnership
2020 to 31 Mar
2025

The below are signed MoAs with TVET Colleges

Sekhukhune TVET College

Work Integrated Learning

To provide learners with workplace

15 Jun 2022 to

experience 31 Mar 2024
e South-West FET College Work Integrated Learning | To provide learners with workplace | 24 June 2022 -
experience. 31 March 2024
e Western College for TVET | Work Integrated Learning | To provide learners with workplace | 14 June 2022 -
experience. 31 March 2024
e Tshwane North FET Work Integrated Learning | To provide learners with workplace | 14 June 2022 -

College

experience.

31 March 2024

Table 19: PSETA existing partnerships with HEIs

Partnerships with HEIs
Name of HEI

Term/ Duration of

Partnership

Objective of Partnership

2020 to Mar 2024

University of Witwatersrand (WITS
REAL)

University of Johannesburg

Vaal University of Technology

Research partner for the PSETA

Jun 2021 to Mar 2025
Jun 2021 to Mar 2025

Bursaries for unemployed learners
Work integrated learning for UOT students and

Digital skills
Mangosuthu University of Jun 2021 to Mar 2025 Work integrated learning for UOT students and
Technology Digital skills

Jun 2022 to Mar 2025
Jun 2022 to Mar 2025
Oct 2020 to Mar 2025
Jun 2022 to Mar 2025
Jun 2022 to Mar 2025

To provide learners with workplace experience.
To provide learners with workplace experience.
Research partner for the PSETA

To provide learners with workplace experience.
Bursary 18.2 - To provide learners with
workplace experience.

Work integrated learning for UOT students and
Digital skills

Research and bursaries for unemployed
learners

Bursaries for unemployed learners

Durban University of Technology
Tshwane University of Technology

Cape Peninsula University of
Technology
Central University of Technology

Apr 2021 to Mar 2025

University of Pretoria June 2023 to Mar 2025

University of the Western Cape June 2023 to Mar 2025
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Table 20: PSETA existing partnerships with Government Departments, Public Entities, Legislatures and Trade Unions

Strategic Partnerships with Government Departments, Public Entities, Legislatures and Trade Unions

Name of Department

Term/ Duration

of Partnership

Objective of Partnership

Department of Public Service
and Administration

May 2020 to
Mar 2025

This partnership is forged through an MoU to support
collaboration in research and on the sharing of PERSAL data
relevant to skills planning and HRD in the Public Service, and
to support better integration of data reporting templates. The
PSETA partnered with the DPSA in the development of the
Public Service Skills Audit Methodology Framework. This
framework has been implemented by all national
departments, provincial departments, and Government
components as contemplated in Schedules 1, 2, and 3 of the
Public Service Act, 1994 on 11 May 2023. PSETA also partnered
with the DPSA in the development of the Generic Guidelines
to assist in developing organisation-specific competency
frameworks.

National School of Government

Nov 2020 to
Mar 2025

Training and Research partner for the PSETA

National Treasury

Oct 2021 to Mar
2025

Cooperation in areas of information sharing, capacity building
and learning programme implementation.

e Eastern Cape Dept. of
Economic Development,
Environmental Affairs and
Tourism

e  Eastern Cape Dept. of
Sports, Recreation, Arts and
Culture

e  Eastern Cape Dept. of
Human Settlements

e  Gauteng Dept. of
Infrastructure Development

e  Gauteng Dept. of Health

e  Gauteng Provincial Treasury

e Limpopo Dept. of Co-
Operative Governance and
Traditional Affairs

e Free State Office of the

Jan 2020 to Mar
2025

To collaborate and partner in building state capacity for the
implementation of RPL as a critical vehicle for crediting Public
Service employees for their accrued knowledge and expertise.
To promote RPL as a mechanism for up-skilling and multi-
skilling as deliberated in the White Paper for Post-School
Education and Training.

Premier
National Youth Development Dec 2019 to Partnered in delivering special projects targeted at youth,
Agency Mar 2025 people with disabilities and rural development
General Public Service Sep 2020 to To deliver training for employees related to worker-initiated
Coordinating Bargaining Council | Mar 2025 training, labour relations related training and research.
Public Service Coordinating Sep 2020 to To deliver training for employees related to worker-initiated
Bargaining Council Mar 2025 training, labour relations related training and research.

Department of Home Affairs

Jun 2021 to Mar
2025

To partner in qualification development and implementation
of training interventions, learning interventions include
learnerships/CADET for unemployed individuals.

National Electronic Media
Institute of South Africa

Jun 2021 to Mar
2025

NEMISA as a Public Entity of DCDT is well place to implement
the digital skills strategy in partnership with PSETA.

NEHAWU

Jun 2021 to Mar
2025

To partner in worker-initiated training through the organised
labour.

Eastern Cape Office of the
Premier

Jun 2021 to Dec
2023

Interns placed at departments within the province

Northern Cape Office of the
Premier

Mar 2022 to
Dec 2024

Interns placed at departments within the province
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Strategic Partnerships with Government Departments, Public Entities, Legislatures and Trade Unions

Name of Department

Term/ Duration

Objective of Partnership

Productivity SA

of Partnership
Oct 2021 to Mar
2025

MoUs on cooperation in areas of information sharing,
capacity building and learning programme implementation.

TVET Governor’s Council

Apr 2021 to Mar
2025

To work closely with overall TVET Colleges through the
council

Public Servants Association

Apr 2021 to Mar
2025

To work closely with the bargaining councils in common
research and training focused areas.

POPCRU

Apr 2021 to Mar
2025

This partnership aims at responding to the worker-initiated
training through the organised labour.

Apr 2023 to Mar
2024

Learning interventions include bursaries for employed
women and internships for unemployed individuals.

Department of Higher
Education and Training

2022 to Mar
2025

This partnership is pursued to support collaboration on the
sharing of data relevant to skills planning and HRD in the
Public Service, and to support better integration of data
reporting templates.

National Parliament

Oct 2022 to Mar
2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

South African Qualifications
Authority

June 2023 Mar
2025

The envisaged areas of collaboration under the MoU include
the identification of priority research and innovation areas,
including conducting research to support the Public Sector, in
line with the PSETA Sector Skills Plan (SSP) priorities.

Gauteng City Region Academy

Jul 2022 to Mar
2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

Free State Office of the Premier

Jul 2022 to Mar
2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

University of South Africa
(UNISA)

03 Apr 2023 to
31 Mar 2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

Limpopo Department of
Traditional Affairs

2023 Mar 2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

Gauteng Partnership Fund

29 Sep 2022 to

The nature of this partnership includes cooperation in areas

(GPF) Mar 2025 of information sharing, capacity building and learning
programme implementation.

Department of Planning, Oct 2022 to The nature of this partnership includes cooperation in areas

Monitoring & Evaluation March 2025 of information sharing, capacity building and learning

programme implementation.

The Technical and vocational
Education Training Colleges
Governor’s College Council

Jul 2021 to Mar
2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

North West Provincial
Legislature

Jan 2021 to Mar
2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

Department of Women, Youth
and Persons with Disabilities

Jul 2022 to Mar
2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

Gauteng Community Education
and Training College

September
2022 to March
2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.
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Strategic Partnerships with Government Departments, Public Entities, Legislatures and Trade Unions

Name of Department

Term/ Duration

Objective of Partnership

The Secretary to Parliament of
the Republic of South

of Partnership
Oct 2022 to 31
Mar 2025

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

The Police and Prisons Civil
Rights Union

23 November
2022

The nature of this partnership includes cooperation in areas
of information sharing, capacity building and learning
programme implementation.

The South African Association

09 Mar 2023 to

The nature of this partnership includes cooperation in areas

of Public Administration 31 Mar 2025 of information sharing, capacity building and learning
programme implementation. Internship/ Masters Students
placed in various organisation to conduct research under the
mentorship of SAAPAM academics

Northern Cape Provincial Mar 2023 to The nature of this partnership includes cooperation in areas

Legislature Mar 2025 of information sharing, capacity building and learning

programme implementation.

Apr 2023 to Mar
2024

Learning interventions include internships for unemployed
individuals

The Workers College

Mar 2023 to
Mar 2025

MoU

Apr 2023 to Mar
2024

Learning interventions include skills programme for
employed individuals

The Department of
International Relations and
Cooperation

Mar 2023 to
Mar 2025

MoU

Apr 2023 to Mar
2024

Learning interventions include learnership/ cadet for
unemployed individuals

The National Union of April 2023 to The nature of this partnership includes cooperation in areas

Metalworkers of South Africa Mar 2025 of information sharing, capacity building and learning
programme implementation.

Small Enterprise Development April 2023 to The nature of this partnership includes cooperation in areas

Agency Mar 2025 of information sharing, capacity building and learning
programme implementation.

Association of Certified Fraud May 2023 to Training in fraud and investigation related skills

Examiners March 2025

Table 21: PSETA existing partnerships with SETAs

Partnerships with SETAs

Inter-SETA partnerships aim to coordinate SETA expenditure and efforts, to improve economy, efficiency and
effectiveness of skills development efforts. To this end, the PSETA partners with many SETAs in the organised Inter-
SETA Forums and various provinces where such structures are operational. A few current and emerging SETA
partnerships are described below to illustrate this principle of collaboration, the partnerships are initiated as the

need arises.

Term / Duration of Partnership

Objective of Partnership

LGSETA Ongoing until end of NSDP period | Collaboration and sharing of data for skills planning purposes.
ETDP SETA | Ongoing until end of NSDP period | Fully funded internship programmes to unemployed youth and
learners for exposure to Public Service careers. Awarding of
bursaries to PSETA employees for full and part-qualifications.
HWSETA Ongoing until end of NSDP period | Collaboration and sharing of data for skills planning purposes.
FASSET Ongoing until end of NSDP period | To collaborate in developing the state’s financial management
capabilities, specifically in the area of qualification development.

The existing partnerships appear to be working well for the SETA, however, strengthened
monitoring and evaluation of projects continue to be the SETA’s priority.
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4.2.1 Successful and Innovative Partnerships

The PSETA continuously evaluates its existing partnerships to identify best practices and
strengthen any areas that have proven challenging. Partnerships worth highlighting are those
departments with whom the PSETA is implementing RPL interventions as highlighted above.
The success of this partnership may be attributed to the active role that the Offices of the
Premier in those provinces play in supporting the implementation of the intervention and
their ongoing monitoring of the project. The PSETA has increasing focussed and channelled
resources on RPL implementation in the sector to address the need expressed by employers
and employees. These partnerships have been highlighted as successful due to the support
received from the departments in the form of providing RPL candidates with guidance and
support, the preparation of evidence and the development of an appropriate combination of
further teaching and learning, mentoring and assessment approaches.

An innovative partnership that PSETA has embarked on is with Microsoft South Africa on the
Global Skills Initiative South Africa (GSISA). This partnership, called the PSETA Batho Pele
Digital Skills Programme, was officially launched in collaboration with the DPSA to the sector
the PSETA Annual General Meeting of November 2021, under the banner “Growing South
Africa together for a Capable, Ethical and Developmental Public Service”. The focus of this
project is on building digital skills capabilities in South Africa, and to improve ICT skills of
serving officials as well as the employability of the country’s youth in the Information and
Communications Technology (ICT) industry, by providing the physical footprint and
infrastructure young people need to access digital skills training. The programme offerings
are free access to courses (also known as learning paths) to help individuals develop the skills
the most in-demand jobs require, and low-cost certifications and free job-seeking tools to
help develop skills to pursue new jobs.

In 2020, the PSETA entered a research partnership with Witwatersrand University, specifically
the WITS REAL Centre. The core aim of the Partnership is to contribute to meeting all targets
of the PSETA's research agenda through assisting the PSETA with responding to skills demand
and supply challenges. The objective of the partnership is to ensure that there is an increase
in skills development related research outputs in the Public Service sector. Through the
partnership, the WITS REAL research team has conducted empirical research in the following
research focus areas:

1. E- Learning Framework for the Public Service sector

2. Jobs, Occupations and Qualifications mapping in the Public Service sector.

3. Sustainable Developmental Goals with focus on SDG 4,16 & 17

4. Review of Professional Competency Frameworks in the Public Service sector

5. Critical Review of skills demand and supply in the Public Service sector
The above research outputs have been completed and dissemination thereof is currently in
progress which will see the partnership conclude in March 2024.

4.2.2 Challenges Experienced with Partnerships

The PSETA partnerships are not without challenges, although within acceptable bounds. The
persistent challenges due to many TVET colleges constrained by capacity (administrative and
management capacity) remain an area of concern. TVETs continue to display a lack of the
appropriate and specialised administrative capabilities to track learner funding from different
funding sources. In this regard, the PSETA endeavours developing effective partnerships with
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TVET colleges for long-range planning and continuous support. The SETA has addressed and
is continuing to address these challenges in discussions the TVETs. Another concerning issue
picked up through the monitoring of various workplace-based programmes is the issue of
learners being placed at appropriate workplaces and being provided with the required
workstations and tools for their work placement to be meaningful and relevant. In order to
mitigate some of the challenges and continue to improve its support for work placement
programmes in the sector, PSETA engages the host employers and TVET Colleges through
regular engagement and where required enforcing provision of the MOA in place.

In addition to the above challenges, previous observations from projects implemented
through partnerships have shown the lack of commitment from stakeholders, non-adherence
to deadlines and non-compliance with the obligations/requirements of the MoA. This
includes non-compliance with the 14 days in which the implementation should be submitted
to the PSETA and not submitting the required documents for learner registration. PSETA has
taken the view of immediately notifying stakeholders on non-compliance and enforcing the
provisions of the MOA for non-compliance. In certain instances, direct engagement with the
relevant Head of the Department, DG or CEO has assisted in addressing this challenge.

4.4, Planned Partnerships

Based on the SETA's strategic direction new partnerships with various stakeholders in the
sector will be established and existing partnerships strengthened to ensure effective delivery
of these programmes. In table 24 below, we highlight the potential partners that the SETA is
engaging to formalise partnership agreements through MoUs. The initial conceptualisations
of these partnerships are underway, pending the formalisation of MoU signing.

Table 22: Planned Partnerships

Planned Partnerships

These emerging partnerships are as a result of ongoing engagements between the PSETA and stakeholders with whom
it has mutual interests. Concerted efforts to forge more partnerships remain a standing item on PSETA’s Partnerships

agenda.
Name of Potential Partner Duration of Partnership \ Nature of Partnership
University of Mpumalanga Planning Phase ¢ Implementation of post-graduate programmes
University of Limpopo Planning Phase ¢ Implementation of post-graduate programmes
Stellenbosch University Planning Phase ¢ Implementation of post-graduate programmes
National Skills Authority Planning Phase e Sharing of skills planning best practices

e Skills planning coordination
North West Office of the Premier | Planning Phase e Cooperation in areas of information sharing,

capacity building and learning programme
implementation.
Mpumalanga Department of | Planning Phase e Cooperation in areas of information sharing,
Education capacity building and learning programme
implementation

4.5, Conclusion

This chapter has reflected on the PSETA Partnerships Framework in line with its approach to
establishing new partnerships, reviewing existing partnerships and critically evaluating
elements that prove challenging in some partnerships. The partnerships reflected have been
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as a response to the strategic imperatives identified in Chapters one to three, to ensure that
identified sector skills priorities are adequately addressed.

Where challenges have been flagged, the PSETA has mitigating strategies in place to ensure
the seamless implementation of projects. While there have been some challenges with
respect to Partnerships, the PSETA has noted many successes through its Partnerships and
will work to continually strengthen partnerships to meet and exceed its mandate. Working
towards an accepted partnership model in collaboration with stakeholders is of key
importance to achieve greater efficiencies. Notably, as the partnerships become well
established, the partners find ways of reducing challenges in an effort of improving the
experience of all parties for the benefit of the sector. PSETA also recognises the importance
of furthering efforts toward a Just Transition and the skills required in this regard and seeks
to establish partnerships toward this effort.
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5. Chapter 5: SETA Monitoring and Evaluation

5.1. Introduction

Chapter 5 focuses on monitoring and evaluation. The purpose of monitoring and evaluation
(M&E) is to measure organisational efficiency through tracking and impact assessment.
Furthermore, M&E assesses the quality, value, productivity and impact of skills development
interventions and research. It will furthermore give a high-level synthesis of the PSETAs
planning documents with the aim to express intention through reflecting on PSETA’s
achievement of the strategic priorities outlined in the previous SSP. It is imperative for the
PSETA to assess the achievement of the aims and objectives of its strategic priorities which
have been informed by previous SSPs. Monitoring and evaluation (M&E) systems facilitate
accountability and provide guidance towards attainment of the stated objectives.

In line with South Africa’s government wide monitoring and evaluation (GWM&E) system,
PSETA has developed and adopted an M&E Framework following Results-Based Management
(RBE) approach, which is informed by the provisions of the organisation’s five-year Strategic
Plan (SP); the five-year SSP; and the Annual Performance Plan (APP). The documents are
aligned to the NSDP, which outlines national strategy on skills development. These four
important documents are at the core of the planning, monitoring, reporting and evaluation
cycle of PSETA. The focus of the PSETA M&E Framework is on the performance and impact of
PSETA and its implementation partners. Progress towards the achievement of PSETA sector
strategic objectives is measured against set targets and milestones as outlined in the annual
reports and the APP. Performance information is essential to focus the attention of the public
and oversight bodies and Executive Authority like DHET and DPSA as the employer and
strategic partner, on whether public institutions like PSETA are delivering value, by comparing
their performance against their budgets and service delivery plans, and to make corrective
measures were required. The diagram below illustrates the accountability process PSETA
follows to track performance.
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Figure 19: PSETA’s Accountability process and Performance Information
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Monitoring involves collecting, analysing, and reporting data on inputs, activities, outputs,
outcomes and impacts as well as external factors, in a way that supports effective
management. Monitoring aims to provide managers, decision makers and other stakeholders
with regular feedback on progress in implementation and results and early indicators of
problems that need to be corrected. It usually reports on actual performance against what
was planned or expected (DPME, 2007) . Evaluation is a time-bound and periodic exercise that
seeks to provide credible and useful information to answer specific questions to guide
decision making by staff, managers and policy makers. Evaluations may assess relevance,
efficiency, effectiveness, impact and sustainability. Impact evaluations examine whether
underlying theories and assumptions were valid, what worked, what did not and why.
Evaluation can also be used to extract crosscutting lessons from operating unit experiences
and determining the need for modifications to strategic results frameworks (DPME, 2007).
PSETA’s focus is on the evaluation of its learning programmes.

Dedicated impact assessments are designed to be part and parcel of the planning process.
These analyse the various projects and programmes against their indicators and determine
whether there is any return on investment for the various funding vehicles. At this stage,
PSETA does not have dedicated impact surveys within this process. Instead, it conducts ad
hoc impact research. The evaluation of impact per programme is conducted through the
collation and analysis of data against indicators and is presented in various formats, including
the SETA quarterly monitoring reports.

The information that is contained in this chapter was sourced through the review of the
PSETA’s framework on M&E and through interviews with units within the business that
conduct M&E as part of their functional areas of responsibility.

5.2. Approach to M&E
Currently M&E within the PSETA takes place independently within individual core business
units that implement various programmes. Previously, the structure of the organisation did
not make provision for a standalone M&E unit, however, a unit of this form has been
established within the office of the CEO. A summary of the status quo is described to lay the
foundation of the PSETA’s M&E activities.

Part of the PSETA core business value-chain is Skills Planning and Research, a functional area
established to set up a credible institutional mechanism for skills planning. Tracer and
evaluation studies are conducted by this unit with the purpose of evaluating SETA
interventions at the programme and project level. Evaluability of qualifications, impact
assessment of PSETA programmes, tracking and tracer studies, studies on the effectiveness
of learnerships, internships and apprenticeships, evaluations of the use of training budgets
and assessing the effectiveness of workplace-based programmes are some of the M&E areas
in which research is conducted. The outcome of this type of research provides evaluation of
interventions at a project and programme level.

Monitoring of projects, specifically in interventions such as learnerships, internships, work

integrated learning and apprenticeships is conducted by the Learning Programmes unit within
PSETA. In such cases monitoring is linked to assessing learner well-being, project progress,

PSETA Sector Skills Plan update 2024- 2025 66



programme implementation, compliance to sectoral determination, mentor structures, etc.
This type of monitoring assists with identifying challenges at a project implementation level.

The Quality Assurance unit is responsible for monitoring teaching and learning, assessing
learning outcomes and implementing the recommendations emanating from research and
evaluations conducted by the Skills Planning and Research Unit.

The Risk unitinforms planning and target setting that is in line with risk best practice, monitors
risks and applies corrective actions and implements the risk management plan.

As mentioned, although in its infancy, an M&E unit has recently been established and an M&E
Framework has been developed (currently pending approval). This unit will be responsible for
informing planning and target setting, monitoring organisation and programme
implementation, co-ordinating M&E activities across divisions and implementing the M&E
system. The figure below explains.

Office of CEO
+ Monitor SETA strategic performance areas
* Remove barriers to performance achievement
+ Use M&E data for strategic planning
+ Ensure accountability and corrective actions

Skills Planning & Research M&E Unit
¢ Conduct research and evaluations to measure « Inform planning and target setting in line with M&E best
impact (project and programme level) practice
* Provide knowledge expertise on achieving * Monitor organisation-wide programme implementation
outcomes and impacts * Co-ordinate M&E activities across divisions
¢ Implement M&E system to ensure timely implementation,
\ reporting and feedback

Risk
» Inform planning and target setting in line with
risk best practice

Learning Programmes
* Monitor learning programme implementation

(including QMR reporting) Moni isk d | . .
- Assess programme implementation onitor risks and apply corrective actions

* |Implement recommendations of research and © el e el el e e el D
evaluations 4
Quality Assurance
* Monitor teaching and learning (including NLRD reporting)
* Assess learning outcomes
* Implement recommendations of research and evaluations

Figure 20: PSETA’s M&E Approach

In addition, findings from research and evaluations (e.g., tracer studies) are used to inform
planning. Results from the assessment of the above areas and findings from research are
considered during the strategic planning processes of the SETA. This information is further
utilised at a unit level in the development of operational plans. Further, analysis of the above
areas provides valuable information in informing future research projects of the SETA. Project
and learning programmes related results inform how projects are planned and implemented
in the SETA. The findings provide insight into how learning intervention are performing in
addressing the skills needs of the sector and provides the PSETA with an opportunity to reflect
and enhance its approach to skills development.
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5.1. Strategic Priorities

In the previous SSP, four strategic focus priorities were identified. These include: (1)
establishing strategic partnerships with key departments; (2) improving research output and
impact assessment of programmes; (3) strengthening capacity of public institutions and
provision of occupational qualifications (4) implementing workplace-based learning
programmes in building the workplace into a training space. All of these strategic priorities
were translated into the PSETA’s Strategic and Annual Performance Plans and have guided
the operations of the PSETA’s core business division.

Achievement of these strategic priorities is an ongoing exercise. Chapter four of this SSP
outlined the PSETA’s progress in pursuing and establishing partnerships that are strategic in
nature and that will ultimately lead to the PSETA playing the role of an intermediary body in
linking the world of work and education. Whilst significant strides have been made in forging
partnerships, the PSETA will continue to focus on identifying new partnerships where
required and ensuring that existing partnerships are yielding the expected outcomes.
Research with specific focus on impact studies and tracking and tracer studies is ongoing. The
SETA continues to prioritise investment in research to inform policy and decision making. The
QA unit within the PSETA has since the 2018/19 financial year undertaken an extensive review
of its qualifications. Currently, there are four qualifications that are in the process of being
realigned to occupational qualifications. In addition, research into the curriculum of select
PSETA qualifications was undertaken, the results of which have informed the qualification and
learning material development processes to ensure that the qualifications offered by the
SETA are relevant and addresses the needs of the sector. In addressing the last strategic
priority, the PSETA continues to implement workplace-based learning programmes such as
learnerships, internships, work integrated learning, artisan development and skills
programmes. These programmes are directly linked to the SETA’s Service Level Agreement
with the DHET. In the 2022/23 financial year, the PSETA achieved 96% of its Service Level
Agreement targets.

5.2. Use of M&E Data
In order to support research and planning, data from the SETA Quarterly Monitoring Reports
and Annual Reports are collated and analysed specifically to assess:
e Achievement against set performance indicators and targets;
e Alignment between interventions implemented by the SETA and identified Sectoral
Priority Occupations (i.e., SPOI list of occupations) from the previous SSP;
e The extent to which SETA learning programmes have addressed the identified skills
development priorities;
e The progress in addressing transformational imperatives in the sector; and
e Realisation of strategic goals and objectives.
e Analyse poor achievement, gather lessons learned and make recommendations for
improvement.
e Provide data for policy development and qualification development.
e Provide data for planning and implementation of future projects.
e Provide reports used to assess the outcomes and impact of NSDP and SETA strategic
objectives.

PSETA Sector Skills Plan update 2024- 2025 68



5.3. Extent to Which Interventions Support ERRP

The ERRP seeks to actively steer the economy towards positive growth and job creation in
pursuit of the National Development Plan goals of reducing unemployment, poverty, and
inequality (South African Government, 2020). The plan identifies several priority interventions
including Aggressive infrastructure investment; Employment orientated strategic localization,
reindustrialisation and export promotion; Energy security; Support for tourism recovery and
growth; Gender equality and economic inclusion of women and youth; Green economy
interventions; Mass public employment interventions; Strengthening food security; and
Macro-economic interventions. The ERRP Skills Strategy seeks to support the ERRP to ensure
that its success is not threatened by skills shortages.

The Skills Strategy lays out 10 interventions including six interventions focused on the delivery
of education and training programmes and four systemic interventions, focused on enabling
and supporting education-to-work transitions. PSETA interventions that are in support of the
ERRP include the funding of training interventions and the provision of work-based
experience for the youth. This included the provision of digital skills training which is identified
as a skills gap in the ERRP Skills Strategy, to public sector employees. PSETA has also
strengthened the post-school education and training system through partnerships with DHET
which are intended to support TVET colleges in integrating themselves deeper with industrial,
social, and especially occupational developments.

In partnership with Microsoft and Afrika Tikkun, PSETA has supported unemployed learners
through the Global Skilling Initiative to access opportunities in the sector and promote the
initiative through its networks to ensure that as many unemployed learners as possible have
free access to the best resources, to improve knowledge and capabilities. This initiative was
launched in 2020 to provide at least 20 000 young people with critical digital skills. This is in
support of the ERRP Skills Strategy of expanding the provisioning of short skills programmes
to respond to skills gaps identified in the strategy. This includes leveraging partnerships with
other public sector entities in opening up access to libraries, computer labs, community halls
and Technical and Vocational Education and Training (TVET) colleges, as well as assisting with
the connectivity needed to participate in, and complete the training and certifications that
will help their employability by bringing them into the digital economy.

5.4. Plan of Action

The achievement of strategic skills priorities is an ongoing process within the SETA. As
described in section 5.2, the PSETA has ensured that the strategic priorities identified in the
previous SSP is translated into the organisation’s Strategic and Annual Performance Plan.
Achievement however of these priorities takes place at varying degrees. As certain functions
within the PSETA mature, the scope of targets associated with each strategic priority may
increase in both number and complexity. This, however, will be considerate of viability and
effectiveness.

Further M&E mechanisms are currently being considered within the PSETA in order to ensure
the continuing achievement of these priorities. It is expected that such mechanisms, in
addition to existing mechanisms, will provide the PSETA with vital information required to
establish the effectiveness of its interventions and ultimately impact of the PSETA strategy.
The PSETA M&E Framework will guide the implementation of M&E within the SETA.
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5.4.1. Strengthening M&E Function
In order to support the functions of M&E, the SETA requires capacity and capability. PSETA
has made great progress in this regard with the establishment of an M&E unit within the office
of the CEO. In addition to this, an M&E Framework is being developed to help guide M&E
within the organisation. This will assist ensuring consistent implementation of programmes
which has been cited as a challenge in the past.

5.5. Conclusion

It is important that M&E forms part of an information loop into the PSETA SSP. Information
collected through the M&E process provides for the SETA to reflect upon its accomplishments
and identify areas of non-achievement and essentially allows for continuous improvement.
Identifying and addressing problems and blockages, as well as ensuring that skills
development stakeholders have a well-informed understanding of the impact of skills
development structures and resources, are critical outcomes of the M&E process. This
chapter has provided an overview of the PSETA’s approach to M&E and how the M&E function
is incorporated into the research and planning processes of the SETA. The PSETA takes the
view that the outputs of M&E must be used to inform organisational learning and to improve
performance.

PSETA Sector Skills Plan update 2024- 2025 70



6. Chapter 6: Strategic Skills Priority Actions

6.1. Introduction

This final chapter of the SSP presents the key findings from previous chapters. These key
findings then inform the skills priority actions that PSETA will focus on to address these
findings. Consideration of national strategies and plans has also been taken into account to
ensure alignment with government’s priorities in particular the immediate pressing issues
highlighted in the ERRP and Skills Strategy. An analytical approach to determining skills
priorities has been retained from the previous SSP which highlights that skills development
priorities cannot be identified simply from an analysis of the scarce skills and competency
gaps of individual employees if we are to develop the state capabilities called for in the NDP.
Rather the use of organisational performance as the lens to thematise skills needs is required
where a priority skill is one that will make the biggest difference to the performance of the
Public Service. Responding to skills needs requires building demand-side, supply-side and
bridging into work capabilities within the sector. This approach is represented in the form of
a conceptual framework. The priority actions detailed in this chapter have been identified
using this approach to analyse the information presented in the previous chapters and
provides an illustrative set of priority actions and is not a detailed strategic or operational
plan.

6.2. Key Skills Findings from Previous Chapters

The key findings from previous chapters have been summarised below:

Chapter 1
The following key findings emerged from Chapter 1:

e General Government Services sector — which includes all employees employed within the
Public Service is the largest employer in the country.

e The country’s GDP declined by 1.3% in the fourth quarter of 2022 with seven out of ten
sectors, including general government services, experiencing a decline during this period.

e The Public Service sector specifically, continues to add value to the GDP of the country and
employment to over 831 000 people with 82% being Africans, 2% Asians, 9% Coloured and
7% White

e The significant growth of the consolidated wage bill over the past years has started to crowd
out spending in other critical areas such as service delivery. Government has undertaken to
manage the growth in Public Service compensation over the medium term.

e The state of the economy has an impact on the size of the budget available to departments
and public entities to spend on goods and services, personnel, and infrastructure. The
economic performance of the country may, therefore, have far reaching consequences in
terms of the prioritisation of skills development and training for the Public Service sector.

e Provincial departments make up the largest proportion of the sector (64%), making it the
biggest sub-sector in terms of registered employers. Legislatures and parliament of course
make up the smallest proportion of the sector (5%).

e Across the sub-sectors, the race demographics of employees in the sector is in line with the
race distribution of the population. Africans remain the majority across the sub-sectors
comprising 82.29% at National Departments, 82,41% within Provincial Departments,
75.33% in the Legislatures and Parliament, and 63.71% in the Public Entities

PSETA Sector Skills Plan update 2024- 2025 71



e The majority of the employees in the sector are employed by national departments,
followed by the KwaZulu-Natal and Gauteng provincial administrations.

e The highest number of employees are employed in the Administrative Office Workers
category at 50.78% followed by Elementary Occupations at 32.02% and then Professionals
and Managers at 17.20%.

Chapter 2
The following key findings emerged from Chapter 2:

e The major change drivers impacting on skills demand in the Public Service sector are:

o Business continuity: the COVID-19 pandemic brought to light the importance of
business continuity models as well as the lack of understanding and ability to implement
said models.

o IT governance in the Public Service sector: IT in the Public Service sector is currently not
integrated. Integration is critical for automation and digitisation of the sector. Cyber-
security skills are needed.

o Fourth Industrial Revolution and Technology: 4IR has enhanced digitalisation, big data,
artificial intelligence, online platforms and the internet of things which some of the
major drivers of skills change in the Public Service. 4IR provides the opportunity for
greater government efficiency and effectiveness in providing services to its citizens.

o Geographical positioning: the availability of skills in rural areas continues to be a
challenge and innovative recruitment and retention strategies are required to staff
departments with offices in rural areas.

o Human Resource Dynamics within the sector: Recruitment challenges and competition
for skills; high turnover and a thin supply pipeline; lack of autonomy and the HR function
perceived as a compliance unit (rather than a strategic) are four sub-change drivers
which fall within the wider ambit of HR.

e The ERRP through Skills Strategy requires PSETA to implement the 10 interventions and
integration of the District Development Model into the SETA plans and into the broader
plan of aligning with the National Development Plan’s infrastructure.

e Professionalisation of the Public Service Framework finalisation by the NSG will have impact
on the policies and plans in particular the recruitment processes within the Public Service.

Chapter 3
The following key findings emerged from Chapter 3:

e Most of the hard to fill vacancies are mainly within the SMS level, primarily General
Managers Public Service, Senior Government Officials, Finance Managers, HR Managers,
Project and Programme Managers and Internal Audit Managers in the Public Service sector.

e The skills gaps identified particularly amongst professionals (managers and professionals)
in the Public Service are people and performance management, change management,
advanced leadership, strategic management and financial management.

e Digital skills, which apply to unskilled, skilled, and professional workers, were the most cited
skills gap. Digital skills need to be integrated across all occupational levels and categories.

e New Occupational qualifications have been developed, namely: Occupational Certificate:
Office Administrator (Public Service Administrator) NQF Level 5, Occupational Certificate:
Diplomat NQF Level 7, Occupational Certificate: Diplomatic Mission Administrator,
Occupational Certificate: General Manager Public Service NQF level 6 and Occupational
Certificate: Public Service Administrator NQF Level 5
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e TVET College graduates remain largely unemployable in the Public Service sector due to
minimum entry requirements and not meeting the employers’ expectations in terms of skill
requirements.

Chapter 4
The following key findings emerged from Chapter 4:

e PSETA has adopted a partnerships model with the aim to increase the support to its
partners that help drive its mandate to create a skills base essential for better service
delivery.

e The PSETA Partnerships with provincial and national departments are focused on strategy
drivers of particular state capabilities and Offices of the Premier.

e The PSETA partnerships that have proven challenging are those with some TVET due to
many TVET colleges constrained by capacity (administrative and management capacity).

e The PSETA has deemed it a strategic priority to strengthen and formalise partnerships with
National Parliament and with PSET institutions in order to improve skill levels in the Sector.

e The SETA’s most successful partnership approach or model may be seen in Partnerships
with such national departments that are focused on “champions” of particular state
capabilities.

e The example of the innovative global Partnership, namely, the PSETA Batho Pele Digital
Skills Programme will benefit the whole Public Service sector through the partnership with
DPSA.

Chapter 5
The following key findings emerged from Chapter 5:

e Currently M&E within the PSETA takes place independently within individual core business
units that implement various programmes. Previously, the structure of the organisation did
not make provision for a standalone M&E unit, however, a unit of this form has been
established within the office of the CEO.

e Research and evaluations to measure impact at the project and programme level,
monitoring and assessment of learning programme implementation, monitoring and
assessment of learning outcomes, as well as monitoring of organisation wide programme
implementation are some of the M&E activities conducted.

e Monitoring of projects, specifically in interventions such as learnerships, internships, work
integrated learning and apprenticeships is conducted by the implementing unit within
PSETA.

e PSETA is in the process of establishing and strengthening its M&E function. This includes
the development of an M&E Framework, which is in the final stages of development.

6.3. Recommended Priority Actions
PSETA regards sector skills planning as an evidence-based, stakeholder-led strategy-making
process. This process entails stakeholder leadership of the process; provision of baseline
research to inform strategy-making; and formalisation of some partnerships through which
the sector will continuously identify and respond to their needs. A continued focus is on
identifying and addressing the skills needed to improve the state capabilities listed as
priorities in Chapter 13 of the NDP. The conceptual framework, shown here in Figure 18,
which has been adapted in the Public Service, aims to significantly improve the economy and
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efficiency in skills efforts and will be utilised in the directing of skills efforts towards building
state capabilities to deliver the NDP.

Providing Strategic Orientation: Defining the Impact

Define impact indicators (including Retun on Investment)
Mainsiream through processes, tools, nebworks

Develop Skills Development Scorecards, pilot, implement
Integrate Skills Development with wider policy cbjectives

Capaci Capacity

Align HRANSP tools! = [Foster dialogue and
ProOCESSEes parlnershi_ps :
Support evidence — = Align gualifications to
based planning job requirements
Focus expenditure on = |Improve economy and
priorities / audit this idagi effectiveness through
Improve HRM/MHRD and coordination (NSG)
capacity = Invest in public
Link coaching Institutions and
to performance academies such
management as NSG, provincial
Open PS as training academies/ TVETs and
space HEls
= Improve enrolment,
retention, achievement,
absorption rates

Delivering required skills

Figure 21: Conceptual Framework

This framework forms the basis of the identified following four strategic focus priorities of the

PSETA which will be delivered through relevant projects.

e  Priority 1: Establish strategic partnerships with key stakeholders.

e  Priority 2: Increased research and impact assessment of programmes

e  Priority 3: Strengthen capacity of public institutions and provision of occupational
qualifications.

e  Priority 4: Implement workplace-based learning programmes in building the workplace
into a training space.

Table 23: Skills Priority Action and related interventions

Skills Priority Action PSETA Intervention

Skills Priority 1: Establish e Continue the “delivery through partnerships” model.

Strategic Partnerships with  |e Establish partnerships to further the adoption of digital

Key Stakeholders technologies in the public service and partnerships to strengthen
to deliver initiatives to strengthen key competencies required by
the state.

Skills Priority 2: Increased e Conduct periodic return on investment studies on the roll-out of

Research and Impact learning programmes.

Assessment of Programmes | e Develop an M&E Framework for the PSETA.

e Define key processes to guide the implementation of M&E
function across units and implementation partners.

Skills Priority 3: Strengthen e Train public sector officials in the following skills areas:

Capacity of Public o Cyber-security, Critical thinking, Problem solving, Digital
Institutions and Provision of skills, including the utilisation of remote working tools and
Occupational Qualifications the use of workflow systems to improve the efficiency of the

public service, Change management, Ethics.
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Skills Priority Action PSETA Intervention

e Ensure sufficient provisioning to allow for teaching and learning
to take place using technology-based solutions.

e Build HEI and TVET college capacity to deliver public sector
relevant qualifications.

e Continue the professionalisation of the public service agenda.

e Implement Recognition of Prior Learning (RPL) interventions
against the PSETA accredited Public Administration qualifications
on NQF level 5 and NQF level 6.

Skills Priority 4: Implement e Continue workplace-based learning programmes in order to

Workplace-Based Learning leverage Public Service as a training space, to prepare learners for
Programmes in Building the work in both the private and public sector.

Workplace into a Training e Train HR professionals on talent retention and succession
Space planning methods to keep high-performing learners within the

Public Service.

6.4. Measure to Support National Strategies and Plans

The ERRP Skills Strategy places emphasis on accessing targeted skills programmes. In order to
achieve this PSETA will target funding and quality assurance mechanisms linked to ERRP
sectors to allow for immediate and short interventions that result in access to targeted skills
programmes (e.g., digital skills); access to workplace-based experience to assist learners who
require to complete their qualifications and workplace experience that new entrants require
after completing their qualifications for successful transition into the labour market
(internships); retraining/up-skilling to preserve jobs with focus on public employment;
increased access to programmes resulting in qualifications in priority sectors; and meeting
demand in List of Critical Occupations: importing skills.

Measures to support other national strategies and plans include:

e Expanding the provisioning of short skills programmes (both accredited and non-
accredited) to respond to skills gaps identified in the ERRP skills strategy;

e Supporting the Presidential Youth Employment Initiative and the Public Service Graduate
Recruitment Programme, further positioning the Public Service as a training environment
for learners and expanding the provisioning of workplace-based learning (WBL);

e Supporting the Digital and Future Skills Strategy, by promoting technology and 4IR to
increase the effectiveness and efficiency of the public service, thereby improving and
increasing the support of service delivery and creating an environment that is conducive
to economic development.

e Supporting the National Framework towards the Professionalisation of the Public Sector
through the implementation of internship programmes and specific skills training.

6.5. Conclusion
The Public Service sector, with its wide-ranging functions, is an essential contributor to the
South African economy. As such, embedding skills development within wider efforts to build
organisational capabilities in the sector is important. The skills priorities identified in this
chapter are aimed at building the supply-side; building the demand-side; improving the
bridging into work; and improving the economy, efficiency, effectiveness and equity of
training and skills development in the sector.
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