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ABSTRACT 

Skills shortage has been generally and consistently identified as the single most 

important constraint to accelerated and sustainable economic growth in South Africa. 

The government is targeting an annual economic growth rate of 7%, but economic 

analysts and experts have predicted that government may not be able to achieve this 

objective unless there is a remarkable transformation of the skills profile presently 

obtainable in the country's labour market. This has necessitated a growing concern 

that a skill crisis was becoming a 'binding constraints' on development, prompting 

new government · interventions prioritising ways to address skills shortages and 

mismatches. 

The primary objective of this study · therefore was to conduct an empirical study in 

order to determine the contributi 'lj s and the Sector Education and 

Training Authorities (SETAs) to a , em , 'JJ e training and development. In 
addition, the study evaluated the in,;r~ ative action policy as it affects the 

LUMINE lflMus 

shortage and turnover of highly-s ·1 if Lu N f Icans. Equally central to this study 

was the need to establish the degr • lignment between the skills that are 
being produced locally b ................... ,- lDl..'°'"'~1:1 I IAl,1'o. - ·l(I· • • g institutions on the one 

hand, and those skills that areI'nlfffl9~re11om:.otttfflVIU:lJ1C1economic growth in the country 

on the other hand. In order to achieve these objectives, 160 organisations, both in 

the public and private sectors of the economy were surveyed. A questionnaire, 

measured on a five-point Likert scale, and also containing some ordinal questions 

was used to collect primary data from respondents {Training and Development 

Managers). The data collected was analysed using various statistical methods in 

order to arrive at a meaningful interpretation and conclusions. 

The major findings of the study presented evidence of employees' participation in 

various training programmes provided by employers and SETAs. However, these 

training programmes were not conducted within · the context of the National 

Qualifications Framework band. This failure makes certification and national 

recognition of such training and development outcomes to be difficult. The study 

further finds that employers were almost equally divided on the extent to which 
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iii 

implementation of the affirmative action policy (through the Employment Equity Act, 

Act 55 of 1998) in the workplaces has contributed to skills shortages and turnover of 

highly skilled employees and. professionals in South Africa. 

Statistical data of bachelor degree graduates from 2005 - 2008 was collected from 

six comprehensive universities and universities of technology. The data indicates the 

fields of study by undergraduate bachelor degree graduates. This was done in order 

to assist in determining the supply-side of skills trajectory. The data was analysed 

and compared with the demand-side characteristics of skills, which was established 

through literature review. The result of the analysis shows that there was a 
significant misalignment between th ~'i~m:~rv , supply side trajectories. This 

suggests that the demand for certain eded for sustainable economic 
I IN VIDE 

growth far outstrip those currently p o LO&Cll e Higher Education and Training 
TUO LU EN 

system. The study made appropriate .r~....1•-=-~ - • ns to the Education and Labour 
authorities in South Africa based on the 1 • gs of the research. Limitations of the 
study were identified and po • Yr • sGlf. r·A-~CI-" ....... were highlighted. 
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CHAPTER ONE 

UNIVERSITY OF FORT HARE 
HOWARD PIM LIBRARY 

PRIVATE BAG X1322 
ALICt! 5700 

INTRODUCTION, PROBLEM STATEMENTAND OUTLINE OF THE STUDY 

1.1 Introduction 

Alluding to the nature and depth of skills problem in the country, the Deputy 

President of South Africa, Kgalema Motlanthe noted that "there are certain gaps that 

need to be addressed and the skills that are required by the economy. The critical 

element we are trying to address is the mismatch of the skills that we are producing 

now versus the demand from the economy" (Motlanthe, 2010:2). Motlanthe's 

assertion captures the inherent misali A-•+•-~~•---H--i-R t kills supplied by the institutions 

that are charged with the responsibilit td he necessary workforce for the 

country's economy on the one hand a hat are required for sustainable 

economic growth on the other hand. 

The new world of -work put • - and indeed human 
capital development at the ~,.,,,:i_n",_~ Se/Jell eeess or failure. One of the 

most important drivers of productivity and sustainable economic growth in developed 

countries is the skills and technical knowledge of workers. According to Meyer and 

Orpen (2007: 135), "people are the lifeblood of the organisation, and this has 

provided the impetus for many changes in terms of skills, training and development". 

This is an undisputable fact of a knowledge economy. Gerber et al. (cited in van de~ 

Walt, 1999: 176) argues that "human resources hold the key to the economic and 

social problems that South Africa is currently experiencing; South Africa therefore 

has no alternative but to accelerate development of its people in order to maintain 

and grow its economy". Reiterating the skills problem in South Africa further, Stokes 

(2010:17) submits that "while our global peers worry about dwindling order books _ 

and a severe slowdown in economic activity, South Africa's private sector executives 

singled out skills as the biggest obstacles to business growth". This compelling 

evidence has therefore made it imperative for the labour and education authorities in 

South Africa to fashion out an appropriate skills development and training strategy 

that will produce not only the quantity, but most importantly the quality of the 
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workforce that is required to drive sustainable socio-economic development in the 

country. 

The skills problem in South Africa has been variously and consistently attributed to 

the legacy of apartheid which created 'Bantu' (inferior) education for the black 

population thus resulting in a dearth of employable people (Wagner, 2001 ). With 

South Africa businesses competing in the global market place after the demise of 

apartheid, the requisite skills began to change, reflecting the new economy and its 

appetite for knowledge workers. But for these businesses to compete favourably 

and indeed gain competitive advantage there must be an adequate supply of the 

necessary skills to propel this competition. However, empirical studies have shown 

that South Africa's labour market su i '6nn a dearth of skilled personnel 

and a continuous brain drain (Kinnear utherlan 7 001 ). 

Supporting Kinnear and Sutherland, Steyn (2002:14) state that "the 

skills profile of our labour forcE: clearly Is poor and uncompetitive in the global 
economy. There are too fewlJ o~~klb~! .ar:t {i1niQrtJcfNtc,hile a large section of 

Together zn Excenlnce 
our workforce lacks basic skills, wti1ch restricts their employability to only the most 

menial tasks". This again, according to Erasmus and Steyn is largely attributed to the 

history of segregation in the provision of formal education - "separate departments 

of education, separate schools for the different population groups and differentiated 

expenditure remained central to the South African education system until 1990". The 

resultant reality today is that demand for certain skills in South Africa exceed supply 

thus suggesting acute shortage of core skills which could hinder targeted economic 

growth rate set by the government. Concurring, Harris (2910:15) reports that "key 

sectors such as finance, engineering, project management and telecommunications 

always run short of skills, and the critical skills shortage in these sectqrs has been 

cited as a potential restraint of the attainment of the government's growth goals". 

1.1.1 Skills development and training strategy 

South Africa as a developing country in the past decade has undergone a significant 

transformation in its national human resource development framework. Cunningham, 

Lynham and Weatherly (2006) contend that a holistic and integrative approach to 

human resource development must be analysed within the social, political, and 
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economic context of South Africa. This reinforces the contention that national human 

resource development must be understood in the context of a country's historical 

roots, cultural values, education level, political system, and human resourne 

development legislation in combination with its labour profile and economic system 

and policy (Cunningham et al., 2006:64 ). In order to address the skills problem in 

South Africa, the government initiated a broad based Human Resource Development 

Strategy (HRDS) for a period of five years (2005 - 2010). Similarly, The Joint 

Initiative on Priority Skills Acquisition (JIPSA) was established (in 2006) as a 

component of the Accelerated and Shared Growth Initiative for South Africa 

(ASGISA) where government identified six issues which obstruct economic growth. 

Skill shortage was a prominent impediment identified by ASGISA thus JIPSA was 

initiated to address this deficiency. 

Some of the strategies adopted to d ortages include special training 

programmes, persuading South Africa ------- s in the diaspora to return home, 
making use of retired skilled professionals importing skilled immigrants where 
necessary. The JIPSA repJJn ·r i cfrfrl:J¢, .1.".111u-.~~ identifies professional 

. Together in Excellence 
skills in engineering, science, finance and management, as well as technical and 

artisan skills as scarce. The report further states that while the economy currently 

produces about 5 000 artisans annually, research suggests that at least 12 500 

artisans should be produced annually over the next four years (2007 - 2011) to meet 

rising demand. Skills shortages in the construction and engineering industries in 

particular, unless addressed urgently, risk slowing down South Africa's R400-billion 

infrastructure programme for the period 2007 to 2009; the report concludes. 

Global access and competition are increasing, but there are no skilled workers to fill 

vacant positions (Wagnet, 2001) while the few available talent migrate to outside 

organisations. Acknowledgin.g the state of skills shortages in the economy, the 

Department of Labour • (2006) contend that the· importation of skills by Sasol 

Company indicates that it is not only job creation that is a fundamental problem in 

South Africa, but also a shortage of skills. Sasol imported 900 skilled artisans from 

Asia in 2006 to undertake maintenance work. It is not only Sasol Company that is 

importing skills from elsewhere. The Department of Health recruited 1,000 medical 

doctors from Tunisia in 2007 (Simao, 2007) to complement shortages in the various 
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public hospitals and clinics while the Department of Home Affairs had recently 

approved 4,000 work permits to enable the Department of Basic Education recruit 

Mathematics and science subject teachers mainly from Zimbabwe and India to fill 

vacant positions in the secondary schools (Hindle, 2008). Similarly, the Limpopo 

Provincial Member of Executive Committee (MEC) for Education (in a SAFM Radio 

interview of 16 February, 2010) revealed that 600 Zimbabwean teachers had been 

recruited to teach Mathematics, Scienc_es and Commerce in secondary schools. 
Eskom utility is currently planning a R340-billion infrastructure expansion with labour 

requirement of 1,000 skilled employees annually over the next ·five years (2007-
2011 ). However, Kleynhans (2007) opines that shortage of skilled personnel could 

cripple the expansion project since there won't _be sufficient qualified South Africans 

to build and. operate the power static ~'l~~rnt[Jl,cl~" pinion is supported by Thulani • 

Gcabashe (former Eskom CEO) as re~ 1 ed b a tshantsha (2007) who asserted 
that "our priority is to recruit locally, 
skilled engineers) and everyone is recr ting. 

see if we can bring them back and thereafter oak at (recruiting) other nationalities". 
• University of Fort Hare 

Retail business is not immune flH9~g~ft11 ~B~!1~oprite was restricted from 

opening 14 new pharmacies because it could not recruit enough pharmacists and 
cannot import pharmacists because they are required to do community service first 

(Shevel, 2008:16). In the same vein, Netcare, the country's largest private hospital 
group idenJified the biggest shortage areas confronting the organisation as nurse, 

pharmacists and paramedics with the group having nursing vacancy of 24% (Shevel, 
2008:16). It is the reality of the general skills shortages in the country that compelled 

the Department of Trade (2006) to declare that the dearth of skills in the economy 
requires that government should do whatever it could to address the problem 
urgently. 

1.1.2 Skills demand and unemployment 
A critical paradox facing South Africa is skills shortages in the face of growing 

unemployment. Given the huge number of unfilled positions and the future skills 
requirement in the country, it is paradoxical to note that unemployment rate Jn South 

Africa is reaching an alarming height of 24.5% (Statistics South Africa, 2009). 
Reporting Bharat, Hill (2007) states that there were 200,000 unemployed graduates 
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in South Africa (in 2005) with 40,000 of them having university degrees. According to 

Pauw, Oosthuizen and van der Westhuizen (2006), unemployment rate for 

individuals with tertiary education increased by approximately 55% from 6.6% in 

1995 to 9.7% in 2005. In 2005, there were 165 000 unemployed holders of diplomas 

and certificates with 36 000 having university degrees. Consistent with this report, 

Laing (2008:3) notes that 

the concentration of unemployment among the youth means that the 

unemployed have had rising levels of education. Of particular concern has 

been the rapid increase in unemployment levels for people with tertiary 

qualifications, especially diplomas. 
----~ 

Other studies (e.g., Moleke, 200?, 

have documented evidence to sup l.!-~~~=~e ce of a pool of unemployed 
graduates, many of them 'African . _._..,..__,_ 2007: 8) attributes graduate 
unemployment to the type of qualifications ad as well as their fields of study. 

University of Fort Hare 
Together in Excellence 

Supporting various literature cited above, Gwede Mantashe ( cited in Hill, 2007) 

states that many black students pursue degrees in the arts, while majority of white 

students pursues degrees in high-demand fields such as engineering. This is also 

consistent with the assertions made by Mosidi Nhlapo as reported in Hawkey 

(2010:7) that many African students chose to specialise in the arts and humanities, 

fields that tended to have lower managerial and professional prospects. This 

development, Bharat observes, is responsible for the situation where 85% of 

unemployed graduates were blacks with one-quarter of all black graduates unable to 

find work (Hill, 2007). The evidence presented so far can only suggest one reality -

misalignment - in the current education ·system and the workplace demand ( demand-

supply side interplay). While labour market suggests a high demand for technical 

graduates such as engineering and technology, health sciences, management, 

accounting and others, the enrolment reality and graduate outputs in higher 

institutions of learning reveal that most students (mostly black students) register for 

courses in the social sciences and humanities fields which are less demanded by the 

economy. These fields do not prepare them for the professions thereby accounting 

for their inability to get jobs unlike their counterparts in critical fields of shortage. 
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. 1.1.3 The skills debate 

Research by the Development Policy Research Unit (DPRU, 2007) shows that 

universities seem to focus on how many students they can enrol without taking into 

consideration the relevance of their degrees to the skills demanded by the economy. 

Furthermore, Barnes (2009:39) argues that 

the problem commonly referred to as a 'skills shortage' in South Africa is itself 

a nebulous concept, which encapsulates several specific issues - shortages 

in some cases (e.g., engineering and some technical skills), but skills 

surpluses in other areas (such as the social sciences). 

generated in local tertiary education i ~----------- he skills required for business. 

This has necessitated the approval o nt and performance targets by 
the Department of Education (DoE) for tion institutions to produce more 

job-ready graduates. The plan requires mo institutions to limit their intake in the 
humanities - which include lJr i df § • bM1 qt n'J t ¥~o~r of fields such as 

Together in Excellence 
business, engineering and technology (Govender, 2007:8). A sum of R4-billion was 

injected into higher education institutions to improve infrastructure and increase the 

number of graduates with a capping in _humanities nationally to around 196,000 

(Govender, 2007:8). 

The total number of social science graduates shot up from 253,431 in 1994 to 

548,383 in 2004 (Govender, 2007). Current attempts by the Department of Higher 

Education to regulate student intake in favour of certain fields of study is therefore a 

general agreement that the demand for certain skills required to develop the 

domestic economy is far in excess of current supply. "The skills inappropriateness 

and inadequacy of the South African workforce has been one of the factors hindering 

its economic success in the global economy" (Barnes, 2009:39). This, in Barnes' 

opinion "requires an up to date linkage of education and training to meet the market 

demands and avoid mis-skilling (imparting skills that are in excess in society when 

there is a serious lack of skills that are in demand) and consequently 

unemployment". Barnes therefore concludes that the upgrading of the supply 

characteristics of the new labour market entrants is pivotal in this context. 
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However, contrary to the opinions articulated by different authors cited in the 

foregoing literature, Dias (2005) drawing from statistical figures of unemployed 

graduates concludes that the problem is not necessarily with the qualifications of 

graduates being inappropriate, but the labour market's failure to absorb the number 

of new entrants with tertiary qualifications especially if this is viewed in light of the 

growth in employment levels by sector and skills categories. Consequently, Dias 

cautions that improving the education qualifications of the unemployed is not a 

guarantee for employment as the labour market seems saturated. Supporting Dias, 

Standing et al. (2000:158) posit that "one cannot presume that if all those without 

secondary schooling were provided with it and if all those without a skills required by 

the economy were provided with one, that unemployment would fall dramatically". 

Similarly, Teichler (1999) argues that 

skills shortages are not based on sy 

urrounding skills mismatch and 

ce. Teichler further argue that 

the limited empirical evidence reg -----~ te unemployment that exists 
worldwide seems to have four main shortcomings. First, very few studies make it 
possible to regularly monito~i~~h~jDf 11<?£J,Q1;! ~~ibyment and the impacts 

Togerlier In Exce1lence 
of study on subsequent career and work tasks. Second, information is usually limited 

in countries where the employment prospects of graduates seem to be unsteady. It 

is for this reason that Matos (1997) declares that employment of higher education 

graduates in Africa is an area where little data are available with the exception of a 

handful of studies that are often not comprehensive, not up to date and are 

conducted over a limited period of time. Therefore, where the developments of the 

connections between higher education and the world of work are most 

controversially debated, for example South Africa, information which could 

rationalise the debate is least available. Teichler contends further that most of the 

available information on graduate employment is insufficiently scrutinised due to the 

following reasons: 

Quantitative information on graduate employment is more available in the 

traditional employment sector, but somewhat less in newly emerging, atypical 

and informal sector. If focus does not iriclude the informal sector, the available 

disparate information could reinforce an all too pessimistic view of graduate 

employment. 
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There also seems to be a weakness in terms of the balance between 

quantitative and qualitative data (Brennan & Kogan, 1993). Quantitative 

research that focuses on the whereabouts of graduates and their income does 

not allow for broad conclusions to be drawn while qualitative research 

focusing on the types of work tasks and more in-depth information is relatively 

limited. 

Employers' claims. regarding the expected qualifications are too easily taken 

as objective information concerning demand in the employment system. 

Teichler (1999) concludes that there appears to be very little information on curricula, 

graduates' professional rationales, and the impact of degree programmes and 

conditions of employment. There also a~m~,--@ 

links between gender, race and the fi 

have on graduates' expectations of e 

shortage of information on the 

the impact that these variables 

Extending the skills short~~e ~ebatel Immy Manyi, former chairman of the 
Commission of Employment'EcRiuY(tJi~l ~ - ~~g~t Bi f:pe, 2007) and now the 

Together zn Excelrence 
Director-General of the Department of Labour and also Chairman of the Black 

Management Forum (BMF) dismisses the entire argument surrounding skills 

shortages as an "urban legend based on racism". However, Eddie Du~ant (also cited 
in Khumalo & Mmope, 2007) declares Manyi's assertion • as an "emotional and 

absurd outburst". Manyi's position regarding skills shortages has also been opposed 

by his own constituency, BMF. According to Lot Ndlovu (a past chairman of BMF) in 

a SAFM Radio interview (on Friday, 1 October, 2010), Manyi's position was out of 

tune with the reality given the present state of skills shortage and migration of highly 

skilled people out of the country. Deloitte, a human resource development 

consultancy, found in a survey on 300 South African companies that an estimated 

76% of them are experiencing difficulties in recruiting suitably qualified affirmative 

action candidates. Says Louise Marx, Deloitte's human capital manager: 'A lot of 

companies have to train internally because they have quotas to meet. To my mind 

the skills shortage is not an urban legend' (Mabotja, 2009). 

Whichever direction we look at the problem, it will be difficult to justify the arguments 

of (Dias, 2005; Standing et al., 2000; Jimmy Manyi for example) in the face of 
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subsisting empirical evidence where certain vacant positions (engineering, medicine, 

financial management for example) could not be filled due to non-availability of 

appropriately qualified job candidates whereas we maintain a. pool of unemployed 

graduates in fields such as the social sciences and humanities. Moleke (2005) 

concludes that the skills mismatch in South Africa is an important part of graduate 

unemployment. One way of solving the problem, Koen (2003) suggests is through 

improvements in the responsiveness of labour supply to the characteristics of labour 

demand. 

1. 1.4 Policy intervention in undergraduate enrolment 

Policy intervention by the Department of Higher Education and Training to regulate 

admission patterns at institutions of 

skills demand is already manifestin 

reports progress in shifting the balan 

'l"'tl~~l"'' 'Y. ,• ~ to reflect the current reality in 
results. Pieterse (2009:226) 

IN WlVIDE I • HET • t't t' th M63 Pm n in ms I u ions across e 
TUO U EN 

humanities, social sciences and e E), business, commerce and 

management (BCM) sciences, and science, gineering and technology (SET), as 
proposed by the National Pia • • r.. • fqQ[a • , , • 1 ). The National Plan 

Together zn Excelfence 
set a target to shift the balance of enrolments between i) humanities, ii) business and 

commerce, and iii) science, engineering and technology from 49%: 26%: 25% in 

2001 to 40%: 30%: 30% respectively by the end of the decade (DoE, 2001 :27). 

However, Kraak (2009:5) contends that the DoE has never been able to test the 

usefulness of these policy objectives through drawing up detailed correspondences 

between specific academic programmes at particular higher education institutions 

and actual sectoral needs located in specific regions of the country. This 'policy gap', 

Kraak further contends, has had a negative effect, handicapping the ability of 

education and training institutions to offer courses customised to particular 

development trajectories or technology platform needs. 

The proposal by the National Plan for Higher Education has however seen business, 

commerce and management graduates more evenly split between the various levels 

of qualifications. For example, there were 1,864 marketing, 1,416 personnel 

management, 1,894 other management, 12,267 accounting, 799 administration and 

6,998 management graduates in 2005 across various universities and universities of 

technology, with a significant number of these obtaining postgraduate qualifications 
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(Pieterse, 2009:226). This trend is also reflected in the graduation growth pattern of 

higher institutions of learning with concentration gradually shifting from the social 

sciences and humanities to business, management and commerce. The statistics of 

bachelor graduates from some of the universities analysed in Tables 1 - 6 from 2005 

to 2008 supports this emerging trend. This is, however still far from the projection of 

at least 270, 000 of the country's estimated 820, 000 students' population at tertiary 

institutions to register for business and management degrees by 2010 (Govender, 

2007:8). 

Table 1.1: Number of academic and professional undergraduate bachelor degree graduates at 
the University of Fort Hare 

Faculty 

Education 

Law 

Management & Commerce 

Science & Agriculture 

Social Sciences & Humanities 469 351 318 384 1522 

Source: Planning Unit, University of Fort Hare (2009) 

Management and Commerce degree offerings at the University of Fort Hare include 

Industrial Psychology, Accounting, Business Management, Public Administration, 

Development Studies, Information System and Economics. 

Table 1.1.1: 201 O enrolment figures for academic and professional undergraduate bachelor 
degrees at the University of Fort Hare 

Faculty 

Education 941 

Law 669 

Management & Commerce 2563 

Science & Agriculture 1739 

Social Sciences & Humanities 2578 

Source: Planning Unit, University of Fort Hare (2010) 
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Table 1.2: Number of bachelor degree graduates at the Rhodes University 

Year of graduation and 

number of graduates 

Faculty 2005 2006 2007 2008 Total 

Education 62 56 62 66 246 

Law 57 56 61 54 228 

Commerce 313 313 334 310 1,270 

Science 254 242 250 243 989 

Humanities 536 577 639 552 2,304 

Pharmacy 44 69 70 74 257 

Source: Data Management Unit, _Rhodes University (2010) 

The number of graduates includes ho 

of Commerce include those in Ace 

hile the degrees in the Faculty 

'-l' '--rnl'il:el1t1,cv:m-~b1·1mess Science and Economics. 

Those in the Faculty of Science in Development and Information 
System while those in the Faculty of ____ comprise Journalism, Fine Arts, 

Music and Social Science. University of Fort Hare 
Together in Excellence 

Table 1.3: Number of bachelor degree graduates at the Nelson Mandela Metropolitan 
University 

Year of graduation and 

number of graduates 

Faculty 2005 2006 2007 2008 Total 

Education 655 528 337 - 1,520 

Law 163 102 136 - 401 

Business & Economics 596 735 745 - 2,076 

Science 230 230 225 - 685 

Health Sciences 269 311 212 - 792 

Engineering, Built Environ. & IT 200 171 164 - 535 

Arts 492 330 322 - 1,144 

Source: HEMIS, NMMU (2010) 

Degree offering in the Faculty of Health Sciences at the NMMU includes those in 

Pharmacy, Human Movement Sciences, Social Work, Bi_omedical Technology and 

Psychology. 

11 



 

 

Table 1.4: Number of bachelor degree graduates at the Stellenbosch University 

Year of graduation and 

number of graduates 

Faculty 2005 2006 2007 2008 Total 

Education 407 250 263 251 1,171 

Law 132 114 I 145 144 535 

Economic &Management Sciences 1,318 1,444 1,374 1,354 5,490 

Science 422 396 535 577 1,930 

Engineering 227 267 265 251 1,010 

Health Sciences 176 207 239 153 775 

Military Sciences FlLL 77 68 77 276 1, " I\ ,, II n ,. 

Agricultural Sciences ~~\l IJ')Ab~ 275 257 907 

Arts & Social Sciences ~(36 911'7 965 925 3,637 
""' --------. r.::----. 

Source: Institutional Information Un it, II >i.1ffi;~ID0::..:1 ,II 
TU!!.... !!!_MEN II i.~iversity (2010) 

- , 
Graduates in the Faculty of Theology are __ ._.~~~ _ with those from the Faculty of Arts 

and Social Sciences for the ,~L_,~~~~'-U'l~~:u~~dd~•""ili"'t"'iil-irt Hare 
Together in Excellence 

Table 1.5: Number of bachelor and honours degree graduates at an anonymous University 

Year of completion and 

number of graduates 

Faculty 2005 2006 2007 2008 Total 

Education 592 554 565 499 2210 

Law 267 346 268 305 1186 

Management & Commerce 2158 2254 1833 1558 7803 

Science & Agriculture 847 867 855 822 3391 

Engineering 325 305 331 344 1305 

Architectural studies 40 36 62 45 183 

Humanities, Development & Social 

Sciences 1439 1730 1457 1412 6035 

Medicine & Surgery 298 202 189 223 912 

Health Sciences 245 293 293 291 1122 

Pharmacy 62 74 63 61 260 

Source: The University's Management Information Unit (2010) 
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Degree offerings under engineering include property development, construction 

management, land and quantity surveying and B.Sc. Engineering while health 

sciences include offerings in nursing, sports, physiotherapy and optometry. 

Table 1.6: Number of bachelor degree graduates at the Tshwane University of Technology 

Year of graduation and number 

of graduates 

Faculty 2005 2006 2007 2008 2009 Total 

Engineering & Built Environment 332 376 467 453 544 2172 

Economics & Finance 154 168 224 247 268 1061 
\ . • I 

Management Sciences ~1'51\/\ 
\,'\y"' l.t$6f 304 330 391 1666 

Science 'iP-15 441 / 479 640 580 2617 
...... ---- --Information & Communication l~~NEI ~~jf 145 122 168 716 

Humanities & Arts \ • ,-.r y 999 881 865 5996 -
Source: Strategic Management Supp~ 2010) 

University of Fort Hare 
Together in Excellence 

The emerging shift in the enrolment pattern from the arts and humanities to 

management and commerce as contemplated by the DoE is also reflected in the 

career aspirations of prospective university undergraduates. Survey outcome of 

12,204 Grade 12 learners in 288 schools across the nine provinces of South Africa 

by the Research Programme on Human Resources Development (HRD) at the 

Human Science Research Council (HSRC) in 2001 indicates that vast majority of 

learners planned to study Business and Commerce at a HET institution (Gosser,. 

2010:47). For example, 32%, 23%, 15%, 11% and 2% of learners planned to study 

Business and Commerce, Engineering and other applied sciences, Health Sciences, 

Natural and Mathematical Sciences and Education respectively (Gosser, 2010:4 7) 
while fewer than 10% of learners planned to pursue studies in other fields. Enrolment 

reality at institutions of higher learning however does not support career ambitions of 

learners as demonstrated above. In 2002 for example, the profile of headcount 

enrolments by study field revealed a wide disparity between learner preferences and 

student enrolments as shown in Table 1.7. 
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Table 1.7: preference (2001), and enrolment (2002) by field of study 

DOE p E 
Field of study targets 2001 2002 % 

% 

Science, engineering & 37.0 149,679 22,479 15 

technology 

Business & commerce 33.0 100,034 19,673 20 

Education 4,415 1,948 44 

Social science and 30.0 55,833 17,377 31 

humanities 

Total 309,061 61,477 20 

Source: Adapted from Gosser (2010) 

actual enrolment in all fields of study e . - i n with 44%. Two reasons can 

be attributed to this disparity. Fir (endorsement) rate in 2001 
matriculation examination results. This uggests at out of the 309,061 Grade 12 

learners who would want tolJ1\1v~tJ1fy • f ~Pl:si!ftfl~2, only 61,477 (20%) 
passed with endorsement and a~b't z~ "E institution. Secondly, vast 
majority of matriculants who would want to pursue degrees in SET and Business and 

Commerce, for example, could not as a result of their failure in subjects such as 

mathematics and science which are basic requirements for enrolment in these fields 

of study. Preferences and actual° enrolment in the field of education (as shown in 

Table 1.7) is quite worrisome when viewed against increasing demand for educators 

in the country. 

According to the forecast of occupational demand for selected high-skills occupation 
(2001-2006) by Woolard et al. (2003), a total of 354,469 educators would be required 

to meet new and replacement demand. Similarly, the forecast puts the number of 

managers that would be required over the same period at 280,298. Since these are 

the two categories of professionals with the highest number of replacement demand 

(according to the forecast), Gosser (2010) suggests prioritisation of the recruitment 

and development of educators and managers by institutions of learning and public 

and private enterprises. To unblock the current skills shortages in the SET field, 

Woolard et al. (2003) suggest increasing the quality of mathematics and science 

14 



 

 

education in the schooling system. Such quality enhancement, Woolard and his 

colleagues reiterates, would, in the short-term, have the effect of limiting the number 

• of SET entrants into HET system, but ultimately ensure· that more students who enter 

SET programmes graduate with SET-related qualifications. 

1.1.5 Skills demand and supply characteristics 
In a country that annually spends over 20% (e.g., R140.4-billion in 2009/10 budget) 

of the total government expenditure on education (Verwey et al., 2009) and has 12, 3 

million learners (26% of the total population) and more than a million students (2% of 

the total population) in tertiary institutions, it is difficult to justify such a high rate of 

skills shortage and low rate of job creation. One possible reason that could be 

responsible for this reality is the edu ~~'Y/.J-~~Jrn ilure to effectively respond to 

the dynamics of skills demand and ...-----....r---....~__J untry. Accordingly, Thompson 

(1981) and Forojalla (1 992) both 
1
~~~.r~r.u~~~;K lling as one of the factors 

contributing to the growing level of ------- loyed. This, according to the 
human capital development theory, inevita y results in poor education investments 
as some of the rewards are \61flc1~~~~m{hQ/ffcQJ:\Jal~1Jrtd impair the ability of 

Toqetlier zn Exce1~ence 
the higher education system to proauce sufficient skilled graduates to meet South 

Africa's needs has been attributed to the high rate of student dropout. According to 

the DoE (2005), of the 120,000 undergraduates who entered higher education for the 

first time in the year 2000, half of the cohort dropped out before completing their 

degrees and only 22% of the total cohort had graduated at the end of their third or 

fourth year of study. 

It is equally important to note that, while considering the number of graduates at 

South African institutions, a sizeable number of these graduates are foreign students 

who eventually returns to their countries after graduation and so do not add up to 

skills that would be available in the South Africa's labour market. The production of 

students with ·skills that are less desired by the economy therefore creates a 

workforce with inappropriate s~ills and increases the already high rate of graduate 

unemployment with the attendant socio-economic and psychological consequences. 

This situation needs to be redressed immediately as the continued inappropriate 

investments in human capital could seriously constrain the country's prospects for 

sustainable economic growth. 
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In the artisan trades, Breier (2009) attributes the massive shortage of artisans to the 

decline of the apprenticeship system and the failure of the substitute interventions -

training through learnerships and the Further Education and Training sector - to 

eliminate the backlog. A particular concern is that an increasing number of young 

people who have received some form of artisan training do not find jobs after 

. graduation because they have not had sufficient or appropriate work experience 

(Breier, 2009). Other factors contributing to the scarcity of certain types of skills 

might include a) the education and training system does not produce them at all, in 

sufficient numbers or at acceptable quality which can be termed a "genuine skills 

shortage"; b) enterprises under invest in requisite on-the-job training and other 

learning activities; c) cycl ical demand patterns; d) restrictive immigration regimes 
/ 

keep out globally critical skills; and ~~rpfo,tit ve salaries and conditions of 

employment. In the case of the latte , ___________ e enough individuals that are 

suitably skilled but they are not prepa e ositions on offer or if currently 

in these occupations (Breier, employed, are choosing 

2009). 

1.2 The problem statement 

University of Fort Hare 
Together in Excellence 

A skill shortage is a mismatch between supply of people with particular skills and the 

demand for people with those skills (Frogner, 2002). Evidence from existing literature 

shows that skills shortage in South Africa is already reaching a critical height 

(Govender, 2008; SAICA, 2008; Kinnear & Sutherland, 2001; Harris, 2007; DoL, 

2006). A survey report by Jinabhai (2005) reveals paucity of competently skilled 

black managers and other professionals in South Africa and this trend is likely to 

reach a critical mass in the 21 st century. This report is consistent with projections by 

the National Skills Authority (as cited in Jinabhai, 2005) which shows that there are 

only 3-million skilled people in South Africa. According to the Human Sciences 

Research Council (HSRC) report by Pretorius (1999), 76% of the 273 organisations 

surveyed did not have adequate skilled human resources. Similarly, 54% of 113 

organisations that employs engineers have problems in recruiting professionals -

especially mechanical, electrical, civil and industrial engineers. Furthermore, 25% of 

65 of the organisations surveyed experienced shortages in engineering technicians. 

The report also revealed shortages in IT professionals, accountants, economists, 
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financial analysts, investment specialists, medicine, actuarial practitioners, managers 

and artisans. 

According to Cisco Systems (2006), South Africa compares to nine emerging 

economies surveyed in the Middle Eastern region and Pakistan. The report of the 

survey indicates that unless networking skill shortages are addressed urgently, there 

will be shortage of almost 265,000 skilled people required to help drive economic 

growth in these economies. The study further reveals that by 2009, demand for the 

skilled people necessary to develop, build and manage IT systems required to 

support continued economic growth in these regions will outstrip supply. For 

example, demand will outstrip supply by 24% (i.e. 35,700) in Israel, 24% (i.e. 
113,900) in South Africa and 35% (i. , . • (I ther countries surveyed in the 

Middle East region and Pakistan. S Id .............. .............._ the highest number of skills 
shortages in comparison to other cou t I 

iN • By 2011 South Africa will have 

an estimated shortfall of 19 000 nurses McG at , 03) and while the country trains 

enough doctors to serve the population, the pro lem of a huge shortage of doctors in 
the public sector will probabl}J • i~ilYiR t ~t "E.e • 

. Togethe; zn Exce?Tence 

Report by Civil Engineering Bulletin cited in Didiza (2007) states that as many as 

90% of South Africa's consulting engineering firms are trying to employ skilled 

engineers, technologists and technicians but finding it hard to identify prospective 

candidates. Similarly, a survey by the South African Institute of Architects, in 

conjunction with the Joint Initiative on Priority Skills Acquisition (JIPSA), shows that 

80% of the country's architectural practices have shortages of 40% (Khumalo & 

Mmope, 2007). Research Development Review, RDR (2008:21) further reports that 

although there has been a steady increase in the total graduate output, the sciences, 

engineering and technology share of these graduates in percentage remains at an 

average of 27 .5% per annum. Engineering profession is worse hit by poor 

percentage turnout of graduates. The graduation rate for construction and 

e engineering students at an undergraduate level at universities and universities of 

technology were put at 14% in 2004 (Didiza, 2007). Lawless (2006) estimates that a 

shortage of between 3000 to 6000 civil engineering professionals exists in South 

Africa while Philip (2006) forecast a shortage of about 40 000 engineers and artisans 

in South Africa by 2009 and 2010. 
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Apart from the engineering profession, Deloitte and Touche's National Remuneration 

Guide Survey (2009) reports that about 81 % of organisations experience difficulty in 

recruiting staff due to a critical skills shortage, most especially in the accounting, IT, 

sales and marketing, lecturing and science fields (Clark, 2009). The. Department of 

Labour's 2007 National Master Scarce Skills List at the end of 2007 indicates that 

the ICT sector have been unable to fill 37,565 positions; and in the 2008 IT Web-

JCSE Skills Survey, it was found that the skills shortage was either having a major 

impact on businesses or was affecting their viability (Clark, 2009). Reporting Marius 

Roodt, a researcher at the South African Institute of Race Relations, Clark (2009) 

states that "every sector of the economy in South Africa - from healthca~e to 

education and every sector in-between - requires specific skills as a matter of 

urgency". 

Skills shortages is already manifes i 
Kgosana (2008) asserts that the Depa 

delivery. For example, 

o e Affairs is sitting with hundreds 

of incompetent senior managers- who are un e to perform their duties and whose 
skills do not match their jo ~'t 'P~ tif rt,ljcH;§u1t of serious lack of 

To9.eth
1e;· in Excellence 

management capacity and issues with management competence. Concurring with 

Kgosana, Stokes (2010:1) declares that: 

If you want a taste for poor skills you need only to look at the country's public 

sector. Poor performances at South African Airways, the Land Bank, Eskom 

and the South African Broadcasting Corporation which can be attributed to 

management, where individuals are often promoted to levels beyond their 

competence. 

The tertiary institutions that are traditionally responsible for producing highly skilled 

job candidates are themselves crippled by skills shortages. Govender (2008: 16) 

states that the University of Witwatersrand had difficulty recruiting staff in disciplines 

that required highly-skilled professionals and academics such as accounting, 

actuarial science, and the core sciences. Govender (2008: 16) further states that the 

University of the Free State could not find suitable employees for senior posts after 

advertising the positions for two years. 
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The core of the matter is a report by Mitropolitski (2009) suggesting that there are 

over 500,000 vacant positions in the public and private sector organisations in South 

Africa that remained unfilled because employers could not find appropriately 

qualified South Africans to fill them. At the same time, Hill (2007) states that there 

are 200,000 unemployed graduates in South Africa with 40,000 of them having 

• university degrees. This situation brings to the fore the issue of 'misalignment' in the 

skills demand and supply characteristics. Alluding to this reality and also supporting 

the DPRU (2007) report, Mark Peters, director of executive education at Wits 

Business School (cited by Peacock, 2009: 11) confirms that: "additional problem to 

skills shortage was the mismatch of training and job openings. The skills shortage is 

not being addressed properly because we still have so few people employed". 

Reiterating the problem of skills mism t ~ ,"~fi,fj l%7~~ ers asserts that: 

opportunities. We see an increase in number of project-based activities in 
corporate South Afric , Jt!~Y e51-• t o9t~ ti t@p1e to cope with that 

Together in Excellence 
environment. 

Having considered the evidence presented by various literature reviewed above, the 

present study concludes that the skills problem in South Africa is not lack of skills 

generally, rather, it is lack of certain skills that are necessary to drive sustainable 

socio-economic development that is in short supply thus resulting in 'structural' 

shortages. 

lt is against the background of the problems discussed above that the present study 

seeks to address the following research questions: 

1. To what extent are the skills produced by the Higher Education and Training 

system related to the skills required by industry? 

2. To what extent are employers, in collaboration with SETAs contributing to the 

training and development of employees? 
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3. Is the Further Education and Training Colleges achieving the set objective of 

the Human Resource Development Strategy in_ relation to securing a supply of 

skills, especially scarce skills, which anticipate and respond to specific skill 

needs in society? 

4. To what extent, if any, is the affirmative action measure contributing to acute 

skills shortages in South Africa? and 

5. Is affirmative action policy contributing to turnover of highly skilled employees 
in organisations? • 

Having stated the research question.s.-.Ira~;m_ow.u:i-o procedures were adopted in 

providing answers to them: 

a) In order to resolve research related literature review was 
conducted in chapter one and ofile of graduates obtained from 

six universities and untfn5i~~r~i~8r of mp~ - 2008. The literature 
review indicated the typ~d?fe ~ifsfrzi~c~nefBsently required to drive 
sustainable socio-economic growth ( demand - side) while the statistics of 

graduates from selected universities provided the type of skills being 

produced (supply - pipeline) by the HET system. These presentations 

therefore showed the extent of misalignment between the skills required by 

the industry and those produced by the education system. Chapter three also 

reviewed the Third National Master Scarce Skills List which specified the 

quantity and quality of skills required in the country for the purpose of 

immigration quotas for the importation of foreign skills into the country. 

Chapter three further reviewed specific skills demand and supply 

characteristics in selected sectors that are classified as crucial to socio-
economic growth of South Africa. 

b) Chapter two set out the responsibilities of SET As and a review of its activities; 

This provided the platform for the empirical research in order to provide 

answer to research question two. Sections two, three and four of the research 

questionnaire (Appendix A) contained questions on employee training and 
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development initiatives by employers and SETAs. This training initiatives are 

intended to further develop and up-skill employees. Responses from 

organisations surveyed were statistically analysed in chapter five to provide 

answer for the research question number two. 

c) In order to provide answer to research question three, chapter three 

examined, through literature review, the types of skills being produced by the 

FET colleges as against the objective of the HRDS in relation to securing a 

supply of skills, especially scarce skills, which anticipate and respond to 

specific skill needs in society, through state and private sector participation in 

lifelong learning. 

kills migration, talent retention 

~m~y~~ll8}was also reviewed as it affects 

d) Chapter four presented a litera 

and management. Affirmative 

retention and turnover of skilled e professionals in South Africa. 

This provided the fo n~.:~,'~,:' tttTI90E!mtt>flH~i _,,_;..:._n""·=~---""' on affirmative action 
policy in relation to skills s~ rafflj4uRfJ{!filG§f highly skilled employees. 

Section five of the r~search questionnaire contained questions that solicits 

information from employers on the effect of the implementation of AA as it 

affect skills shortages and turnover in their respective organisations. 

Information gathered from respondents was statistically analysed in chapter 

five to provide answers to research question number four and five 

respectively. 

1.3 Objectives of the study 

A research objective is the researcher's version of a business problem. Objectives 

explain the purpose of the research in measurable terms and define standards of 
what the research should accomplish (Bryman & Bell, 2003:37). In solving the 

research problem and answering the research questions mentioned previously, this 

study had the following objectives: 
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The primary objectives of the study were to: 

1. Conduct empirical study in order to answer research questions 2, 4 and 5. 

That is to: 

a) Determine the contribution of employers and Sector Education and 

Training Authorities (SETAs) towards employee training and 

development; 

b) Assess the impact of affirmative action (AA) measures in relation to 

skills shortage in South Africa; and 

c) Determine whether AA contributes to the turnover of highly-skilled 

employees in the count . 

1. Collect secondary data and re ills development and shortages 

literature in order to a ~bove. That is to: 
Together in Excellence 

a) Examine misalignment in the workplace skills demand and those 

produced by the Higher Education and Training system in South 

Africa; and 

b) Evaluate the skills produced by the Further Education and Training 

band as it relates to one of the objectives of the Human Resource 

Development Strategy of securing a supply of skills, especially 

scarce skills which anticipate and respond to specific skill needs in 

society. 

2. Make appropriate recommendations based on the outcome of the research 

findings to education and labour authorities in South Africa. 

1.4 Research hypotheses 
According to Cooper and Schindler (2003:118) a hypothesis refers to possible 

answers to stated research ques,tions. A hypothesis can be defined as an unproven 

statement or proposition about a factor or phenomenon that is of interest to the 
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researcher. A hypothesis is a proposition that is empirically testable. Hypotheses are 

educated guesses about a problem's solution or expectations about groups in a 

population expressed in empirically tested form. The hypotheses listed below are in 

respect of employers' contribution to employee training and development, SETA's 

skills intervention policies and the impact of AA measure on skills shortage in South 

Africa. Based on the literature reviewed in chapters two, three and four, the research 

hypotheses for this study were stated as follows: 

• H1 Public and private sector organisations do not have employee training-

related policies. 

• H2 There is no relationship between training offered by employers and NQF 

accreditation. 

• H3 SETA is not effective in its s i nt services. 

• H4 Employers do not agree the e a skills in the economy. 

• H5 There is no relationship bet hortage of critical skills in South 

Africa. 
• H6 There is no relatioJJ~ il . l t r,ir'i\,il"l .... bf skilled professionals 

Together m Exce ence 
in South Africa. 

1.5 Research methodology 
Research methodology describes how something will be done. Ghauri and 

Gronhaug (2005:108) describe research methodology as "a systematic, focused and 

orderly collection of data for the purpose of obtaining information from them, to solve 

or answer a particular research problem or question". They are rules or systems 

which show how the researcher has obtained his/her findings thereby enabling 

others to examine and evaluate it. Research methodology is therefore wider in scope 

and it encompasses the research design. It provides the general direction for the 

research and a logical conclusion or solution to a research problem. Babbie et al. 

(2006) focuses on the individual steps in the research process and the most 

objective procedures to be used. 

Leedy (1997:5) outlines the process of research methodology as comprising of eight 

steps, as follows: 
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Research originates with a question or problem; 

Research requires clear articulation of a goal; 

Research follows a specific plan of procedure; 

Research usually divides the principal problem into more manageable sub-

problems; 

Research is guided by the specific research problem, question, or hypothesis; 

and 

Research accepts certain critical assumptions; research requires the 

collection and interpretation of data in attempting to resolve the problem that 

initiated the research. 

In considering the eight steps outl 

research methodology controls the 

l':3HIY"w.:,._a!f,~ • .,L..~edy (1997:9) concludes that 

the acquisition of data, and 

arranges them in logical relationsh ata •is then redefined using 
appropriate approaches that derive e data, thus leading to drawing 

meaningful conclusions that add to the exp on of knowledge. In summary, Leedy 
(1997:9) states that the two pl-Jirctl-¥ ·it){~ itWcitc ...... odology are: 

- together in Excellence 

Controls and dictates the acquisition of data; and 

Allows for the grouping of data after the acquisition thereof and allows for 

meaningful extractions. 

1.5.1 Research design 
Research design, according to Babbie et al. (2006) is "a plan or a blue print of how a 

researcher intends to conduct a study". This involves plans for data collection, the 

instrument for gathering information, how information gathered would be processed 

and analysed to give meaning to a research finding. Ghauri and Gronhaug (2005: 

56) state that a "research design should be effective in producing the wanted 

information within the constraints put on the researcher". Such constraints include 

time, budget, and skills. Similarly, Terre-Blanche, Durrheim and Painter (2006) 

define research design as a "strategic framework, a plan that guides research activity 

• to ensure that sound conclusions are reached". 
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The essence of a research design is to guide the researcher on the type of data to 

collect, how to collect, process and analyse them in order to answer the research 

problem(s ). According to Cooper and Schindler (2003: 181) a research design 

provides the glue that holds a research project together. The research design 

involves plans that promote the systematic management of data collection. It 

indicates what a researcher needs to answer the research questions. Therefore, the 

research design is the plan, structure, and strategy of investigation conceived so as 

to obtain answers to research questions and to control variance. The research 

design includes an outline of what the researcher will do from writing the hypotheses 

and their operational implications to the final analysis of the data. It is used to 

structure the research, to show how all of the major parts of the research project 

such as sampling, data collection andi ... -.-,.,-~.:,, - , ovT~s will try to address the central 

research questions. The research de i9 

What techniques will be used to gat 1 

used? How will time and cost constrain 

nswers to questions such as: 

t sampling techniques will be 

1.5.1.1 Types of research dlJ ·versity of Fort Hare 
Together in Excellence 

There are three basic types of research design: qualitative, quantitative and a hybrid 

of the two. According to Zikmund (2003:68) the choice of research design centres on 

the nature of the research, the setting, the possible limitations and the underlying 

paradigm that informs the research project. 

Qualitative research 

Qualitative research aims to gather an in-depth understanding of human behaviour 

and the reasons that govern such behaviour. A major strength of the qualitative 

approach is the depth 'to which explorations are conducted and descriptions are 

written, usually resulting in sufficient details. The ultimate aim of qualitative research 

is to offer a perspective of a situation and provide well-written research reports that 

reflect the researcher's ability to illustrate or describe the corresponding 

phenomenon. One of the greatest strengths of the qualitative approach is the 

richness and depth of explorations and descriptions (Chisnall, 2005:18). Ghauri and 

Gronhaug (2005: 109) posit that qualitativ~ research produces research findings that 

are not arrived at by statistical summary or analysis and lack quantification 

altogether. They are most commonly obtained from interviews and observations and 

25 



 

 

can be used to describe individuals, groups or social movements. Rubin (2005:145) 

notes that qualitative research allows for in-depth, more open and detailed study of 

selected issues while quantitative research is more generalised. Follow-up questions 

can be asked during interviews or focus groups in qualitative research whereas 

quantitative research does not provide respondents with such an option. 

Quantitative research 

Quantitative research, according to Cooper and Schindler (2003:563) is a systematic 

scientific investigation of quantitative properties and phenomena and their 

relationship. The objective of quantitative approach is to develop and employ 

mathematical models, theories and/or hypotheses pertaining to a phenomenon. The 

provision of measurement is central t I search because it provides the 

fundamental connection between and mathematical 

to answer questions about the relati measured variables with the 

purpose of explaining, predicting and con i g phenomenon. Leedy (2001 :67). It 
also allows for data to be ri • Mr • Qt i f~eans thus enhancing 

Together in Excellence _ 
reliability. Terre-Blanche et al. (2006) state that "quantitative methods begin with a 

series of predetermined categories, usually embodied in standerdised quantitative 

measures, and use this data to make broad and generaliseable comparisons". The 

requirements for quantitative research include: 

The generation of models, theories and hypotheses; 

Th_e development of instruments and methods for measurement; 

Collection of empirical data; 

Modeling and analysis of data; and 

Evaluation of results. 

Table 1.8 presents the differences between qualitative and quantitative research. 
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Table 1.8 Differences between qualitative and quantitative research 
Qualitative Quantitative 

The aim is a complete, detailed description. The aim is to classify features, count them, and 

construct statistical models in an attempt to explain 

what is observed 

Researcher may only know roughly in Researcher knows clearly in advance what he/she is 

advance what he/she is looking for. looking for. 

The design emerges as the study unfolds All aspects of the study are carefully designed before 

data is collected. 

Researcher is the data gathering instrument • Researcher uses tools, such as questionnaires or 

equipment to collect numerical data. 

Data is in the form of words, pictures or 

objects 

Subjective - individuals interpretation of 

events is important (e.g., uses participant 
observation, in-depth interviews) 

Qualitative data is more time 

and less able to be generalised 

Source: Neill (2007) 

. ks precise measurement & analysis 

ncepts, (e.g., uses surveys, 

The present study used the quantitative research design which Ghauri and 

Gronhaug (2005:204) describe as "studies whose findings are mainly the product of 

statistical summary and analysis". The main feature of quantitative research is the 

heavy reliance of the researcher on data analysis to arrive at findings or conclusions. 

Numbers are assigned to the properties in the phenomena to represent their 

qualities. In quantitative research, analyses are conducted through the use of 

diagrams and statistics unlike in qualitative research which uses conceptualisation. 

The choice of a quantitative research design for this study was informed by its 
primary strengths because, according to Terre-Blanche et al. (2006) "the findings are 

generaliseable and the data are objective". The choice of quantitative design for the 

present research was further reinforced by the argument presented by Ghauri and 

Gronhaug (2005: 109) that a quantitative research design is more scientific than a 

qualitative research design. 
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1.6 Significance of the study 

Studies such as Daniels (2007) present a general literature review of skills shortages 

without providing a clear-cut solution. The present study will approach skills shortage 

from demand and supply perspectives in order to highlight the misalignment in the 

skills produced by the education system and skills demanded for economic growth 

rather than approaching the problem of skills shortages from the labour market 

dimension only. This will provide the education and labour authorities with a directi'on 

for appropriate intervention. 

Furthermore, the debate on the desirability or otherwise of affirmative action 

measure in the workplace has been on. The debate is located within the context of 

shortage of essential skills required f r 

This has prompted the Deputy Presid 

for a scientific research that will lead t 

or scrapping of the affirmative action p 

anomic growth in the country. 

f ica, Kgalema Motlanthe to call 

ecision regarding the retention 

ome of this study will therefore 

contribute meaningfully in this direction a assist the authorities in arriving at 
informed decision on the iss~i~~ pj~_ • I l~~~eiiterature, the present 

Together zn Excellence 
study will also advance the frontier of knowledge and contribute significantly to 

existing academic literature in the field of human resource development. 

1. 7 Description of organisations surveyed 

1. 7 .1 Size of the organisation 

The empirical study surveyed 160 organisations cutting across public, private and 

parastatal sectors of the economy. Most of the organisations surveyed have 

employee size of between 700 and 1000. As in other organisational settings, the 

participating organisations have identifiable organisational structure which structured 

tasks according to departments. This helped in identifying employees who are 

responsible for training activities in the human resource departments and these 

employees constituted the research elements in this study. 

1. 7 .2 Type of organisation 

The study was limited to selected public, parastatals and private sector organisations 

that are registered with SETA and with employee strength of 50 and above in the 

Eastern Cape Province; particularly in Port Elizabeth, East London, King Williams 
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Town and Bisho. Available literature indicates that skills shortages cut across both 

, public and private sector organisations. These organisations include companies, 

government departments, Local Government Councils, and tertiary education 

institutions. Secondary data was collected from both comprehensive and universities 

of technology respectively across the country. 

1.7.3 Geographical demarcation 
The primary data for the empirical study was limited to selected organisations in the 

Eastern Cape Province of South Africa, particularly Port Elizabeth, East London, 

King Williams Town and Bisho areas. Secondary data was however collected at 

universities and universities of technology across the country. 

1.7.4 Unitof analysis 

initiated by government in order to L-,....,,_c--e s lls production in the country. 
Graduation profile of selected institutions o • er learning in South Africa were also 

analysed to determine the tyJJs1l:}f itt • Y.~fof ~iQ on to the type of skills 
Together zn Excel ence 

presently in demand by the economy. The empirical research was limited to HR 

department (Training and Development Managers) in the selected organisations. It is 

assumed that this category of employees is better positioned to provide information 

regarding skills requirement/shortages and training needs of employees in their 

respective organisations. It is also part of their responsibility to liaise and render 

periodic returns to the labour authorities and SET As. 

1. 7.5 Subject of evaluation 
The subject of evaluation in this study can be broadly divided into the following 

areas: 
Overview of skills development strategies, fram_ework and models 

Human capital demand, development and supply 

Human Resource intervention to address skills gap. 

1.8 Definition of key concepts 
·skills - All the skills, competencies, capacities, capabilities, knowledge, attribute 

and experience that enable people to do their jobs (Frogner, 2002). 
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Skills shortage - . A skill shortage is a mismatch between supply of people with 

particular skills and the demand for people with those skills (Frogner, 2002). 

Scarce skills - is defined by the Department of Labour (Dol, 2006c) as an absolute 

or relative demand; current or in future, for skilled or qualified and experienced 

people to fill particular roles, professions, occupations or specialisations in the labour 

market. 

Critical skills - refers to particular capabilities needed within an occupation, for 

example, general management skills, communication and customer handling skills, 

team-work skills and communication t C'~,1:'\~ ... ••.~"'~
111s ·.1 (Dol, 2006c). 

perform labour so as to produce eco om1 It is the skills and knowledge 

gained by a worker through education a experience (Wikipaedia Online 
Dictionary). University of Fort Hare 

Together in Excellence 

Human resource development - is concerned with the process whereby the 

citizens of a nation acquire the knowledge and skills necessary to perform both 

specific and occupational tasks and social, cultural, intellectual, and political roles in 

society (Jain & Taggar, 1997:224 ). 

Strategy - According to Web definition, strategies are group of activities to produce 

outputs required to achieve planned outcomes. 

Black people - A generic term which refers to Africans, Coloureds and Indians 

(Employment Equity Act, Act 55 of 1998). 

Designated . group - Black people, women and people with disabilities. 

(Employment Equity Act, 1998 section 1 (e). 

Affirmative action - Temporary positive measures or intervention aimed at 

preferential treatment in appointment, promotion, training and development of 

designated groups (blacks, women & disabled persons) in order to accelerate and 
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advance them - thus creating equal employment opportunities for all ( ldasa cited in 

Boikhutso, 2005). 

1.9 The layout of the study 
This section presents a preview of the thesis in the following order: 

Chapter one provides an introduction and background of the study. The research 

problem for investigation, the research questions, research hypotheses, research 

objectives and significance of the study were presented. The chapter also 

highlighted the delimitation of the study. 

~ t"" ... L~'J'"3'.1.n-m,."""otn strategies put in place by Chapter two reviews various skill 

government, the enabling legislations a 

strategies. Skills development models 

chapter also provides the theoretical ba 

I frameworks to support these 

ies will be presented while the 

he study. 

Chapter three examines thev~·~ i • &~~.~.-~llll.ol,1€tlls List which provides 
Together in Excellence 

an insight into the demand side of sl<ill. Literature will be reviewed to further provide 

the skills demanded by the economy. Skills supply pipeline - the educational system 

- will be reviewed to establish a trend between the two. 

Chapter four discusses Human Resource interventions in addressing the problem of 

skills gap. The problem of skill migration in Africa in general and South Africa in 

particular. The implication of this phenomenon on skills shortage on the continent 

and in South Africa will be drawn. Retention strategies put in place by the South 

African government and corporate organisations to reduce the problem of skill flight 

will be discussed in this chapter. 

Chapter five focuses on the methodology that will be used in conducting the 

empirical study. The research questionnaire and administration of the questionnaire 

will be discussed. Statistical analysis and interpretation of research results will be 

presented in this chapter. Discussion of the research result will also be presented to 

conclude the chapter. 
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Chapter six concludes the thesis by revisiting the research questions and research 

objectives. The research findings will be outlined while recommendations will be 

made to appropriate skills authorities in South Africa based on the research findings. 

The limitations of the research will be highlighted and areas for further research will 

be suggested. 

1.10S ummary 
This chapter provided a general background to the study. The chapter also 

evaluated the skills paradox - unemployment in the face of skills shortages in the 

country. Policy intervention in undergraduate enrolment at institutions of higher 

learning was discussed. The chapter also presented statistics of graduates produced 

by HET system according to fields of s \~- t d universities in South Africa. 

This provided a basis for establi in 
misalignment. An overview of the s 

growth in the country were identified 

ence or otherwise of skills 

sently required for economic 

in the research problems of the 

study. The objectives and significance of t udy were also stated. Furthermore, 
the chapter presented an oI Jr • P. ~a f hile definition of key 

Together in Excellence 
concepts was also undertaken. 

The next chapter presents a review of various human capital development 

strategies, legal and institutional frameworks that supports skills development in 

South Africa. The chapter also provides the theoretical background of human capital 

development while skills development models in other countries will be discussed. 

32 

- I 



 

 

CHAPTER TWO 

AN OVERVIEW OF SKILLS DEVELOPMENT STRATEGIES, FRAMEWORK AND 

MODELS 

2.1 Introduction 
Chapter one has provided a general background to the problem of skills shortages in 

South Africa highlighting the misalignment in the skills produced by the education 

and training system and those in demand by the economy. The chapter provided a 

background for our understanding of the research problem. The chapter also stated 
the objectives, research questions, 

study. The layout of the study was als 

The present chapter is aimed at of existing policies, 
structures and legislative frameworks in place to facilitate skills 

development in South Africa fl:° wti.lC!SW=li,.•~... u,,,,.., CTI~ theoretical framework 

for the. study. Similarly, skills cm other countries will be 
discussed. A critical evaluation of the National Skills Development Strategy will be 

presented to conclude the chapter. 

2.2 Policy initiative and theoretical influences of human capital development 
The South African human capital development initiative was facilitated by the 

following policy and legislative frameworks: 

The Skills Development Act, 1998 (Act 97 of 1998); 

The Skills Development Levies Act, 1999 (Act 9 of 1999); 

The National Skills Development Strategy (2001 ); and 

Human Resources Development Strategy (2001 ). 

The above listed policy and legislative frameworks will be discussed in detail to 

supplement the theoretical framework of this study. The Singaporean Skills 

Development Model will be discussed while Gary Becker's (1964) Human Capital 
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Theory and the Segmented Labour Market Theory provide the theoretical influences 

for the present study. 

2.2.1 Gary Becker's Human Capital Theory 

The human capital theory is premised on the economic viewpoint of considering 
people as capital and claiming a reciprocal relationship between investment in 

education and future economic gain (Botha, 2009). Essentially, the basis of human 

capital theory is the analogy between physical capital and human capital. Gary 

Becker's (1964; 1975) theory of hunian capital postulates that human capital can be 

viewed in general terms, such as the ability to read and write, or in specific terms, 

such as the acquisition of a particul .&+1--.--~1-w--~ividual or state can invest in 
human capital by means of education e return comes in the future in. 
form of higher salaries and better em...,.\J.,;~ T~._,-"'r., ... Tr>c::> part of the individual and the 

availability of skilled workers on the p ~~~::::=!.J . This stock of knowledge, skills 
and ability will help to increase produ ormance which in turn will result 

in enhanced economic gmwt h1{}~~oslty of Fort Hare 
• Together in Excellence • 
Becker further posits that human capital does not automatically increase productivity. 

There must be enough demand for the knowledge, skills and abilities in the labour 
market and, in addition, there must be enough motivation to utilise them.· Basic 

education is usually provided to young people. Basic education is supplemented by 

adult education and training, then the assumption is that the benefits extend over the 

whole working life or the whole life. This strategy is called lifelong learning. The adult 

education and training can fill the observ~d gaps in degrees, knowledge, skills and 
abilities. Again the assumption is that the benefits from education and training are 

thought to be distributed into the future. According to Becker, four difficulties are 

associated with this assumption. Firstly, it is not easy to know what type of 
knowledge and which skills and attributes a person needs, say, after 20 years. 

Secondly, the world is changing so rapidly that much of the knowledge is ageing 

economically in a shorter or longer time period. Thirdly, the capacity for learning is 

limited and lastly, the subjective discount rate by which an individual discounts the 

future benefits to the present values may change. For instance, some young people 

do not care about the future, which means. that their subjective discount rate is very 

high; because of this, there is no motivation for schooling or training. The difficulties 
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expressed ·above therefore suggest that basic education must be supplemented later 

by adult education and training. This theory therefore provides a basis for our 

understanding of state intervention in developing the necessary skills that are 

needed to achieve sustainable socio-economic growth and prosperity. 

2.2.2 The Segmented Labour Market Theory 

Another school of thought contributing to the theoretical influences of the present 

study is the 'segmented labour market' theory, adopting the 'Cambridge Labour 

Market School' as articulated in Kraak (2009). Segmented labour markets are those 

markets which have been institutionally divided into distinct and • separate 

employment spheres. Workers in eac segmenLe p rience distinct processes and 

outcomes. This structural feature of th a ·i • sf I bour market has often been 

reinforced by racial, gender and othe 

The central position of the 'segmente 

rn'C.rns""9f-....s.c:>c1 I discrimination and exclusion. 

school', according to Kraak, is 

that participation in labour market is sh ial processes of 'exclusion' and 

'inclusion' which arise out of italism's •histori e..voJu • u .and through the specific n1ver~ny o urt are . 
needs of particular economic sect l'§.,-C!],1,1,-v-a-J'fOi ~~eir development. 

The Cambridge labour market school focuses on the concepts 'internal', 

'occupational' and 'external' labour markets. Internal labour markets are organised 

around particular workplaces or employers. Jobs above entry levels are generally 

filled by internal promotion; skills are learned as part of employment and 

qualifications are of secondary or no importance. The internal labour market 

incorporates stable and secure jobs with career paths. Workers gain job security 

through claims upon particular employers rather than through possession of 

externally recognised skills (Kraak, 2009:321 }.The thrust of the internal labour 

markets is about 'insiders' being treated more advantageously than those 'outsiders' 

who form part of the external labour market. The second important institutional 

configuration within the capitalist labour market is the 'unstructured' component of 

the external labour market. This component includes all workers who access 

employment independently of state support for, or employer sponsorship of, training 

(Kraak, 2009: 321 ). A major part of the external labour market, therefore, is 

characterised by the fact that it provides no structured pathway into employment for 

workers seeking employment. 
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The third segment in the capitalist labour market is the highly structured components 

of the external labour market which are oftened termed 'occupational labour markets' 

in literature. This segment comprises all those institutions which provide workers with 

structured pathways from education and training into work. Occupational labour 

markets encourage the mobility of qualified workers amongst employers and work 

best with a system of standardised vocational qualifications. Workers seek job 

security not from any particular employer but from · the wider labour market, in 

association with certified skill and knowledge. Apprenticeship training is the classic 

example of such a pathway into employment. Similarly, organised professions such 

as engineering, chartered accounting, law, social work and medicine - all of which 

require the traversing of a highly structured pathway from school, through higher 

education, followed by an induction int 

Although the core principles of the mented labour market school 

remain relevant under contemporary ca,ru~ ~ ~~rgonceptualisation of internal and 

external labour market structures have b - ··--~-· d to take cognisance of the need 

for greater flexibility in labo r 1rm=,oo~i Efi ' t .... e knowledge economy' 
across the globe. The interplay of1- @y~ rffi6 eJJmnr<iSve to be incorporated into 

the segmented labour market theory in other to have relevant application in 

contemporary work study. The section below will examine the various skills 

development initiatives and legislative framework put in place by the South African 

government to achieve sustainable economic growth and poverty eradication among 

its citizens. 

2.3 Skills development policy, institutional structure and legislative 
frameworks 

Skills development has been a major accompaniment for growth in countries in East 

and South-East Asia. According to Palmer (2007), countries in this region take 

vocational education and training more seriously than countries in South Asia which 

have some of the weakest vocational training system in the world. The very high 

growth rates of many countries in East and South-East Asia (1975-2003 average) -

e.g. China (8.2%), Malaysia (3.9%), Singapore (4.9%), Thailand (5.1 %), the Republic 

of Korea (6.1 % ) - combined with the changing nature of work and the challenges 

and opportunities globalisation presents, means that skills development 
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requirements are ever shifting and increasing the need for both skills upgrading and 

skills for competitiveness (UNDP, 2005). For Japan, the focus given to human 

resources development is underlined by the motto: Kuni Dukuri, Hito Dukuri, 

meaning "The Country's development depends on the Human Resources 
I 

Development" (Palmer, 2007). It is against this· background, and drawing from the 

successes of these countries, that South Africa initiated various skills development 

strategies to sustain its economic growth. 

The National Human Resource Development Strategy for South Africa (Asma!, 2001: 

5) goes beyond the stated constitutional rights to press for "a plan to ensure that 

people are equipped to participate fully in society, to be able to create work and to 

benefit fairly from it". Furthermore, 

faces the daunUng challenge of not on y. 

sserts that South Africa now 

orkforce of the future, but also 

the workforce of today. It must therei a ~ ~ JI.. educate its current population 
while preparing its future workforce. e goals of non-racialism (the 

advancement of previously disadvantaged ps and a development of a broader 
skills base), a number of laJsT ilf fng ~t tjQ[a ·~; a erffnd skills development 

Together zn Excetlence 
were promulgated. 

The Promotion of Equality and Prevention of Unfair Discrimination Act (2000) was 

enacted to make the constitution of the Republic of South Africa (1996) more • 

effective in eradicating social and economic inequalities (Wagner, 2001 ). The Act 

was equally created to help all South Africans gain access to jobs. But there is a 

problem with this aspiration; for example, what happens when majority of the 

previously disadvantaged people whose interest the act was created to protect is 

either absolutely unskilled or under-skilled? This problem therefore highlights the 

need to strengthen existing skills development legislations and structures to make 

them more effective in achieving set objectives. To this end, the National 

Qualifications Framework (1995), the Skills Development Act (1998), and the Skills· 

Development Levies Act (1999) are meant to operate as building blocks in creating a 

new South African workforce. This will be discussed in the following section. 
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2.3.1 The National Qualifications Framework 

The National Qualifications Framework (NQF) is a set of principles and guidelines by 

which records of learner achievements are registered to enable national recognition 

of acquired skills and knowledge, thereby ensuring an integrated system that 

encourages lifelong learning (Meyer & Orpen, 2007: 16). The NQF in South Africa 

was established in 1995 as the vehicle for a new, non-discriminatory human 

resource development strategy that would contribute to national, economic, social, 

and cultural development of South Africans (DoE & Dol, 2003). The United 

Kingdom, New Zealand and Australia's experiences with NQFs might have 

encouraged the promotion of NQF in developing commonwealth countries like 

Ghana and South Africa (Palmer, 2007). The NQF in South Africa gives employers, 

employees and learners one point of r fe 

South Africa Qualifications Authority ( 
the SAQA Board in 1996 provided a plant4UJn1 
SAQA as the overseeing authority (K 

,, lifications. The passage of the 

995 and the establishment of 

plementation of the NQF, with 
. he underlying rationale of the 

NQF is that it would open learning and c er pathways for all South Africans, 
irrespective of their previous btAAif; • • • rf? rf r-Ort experience. The NQF 

Together in Ex~~ilence 
has 8 levels (from pre-school through certificates, diplomas and degrees, masters 
and doctorates) and 12 major areas of learning that embrace all sectors of the 
economy (Duckies, 2003). 

The Departments of Education and Labour, realising the rapidly changing world 

economy (from production to knowledge based) found a common objective for the 
Human Resource Development Strategy (HRDS) and NQF. Accordingly, the 

Department of Education (DoE) and that of Labour (Dol) states that 

South Africa's learners and workers have to be increasingly well equipped to 

engage effectively with such changes in their learning and working lives as 
well as in their personal, social and civic lives. This means enabling them to 

continually upgrading their knowledge and skills, develop the cognitive 

capacity to understand their world and the values to guide their conduct, and 

adapt constructively to rapid change (DoE & Dal, 2003:6). Such an approach 

to programme design (and qualifications) applies equally to all learning 

programmes, whether in the workplace or in learning institutions at all levels. 
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The major thrust of the NQF is to take an integrated approach to education and 

training in formal learning institutions and in the workplace. This is reflected in the 

first objective of the NQF; "to create an . integrated national framework for learning 

achievements". Not only this, NQF is to facilitate access to, and mobility and 

progression within, education, training and career paths. Also, NQF is to enhance 

the quality of education and training and accelerate the redressing of past unfair 

discrimination in education, training and employment. A major feature of the NQF is 

that qualifications will no longer be the preserve of formal education and training, but 

may be achieved by full-time, part-time, distance or work-based learning, or by a 

combination of these, together with the assessment and recognition of prior learning 

and experience (HSRC, 1995) cited in Kgobe (1997). 

With the establishment of the NQF, rica's workers who could not 

obtain an adequate formal education i e'N now been recognised for their 
T 0 

work experience. The NQF provides t e p r people to learn continuously 

and help develop skills that will make them playable throughout their lives. On 
the whole, the framework, M • 1( • ) , • cl!~et of principles and 

Together in Excellence 
guidelines, by which records of learning achievement are registered to enable 

national recognition of acquired skills and knowledge, ensuring an integrated system 

that encourages lifelong learning. In other words, accumulated practical experiences, 

as well as academic qualifications, are included in all skill profiles. In practical terms, 

workers with work experience but little formal education are encouraged to attend 

the Adult Basic Education and Training (ABET) programme, after which they can 

obtain a formally recognised qualification under the NQF which in turn earn them 

promotion on the career ladder. As the NQF provides for the recognition of 

alternative routes, it will allow learners who would otherwise be discriminated against 

by the conventional system of education and training to progress. • 

The intention and purposes of the NQF as articulated above appear to be what is 

required many countries as East and South-East Asia are becoming more interested 

in adopting NQFs which are often seen by governments as a solution to both 

national and regional skills recognition. However, there is increasing debate in both 

the policy and academic literature about whether NQFs are suitable for developing 

countries. The consensus of opinion at the moment suggests that they are not 

39 



 

 

(Grunwald et al. 2004; King & Palmer, 2007; McGrath, Martins, Smith, Cachalia & 

Kane, 2005; Young, 2005). Meanwhile, having provided a platform for an integrated 

national qualifications framework through the NQF, the Skills Development Act, 1998 

(Act 97 of 1998) was enacted to provide enabling legislative environment for all skills 

development initiatives in South Africa. 

2.3.2 The Skills Development Act, 1998 (Act 97 of 1998) 
The Skills Development Act, 1998 (Act 97 of 1998) was enacted primarily to provide 

an institutional framework to devise and implement national, sector and workplace 

strategies to develop and improve the skills of South African workforce. Similarly, the 

act is aimed at integrating those strategies within the NQF contemplated in the South 

African Qualifications Authority, 199 for learnerships that lead to 

recognised occupational qualification 

skills development by means of a le 

provides for the financing of 

e and a National Skills Fund; 

provide for and regulate employment ~ ----~ provide for matters connected 
therewith (DoE & Dal, 2003). The purpos the act, as stipulated in the Skills 
Development Act,1998 (Act Mia·'f 9Qt~ fki ~proving the quality of 

Together zn Excellence 
life of workers, their prospects of work and labour mobility; improve productivity in 

the workplace and the competitiveness of employers; and improve the delivery of 

social services and to promote self employment. 

Further to the purposes of the Skills Development Act, 1998 (Act 97 of 1998), the Act 

is meant to encourage employers to increase the levels of investment in education 

and training in the labour market and to /improve the return on that investment. The 

Act is also designed to encourage. employers to use the workplace as an active 

learning environment; provide employees with the opportunities to acquire new skills, 

improve the employment prospects of persons that were previously disadvantaged 

by unfair discrimination and to redress those disadvantages through training and 

education. Finally, the Act is also aimed at assisting employers to find qualified 

employees. The purposes of the Skills Development Act, 1998 (Act 97 of 1998) 

stipulated above are to be achieved through the establishment of institutional and 

financial framework such as the National Skills Authority (NSA); the National Skills 

Fund (NSF); Skills Development Levies Act, 1999 (Act 9 of 1999); and Sector 

Education and Training Authorities (SETAs). 
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Apart from existing legislations, the Minister of Higher Education and Training, Blade 

Nzimande, is proposing that companies doing business with government stand to 

lose out on lucrative tenders if they do not commit to skills development when they 

apply for government tenders (Ncana, 2010:11 ). According to the proposal by the 

minister, stringent conditions would be put in place to force companies that are 

awarded tenders to go on massive recruitment drives and commit themselves to 

skills development and transfer of skills - especially to graduates (Ncana, 2010: 11 ). 

Part of the minister's proposal is that artisans "imported" from other countries to take 

part in some of South Africa's big projects should be obliged to contribute in the 

scarce skills transfer programmes. The minister reiterated that "even when we import 

them we don't attach any apprentices. If you are going to get government money you 

must also contribute towards meeti g tk, 

interests of the private sector in the entJ' 

2.3.3 Skills Development Levies Act, ti 999 Act 

ent's objectives - it's in the 

:11 ). 

The Skills Development Levies Ac;t, 1999. ~ct ~9 q!, 19991-tas established in terms of 
the Skills Development Act, 1Ji~~f~~\~'f.~ )8)~rbrovrcfe1or the imposition of a 'l'og eWier m xce ence 
skills development levy of 1 % (with effect from 1 April, 2000) of employers monthly 

payroll. According to section 3 of the Act, every employer (with an annual payroll in 

excess of RS0O, 000) must pay a skill development levy to SETA through the South 

African Revenue Services. Employers are compelled by law to submit statement in 

respect of the amount of levies collected to SET A. Failure to submit such statement 

or any under-statement of levies due may attract a fine or imprisonment not 

exceeding one month upon conviction. Upon submission of an Annual Training 

Report, employers can reclaim 70% of the company's levies on implementation of 

various training-related structures, interventions and reports, while the remaining 

30% goes to the National Skills Fund and utilised by the National Skills Authority to 

finance training for the unemployed, youths and people who would otherwise have 

no hope of improving their skills (Duckies, 2003). 

Employers have criticised the act as another form of de-facto ta·x paid by companies 

which therefore impact negatively on the profitability of the business. Consequently, 

some employers suggest cutting their internal training budgets in order to make up 
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for the money paid in levies (Grabler & Warnich, 2005). However, Peters, cited by 

Peacock (2009) disagrees with employers' argument and argues that "the levy is not 

just another tax - it's a way to develop scarce skills". In addition, skills legislation is 

beneficial to employers as it ensures availability of funds for skills development and 

lifelong learning. Furthermore, organisastions have clear records of workers' skills 

development profiles thus making quality reviews or audit easier (Meyer & Orpen, 

2007). On the long-run, it is recognised that the skilling of employees must go 

beyond purely legal compliance to asserting specific strategic business objectives. 

Citing SAQA (2003), Meyer and Orpen (2007:60) state that 

skills development legislation is not only about compliance. While legislative 

compliance is indeed critical, · t • to align the objectives of the 

legislation with the strategic o organisation. It is therefore 

essential to consider the v r ce pressures that may be 

encountered. 

Such pressures include pro,......,,i:!L .... ... ·."'~ • , qtf t9 .ar-,:r,~~,~ and other risks and 
Together in Excel ence 

talent shortages. 

2.3.4 Functions of the National Skills Authority 
The functions of the National Skills Authority (NSA) include advising the Minister of 

Labour on a national skills development policy; National Skills Development Strategy 

(NSDS) and to formulate guidelines on the implementation of the NSDS. The NSA is 

also responsible for the allocation of subsidies from the National Skills Fund. 

2.3.5 Human Resource Development Strategy 
Human resource development can be understood as the "processes of organised 

capability and competence-based learning experiences undertaken within a specific 
period of time to bring about individual and organisational growth and performance 

improvement and to enhance ·national, economic, cultural, and social development" 

(Lynham & Cunningham, 2004:319). Similarly, Bowmaker-Falconer, Horwitz, Jain, 

and Taggar (1997:224) indicate that "HRD is concerned with the processes whereby 

the citizens of a nation acquire the knowledge and skills necessary to perform both 
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specific occupational tasks and other social, cultural, intellectual, and political roles in 

a society". The unlocking and development of South Africa's human resources has 

become a national concern and priority and a resource essential to future national 

wealth and well-being (Cunningham et al., 2006:63). As a result, South Africa has 

defined and is implementing a national human resource development strategy aimed 

at maximising its people's power through the acquisition of knowledge, skills and 

values (Asmal, 2001 ). The Human Resource Development Strategy (HRDS) for 

South Africa was established in 2001. The HRDS addresses the vast challenges of 

ending poverty and promoting economic growth by seeking to deliver an 

improvement in several of the indices that contribute to South Africa's low ranking on 

the United Nation Human Development Index (DoE & Dol, 2003). One of the salient 

observations of the HRDS document r t " pabilities of people remain a 

limiting factor in the attainment of __..------..._~ development" (DoE & Dal, 

2003:5). Accordingly, the strategy d effective co-ordination of the 
following objectives: 

within the Further 

specific skill needs in society, through state and private sector participation in 

lifelong learning; 

An articulated demand for skills, generated by the needs of the public and 

private sectors, including those required for social development opportunities, 

and development of small business; and 

• A vibrant research and innovation sector which supports industrial and 

employment growth policies. 

Given the above objectives of HRDS, a successful HRD strategy, according to DoE 

and Dal (2003) thus requires the delivery of both sophisticated occupational skills 

development and highly effective general, further and higher education across the 

full range of human capability. The document notes the need for South Africans to 

have the added responsibility of designing opportunities for fellow citizens to redress 

the unjust denial of education and skills that remain a crippling legacy of decades of 

racial oppression. 
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The HRDS 2001 has been revised to provide a more comprehensive skills 

development strategy and an improvement on the shortcomings of the 2001 

document. The revised Human Resource Development Strategy of South Africa 

(HRDS-SA 2009-2014) has a short-medium-and long-term perspective (1-year, 5-

year implementation plan, and 20-year perspective). The long term strategy priority 

framework of the revised HRDS-SA include ensuring universal access to quality 

Early Education Development, eradication of adult illiteracy in the population, 

ensuring that all people remain in the education and training until age 18 years and 

ensuring that all new entrants into the labour market have access to employment-

focused education and training opportunities. Also, the following are to be achieved 

by the revised H RDS-SA: 

Ensure that education and trai i 

gender, disability and geographic 

re equitable in terms of race, 

Balance of immigration reflects inflow of people with priority 

skills required for economic growth an evelopment; • • f 
All adults in the labou r r l~e £Mil m~~i-Wt'-\~"""yed) have access to 

Toge her in Excellence 
education and training opportunities that will enable them to acquire a 

minimum qualification at level 4 of the NQF; and 
Ensure progressive improvement in the external efficiency of higher 

education, Further Education and Training, and the occupational learning 

system. 

In the medium term, the revised HRDS-SA is committed to urgently overcome 

shortages in the supply of people with the priority skills needed to achieve 

accelerated and shared economic growth. The strategy to achieve this commitment 

includes an accelerated training output in the priority areas of design, engineering 

and artisans that is critical t_o the manufacturing, construction and cultural industries; 

increase the supply of skilled personnel in the priority areas mentioned above 

through net immigration and retraining opportunities in the workplace; and to 

accelerate the number of new training graduates in priority economic sectors. One 

salient strategic priority of the revised HRDS-SA is to ensure that skills development 

programmes are demand-led through substantive and systemic input from 

employers in the determination of skills demands for the country. This is a reflection 
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of the Singaporean skills development model which maintains a close link between 

economic development and the skill content of the skill formation process. The 

system provides that the expected trade patterns, as interpreted by the Economic 

Development Board (EDB), form one of the most important considerations for setting 

skills targets for the education and training system (Sung, 2006). This model enables 

the Singaporean government to channel new resources towards emerging new skills 

which would be required in the next stage of economic development. In other words, 

skills development initiatives are systematically aligned with the skills that would be 

required for current and future economic development. Successful application of this 

model in South Africa will see institutions of higher learning in particular aligning 

degree offerings with the skills required by the economy. In this way, the education 

system will be restructured to produ 

construction, financial management m 

as the-case is presently particularly in 

!,,.,jl ....... ,..,JQ· i areas such as engineering, 

e ocial sciences and humanities 

Closely related and equally important is the egic priority to ensure that FET and 
HET -are responsive to the lJ • V.: • f,- -~h Africa's social and 

Together in Excellence 
economic imperatives. This straregy, together with the demand-led skills 

development strategy discussed above will adequately address the problem of 

misalignment in the demand-supply sides of skills development which is one of the 

cardinal focuses of the present study. Part of the medium- term commitments of the 

revised HRDS-SA is to ensure that unemployed adults, especially women, have 

access to skills development programmes that are explicitly d~signed to promote 

employment and income-promoting outcomes. Similarly, the strategy will ensure that 

all unemployed adults have access to training opportunities in Literacy and Adult 

Basic Education (ABET) and Adult Education. 

With the world economy shifting rapidly from production to knowledge - based, the 

revised HRDS-SA is committed to improving the technological and innovation 

capability and outcomes within the public and private sectors. It is hoped that would 

enhance South Africa's competitiveness in the global economy and meet the 

country's human development priorities. This commitment will be achieved through 

the increase in the supply of skilled personnel in areas of science, engineering and 

technology. There will also be an improvement in South Africa's performance in 
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areas of teaching, research, innovation and the commercial application of high-level 

science, engineering and technology knowledge. For this to be successful, the 

involvement and active participation of institutions of higher learning and research 

will be highly essential. 

The reality today, however, is that these institutions of higher learning and research 

are themselves experiencing capacity problem. For example, Govender (2008:16) 

reports that the University of Witwatersrand has difficulty recruiting staff in disciplines 

that required highly skilled professionals and academics such as accounting, 

actuarial science, science and the humanities. Similarly, the University of the Free 

State could not find suitable employees for senior posts after advertising the 

positions for two years. The situation t cademic strata is even more 

critical. Govender (2008: 1) reports th f outh A ?it would a shortage of . 94 000 

teachers by 2015. Of the 433, 280 tea • u@I v~ s I outh Africa's schools, 62, 616 
TU LUMEN 

were vacant as at the end of May, 200 • i e • , 9. 9 posts were staffed by under-

. qualified, temporary teachers (Govender, . . Having assessed the application 
of the HRDS so far, Cunnin • Y ·.VY) Q!n~ r.t t ow well current HRD 

Toaether in Excellence 
policy and practices are addressing the identified problems is debatable. 

Cunningham also adds that given the reality on ground, the HRDS does not appear 

to produce the kind of number of persons demanded by a modernising economy . 

. This reality might not be unconnected with the resulting unintended pressures 

associated with the NHRDS as discussed in the following section. 

2.3.5.1 Resulting pressures and imperatives of HRDS implementation 
Empirical evidence from most countries indicates significant pressure for rapid 

industrialisation (Harbison & Myers as cited in Cunningham, 2006). This is also true 

of South Africa situation. Such pressures, particularly relevant to successful 

implementation of the NHRD strategy include: 

the drive to increase the national density of research, science, and 

engineering skills; 

the need to attend to mounting population pressures and concomitant policy 

dilemmas of, for example, increasing economic efficiency versus reducing 

high unemployment; 
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the difficulty of balancing political and social pressure - balance essential for 

sustaining a new and still very delicate democracy; 

addressing the critical housing shortage and growing dissatisfaction with 

ineffective service delivery of basic social services; 

• attending to government capacity building including the development of an 

effective civil society and education of the citizenry for democracy; 

developing the means and methods for reliable data collection crucial to the 

implementation, accurate assessment and adjustment of national strategy and 

policy; 

improving the focus on increasing health care needs, particularly that of the 

HIV/AIDS pandemic; and 
balancing the call for the mass fr 

for more and improved skills 

establishing outlets other than tern.t~ilv1~ 
skills (Cunningham et al., 2006: 

u ation with the mounting need 

( quantity versus quality) and 

·o for the development of these 

Further contextual pressuresq ·i ~\t 6a n·~ rJ/,is about how to deal 
Together in Excellence 

with inequalities on all fronts, as can be seen in economic ownership and 

participation, gender inequalities in the workplace and society, and the widening 

socio-economic gap. Another pressure includes the need for both developed and 

lead trade partnerships and alliances for regional economic development to enhance 

international competitiveness, and political stability. Dealing with these pressures 

and resulting imperatives is no small task (Cunningham et al., 2006). The 

government has, however, put an impressive network of related policy and strategy 

into effect. With mounting evidence to suggest that steady progress is being made 

on multiple fronts, a number of factors working for and against successful 

implementation can be identified in Figure 2.1. 
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Figure 2.1: Factors working for and against successful NHRDS implementation 

Factors for{+) Factors against {-) 

Lack of reliable performance indicators for 

Comprehensive NHRD policy and strategy managing and adapting strategy and policy 

+-----------------•~1 implementation 

Policy and strategy support legislation Lack of governance and delivery capacity 

.... ~---------------1 .... 

Liberal national constitution Slowing economic growth and strongly 

... 9utward-focused economy ~---------------~~I..., 
Expanding African socioeconomic middle class Increasing labour and civil society mobilisation 

1 ,;,.;N~at;;.;;;io~n~al~a;;;n~d~re~g=io=n=a=I p=r=og~r=a=m=a~iq=re=e=m=e=nt=s==~ ... 1 _9ontinued loss of high-level skills to global -= ~4----------------t 
labour market 

Reformulated national education and manpower Growing poverty and gap between haves and 

planning policy and practice ~ ~zt,{' 
Source: Cunningham et al. (2006: 79) ......_, V 

o;;;;:: -- v 
LUMINE e1Mus II -IN V1of"''"" -1 

TUO LUM EN 
The above pressures, imperatives an~ - - ___ ., implications for both the HRD 
profession and policy making as brief;;,.; · v · ··v · .. ed below by Cunningham et al. 

(2006: 79). University of Fort Hare 
Together in Excellence 

2.3.5.2 Implications for the HRD profession and policy making 
Key implications of the preceding ·analyses for the Human Resource Development 

profession in South Africa include a) practicing and studying HRD from an 

interdisciplinary perspective and within the national framework of HRD and thrust of 

skills priorities; b) through the integration of education and human capital planning, 

balancing theory, research and practice to achieve definable outcomes and 

simultaneously meeting the need for systemic assessment methods for both short-

term and long-term human resource requirements and problems; and c) ensuring 

that broad estimates of HRD needs are both quantitatively and qualitatively met and 

that these go beyond scarce-skills identification (Cunningham et al., 2006:79). 

In the area of policy implication, the NHRD strategy needs to address internal and 

external transformation by ensuring that NHRD is contextualised within the prevailing 

and broader political, social and economic . global forces. Similarly, the NHRD 

strategy must balance current and future capacity needed for internal and external 

competitiveness moreso given South Africa's status as one of the five emerging 
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markets in the world economy. It is also important that the NHRD policy makers 

should device mechanisms to ensure the translation of theory into practice in a way 

that does not result in the destabilisation of the • society. This would ensure a 

synergistic approach and a carry-through from education to • market skills 

requirements. Finally, the NHRD strategy should ensure that internal and external 

policies and procedures align with current best practices, thereby addressing the 

human, social and economic needs of the society (Cunningham et al., 2006:79). 

2.3.6 National Skills Development Strategy 
The National Skills Development Strategy (NSDS) was established in 2001 as one of 

the platforms aimed at achieving sustainable economic growth for South Africa 

through skills development (Duckies, 2 • , jar focus of the NSDS is the 

emphasis on a new approach to ed 

practical skills through outcomes-bas 

as contained in Dal (2005) include th 

ing that will give people real, 

main objectives of the NSDS 

Prioritising and coJJ • ·Fc!tJ;~it ri9!i jF i JI e sustainable growth, 
Together in Excellence 

development and equity; 

Promoting and accelerating quality training for all in the workplace; 

Promoting employability and sustainable livelihoods through skills 

development; 

Assistibg designated groups, including new entrants to participate in 

accredited work, integrated learning and work-based programmes to acquire 

critical skills to enter the labour market and self-employment; and 

Improving the quality and relevance of provisions. 

This NSDS, Kraak (2008) observed, is similar in objectives to the 'modern 

apprenticeship' of the United Kingdom and Australian context, but more ambitious 

and expansive in scope. This will be achieved through the establishment of national 

learning standards by all economic sectors through which all learners can be 

assessed. The strategy envisages an acquisition of skills that will not only make 

learners valuable contributors to economic growth, but also allow them to find 

employment, develop their careers, or build their own businesses. The new 

approach, according to Duckies (2003) is a major departure from the traditional 
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methods of learning and evaluating learners based on examinations. Accordingly, 

the new system required candidates to be assessed on what they can do rather than 

their ability to pass examinations. Legal and operational framework to achieve the 

new system of education and training include the National Skills Development Act, 

1999, NQF, SAQA and the SETAs. 

Debate around efficiency and effectiveness informed the drafting of the NSDS II 

(April 2005 2010). NSDS II was implemented in the context of concerns that a 

skills crisis was becoming a 'binding constraints' on national development. This has 

prompted a new set of government interventions in the form of prioritising ways to 

address skills shortages and mismatches (Visser & Kruss, 2009:360). Of particular 

concern is a critical intermediate-lev I Ri I m , especiallt the shortages of 

skilled artisans in critical sectors such Makara, 2007). 

The DoE (2005) cited in Meyer and Orp _ -=----- __,,_ me the objectives of the revised 
HSDS (2005 - 2010) to include prioritisin nd communicating critical skills for 
sustainable growth, develop e • i~~S • it9.f Jt · inv~fs developing skills to 

Toqether in Excellence 
support national and sectoral growth, making information on critical skills widely 

available to learners. Also, the NSDS is to promote and accelerate quality training for 

all in the workplace. Consequently, by March 2010, at least 805 of large firms and at 

least 60% of medium firms' employment equity targets are supported by skills 

development (Meyer & Orpen, 2007:57). Within this period also, skills development 

in at least 49% of small levy paying firms is supported and the impact of the support 

measured. Within the same period also, an estimated 700,000 workers would have 

achieved at least ABET Level 4. Departments are equally supposed to spend at least 

1 % of personnel budget on training within this period and the impact of training on 

service delivery is measured and reported. Given the spate of recent mass protests 

against poor service delivery in provinces like Gauteng, Mpumalanga, Western Cape 

and North - West (SABC-FM News, 2009), and spontaneous industrial actions by 

workers in almost all sectors of the economy, this objective may still be far from 

being achieved. 

The NSDS II contemplates promoting employability and sustainable livelihoods 

through skills development and suggests that by March 2010, at least 450,000 
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unemployed people would have been trained and 25% of this number to undergo 

accredited training. Similarly, 70% of those trained should be placed in employment, 

self-employment or social development programmes, or should be engaged in 

further studies (Meyer & Orpen, 2007). Within the targeted period also, not less than 

2000 non-levy paying enterprises, Non-Government Organisations (NGOs ), and 

community - based cooperatives would have been supported by skills development 

with 75% success rate anticipated. In addition, NSDS II is designed to assist 

designated groups, including new entrants to participate in accredited work, 

integrated learning and work-based programmes to acquire critical skills to enter the 

labour market and self-employment. This objective should translate to training not 

less than 125,000 unemployed people to acquire basic entry, intermediate and 

critical . skills that will make them empp~~R!l~ ~YJ a ch 2010, 50% of this number 
would have successfully completed tn rogrammes. All critical skills 

learners covered by sector agreeme t d HET institutions should be 
assisted in gaining work experience lac y o with 70% of this number being • 

able to find employment or self-employed. 
University of Fort Hare 

. Together in Excellence 
The revised NSDS places a lot of responsibilities on the SETAs and the success or 

failure of the skills strategy largely depends on the effectiveness of this education 

and training authorities, who are expected to install cost-effective mechanisms to 

collect, analyse and report evidence that quality learning outcomes are achieved. In 

the words of the Minister for Labour - Mmembathisi Mdladlana, "the NSDS II is no 

longer just an ambitious vision of the future; it is now a reality for more and more 

ordinary South Africans" (Meyer & Orpen, 2007:59). However, with high poverty 

level, growing unemployment rate and increasing spate of protests against poor 

service delivery in South Africa, the realisation of the objectives of the NSDS II by 

March 2010 will require significant efforts by all relevant authorities . . 

2.3.7 Sector Education and Training Authorities (SETAs) 
Government established the SETAs with the sole mandate of helping implement the 

National Skills Development Strategy by ensuring that necessary people learned 

skills required by employers and communities. A SETA facilitates skills development 

in an economic sector, for example banking, manufacturing or mining with 23 SETAs 

covering all the economic sectors in South Africa. The major skills development 
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function of the SETAs as provided for in the Skills Development Act, 1998 (Act 97 of 

1998) includes the development of a Sector Skills Plans within the framework of the 
National Skills Development Strategy .• Also, SETAs are required .to implement their 

skills plans by establishing learnerships, approving workplace skills plans, allocation 

of grants in the prescribed manner to employers, education and training providers, 
and workers; and monitoring education and training in the sector. SETAs are also 

saddled with the responsibility of identifying workplaces for practical work 

experience, supporting the development of learning materials and improving the 

facilitation of learning. SETAs equally have the mandate to collect and disburse the 

skills development levies in their sectors and liaise with the National Skills 

Development Authority (NSDA). 

The 23 SETAs cutting across all thee lo 
(AGRISETA), Banking (BANKSETA) 

I . . 
of the country are: Agriculture 

I dustries (CHIETA}, Clothibg, 

Textiles, Footwear and Leather (CT ~ --~ ers are Construction (CETA), 
Education, Training and Development ices {ETDPSETA), Energy Sector 
(ESETA), Finance and AcJJtPi ·ix~r t 1qQ/ -f,r Pood and Beverages 

Tog_ether zn Excellence 
Manufacturing (FOODBEV SETA}, Forest Industries (FIETA). The remaining are: 

Health and Welfare (HWSETA), Information Systems, Electronics and 
Telecommunication Technologies (ISETT}, Insurance (INSETA), Local Government 

(LGSETA), Manufacturing, Engineering and Related Services (MARSETA), Media, 
Advertising, Publishing, Printing and Packaging (MAPPSETA), Mining Qualifications 

Authority (MQA), Public Services (PSETA)-, Services (SERVICESETA), Tourism, 

Hospitality and Sports {THETA), and Wholesale and Retail (WRSETA) (Meyer & 

Orpen, 2007:363). 

The functioning of SETAs could be likened to the Thailand's model which considers 

that human resource as the nation's main asset and should be continuously 
developed. Rojvithee (2007) states that the Thai government has a clear policy on 

human resources development (HRD) and considers that the best- strategy to 

develop a workforce is in the workplace. With this concept in mind, the government 

of Thailand enacted the Skills Development Promotion_ Act (2002) to encourage and 

provide incentives for enterprises to provide training and skills upgrading to 

employees and non employees (unemployed people)'. In this way, the Department of 
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Skills Development in Thailand report that 13,890,000 workers were trained in 

workplaces between October 2005 and September, 2006 (Rojvithee, 2007). 

In South Africa, however, available statistics suggest that many employers and other 

stake holders believe that SETAs are ineffective in discharging their statutory 

functions. Blaine (2008:1} citing Kodwa reports that "the SETAs which were 

established by government as an intervention to provide necessary skills both to 

workers and the unemployed have collectively failed dismally". In the same vein, 

Bodibe and Ndungu (2010) state that the Sector Education and Training Authorities 

(SETAs) which was established to manage the transition of young people from the 

education system to the world of work~~"1,'d-Lj"'f-(..LU,M--->t'ntrants into the labour market 

with workplace skills has failed dismall e ceptions. Bodibe and Ndungu 

notes that "placing these institutions u -1.-1-1t~1 u-1~ of labour was a big mistake 

which only serves to show that we di what we wanted to do with 
these bodies. Also, having 27 SETAs in ____ y divided into ten broad sectors 

was a serious waste of res()dJ~es. Curr~nt g_r~QQsal§_ ards the restructuring of . u n1versny or ·.r4 orI are 
these bodies are a welcome 1.Je?J~lmffirRt.E1?~ll~9}ee should extend to their 
rationalisation in order to limit duplication of functions, eliminate turf battles and 

ensure coherent policy implementation". Bodibe and Ngunu's positions regarding the 

placement of SETA under the Dal and the proliferation of SET As has been justified 

as SETAs have recently been moved from the Dal to Department of Higher 

Education and Training (DoHET) with 23 setas restructured to 21 (Lund, 2010). 

Cunningham (2006) citing the Dol (2003) reports points out that only 15% of 

employed workforce received some form of training related to their jobs. A 

comparative analysis by Clarke, Eifert, Habyarimana, Ingram, Kapery, Kaplan, 

Schwartz and Ramachhandran (2005:60) shows that South Africa recorded the 

lowest training of skilled workers (45.6%) when compared .with other emerging 

economies such as Brazil (77.3%), China (69.1 %), India (55.0%), and Poland 

(79.9% ). The same trend is also obtainable for the unskilled workers. This indicate 

that despite many years· of positive economic growth, combined with the 

augmentation of the National Skills Development Strategy and National Human 

Resources Development Strategy, local companies were not responding to 
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incentives to provide training. This is reflected in the huge amount (R600-million) of 

unspent budgetary allocation returned to the treasury by SETAs from its annual 

budget of RS-billion in 2007. 

Peacock (2009) reports that the Sectoral Education and Training Authorities 

(SETA's) have failed to spend R600-million meant to develop the skills of workers 

and the unemployed across the country. Their expenditure failure comes as 

government is pondering whether to reduce or close down the 23 SETA's when their 

terms expire in 2010. Peacock (2009:11) also puts the problem of inadequate 

training provision on the SETAs rather than business. Citing Mark Peters, Peacock 

(2009) reports that "business is willi-,..---____,..,~ e money and there is a big 

demand, but corporate South Africa n . r ater control in the SETAs that 

they are funding". The biggest • proble SET As, according to Blade 

Nzimande, Minister for HET, as reptll~~~~~~ (2010:11) "was the lack of 
accountability, financial mismanagement 

University of Fort Hare 
Together in Excellence 

Consistent with Nzimande's position on the SETAs, Grawitzky (2007), Marock (2007) 

report public concern about the inefficiency and ineffectiveness of SETAs' 

performance with high profile cases of corruption and maladministration and unspent 

budgets in some SETAs leading to calls for a review and restructuring of the system. 

Similarly, Letsoalo (2007) summarises the widespread claims of corruption and 

mismanagement by SETAs. Notwithstanding the allegations leveled against SETAs 

as pointed out above, Marock (2007) finds that there has been systemic progress, 

and that taken together, SETAs as newly created institutions with a multi-faceted 

mandate, are on a positive trajectory. Based on a review of SET As' performance, 

Marock argues that the considerable problems and difficulties experienced - such as 

complexities of implementation, lack of capacity in monitoring and evaluation, quality 

assurance and management information systems - relate primarily to the challenges 

of building new institutional forms to anchor skills development. Building new 

institutions, Marock further argues requires time for maturation, a task that is 

exacerbated by the multi-faceted mandate and potentially conflicting expectations for 

SETAs' performance. 
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Daniels (2007:34) identifies two dimensions to availability of skills training as: a) 

training the unemployed, and b) training the employed - from low-to high-skilled. 

These two dimensions fall directly within the statutory responsibility of SETA. For the 

unemployed, Daniels (2007) argues that it is imperative for the SETAs to spend their 

budgets to develop general and specific training programmes which are part of the 

social responsibility of the state. If however SETAs are unable to develop suitable 

programmes for the unemployed people, then one of the most powerful abilities of 

the SETAs to effect meaningful change in the labour market is compromised 

(Daniels, 2007:34 ). These initiatives, Daniels suggests must be well targeted, and 

this could be better achieved if SETAs pooled their financial resources for this 

purpose and develop cross-SETA training programmes. However, given the 
budgetary under-utilisation, financial h-'\,,~- ,~~-'n~m:.2:i"';·J,~,l"ri',...nt and alleged corruption by 

SETAs' officials as identified by Nzim A training initiative suggested 

by Daniels may not be achieved. ~~~F-::!!J for implementing the skills 
development legislation are illustrated 

University of Fort Hare 
Together in Excellence 
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Figure 2.2: structures for implementing the skills development legislation 

National 
Skills Fund 
(NSF) 

Skills 
Development 
Levies Act 

Authority 
(NSA) 

Source: Adapted from Meyer and Orpen (2007:59) 

Skills 

2.4 Critical evaluation of the National Skills Development Strategy 
The objectives to achieve sustainable economic growth through skill development 

strategies as articulated in the National Skills Development Strategy (NSDS). 

document, which is a platform upon which other skills development initiatives are 

anchored is, by no means, comprehensive with the potential of providing the needed 

human resource requirement in South Africa. However, the National Skills Authority 

saddled with the responsibility of advising the South African Minister of Labour on 

skills development policy has so far identified certain problems being encountered by 

the NSDS. For example, the NSA has noted that the quantitative data provided by 

56 



 

 

some of the SETAs could not be verified and/or validated, resulting in skewed results 

(DoL, 2006). Furthermore, Dol (2006) states that it is still not easy to trace learners 

to confirm their employment placement status; and lastly, there is a need to develop . 

an information system that will effectively provide the requisite information at all 

levels of implementation for all stakeholders to access. The above report by NSA 

calls for serious concern amongst labour authorities and researchers as well. 

Referring to the above report by the NSA, Kraak (2008:10) asserts that "these 

observations - that many of the performance outputs of the NSDS are difficult to 

evaluate and verify - is an important governmental admission of a significant 

weakness in the current system". Some of the successes claimed by NSDS have 

also been questioned by analysts. For e (2006) contests the claim by 

NSDS to have successfu lly trained a c ~-. o al of 6,123,937 out of a total 

workforce of 10.8-million workers 

unrealistic. Similarly, Baatjes (2008) di 

of four years as practically 

he claim by the NSDS to have 

trained 899,686 workers in achieving an evel 1 qualification through ABET 

training across the country i~ 1! r~ -!ll.-'""' .. 10~ that to acquire a full 
Toget er zn Excellence 

NQF Level 1 qualification in one academic year is highly unusual given the large 

number of sub-fields - six - that a learner needs to complete. In addition, available 

statistics from the Independent Examinations Board (IEB) suggest that the 

registration for exami.nations in workplace ABET is much lower than that reflected in 

departmental reports. Baatjes (2008) further argues that in 2003, the IEB 

administered a total of only 33,291 examinations for all ABET levels with an average 

pass rate of 50%. With this pass rates in formal ABET classes, the possibility of the 

workplace training producing 899,686 Level 1 ABET graduates remains doubtful. 

One fundamental component of the NSDS is the introduction of a new training 

system which recognises workplace training conducted by SET As within the NQF. 

Researchers (Kraak, 2005; Maree, 2006; Grawitzky, 2006) have variously 

commented about the poor performance of the new skill regime which they criticise 

within the following three categories: government's lack of political will to establish 

the necessary conditions for the success of the new integrated education and 

training policy framework as promoted in the early education policy documents of the 

early 1990s, and as promulgated in several government Acts in the mid to late 
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1990s. Second, the emergence of governance problems that were unforeseen in the 

initial 'co-determinist' thinking underpinning the NSDS in the mid 1990s; and 

operational problems that have made the v~rious implementation steps of the NSDS 

extremely cumbersome, complex, slow and highly contested (Kraak, 2008). 

The new education and training provides for a single, unified and integrated 

regulatory system as provided for in the South African Education Act, 1994, the 

South African Qualifications Authority Act, 1995 and the Skills Development Act, 

1998. The National Qualifications Framework was therefore established to achieve 

this objective. However, Kraak (2008) argues that the integration of education and 

training has never occurred in reality. Most government policies in the post apartheid 

era, Kraak notes could not be achieve , - ,-,,., -..,_,,-.-r,- ,, o capacity problems. Young and 

inexperienced people entered into hig .f6 gside existing top government 

officials without sufficient transfer of H 
from the old officials to the new ones 

I dge· about state governance 

In addition, Kraak (2001) notes 

that sufficient policy 'adhesion' had not s i actorily occurred within the state 
apparatus with significant leJJ° • I • q~ ~Q~tJ! ~ith regards to certain 

Togetlier m nxcellence 
policy platforms such as an integrated education and training system. 

More fundamental is the inability of government to integrate the Departments of 

Education and Labour (as they existed under apartheid regime) in order to pursue an 

integrated education and training policy. Furthermore, only few meaningful linkages 

were established between education, the key economic departments (the 

Department of Trade and Industry, for example) and the Department of Science and 

Technology (Kraak, 2008). Indeed, the past decade has witnessed the glaring 

absence of a coherent set of economic growth, industrial and skills development 

policies that would have .given support to the idea of integrating education and 

training and its alignment with socio-economic development in the post-apartheid 

period (Kraak, 2008). This lack of coherence in skills development policies is evident 

in the disparity between the scarce skills list released in previous years by the 

Departments of Labour and that of Home Affairs for the pµrpose of skills importation. 

The introduction of the outcomes - based education (QBE) system and its associated 

'unit standards' methodology, both of which have been widely used in the 
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construction of integrated education and training programmes was highly opposed 

by some section of the education community (Jansen, 1999; Kraak & Young, 2001; 

Young & Gamble, 2006). Kraak (2008) argues that OBE is a specific assessment 

technology and is only one (rather limited) of many methods of achieving a more 

unified and nationally coordinated education and training system. This has resulted 

in the weak alignment and policy coordination between the key components of the 

education-employment nexus in South Africa, particularly its education, training, 

labour market, technology and industrial policies and institutions. The argument of 

Kraak (2008) is consistent with the views of Lundvall et al. (2002), Nelson (2006) 

when compared with the education and training systems in the Scandinavian, 

continental Europe and East Asia where systemic alignment of the three types 

described above is the central policy r sl-?,._Vi_r',l~"' hallenges of globalisation and 

knowledge economy. 

Apart from the weak policy alignment e e-en re tiepartments mentioned above, 

there is lack of articulation between SETAs, colleges and the Higher Education 
and Training (HET) sector. \t,iji i t • fa CJ S requires a sector 

Together in Excellence 
agreement between these institutions, however, Kraak (2008) notes that only few of 

such agreements have been signed and operationalised. This, according to Kraak 

(2008) signals most strongly the failure of a truly integrated commitment to education 

and training in South Africa. The collaborative agreement between the University of 

Pretoria and the Tshwane University of Technology, and the Tshwane North and 

South FET Colleges in relation to the Rosslyn Automotive Supplier Park project is 

instructive (McGrath, 2004 ). The project has resulted in a range of collaborative 

research, education and training initiatives that have sought to strengthen the 

relationship between the Gauteng Province's public education providers and the 

automotive industry. The Department of Education (DoE, 2006) reports that by the 
I 

end of 2005, the 50 FET colleges had established 172 agreements with the 23 

SETAs. Kraak (2008) however submits that unlike the Automotive Supplier Park 

partnership mentioned above, there is little evaluative evidence on how effective 

these partnerships have been; for example, the extent -to which beneficiaries of 

training sponsored by SETAs and provided by FET colleges have succeeded in 

acquiring sustainable employment. 
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At the heart of this discussion is the failure of the NSDS to overcome the apparent 

misalignment in education and employment opportunities. The most powerful 

criticism of the old education system that led to the introduction of the new system 

was that it was 'provider-driven' or 'supply-led' rather than 'demand-driven'. The 

window of opportunities that opened for Black students after the demise of apartheid 

regime saw massive enrolment of students for further education but without 

adequate career guidance. Enrolments were independent of employer sponsorship 

or employment guarantees. In other words, education and training was not aligned 

with the skills demand by the economy. Private training providers and the public FET 

college system responded to this increased interest from students by opening up 

more and more areas of provision (Kraak, 2008). The universities also were more 

interested in the number of students 1 d without considering the after 

school job prospects of these student . form of provision was termed 

'supply-side' or 'provider-driven' in the I 
HLtJ1®rn1i y texts which necessitated the 

introduction of the demand-led model th 

There was a total disconnec • N;~~-r1:)p i ·a i ~~£i1ar fields on the one 
Together in Excellence 

hand, and employment opportunities m these fields on the other (Kraak, 2008). The 

1996 draft Green Paper on Skills Development argues that training systems needed 

to be closely linked to the requirements of work and need to be of sufficient quality 

and relevance to support increases in productivity in the workplace (Dol, 1996:21 ). 

The Green Paper (Kraak, 2008) report argues that the provider-led model of the past 

was based purely on colleges offering programmes in areas they could teach in, 

irrespective of actual labour market demand for skills in those areas. This was the 

context which the Skills Development Act of 1998 sought to change; unfortunately, 

nothing has changed given the enrolment reality in institutions of higher learning 

today. 

Another dimension to the problems faced by NSDS is that the institutions established 

to implement the new training programmes suddenly became mega institutions with 

several sub.;.components. For example, a key sub-component of the new institutional 

environment comprises institutions concerned with the design, registration and 

quality assurance qualifications, which include 12 National Standards Bodies 

(NSBs), over 100 Standards Generating Bodies (SGBs), and many Educational and 
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Training Quality Assurers (Kraak, 2008). The management of all these institutions 

falls on SAQA whose main functions are to oversee the development of the NQF, to 

register NSBs and SGBs, accredit ETQAs, and ensure international comparability of 

standards and qualifications. In addition, the 23 SETAs need to cooperate with all of 

these bodies in order to execute all of their functions (Kraak, 2008). The resultant 

effect of this enormous responsibility is capacity problem. It became difficult to find 

competent people to manage these organisations given the endemic skills problem 

in the country. The SETA structure, for instance, suffered from high staff turnover, 

especially at the senior levels, and this affected morale and institutional capacity 

(Kraak, 2008). This aptly explains why some SETAs have had three or four Chief 

Executive Officers in the first five years of their existence. 

Grawitzky (2006) contends that 

performance indicators set by the NSU~IITCilWi eatfflJ~tii t:: 

e several nationally-defined 

A to meet, certain unforeseen 

problems arose. For example, Kraa ·-;- ~---.__..,..o erves a definite performance 
indicator 'fatigue' as practitioners within the A system concentrate their efforts 
and attention on meeting tarJJtP~ • f Jrt.-..-, ... - .... ~s of work. Secondly, 

Together in Excellence 
Grawitzky (2006) argues that the current mechanisms to measure SETA 

performance - which are all national targets - could inadvertently have led to a 

neglect of sectoral needs and activities. SETAs, which are sector-based are required 

to deliver against the requirements of a national agenda - the NSDS - and are not 

measured against delivery in their own Sector Skills Plan. The fallout of this over 

emphasis on the NSDS to the detriment of sector skill needs, Grawitzky (2006) 

maintains, has shifted SETAs focus on quality of learning to numerical targets thus 

compromising the quality of training. 

The under-performance and other shortcomings of SETAs might have informed the 

decision of Dr. Blade Nzimande, the Minister for Higher Education and Training to 

announce that "the SETAs landscape is currently under review ahead of the 

proposed re-establishment of SETAs on 1 April, 2010". The minister stated further; 

"there was a need for an intense assessment of the SETAs to ensure greater 

accountability, improved employment of resources, better management of funds in 

order that they fulfill their role as a central cog of skills training and job creation· 

machinery" (Khumalo, 2009). It is envisaged that most of the criticisms against the 
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SETAs will be addressed by the proposed intervention and re-establishment of the 

organisation by the education authorities in order to make it more effective and 

responsive in its education and training activities. 

2.5 Skills Development Model in other countries 
Empirical evidence of strategies such as those initiated by South Africa to address 

skills shortages and also to identify core skills that will be needed by organisations to 

drive the economy in future have been successfully implemented by some 

industrialised economies. Countries such as the United States of America (USA), the 

United Kingdom (UK), Australia and New Zealand have worked out the generic skills 

that workers would need to perform well in the workplaces in the future. According to 

Tan (1998: 2) the USA, for instance ini I t ty of Labour's Commission on 

Achieving Necessary Skills (SCANS).- rt was submitted in 2000 and 

the American Society for Training and ( STD) articulated the essential 
skills employers would need in the futu~~m'i~ ~-b'le economic growth of the USA. 

Furthermore, Tan (1998: 2) re.0€1:nst t .a~~etii.w e UK - the "work on 

core skills" which was undertaleq,9eJks~/'\rfif~YriHR~1 Council for Vocational 

Qualifications (NCVQ) whilst the New Zealand government carved its skills 

development strategy as part of the development of the National Curriculum. In 

Australia, the key competencies were developed under the aegis of the Australian 

Education Council and Ministers for Vocational Education, Employment and 

Training. These· strategies were initiated in the late 1980s and early 1990s. South 

Korea really planned ahead with regard to skills development needs of South Korean 

industry as it emerged. Skills development was a strategic element of an overall 

development strategy that led to rapid and sustained economic growth since the 

1970s (Palmer, 2007). 

According to Lee (2005:3), 

the evolution of the vocational training system for both small and large 

enterprises in Korea is characterised by the interaction between the economic 

development processes, and the demand for and supply of training. The 
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history of the vocational training system in Korea evolved as an instrument to 

meet the economy's demand for skilled workers. 

These countries have implemented the various skills development programmes 

successfully and this will provide emerging economies such as South Africa with 

empirical reference point upon which policies and legislations aimed at addressing 

core skills development initiatives can be formulated and implemented. The section 

below will discuss the skills development strategies in Singapore, Ireland, New 

Zealand, Germany and Alabama State (USA) respectively. 

2.5.1 Singaporean Skills Development Model 
The Singaporean model makes econ 'e ei·-"'t,11'\""nt the focus of education and 

training. The formal education in Sing ifi d into two streams. After the 

first ten years of general education, t 
1
~~~ =~==~_.L sessed and the 'academically 

able' students follow the academic ro ers follow the technical route. 
Those following the academic route will be a ed into a junior college and later at 
a university. Those in techniclJ • • Mf ~\t¥eQti ·c9 .dT,ij Institute of Technical 

Together in Excellence • 
Education. The education and training at both institutions reflects the relative needs 

of the different occupations in the broad sense and not the immediate need of 

individuals or employers; but the perceived long-term needs of the economy as a 

whole. With this model, planning of the future supplies for different occupations is 

managed at an early stage and this worked much better during the 1970s and early 

1980s when Singapore had a 'low.;.skilled' or 'cost-based' competition strategy. 

2.5.2 Vision 2020 in Ireland 
According to the Ireland Skills Development Authority, a group of experts was set up 

in Ireland in 2005 to undertake a research to underpin the development of a national 

Skills strategy, including the identification of the skills required for Ireland to develop 

over the period to 2020 as a competitive, innovation-driven, knowledge-based, 

participative and inclusive economy. The experts thereafter recommended, among 

other things, the following: The sectoral profile will continue to change for the 

foreseeable future. The services sector will increase in relative importance while 

'traditional' manufacturing and agriculture will continue to decline. This is the 

direction shift for most dev·eloped and developing economies the world over, 
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including South Africa. This shift to services poses a productivity challenge for 

policymakers and for enterprise. 

The experts further noted that, at occupational level, the greatest increases in 

employment are expected to occur in the 'professional, 'associate professional' and 

'personal and service' groupings. All occupations are becoming more knowledge-

intensive, with a corresponding rise in the requirement for qualifications and 
--•- r 

technical skills. Employees will be required to acquire a range of generic and 

transferable skills and attitudes. In most cases, work is becoming less routine, with a 

.requirement for flexibility, continuous learning, and individual initiative and judgment. 

The following, according to the experts, should be included in a generic skills profile-: 

Basic/ fundamental skills- such s 

People-related skills - such as c I Mh 
TUO 

, inter-personal, team-working 

and customer-service skills; and 

Conceptual/thinking skills-such as cting and organising information, 

problem-solving, plann i 8~ • i~;Fi~1ii ~d-~arn skills, innovation 
Toqet er m Excellence 

and creativity skills, systemic tflinking. 

One of the medium term vision of the revised South African Human Resource 

Development Strategy (2009) is to ensure that all unemployed adults have access to 

training opportunities in Literacy and Adult Basic education and Training (ABET). 

Other levels of generic skills in the Ireland model are better acquired at FET and 

higher education and training levels in South Africa. 

Stressing the need for the state to intervene in education and training matters, the 

Irish experts recommends that "the state is justified in intervening in the market for 

education and training at certain levels, notably at primary and secondary level, and 

for certain target groups (e.g. individuals who left formal education without 

completing a level certificate or equivalent)". This aspect is adequately taken care of 

in South Africa by the NQF whereas credits can be accumulated by learners within 

and outside the formal education system. SETAs also have the responsibility of 

training unemployed youths or those who dropped out of the school system 

(particularly those from the previously disadvantaged group) with funding provided 

64 



 

 

.by the National Skills Fund. Sustained and enhanced investment in the education 

and training infrastructure is thus necessary and desirable for the foreseeable future. 

The following recommendations of the Irish experts are salient to the present study: 

In the years ahead, labour productivity will be the key determinant of 

economic growth in developed and developing economies, and increasing 

productivity will depend, to a large extent, on education and training. A 

workforce that is better educated and trained can produce higher value goods 

and services, and is more likely to innovate. 

Furthermore, and extremely import rr 

recognition by the experts that "improv a 
dividend - they result in better soci I 

against poverty, crime and social welfar 

uth African situation is the 

nd training also yields a social 

public health, and mitigate 

The revised HRDS-SA and Q ·ycF :1; JJt oe~tn'1 ~eworks such as the 
Together m Exce}fonce 

NSDS and NQF are geared toward achieving the above objectives. Similarly, the 

Irish experts report that "globalisation requires a flexible workforce". South Africa, as 

an emerging economy, must be able to respond rapidly to changes in the world 

economic and technological environment which can only be achieved with a well 

educated and adequately trained population. A well educated and highly trained 

population contributes optimally to a competitive, innovation-driven, knowledge-

based, participative and inclusive economy which South Africa aims to achieve 

through its workforce. 

Another area that the South African model should seriously consider is the attraction 

of skilled migrants to mitigate the effect of current skills shortages and help in 

achieving its training objectives. The Irish experts recommend the maximisation of 

the resident population through up -skilling, increasing participation in the workforce, 

and continually attracting highly skilled migrants. With all the above 

recommendations in place, the group proposes that, by 2020, Irelan~ would have 

achieved: 
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48% of the labour force should have qualifications at NQF levels 6 - 1 0; 

45% at NQF 4 - 5; and 

• The remaining 7% at 1 - 3 but should aspire to achieve skills at higher levels. 

The next section will look at skills development strategy in New Zealand. 

2.5.3 Skills Strategy Action Plan for New Zealand 
The current New Zealand Skills Strategy was established in 2008 with the main 

purpose of delivering a unified approach to ensure New Zealand individuals and 
organisations are able to develop and use the skills needed in the workplaces of the 

future (www.skillsstrategy.govt.nz). Specifically, the Skills Strategy is to achieve the 

following goals: 

• The effective use and retention 
1
~~.!:iiiiiiiiiii~ rm work and workplaces; 

Increase in the quality of dema s and workers; 

Influence the supply skills and crea a more responsive education and 
training system· and University of Fort Hare 
_ ' Together in Excellence 

A unified approach to defining, valuing and measuring skills. 

In achieving the first goal, the Skills Strategy document notes that "retention issues 

a~e also a key contributing factor to skills shortages. We therefore need to also 
consider ways to retain skilled workers by making workplaces more attractive, and 

ensuring our overall workplace culture helps retain skilled people in New Zealand". In 

order to achieve this goal: 

There will be communication, understanding and agreement about the roles 

and responsibilities of government, industry, individual firms and workers to 

make sure we use the skills of workers; 

Education and training system will support life-long learning and career 

development opportunities for individuals; 

The education and training system will support a 'whole of firm' approach to 

skills that takes into account language, literacy and numeracy skills, 'soft' 

skills (e.g. staff development, relationship building, coaching, mentoring) and 

management and leadership capability development, as well as more 
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technical skills; 

There will be a national culture shift in approaches to skills development, use 

and retention to reflect the dynamic link between needs and training so that 

training will support job redesign as businesses move up the value chain; and 

Industry, government and firms will find ways of retaining skilled people 

already in New Zealand workplaces, as well as to retain skilled people in 

New Zealand more generally. 

On the second goal, the Skills Strategy notes that employers need to know what 

skills can help their firms improve productivity, and workers need to be able to voice 

their ongoing skill needs and take resp~~~~,,1.1..U&:J.-&..-.._..._.L:Ofl' ir on-going skills development. 

The tertiary education reforms are d s:lAl'ill'AA-.J(.fli'I /A1 ure that public investment in 

education and training better meets th tries, employers and students. 

This work will ultimately only lead to i Is ment if industries, businesses 
ll!::::!!!!~~~J 

and individuals are able to better under iculate their skills needs. There 

is, therefore, the need to iden • W9ys to ~iROR~dV_§_tr:· and fi rms to take greater n1versn or i1orr are 
ownership of their present and ,ii5~Mtlf~ fn 2.N!~z~s and develop a better 
understanding of barriers to workplace learning. Also, there is the need to develop a 

process that will enable better.information about their needs to be used to inform the 

delivery of tertiary education and training. It will also be important that workers have 

access to the right information to allow them to make career choices and negotiate 

opportunities for skills development. The following strategy will be put in place to 

achieve this goal: 

Firms will be supported to change business models to drive increased 

productivity through an understanding of current and future skill needs. They 

will work together within their industries and sectors to make this change; 

Workers will be supported to acquire skills to allow career progression. They 

will be able to contribute to the design of skill and workplace development 

programmes, and have an increased awareness of skill development 

opportunities; and 

Industry training organisations will be supported in their strategic leadership 

role to assist industry planning. This will lead to a better match between skills 

supplied through the tertiary education system and what industry needs. 
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Regarding the third goal, the Strategy document notes the need to work towards the 

achievement of increasing the quality of demand from employers and workers, it will 

be important that the tertiary sector responds to changes in demand by delivering 

education and training products that better meet their needs. 

The tertiary education reforms and the Tertiary Education Strategy 2007-12 have put 

in place the key priorities and processes to help the tertiary education system to 

respond to the needs of businesses. In particular, one of the specific areas for 

improved achievement by the Tertiary Education Strategy includes 'building relevant 

skills and competencies for productivity and ·innovation'. It notes that the need to 

rapidly adapt to a tight labour market means that increasing the achievement of 

advanced trade, technical and professional ualifications is a priority outcome. The 

Skills Strategy will build on the tertiary r , • I~ ing developing processes and 

systems that will ensure a better mate ··ee·lW€~Ls1iooly and demand into the future. 

In order to achieve this goal: 

Tertiary provision will be aligned w· .__ d and will support skills use and 

retention; University of Fort Hare 
Individuals will choose to s arlt ~~l~tuein areas where there is a 

demand for skills; 

Skills development, use and retention will be improved through 

a range of mechanisms that meet the changing needs of workers and 

industry; and 

There will be an agreed set of principles across industry, workers 

and government on the sustainable resourcing for skills development in 

New Zealand. 

A broader approach to defining, measuring and valuing skills will need to recognise 

individuals' employability, labour market mobility and experience. The following 

therefore will be used in achieving a unified skills qualification framework: 

There will be commonly understood terminology that describes what we mean 

by skills use and retention by employers 

A coherent qualifications system that recognises that skills are gained in many 

learning environments, e.g. work-based education and training, and through 
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informal learning 

• Common approaches to the measurement and analysis of skills, skills use 

and retention. This will include ways to measure increased and lifelong return 

on investment from the acquisition of effective skills for individuals, 

workplaces and organisations. 

The New Zealand Skills Strategy Action Plan (2008) does not remarkably differ from 

the South African NSDS except for the first goal which has a component of 

employee retention. Similarly, both the Irish and New Zealand Skills Strategies are 

not dramatically different from the South African strategy. The three are premised on 

demand-led education and training system, coordinated . and unified skill measuring 

mechanisms with sufficient state int ... , . ,uh'LI ...... r viding legal and institutional 

frameworks in achieving the objectiv 

success or failure of the various st(au,~,~~!:1 

f the various strategies. The 

owever be determined by a 

combination of factors such as political __ e art of government to implement 

the strategies, proper pol icY. coqrdinatipn art:~st education, labour and other 
economic development authoijJ!l'6~fe8tr;1\fYri.~ tt~·1F!Jj~~tres in South Africa will Toge ner m xce ence 
be comprehensively discussed in chapter four of this study. Meanwhile, insights 

between education and labour market from other economies will be presented in the 

following section. 

2.5.4 Education and the Labour Market in Germany 

The German's education system presents a good synergy between skills demand 

and supply. In presenting the model, Osterman (1995) explains that at about age 

fifteen, learners choose one of approximately four hundred occupational tracks 

(which include training for everything from auto workers to bank tellers to 

accountants to electronic technicians). They then spend four days a week employed 

by a firm and receiving training, and one day a week in school. The training they 

receive is carefully standardised nationally and is provided by specially trained and 

certified firm employees. At the end of this training period, learners take 

examinations, again nationally standardised and administered by a local business 

organisation. This system is widely accepted by all segments of the German society, 

and all actors in the labor market - firms, unions, and government - jointly 
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participate in administering and supervising it. Occupational content and curriculum 

are continually reviewed through a series of joint consultative meetings. The German 

model, which appears novel is however facing the same challenges like those in 

South Africa. Such challenges include imbalances between occupations trained for 

and those demanded ·by the economy, and the sometimes slow . response to 

technical change in updating curriculum (Howard, 1995). 

2.5.5 Education and the Labour Market in Alabama State (USA) 

Education is one of the entities that benefits from the state's resources in the USA. In 

order to justify the huge education budget, the State of Alabama, USA carefully 

aligned the higher education system with the labour market demand. Rosenthal and 

Collier (2001 :2) state that in order to s ri 1 n e between the labour market 

demands and the public, some state-I cation agencies took steps to 
_ ,lli VIDE link occupational trends to balance pr ;w,na er.nr r ies based on: the connection 

TUD LUIVrEN 
between higher education and the eco omy, rent focus on meeting student 

and employer demands for jobs and skifls tr • • g; the need for public institutions of 
higher · education to respon i~ · §i ligf ij~ • a~ ct demonstrate wise 

To_qether in Excellence 
stewardship of public resources; anathe benefits of academic programme planning 

and review in a state-wide context. 

The connection between the higher education institutions and the labour market in 

Alabama is enhanced by the understanding that an institution "that responds to the 

economic base in its region will remain competitive and be better positioned to obtain 

financial support from donors and legislators" (Rosenthal & Collier, 20~1 :2). This 

understanding is further entrenched in the belief that higher education institutions 

should not exist for their own sake, hence the move from a producer-dominated 

enterprise to one fully sensitive to and focused on the consumer (Mingle, 1998:6). 

Mingle advocates for the consumer focused education and training on the basis that 

the American labor market is very diverse and dynamic hence it is difficult to 

generalise about the knowledge and skills graduates need. It further complicates 

predictions about the future demand for specific occupations. However, through 

employers and external advisory groups' surveys and interviews, many higher 

education institutions stay closely tuned to this changing job market. This information 

is shaping and aligning their programmes to the labour market demands. • 
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The recommendations of the 1996 Joint Commission on Accountability is also 

instructive. Rosenthal and Collier (2001 :3) report that institutions of higher education 

are required to survey graduates and report placement rates. Placement, however, 

only indicates current employment and does not show future employability nor does 

it identify the appropriateness of graduate production in terms of its relevance, 

quantity and quality. For this reason, the Alabama Commission on Higher Education 

(1999) recommended that the State-level coordinating agencies should explore 

market analysis to determine the needs of the labour market. This was also informed 

by the disequilibrium between the supply and demand for workers especially 

information and technology workers which manifested itself through "high job 

• vacancy rate, low unemployment, projected demand out-stripping supply, higher · 
than average · salary increases, and d,,....,_,,.,.,....ffl reign workers" (Rosenthal & 

Collier, 2001 :3). 

In order to reduce skills over/under-s many states require that 

academic programmes go through a revie a approval process. In the State of 
Alabama, this is regulated thrUg • tfl • rJM I 1996 which requires 

Together in Excellence 
academic programmes in all public institutions to meet minimum graduation rates or 

be terminated. Most criteria for programme review require employer needs analysis 

that indicates whether new or existing programmes respond to employment needs. 

Academic programme planning and review is done on a state-wide basis because 

individual institutions do not take into consideration what other institutions in and out 

of state are doing to meet the skills demand. The state wide approach helps to 

eliminate problems such as duplication of programmes and market over/under-

supply. This is because the purpose of investing public funds in education is to 

achieve increased economic development through increased economic activity, tax 

base and revenue. 

In other states of the United States of America, Rosenthal and Collier (2001) also 

observe that education and training response to changing labour market demands is 

equally effective. States like Florida, Ohio, California, North Carolina, Texas and 

Washington equally pursue similar graduate tracking programmes which inform 

government about the placement and average earnings of the graduate products. 

The tracking programmes, however, provide little information on whether graduates 
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are being trained in the fields most needed by the employers. Ohio further uses "an 

industry-occupation matrix combined with occupational projections to identify 

industries likely to provide future entry level and advanced training jobs as a way to 

reprioritise job training programmes (Rosenthal & Collier, 2001 ) . . The Illinois State 

Board of Higher Education, Rosenthal and Collier (2001) report, also uses the labour . 

market information it shares with other state agencies to undergo a state - wide 

analysis by field of study and comparison of employment projections with graduate 

survey data. At Wisconsin, the University of Wisconsin System supports a market 

research unit that works with universities to identify needed programmes in their 

region by looking at the demand from employers and students. 

2.6 Summary 
Becker's (1964) human capital theo mented labour market theory 

provides the theoretical background o rstanding of the relationship 

between state's investment in education an raining and availability of skills to drive 
sustainable economic gro _n • r • uP(ft rtti a e South Africa have 

Together in Excellence 
established skills development strategies with appropriate institutional and legislative 

frameworks put in place to achieve set_ objectives. Such skills development initiatives 

include the NSDS, the HRDS, the NSA, SAQA, NQF, SETAs, Skills Development 

Act, · 1998 and Skills Development Levies Act, 1999. All these institutional and 

legislative approaches are aimed at enhancing skills development of workers in 

South Africa through the education and training system and enterprise training and 

to provide a coordinated, standardised and unified method of measuring skills, 

funding training and harmonising qualifications. In order to provide an empirical 

reference point, skills development strategies in Ireland and New Zealand were also 

examined. 

A careful study of the skills development strategies in the countries examined does 

not present a remarkable difference from that of South Africa in terms of vision and 

scope. Having operationalised the NSDS and observed the performance of the 

institutional frameworks after the first four years (2001 - 2005), a critical evaluation 

of the concept was done. The feedback suggest that a lot still need to be done in 
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terms of performance, policy cohesion and coordination between related 

departments and capacity building within enterprise training institutions. 

The next chapter will review the Third National Master Scarce Skill lists prepared by 

the Department of Labour for the purpose of giving directions to education and 

training providers in terms of what priority skills to produce and which skill migrants 

to encourage into the country by the Department of Home Affairs through the 

expatriate quota system. Furthermore, the chapter will consider the demand - supply 

characteristics of skills utilisation and development and in turn, determine the extent 

of match/mismatch between the skills produced by the education system and 

enterprise training institutions and those demanded by the economy. The chapter will 
also discuss skills importation as a • ,,,~ t approach to mitigate skills 

shortages in South Africa. 

University of Fort Hare 
Together in Excellence 
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CHAPTER THREE 

HUMAN RESOURCE DEMAND, DEVELOPMENT AND SUPPLY 

3.11ntroduction • 

In chapter two, some theoretical perspectives which have bearing on the present 

• study were discussed. Skills development model in selected countries was 

presented. The chapter also discussed the institutional and legal frameworks that 

were established in order to achieve the vision, objectives and goals of the NSDS. 

These frameworks articulated and defined strategies and means with which to 
develop the requisite skills that will • _..__.........,.._._,_,.._,_.· and social development of 

South Africa. A critical assessment o , tP\',~J~Y nd performance of related 

institutional establishments was done 1~ "''-"l'd labour market literature in 
selected countries was presented to pr e point for South Africa. 

d.!!::::::::!!!!~===::~; 

The present chapter will revi9(j" fil_~'fs1 .M_,_"' ,,., .... ~p{f Y the Department of 
Labour. This will assist in giving t • .lffl~r:N!l:lc@f the demand and supply 
characteristics of priority skills. This chapter will further look at the skills supply 

pipeline - that is, the general education system, the learnerships programme and 

other training institutions. The appropriateness and desirability of the skills produced 
and supplied to the economy in relation to demand will be evaluated. • Skills 

importation as a short-term intervention strategy to skills shortages will also be 

discussed. 

3.2 Review of the National Master Scarce Skills List 
The Third National Master Scarce Skills List covers the period between 2008 to 2010 

with the broad objective of identifying trends in the labour market and applying 

appropriate intervention strategy. The scarce skills list was prepared having taken 

into comprehensive account the skills that lie at the heart of the 'binding constraints' 

on economic growth and development of the country (DoL, 2006c). The list reflects 

the skills that are most needed in South Africa which need to be acquired or 

developed. The current list, according to the Department of Labour (DoL, 2006c) is a 

product of coordinated labour market demand and collaboration between 
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government and economic sector operators. In preparing the list, a consensus was 

reached between the Department of Labour on the one hand, and the Departments 

of Education, Home Affairs, Public Enterprises, Science and Technology, and Trade 

and Industry (Dal, 2006c) on the other hand. Inputs from employers form the data 

presented by the SETA Sector Skills Plan. This will be discussed followed by the 

concept of scarce and critical skills. 

3.2.1 Definition of scarce skill 

The Department of Labour (Dol, 2006c) defines ascarce skill as an "absolute or 

relative demand; current or in future, for skilled or qualified and experienced people 

to fill particular roles, professions, occupations or specialisations in the labour 
market". Scarce skills are usually mea li 

On the other hand, critical skills refe 

occupation" (Dal, 2006c). For exam 

of occupation or qualification. 

r capabilities needed within an 

change or reorganises production met o o s age of specialist professionals 

(e.g. oncologists, aeronautic engineers, exp in maritime law, etc.). Also, critical 
shortage involves generic skil !1. ' taJs • 1fJt fc@Xrl-Q~1~ ~general management 

Toget er in Excellence 
skills, communication and customer handling skills, team-work skills and 

communication technology skills. These definitions have introduced some 

terminologies which need to be explained. 

Absolute scarcity, according to Dal (2006c) refers to suitably skilled people who are 

not available in the labour market. Absolute scarcity may arise in a situation where a 

new or emerging occupation exists with only a few people or nobody in the country 

posses the requisite skills. Also, there is absolute scarcity where organisations, 

• sectors and even the national economy are unable to implement planned growth 

strategies because productivity, service delivery and quality problems are directly 

attributable to a lack of skilled people. Lastly, replacement demand would reflect an 

absolute scarcity where there are no people enrolled or engaged in the process of 

acquiring skills that need to be replaced. This usually takes place (due to retirement, 

resignation). This relates closely to what the New Zealand Department of Labour (NZ 

Dol) defines as a "genuine skill shortage which occurs when employers have 

considerable difficulty filling job vacancies simply because there are insufficient job 

seekers with the required skills" (NZ Dal, 2006). 
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Relative scarcity, as explained by the Dal (2006c), 

reflects a situation where suitably skilled people are available in the labour 

market but they do not exhibit other employment criteria; for example, high-

level work experience, e.g. project management of large construction sites • 

such as dams or power plants. 

Similarly, relative scarcity exist where such skilled people are unwilling to work 

outside a geographical location, like an urban areas; and equity considerations. 

Equity consideration reflects a situation where there are few, if any, candidates with 

the requisite skills from specific gr u iously disadvantaged group) 

available to meet the skills requirement nterprises. 

recruitment and retention 

difficulties occur when there is a considera6 pply of individuals with the required 
skills in the potential labour nlJr • N'&l ·~Rf f rfwll t~1t~ke up employment at 

Together m Excellence 
current levels of remuneration and conditions of employment (NZ Dol, 2006). 

Retention problems are often a major contributor to this condition. Replacement 

demand would reflect a relative scarcity if there are people in education and training 

(formal and work-place) who are in the process of acquiring the necessary skills 

( qualification and experience) but where the lead time will mean that they are not 

available in the short term to meet replacement demand. 

3.2.2 Purpose of the scarce skills list 
The scarce skills list is therefore intended to serve the following purposes: 

Provide a set of indicators for skills development intervention by the 

Department of Labour and its statutory skills development intermediaries; 

Provide indicators for the Departments of Education and public education and 

training institutions for course development and career guidance for learners 

and communities including schools, FET Colleges, universities, universities of 

technology and learners across these institutions; 
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Provide basis for the /Department of Home Affairs for the establishment of 

Work Permit Quota list and for evaluating employer-sponsored applications 

for work permit; and 

Provide a platform for National Government and national initiatives such as 

JIPSA for targeted interventions and the development of mechanisms to 

monitor and evaluate both success and impact of measures aimed at 

redressing particular scarcities. 

3.2.3 Critical review of the scarce skills list 
Drawing . from the Third National Master Scarce Skills list (available on 

www.nq.org.za/siteimgs/NSDS), the following occupational groups appeared, 

amongst others, with s , ci(: specialist managers (e.g., 

advertising, marketing and sales ----------. . .r---..... audit managers), 

engineering, technology and T_t=iL'-:i?=..;;;;.~=~=-==~!L., ountants, human resource 
practitioners, supply/distribution/logistic ai 'irrg d development professionals. 

The list also includes medical and allied pro ions, agricultural forestry scientists, 
pharmacists, professional nJIW-;7 • t)wbltefJ?Ij~,..,.~~tf and educators and 

1 ogether in Excellence 
artisans of various categories. The lisl is comprehensive and cannot be mentioned in 

detail here for space reason. However, the following section will review some 
aspects of the master list. 

It is curious to note in the scarce skills list that South Africa will only need about 750 

lecturers in the universities and universities of technology despite the current high 

increase in the number of student enrolment in institutions of higher learning. Of 

similar curiosity is the number of school teachers (about 31,500) required between 

2008 and 2010 to teach at both foundation and secondary school levels. The 

following literature aptly describes the reality in the education sector. Govender 

(2008: 1) reports that South Africa faces a shortage of 94,000 teachers by 2015. Of 

the 433,280 teaching posts in South African schools, 62,616 were vacant as at the 

end of May, 2008 while 31,949 posts were staffed by under-qualified, temporary 

teachers. Govender (2008) equally reports that a total of 600 vacant positions for 

professors and lecturers could not be filled in 5 (out of 23) universities. It will 

therefore be statistically incorrect to project that the country's universities will only 
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require 750 lecturers between 2008 and 2010 as projected by the current scarce 

skills list by the Department of Labour. 

Furthermore, the number of accountants required in the country, according to the 

third scarce skills list is only 2,455. However, the South African Institute of Chartered 

Accountants (SAICA), the body that is statutorily responsible for monitoring and 

regulating accounting profession practice and training in South Africa state that the 

economy is currently having a shortage of 22,030 qualified accountants in the 

financial management and auditing sector (SAICA, 2008). In the same vein, Ellappa 

(2008) asserts that shortage of Information and Communication Technology (ICT) 

professionals in South Africa has reach a crisis proportion; yet the scarce skills list 

put the number of ICT practitioners ..,l,!I , • "{ - , b ut 13,880. This number will 

certainly not amount to a crisis proporti Ellappa (2008). 

To drive home Ellappa's assertion wa _.,,._..,.._,._, CISCO System (2006) which 
reveals that South Africa would require 11 , T professionals in order to be able 
to develop, build and managJ.Ji ~\l) ~~QJirf cP b continued economic 

Togethe~ 'zn Excellence 
growth. Du Tait (2008) puts the number of ICT professionals needed in the country 

at 37,565. The situation is further demonstrated by Mengel (2001 :32) who reports 

that more than half of IT organisations in South Africa carry over unfilled IT vacant 

positions from one year to another in respect of Information Technology 

professionals. The IT professionals, after acquiring some work experience, leave 

South Africa for more lucrative jobs overseas; Mengel (2001:32) declares. 

The magnitude of shortages reported in the health sector by the scarce skills list, 

particularly in respect of professional nurses and midwives (about 400) appear to be 

far from reality. Empirical studies such as Schal_kwijk (2000:5) finds that the South 

African health sector, particularly the nursing profession, is badly affected by 

employee turnover as scores of professional nurses seek alternative employment or 

leave the country in search of lucrative work overseas. A study conducted by the 

Centre for Health Policy at the University of the Witwatersrand, South Africa, in April, 

2005 gave an estimated vacancy rates for nurses in public hospitals and clinics in 

the Limpopo Province at 22.6% and 26.5%, respectively. Ponn-Kekana, Blaauw, 

Tint, Monareng and Chege (2005: 54) report that a high percentage of nurses 
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working in public hospitals in South Africa are demotivated and already considering 

quitting their jobs. 

The scarce skills situation described above regarding professional nurses and 

midwives may persist for some time to come as statistics from the South African 

Nursing Council (1999 - 2005) as reported in Mokoka (2007) shows that completion 

rate of nursing students across the country's nursing training institutions and 

universities has declined by 42%. Kimball and O'Neil also cited in Mokoka (2007) 

describes shortage of nurses in South Africa as not only being worse than expected 

previously, but also different, more complex and is projected to intensify in the future. 

One of the reasons identified by Kimball and O'Neil for this shortages is the 

progressive decline in number of stu e 

and the fact that younger generatio 

(Mokoka, 2007). 

, f t in nursing training institutions 

o not d nursing profession attractive 

The medical profession is not faring better. ondo et al. (2009) report that at least 

1,000 general surgeons were JJPciJrctfu8J!Ye.~ttftR,t~~ork load with tertiary 
Toget'rz~rzn Excerzence 

institutions training at least 120 surgeons a year, but only 30 surgeons were being 

produced annually. This has resulted in South Africa lagging behind the international 

norm of one specialist to every 5,000 people. According to Prof. Mike James (head 

of anaesthesiology at Groote Schuur Hospital in Cape Town) cited by Masondo et al. 

(2009), has resulted. in about 50% of all surgical anaesthetics being administered by 

general practitioners rather than specialist anaesthetists. This poses serious 

implication for the health care system in the country and indeed the entire citizenry. 

Given the revelations from existing literature, the number of shortages projected in 

the third scarce skills list by the Department of Labour appears to have been grossly 

underestimated and does not seems to reflect the reality in the health sector. 

The labour authorities (Third Master Scarce Skills List) listed general clerical skills 

(5,625) amongst the scarce skills in the country while highly technical and apparently 

scarce professionals such as pilots and related skills did not make the list. Given the 

low-level of skill and training required to perform general clerical duties, it is rather 

surprising that the country will be experiencing shortages of about 5,625 clerks while 

about 600,000 Grade 12 matriculants between 1994 - 1999 remained unemployed 
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(Cunningham, 2006); and only about a third of FET diplomats were able to find work 

(Patel, cited in Roux, 2007). Rather than improving, the unemployment rate among 

matriculants and FET college graduates continue to escalate in recent years thereby 

foreclosing the probable shortage of this category of graduates who are suitable for 

employment as clerks. 

Similarly, the 2007 scarce skills list presented by the Department of Labour (Dal, 

2006) suggests that Crop Farm Workers who perform routine tasks in producing 

crops such as fruit, nut; grain and vegetables were the most scarce workers with the 

magnitude of shortages reaching 180,000. This figure far exceeds that of 

Accountants (3,655), Actuaries, Mathematicians and Statisticians (170), Chemical 

and Materials Engineers and Technolr>J••f't'""...., ivil Engineering Professionals 

• (2,720), Electrical Engineers (640 , lectron Engineer (105), Industrial, 

Mechanical and Production Engineer ining Engineers (780) all put 
together. It is difficult to explain ho r Workers could be so scarce 

considering that this occupation requires mini a levels of formal education, if any at 
· all • University of Fort Hare 

• Together in Excellence 

With the scarce skills list at the background to provide direction and guide for 

education and training providers on priority skills and the Department of Home 

Affairs on foreign skills that needs to be attracted through the quota work permit, the 

sections below will examine the demand and supply characteristics of skills 

development in South Africa. 

3.3 Skills demand by South Africa organisations 
Bernisten (2007: 1) reporting research findings by the Centre for Development and 

Enterprise (COE, 2007) submits that "shortages of skills is one of the most costly and 

troublesome issue affecting the management of South African businesses over the 

last two years". In analysing the Natural Enterprise (1998) and World Bank (1999) 

surveys, Bharat and Lundal (2002) found that 35% of all firms (894) surveyed in the 

manufacturing sector in South Africa identified inadequate skills as the most 

important reason for poor productivity. Again, survey by the Human Sciences 

Research Council (HRSC) cited by Pretorius (1999:1) shows that 76% of the 273 

organisations surveyed did not have adequate skilled personnel. 
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Further to the above, 54% of the 113 organisations that employs engineers have 

problems in recruiting professionals - especially mechanical, electrical, civil and 

industrial engineers. The HRSC report also reveals shortages in IT professionals, 

accountants, economists, financial analysts, investment specialists, medicine, 

actuarial practitioners, managers and artisans. Concurring, Vicki Marais-Swanepoel, 
( 

Managing Director of PAG (Harris, 2010) believes South Africa's skills shortage will 

determine the jobs of the future. Swanepoel reiterates that "key sectors such as 

finance, engineering, project management and telecommunications always run short 

of skills, and the critical skills shortage in these sectors has been cited as a potential 

restraint of the attainment of the government's growth goals." Swanepoel further 

asserts that there will not be complete! : instead, existing jobs will be 

in even greater demand. These jobs in I g: 

Engineers and project manager isciplines, all of which would 
require a degree and professional • n with the Engineering Council of 

south Africa; University of Fort Hare 
Accountants - specifically BP.. ,e-Wftf'c~nr~'fr ~ents to obtain a B.Com, 

B.Com Hons. and a CA(SA); 

ICT specialists - specifically development skills, requiring a diploma or 

degree; and 

Artisans - trade-tested artisans. This is a key shortage as the practice of 

apprenticeship has fallen away (Harris, 2010). 

One way of finding a long term solution to skills shortages is by evolving a strategic 

skills development programme' through education and training in FET colleges, HET 

institutions and enterprise training structures. However, the education system itself 

suffers from skills shortages. Research findings by the Organisation for Economic 

Co-operation and Development (OECD) and reported by .Govender (2008:1) shows 

that while 20,000 new teachers are needed every year for the past two years (2006-

2008), only 6,000 have qualified. Out of the 6,000 that qualified, only 4,000 entered 

the educational system while the rest leave South Africa to teach in UK,' New 

Zealand, Australia and Dubai. 
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The Department of Education, in the face of shortage of teachers, has hired a 

recruitment agency to hire foreign teachers to mitigate the shortages. The strategy is 

however not yielding the desired results yet. According to Govender (2008:1 ), 

Limpopo Province, which desperately needs 1,600 mathematics and science 

teachers, has only succeeded in attracting 300 Zimbabwean teachers so far. The 

National Professional Teachers' Organisation of South Africa (NAPTOSA) contends 

that the education department needs 10,000 more teachers every year for Grade 1 

alone in order to reduce class sizes from 40 to 30 pupils in that grade (Govender, 

2008:1 ). In summarising the depth of skills shortages in the education system, SETA 

• report (Govender, 2008) describes shortages of teachers in the country as "nothing 

less than a crisis". 

Skills shortages at the tertiary educatio I saddled with the responsibility 
of producing high level skills) - are n t 1

@ E v~h ifferent from that in the lower 
TUO LUMEN 

stratum of the education and training s nday Times survey report by 

Govender (2008:13) reveals that there ar vacant posts for professors and 
lecturers in five universities. • M§rti~ • )'I (Ji r,t @nnesburg needs 142 

Toqether in Exceifence 
lecturers and 28 associate and professors. University of Pretoria could not fill 127 

posts since January, 2008. University of Cape Town has 75 academic vacancies 

while the University of Zululand needs 31 lecturers and 14 professors in commerce, 

law, science and education. The University of Limpopo is not faring better with 

vacancies for 182 academic staff in optometry, dentistry, pharmacy and accounting. 

All the academic disciplines where vacancies exist at the universities reflect 

professions where scarce skills are more pronounced in the economy. 

For South Africa to maximise productivity and sustainable economic growth, Nel, 

Gerber, Haasbroek, Schultz, Sano and Werner (2001 :58) argue that the workforce 

must be trained and developed. Nel et al. (2001 :58) further argue that South Africa 

faces a human resource crisis with the shortage of skilled employees; a situation that 

is compounded by the high rate of unemployment among unskilled workers. The 

blacks (Africans and Coloureds) constitute the highest number of the unskilled and 

the unemployed. There is therefore an urgent need for the South African government 

and various organisations to intensify the education, training and development of this 
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previously disadvantaged group who constitutes the largest economically productive 

population of the workforce. 

Concurring with Nel et al. (2001 ), Jinabhai (2005:26) citing Schuttle reports the 

severe skills shortages and the need to address the deficit by training more black 

workers who are in the main, semi- skilled, unskilled or unemployed. The report 

further highlights acute shortage of supervisory and middle managers among the 

blacks who accounted for 1.64% of the position in the category. Furthermore,· in the 

accounting profession, statistics by Human Research Development Review, HRDR 

(2008: 420) record the percentage of chartered accountants in South Africa as at 

2004 as follows: Whites 90.3%, Africans 2.1 %, Indians 6.00%, Coloureds 1.4% and 

e blacks who are presently 

positioned by the affirmative action poli ....-----..~ , ment to occupy key positions 

in the economy. While firms, policy ma ment acknowledged that skills 

shortages are probably the most import --~'~~: "'''"' o accelerated economic growth 
in South Africa, the nature of skills shortage . ust be understood in the context of 
the need to have the necess!lAi:¥if1ifi~i"tXcP1feGn;W b the appropriate skills 

• Together m Excelfence 
required by the economy. 

Having looked at the demand-side characteristics of skills shortages, the next 

section presents the supply-side characteristics and this will be examined within the 

context of the. education system - i.e. secondary, intermediate (FET) and tertiary 

education levels and those of the enterprise education and training structures. 

3.4 The skills supply pipeline 

In analysing the skills supply-side indicators, Havenga (2009:179) notes that supply-

side challenges.manifest themselves to a large extent in the mismatch of skills, in so 

far as the characteristics of the available pool of potential employees do not satisfy 

labour demand regarding specific qualifications and skills. Havenga (2009) attributes 

this to the quality of training institutions and teaching capital, incorrect and/or 

inappropriate • fields of study offered by training institutions,· the lack and/or 

incompleteness of over~arching management information on the labour market, the 

inability of learners to make the transition from school to further education and 

training (FET) facilities, universities and universities of technology, as well as 
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insufficient communication and collaboration between enterprises and training 

institutions. While approximately 25% of South Africa's budget is allocated to 

education, Havenga (2009: 179), citing The Presidency (2007), reveals that some 

schools still lack basic services, learning materials and teachers. According to the 

Democratic Alliance (DA, 2006) report, a substantial number of South Africa's public 

school teachers are under-qualified and only 12% have a postgraduate degrees. It is 

against the background of the above revelations that the following section discusses 

skills supply-side indicators in South Africa. 

3.4.1 The South Africa formal education system 

Formal education in South Africa is ca ding to three levels - General 
Education and Traihing (GET}, Furth ,--,,..,._ ... =..,d Training (FET} and Higher 

Education and Training (HET}. Accord 09) the GET band consists of 

the Reception Year (Grade R) and lear'1Jl~~~~~It1de 9, as well as an equivalent 
Adult Basic Education and Training (AB r ·cation. The FET band consists of 

grades 10 to 12 in school r from_ the National 

Qualifications Framework (NQF) ~t to grades 10 to 12 in 

schools), and the N1 to N6 in FET colleges. The HET band consists of a range of 

degrees, diplomas and certificates up to and including postdoctoral degrees. These 

levels are integrated within the NQF provided by the South African Qualifications 

Authority (SAQA) Act, 1995 (Act 58 of 1995). The next section will evaluate each 

band (except the GET} of the education system in relation to their skills development 

and supply output in the South African context. 

3.4.1.1 Secondary School Education 
Secondary School Education is divided into junior and senior phases. According to 

(DoE, 2001 ), Senior Secondary School offers general knowledge which broadens 

and deepens students' understanding and skills in various academic subjects in 

order to prepare them for their choice of career or for further education. In addition to 

studying languages (normally two to three per student), students· choose a minimum 

of four subjects from the following mainstream areas: general studies, commercial 

studies, natural · sciences, technical studies, the arts, and agriculture and domestic 

sciences (DoE, 2001 ). In Grade 12, Jearners take a qualifying examination at higher 
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