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FOREWORD
It is with great pleasure to present the Sector Skills Plan for 2016/17 update for the Local Government Sector Education 
and Training Authority (LGSETA). The Local Government Sector Skills Plan for 2016/17 represents the programme of 
action in line with the vision and mandate of the SETA to ensure quality education and training, to enhance the local 
government sector contribution to national economic growth and development.  The LGSETA has a significant mandate 
to facilitate skills development within and for this important sector under the National Skills Development Strategy 
(NSDS) III.

The NSDS III sets out the skills development goals that each SETA should attain over the period of five years. The 
purpose of the Sector Skills Plan is to analyse the skills demand and supply within the sector and to determine skills 
development priorities for the sector over this period and beyond. The SSP 2016/17 update has been informed by 
several data sources, which includes but is not limited to the Work Place Skills Plan (WSP) and Annual Training Report 
(ATR), research reports conducted by the LGSETA, Statistics South Africa data, Auditor General of South Africa data, 
and data from the Cities Network. In addition, the SSP has further incorporated the outcome of a thorough research 
process and has included input from the stakeholder engagements towards the final submission of the plan. This year, 
the focus has been on creating a more integrated planning process within the local government sector to ensure a 
linkage between the Strategic Plan and the Annual Performance Plan of the SETA in a manner that facilitates strategic 
decision making. 

Given the steady growth within the local government sector, compounded by regulatory and technological change, the 
labour market is subject to increased employer demands for qualified and skilled people. LGSETA continues to support 
local government through strategic targeted interventions.

The current PIVOTAL list continues to focus on the need to create capacity in the technical occupations within the local 
government sector including:

1.	 Economics or Development Economics

2.	 Town and Regional Planner

3.	 Marine Technicians

4.	 Civil Engineering Technician

5.	 Geographic Information Systems Specialist/Technician

6.	 Environmental Health Officer

7.	 Disaster Management Coordinator/Officer

8.	 Credit and Financial Manager

The LGSETA is expected to continue to play a significant role in facilitating the implementation of skills development  
interventions with the aim of developing a skilled and capable local government workforce. 

DR MICHAEL SUTCLIFFE MS. G. DLAMINI
LGSETA ACCOUNTING AUTHORITY LGSETA CEO



Local Government Sector Education and Training Authority | Sector Skills Plan 2011 – 2016: 2016/17 Update2

ABBREVIATIONS AND ACRONYMS

AET Adult Education and Training

AGSA Auditor General of South Africa

ATR Annual Training Report

CBO Community Based Organisation

CEPD Centre for Education Policy Development

CIPC Companies and Intellectual Property Commission

COGTA Department of Co-operative Governance and Traditional Affairs

CPUT Cape Peninsula University of Technology

CSIR Council for Scientific and Industrial Research

DEDEA Department of Economic Development and Environmental Affairs

DHET Department of Higher Education and Training

DoL Department of Labour

DPLG Department of Provincial and Local Government

DPME Department of Monitoring and Evaluation

DTI Department of Trade and Industry

DUT Durban University of Technology

DWA Department of Water Affairs

ETU Education Training Unit

GDP Gross Domestic Product

HEI Higher Education Institution

HRD Human Resource Development

HRM Human Resource Management

HSRC Human Sciences Research Council

ICT Information Communications Technology

IMATU Independent Municipal and Allied Trade Union

LED Local Economic Development

LGSETA Local Government Sector Education and Training Authority

MFMA/P Municipal Financial Management Act / Programme

MOU Memorandum of Understanding

MTSF Medium-Term Strategic Framework

NDP National Development Plan

NEET Not in Employment, Education or Training

NGO Non-Governmental Organisation
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NGP New Growth Path

NPC National Planning Commission

NPO Non-Profit Organisation

NQF National Qualifications Framework

NSA National Skills Authority

NSDS National Skills Development Strategy

OFO Organising Framework for Occupations

PDI Previously Disadvantaged Individual

PFMA Public Finance Management Act, 1999

PIVOTAL Professional, Vocational, Technical and Academic Learning

PSET Post-School Education and Training

QCTO Quality Council for Trade and Occupations

RPL Recognition of Prior Learning

SACN South African Cities Network

SALGA South African Local Government Association

SAMWU South African Municipal Workers’ Union

SAQA South African Qualifications Authority

SCM Supply Chain Management

SDA Skills Development Act

SDF Skills Development Facilitator

SETA Sector Education and Training Authority

SIC Standard Industrial Classification

SLA Service Level Agreement

SMME Small, Micro and Medium Enterprises

SSP Sector Skills Plan

Stats SA Statistics South Africa

TVET Technical Vocational Education and Training

UFS University of the Free State

UNDP United Nations Development Partnership

VUT Vaal University of Technology

WIL Work-integrated Learning

WSP Workplace Skills Plan
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EXECUTIVE SUMMARY
The Local Government SETA derives its legislative mandate from the Skills Development Act of 1998 (Act 97 of 1998). 
Under Section 10(1)(a) of the Act, each SETA is required to develop a Sector Skills Plan (SSP) within the framework of 
the National Skills Development Strategy (NSDS) III. The Local Government SETA has prepared the SSP 2015/2016 
update in accordance with the requirements of the Department of Higher Education and Training (DHET) and the policy 
context for skills planning, which includes the NSDS III, the Human Resource Development Strategy 2010–2030, National 
Development Plan (NDP), and the New Growth Path (NGP): The Framework and the National Skills Accord (NSA).

The SSP is based on research and monitoring of trends in the local government sector. Local Government SETA has built 
its own data system, which supports the statistical information reflected in this document. The current SSP draws primarily 
on the Workplace Skills Plan and Annual Training Reports, but is supplemented by other research and stakeholder 
engagements.

Local Government SETA is responsible for skills development in the municipality and, specifically, for developing 
“transversal” skills across the municipalities and for skills development in functions undertaken exclusively by the public 
service. Transversal functions include administration, management, planning, legislation, and policy development.

This Sector Skills Plan (SSP) 2015/16 aims to summarise the economy and employers specific to the local government 
sector. This enables the Local Government SETA to gain insight into the present environment and plan for the future. 
This is done by researching the scarce and critical skills needed in the local government sector, outlining the current 
qualifications needed and those that must be developed to ensure that gaps are identified and needs met to enable 
economic growth and expansion of the sector. It aims to guide the reader through the process of defining scarce and 
critical skills and how plans will be implemented to meet sector demands.

Chapter One: “Sector Profile” includes an overview of the scope of coverage for the LGSETA. A model for examining 
role players was presented intending to highlight all possible areas of cooperation. Stakeholders identified can share a 
common vision / mandate, can be an implementation partner, a service provider, or a beneficiary. Structuring partnerships 
with these categories of stakeholders will each yield their own benefit. 

Since local government is a public service, rather than economic sector, the notion of service delivery was explored and 
articulated to track the outcomes and impact of SETA interventions. 

Finally, an employer and employee profile was presented. The current financial year saw a 100% completion rate on 
WSP’s plus 10 municipal entities. Based on the WSP data, the employment rate is at 266 719 people. There was an 
overall increase in employment of 2,3%, with increases across all provinces except for the Western Cape. In terms of 
employment equity, many occupations are transformed, with just over three quarters of all employees being African. The 
sector has not employed many disabled workers nationally except for Limpopo. Limpopo reported that 9.1% of all their 
employees have a disability, compared with 1.1% nationally. Gauteng has the lowest proportion of disabled workers, with 
only 0.4% of workers reportedly having a disability. There is a healthy spread across age categories in most occupations 
with little risk of replacement demand due to retirement.

Chapter Two: “Key Skills Issues” presents an analysis of key factors driving change in the local government sector, and 
the corresponding implications for skills planning and evidence of meaningful stakeholder participation will be identified in 
this chapter. There is a myriad of factors affecting skills demand and supply, such as changes that impact the way work is 
done in the sector; such changes in drivers are:

•	 Minimum competence for municipal officials

•	 Municipal elections

•	 Population and Migration trends

•	 Urban versus Rural Municipalities

•	 Local Economic Development
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•	 Technology as a Driver

•	 Transitioning to a green economy

An assessment of key policies was examined and the key LGSETA strategic priorities articulated.

Chapter Three: “Extent of Skills Mismatches” deals with understanding the extent of skills mismatches in the sector. The 
focus of this chapter is on the supply and demand for skills at an occupational level. Macro level assessments of skills 
were left out in favour of a detailed assessment per occupation. This was done in terms of the demand and supply of skills 
within identified occupations (at the 6th digit of the OFO).

The combined analysis flagged occupations identified as being scarce, having critical skills, or both. This led to the 
occupations being included as a priority (non-PIVOTAL) or included on the PIVOTAL list. A distinction was made between 
skills shortages / scarce skills and unmet demand. In the latter case, the difficulty in recruitment is not due to the labour 
market, but rather some other driver. The most significant of these were identified as the ‘attractiveness of the sector’ 
and ‘delays in the recruitment process’. While these drivers are not labour market related, interventions could assist 
in overcoming unmet demand. For example: an examination of the recruitment process in local government and an 
assessment of skills in the human resources function.

A total of 32 occupations were flagged which included:

•	 4 financial related occupations

•	 3 human resource related occupations

•	 5 healthcare related occupations

•	 4 ICT related occupations

•	 8 Technicians

•	 3 Artisans

•	 5 other managerial and professional occupations

Of these, 12 were added to the PIVOTAL list, created by examining the current findings, assessing the 2015 PIVOTAL list, 
and factoring in key research findings. 

Chapter Four: “Sector Partnerships” presents a model for partnerships, which builds on the stakeholder analysis in chapter 
1. The chapter outlines the partnerships SETA has and is segmented into different categories. The purpose, progress, 
and intended outcomes of the partnerships are discussed. The chapter also presents an identification of new partnerships 
being targeted or investigated with the goal of creating synergies in the sector. 

The final chapter, “Skills Priority Actions” consolidates and presents the findings from previous chapters and reflects on 
priority actions for the sector. It reflects the methodology of linking the SSP into a more integrated strategic process. The 
findings are presented in line with the six strategic focus areas of the LGSETA. 
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RESEARCH PROCESS AND METHODS 
Prior to undertaking the compilation of the SSP, it is important to understand the role of the SSP in the broader planning 
process, so the information and findings can be suitably framed. The goal is to facilitate the decisions that must be 
based on the final plan.

Skills planning should be considered in terms of a cycle. The SSP, therefore, is not an event, but a step in a process 
that results in implementing day to day activities of the LGSETA as shown in figure 1 below.

Figure 1: SSP in the Strategic Process

The strategic input into defining the activities of the LGSETA are split into two broad streams. On one hand, there are 
‘Guiding Strategies’ that relate to the mandate of the SETA and the directives provided by other high level government 
plans and policies. The activities associated with this stream of input could be related to current, projected, or desired 
needs within the labour market. On the other hand, there is a need to focus activities to balance mismatches in the 
supply and demand for skills through the thorough assessment of labour market information. 

These priority areas are framed with the understanding that they need to be operationalised into the strategic and 
annual performance plans of the LGSETA. Therefore, both streams mentioned above must be articulated in a manner 
that is specific enough to lead to an intervention wherever possible. Broad conclusions relating to the labour market are 
not useful, as they cannot feed into activities to address said conclusion, whereas a specific finding, relating to an area 
of shortage, tied to an occupation, can be affected through interventions.  

It is further acknowledged these activities are not implemented in a vacuum and there are other stakeholders involved/
affected by the process. A thorough stakeholder analysis was conducted, so strategic partnerships can be forged to 
enhance the effectiveness of all interventions.

Finally, there needs to be a link back to the labour market indicators and the strategies to improve the provision of 
service in the local government sector. Therefore, a monitoring and evaluation framework is key to the long-term 
effectiveness of skills planning.

LABOUR MARKET INFO GUIDING STRATEGIES

PRIORITY AREAS

SSP

SETA STRATEGIC PLAN 
SETA APP

IMPLEMENTATION

PARTNERSHIPS

MONITORING & 
EVALUATION
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METHODOLOGY

The majority of the SSP deals with the ‘Labour Market Information’ stream of strategic input. The goal is to identify the 
areas in the labour market that would most benefit from intervention. A multi-faceted research methodology was used 
to provide data for analysis. The approach included three components, namely: a document review, data analysis, and 
stakeholder engagements. These three approaches combined the benefits of both qualitative and quantitative research 
methods to inform strategic focus areas to support skills planning in the SETA.

The document review and data analysis exercises 
were conducted first and made up the first draft 
submission. Key findings, inputs, and comments were 
taken to stakeholders for qualitative engagement and 
clarity. The combined input was then incorporated into 
the final SSP version submitted to the Department of 
Higher Education and Training.

DOCUMENT REVIEW (SECONDARY RESEARCH 
PROCESS)

The document review involved a review of relevant 
literature to consolidate the knowledge available and 
provide context and impetus to the planning process. 
Of particular attention were policy documents and 
strategies for organisations and initiatives operating 
with the same intentions in the sector. 

Also, studies on skills gaps and needs within specific 
areas of the local government sector were examined 
and incorporated into the analysis.

DATA ANALYSIS (QUANTITATIVE – SECONDARY DATA)

Based on the previously mentioned need to articulate the skills needs in a manner suitable for intervention, wherever 
possible, the labour market analysis was conducted at occupational level. In order to develop and implement effective 
programmes that will affect the institutional capacity of municipalities, there needs to be a detailed understanding of 
the skills requirements to the 4th or 6th digit of the OFO. The only regular source of occupation specific data comes from 
Annexure 2 (WSP/ATR) submissions of employers. The goal of the Annexure 2 analysis was to create the empirical basis 
for the plan. While the data quality is not ideal, it still represents the most feasible means of profiling the constituency 
and assessing the stock of skills. The limitations of the data can be overcome by:

•	 Seeking additional sources where findings can be compared and corroborated;

•	 Validating findings through qualitative stakeholder engagements;

•	 Generating depth of information through qualitative stakeholder engagements.

DOCUMENT 
REVIEW

STAKEHOLDER 
ENGAGEMENTS

DATA ANALYSIS

SKILLS PLANNING 
(SSP)

Figure 2: Methodological approach to SSP Development
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STAKEHOLDER CONSULTATION (QUALITATIVE – PRIMARY DATA)

The final element of the methodology is the qualitative stakeholder consultation. The purpose of the engagements was 
to establish:

1.	 Whether the conclusions drawn from the data reflect the experiences of stakeholders;

2.	 Understand the context, drivers, and implications of various shortages identified by the desktop analysis. This is 
important as it provides the rationale behind the prioritisation of certain needs over others;

3.	 Whether there are any gaps in the findings, needs not represented in the data, but still requiring intervention from 
the LGSETA.

There were two processes to collect information from stakeholders. First, there was a series of regional workshops / 
consultations. A total of 6 engagements were held across the country, which drew from the knowledge and experience 
of 325 participants. These participants represented stakeholders from municipalities, government departments, and 
associations, labour, and education providers (as shown in Table 1).

Table 1: Stakeholder Consultation Attendance Summary

PROVINCE

NUMBER OF 
ATTENDEES 

(MUNICIPALITIES 
REPRESENTED

COGTA / 
SALGA / OTHER 
GOVERNMENT

SAMWU / IMATU

OTHER  
(INCLUDING 

TRAINING AND 
EDUCATION 
PROVIDERS)

Gauteng / North West 67 COGTA, SALGA SAMWU, IMATU TVET
KwaZulu Natal 37 CoGTA, SALGA, 

Premiers Office
IMATU DUT

Western Cape 44 COGTA, SALGA IMATU CPUT, UCT
Free State / Northern Cape 47 SALGA, COGTA, Dept 

of Water & Sanitation
IMATU, SAMWU Rand Water, 

Mission Point, SJM 
Construction, 3L 

Development, CUT
Eastern Cape 52 COGTA, SALGA IMATU
Mpumalanga / Limpopo 78 COGTA, SALGA IMATU, SAMWU GS College, Nkangala 

TVET, Univen
TOTAL 325

It was also noted that, due to the highly dispersed nature of the local government sector, it would not be possible for 
all stakeholders to attend the workshops. Therefore, an alternative channel for stakeholders to contribute to the SSP 
was created through an online questionnaire. The questionnaire covered the same areas (and a few additional areas) 
covered in the workshops and is included in the LGSETA Portfolio of Evidence.

When invitations were sent to stakeholders to participate in the workshops, the link to the questionnaire was also 
provided. This way, stakeholders were not prevented from contributing if they could not attend. In addition, participants 
in the workshops were encouraged to complete the questionnaire to cover the areas not discussed in the workshop.

A total of 36 responses were received, the findings from which are integrated into the analysis.
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OTHER RESEARCH CONDUCTED BY LGSETA

LGSETA’s research agenda, supported by partnerships with higher education institutions (Chapter 4), produced several 
valuable reports that have fed into the various planning processes within the SETA.  Table 2 lists the projects and their 
respective areas of focus.

Table 2: LGSETA Research Projects

ORGANISATION YEAR TITLE AREA OF FOCUS 

University of Venda 
(The Department of 
Public and Development 
Administration)

2016 Approaches in The Capacity Building 
for Traditional Leadership

Determining the skills needs within Traditional Leadership 
and the approaches needed for their capacitation. 

Centre for Education 
Policy Development 
(CEPD)

2016 e-Adult Education and Training as a 
strategic avenue in addressing adult 
learning in the municipalities

Testing of e-learning for adult literacy.  
It is believed that E-learning is the most practical and viable 
way of addressing literacy challenges and moving poverty 
stricken people into gainful employment.

Centre for Education 
Policy Development 
(CEPD)

2015 A Systemic model for the Recognition 
of Prior Learning and Credit 
Accumulation and Transfer in relation 
to Fire Fighters’ Qualifications in 
South Africa

Developing a generic, principle-based model for RPL within 
the Fire Fighting Occupation, including a credit accumulation 
and transfer (CAT) map (matrix) in relation to a range of 
entry level firefighter qualifications offered in South Africa, in 
relation to the National Qualifications Framework (NQF).

Vaal University of 
Technology

2016 Analysis of the skills required 
for green economy: The local 
government sector perspective.

Assessing the capacity and challenges of the local 
government to adopt green economic practices and to 
propose responsible strategies in this regard.

Centre for Education 
Policy Development 
(CEPD)

2016 RPL as a significant tool in 
implementing skills development in 
the local government sector: A case 
of the forgotten municipal employees

Development of a conceptual framework that will underpin 
the research and development of a comprehensive 
Recognition of Prior Learning (RPL) Toolbox for the effective 
and efficient implementation of RPL across Municipalities.

University of Fort Hare 2016 Local Government Management 
and Leadership Skills Development 
(2015-2016)

Research focused on the skills needs in the leadership 
structures of local government.

University of 
Witwatersrand 
(Researching Education 
and Labour Centre)

2016 Mitigating Service Delivery Protest 
Through Skills Development and 
Deployment

Exploring how to mitigate violence associated with service 
delivery protests through skills development programmes 
targeted at youth.

CSIR - Natural Resources 
and the Environment 
(NRE)

2016 Local Government Skills Forecasting 
Model: Approaches to Demand and 
Supply Forecasting & State of current 
water system and gap analysis

Developing a model to forecast the demand and supply of 
skills in the local government sector in South Africa.

LGSETA 2016/ 
2017

National Enterprise and Cooperative 
Development Strategy

Development of a focused strategy for the LGSETA to 
facilitate skills development for enterprises and cooperatives 
in the local government sector.

Vaal University of 
Technology, Tshwane 
University of Technology 
& University of the 
Witwatersrand

2015 Water and Wastewater Management 
in Local Government: Skills Needs 
and Development.

Assessment of the efficiency of water and wastewater 
management by the local government.
Focus on the skills needs associated with water treatment in 
municipalities.

LGSETA 2015 Working in Local Government: 
Perceptions Index of Potential New 
Labour Entrants with A Focus On Youth

Identifying factors that might influence career choice in the 
public sector and, in particular, local government.
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CHAPTER 1
SECTOR PROFILE
1.1  INTRODUCTION

The World Forum for Local Economic Development indicates there is a growing consciousness that it is only through 
inclusive economic growth we can provide a more just and liveable future for all (LED 2015). Local government plays 
a critical role and is at the coalface of service delivery. Based on the premise that the level of skills of officials in local 
government impacts the effectiveness of the organisations to carry out their mandate, the skills and competence 
represent significant factors, which influence the quality of life of citizens and the prospect for economic growth.

This chapter serves as a foundation for the SSP because it defines the scope of coverage, who the key role players are 
and the profile of the sector in terms of employers and employees. It also clarifies the concept of service delivery in the 
context of skills in local government, due to the economic impact of local government being measured mainly through 
its delivery of services.  

1.2  SCOPE OF COVERAGE

The scope of coverage of all SETAs is defined by the primary focus of organisations demarcated, according to the 
Standard Industrial Classification (SIC). The LGSETA has a very clear scope of operation with a focus on municipal 
entities. Table 3 summarises this scope, based on the SIC code and a description of the primary activities thereof. 

Table 3: Scope of Coverage for LGSETA

SIC CODE SIC DESCRIPTION 

50493 Any utility or agency, wholly or partially owned by a municipality, providing local government services under contractors or a 
municipality.

91201 Category A municipalities: Defined in the Constitution as a “municipality that has exclusive municipal executive and legislative 
authority in its area.” 1

91202 Category B municipalities: Defined in the Constitution as a “municipality that shares municipal executive and legislative 
authority in its area with a Category (C) municipality within whose area it falls.

91203 Category C municipalities: Defined in the Constitution as a “municipality that has municipal executive and legislative authority 
in an area that includes more than one municipality.”

91204 Organised local government: A statutory or regulatory body assigned the function to deal with matters at an executive level 
within local government, as per the constitution of the Republic of Sout Africa.

50493 Local authority activities
91201 Municipal planning
91300 Billboards and the display of advertisements in public places
91304 Land use planning
91306 Social work in local governments
91207 Refuse and sanitation
93304 Health and community services
94001 Other community work in local governments
94002 Recreational, cultural and sporting activities by local governments
94005 Parks and gardens
96001 Local sports facilities
96331 Any utility or agency, wholly or partially owned by a municipality, providing local government services under contractors or a 

municipality
96414 Category A municipalities: Defined in the Constitution as a “municipality that has exclusive municipal executive and legislative 

authority in its area.”



Sector Skills Plan 2011 – 2016: 2016/17 Update | Local Government Sector Education and Training Authority 13

1.3  KEY ROLE PLAYERS

There are several key role players who operate within the realm of the local government sector. An effective stakeholder 
analysis is fundamental to a comprehensive understanding of the context in which the LGSETA is operating. An overly 
narrow definition of stakeholders may cause cooperative opportunities to be missed that could have resulted in the 
more effective operation of the LGSETA and the sector as a whole.

Therefore, to ensure all stakeholders are accounted for, several broad categories were identified, into which specific 
role players were allocated. This creates a framework that will advise the creation of future partnerships. Where a focus 
area is identified and an intervention is planned, consultation with the stakeholder framework would identify potential 
mutually beneficial partnerships. The broad categories identified are:

1.	 Organisations directly involved in Local Government (in terms of the delivery of service);

2.	 Organisations with a shared mandate (vision/purpose) with the LGSETA;

3.	 Implementation partners (organisations required for the LGSETA mandate to be carried out); and

4.	 Beneficiaries of the services of Local Government, which include local communities, businesses, and civil society.

Individual organisations can be in more than one of the above mentioned categories. The typology is articulated to 
provide a framework to organise stakeholders, rather than being a strict classification. Figure 3 illustrates the variety 
of organisations that engage in and with the local government sector. As can be seen, there are many overlaps in 
mandate, vision, function, and area of operation. Since there is an overarching common goal to improve the quality 
of service to constituencies, the most optimal plans will be developed with cooperation in mind. It is also important to 
consider the stakeholders in terms of the LGSETA strategic areas of focus to maintain strategic focus.

Figure 3: Stakeholder Model

SERVICE 
PROVIDERS

LGSETA

GOVERNMENT 
DEPARTMENTS

EDUCATION 
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PUBLIC 
SUPPORT 
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AGENCIES

LOCAL GOVERNMENT 
(MUNICIPALITY & MUNICIPAL 

ENTITIES

BUSINESS

CIVIL SOCIETY

SHARED MANDATE

TRADE UNIONS



Local Government Sector Education and Training Authority | Sector Skills Plan 2011 – 2016: 2016/17 Update14

The Local Government sphere includes municipalities and municipal entities and their workers, elected officials, 
traditional Leaders, and their respective representative bodies. It has been noted in many sources (Alexander 2015, 
NDP 2012) that the success or failure of a municipality depends on the quality of its political leadership, sound 
governance of its finances, the strength of its institutions, and the calibre of staff working for the municipality. A Key 
priority for the MTSF, for example, is to ensure an efficient, effective, and development-oriented public service (DPME 
2014). These representatives are key to LGSETA’s mandate of supporting the development of a skilled and capable 
workforce at local government level.

The LGSETA is not the only organisation working to support local government. There are several organisations that 
have a shared mandate with the SETA, where objectives and interventions are likely to align. This includes government 
departments, agencies, and NGOs, such as Cooperative Governance and Traditional Affairs (CoGTA), Department of 
Water Affairs (DWA), South African Local Government Association (SALGA), and organised labour (SAMWU, IMATU).

The LGSETA is not able to (or expected to) carry out implementing its vision on its own. Frequently, implementation 
partners will be required. Important amongst these partners are education and training providers. These include all 
schools, higher education facilities, training providers, plus other bodies committed to education (SAQA, QCTO, NSA 
etcetera). Service Providers to the SETA and to other stakeholders often hold key intellectual capital of value to the 
sector. Partnerships with these role players should not be overlooked.

Finally, the beneficiaries of local government services are important stakeholders to consider. For the current exercise, 
they are classified in terms of 1) civil society and 2) local businesses.  Civil Society includes the local citizens, NGO’s 
/ NPO’s, and CBO’s. Section 152(1) of the Constitution 1996 states one of the objectives of local government is to 
encourage the involvement of communities and community organisations in the matters of local government.  Local 
Businesses are key to developing the local economy and sustaining the citizens in an area. The NDP notes as a priority: 
“Raising employment through faster economic growth” (National Planning Committee 2013). Therefore, municipalities 
should become competent development facilitators, building partnerships and networks with local communities and the 
private and non-governmental sector. A stakeholder analysis document is included in the POE.

1.4  ECONOMIC PERFORMANCE & SERVICE DELIVERY

1.4.1  Municipal Revenue and Expenditure Analysis

The Financial Census of Municipalities (Stats SA 2015) showed that municipalities across South Africa received an 
income of R309 billion, which represents an increase of 8% over the previous year. Expenditure in the same year was 
R289.3 billion. The internally collected revenue accounted for 69% of total income made up of electricity sales, property 
rates, other revenue (fines, licenses and permits, public contributions and donations, etcetera.), water sales, and 
sewerage and sanitation charges, and refuse removal charges. The remaining 31% comprises ‘grants and subsidies 
received’ from National Treasury.

Due to the significant funding received and dispersed by Local Government, the effective use of this funding is critical 
to the development of and wellbeing of local communities. The latest Auditor General Report for the 2014/15 financial 
year (AGSA 2016) noted improved findings within Local Government, with the number of “clean audits” increasing 
from 13 to 54 (out of 278 municipalities), with 18 additional municipal entities achieving clean audit status (out of 52). A 
positive sign is that 53% of Municipalities improved on their previous year’s status. Although this shows a positive trend, 
there is still a lot of work to be done as 78% of local Government Institutions have not achieved a clean audit. Financial 
management and accountability related skills in Section 57 Employees remain an ongoing point of focus.
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1.4.2  Defining Service Delivery for Local Government

Other sectors in the economy that are predominantly in the private sector, have a direct link to the economy in that 
their contribution to GDP and international competitiveness can be quantified. This quantification also presents a 
useful metric to measure the long-term impact of education and training interventions implemented by SETAs and 
their partners. Based on the logic that education and training initiatives result in a more effectively performing sector, 
which yields improved economic performance, the effectiveness of the SETA programmes will be seen. Within Local 
Government, service delivery is a key indicator of its performance. 

The South African Cities Network (2013) stated the lack of technical, management, and leadership skills is one of the 
core challenges affecting the ability of local government to fulfil their service delivery mandate. This is a sentiment that 
is repeated in several government policies and plans, including the National Capacity Building Framework (revised 
2014) and the Medium Term Strategic Framework (2014). Therefore, an improvement in the competence of workers in 
the local government sector should result in increased / enhanced service delivery. 

As mentioned in the Methodology section, this report forms part of a planning process. The areas highlighted in this plan 
will inform the Strategic and Annual Performance Plans and the accompanying monitoring and evaluation frameworks. 
For the plan to be optimally effective, it is important to establish, at the outset, a link between the skills development 
priorities and the intended impact on the sector, in this case, service delivery. Therefore, as part of the process to 
convert the SSP into the implementation plans, a suitable conceptual framework with monitoring indicators quantifying 
this link will be established. For the current exercise, the concept of service delivery as the desired outcome is clarified.

The scope of what constitutes service delivery for local government is articulated in several documents. Of particular 
importance is section 152 of the constitution, which states the objects of local government are and must strive to 
achieve:

1.	 To provide democratic and accountable government for local communities;

2.	 To ensure the provision of services to communities in a sustainable manner;

3.	 To promote social and economic development;

4.	 To promote a safe and healthy environment; and

5.	 To encourage the involvement of communities and community organisations in the matters of local government.

Capacity in Local Government

The United Nations Development Partnership (UNDP) defines capacity as a multi-dimensional construct with three 
distinct components, namely: individual capacity, institutional capacity, and environmental capacity. This is shown in 
Figure 4 (CoGTA 2014) as concentric circles within a macro context. It is proposed that changes made at the centre 
of the circles (individual capacity) radiate outwards, creating changes in the institutional capacity, creating an enabling 
environment, and ultimately, changing the macro contextual factors, such as “service delivery backlogs.”

Therefore, while the LGSETA might not directly affect institutional capacity or the environment in which municipalities 
operate, changes to staff represent a key lever for social change and should remain the focal point of strategies, while 
still monitoring indicators at the institutional and environmental level.
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1.4.3  Service Delivery Analysis

The analysis included here is for perspective and context purposes and while there is an overlap, it does not represent 
the monitoring and evaluation indicators. 

Unemployment

The unemployment rate in South Africa has increased to 26.7% in the three months to March of 2016 from 24.5% in 
the previous quarter and above market expectations of 25.3% (STATSSA 2016a). It was the highest reading since 
September 2005. This would indicate Municipalities are not doing enough for Local Economic Development (LED) to 
increase job opportunities in their areas, which would feed into the national employment figures.

Basic Services & Infrastructure

According to Statistics SA, in their Non-financial census of municipalities (STATSSA 2016b), the provision of basic 
water increased by 2.5% between 2014 and 2015 nationally. The highest provincial increases for the provision of water 
were recorded in Western Cape (5.0%) and Mpumalanga (3.1%), while the lowest increase was recorded in Gauteng 
(1.3%). The highest provincial increases for the provision of electricity were recorded in Mpumalanga (10.7%) and 
Gauteng (5.3%), while Limpopo recorded the lowest increase (1.6%). The highest provincial increases for the provision 
of sewerage and sanitation were recorded in Mpumalanga (13.9%), Eastern Cape (5.7%), whereas the lowest increase 
was shown in KwaZulu-Natal (2.1%) and Gauteng (2.1%). For solid waste management (refuse removal), the highest 
provincial increase was recorded in Mpumalanga (15.4%); Limpopo recorded the second highest increase at (9.0%), 
while Eastern Cape recorded the lowest increase at 1.3%.

Figure 4: Multi-dimensional Concept of Capacity
Source: CoGTA (2014)
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There were 3.6 million indigent households in 2015, as identified by municipalities (STATSSA 2016b). Out of this, 2.4 
million (67.8%) households benefited from the indigent support system for water, while 2.2 million (62.8%) benefited from 
free basic electricity provided by municipalities. The report also revealed that 2.1 million (58.7%) indigent households 
benefited from the support system for sewerage and sanitation, while 2.1 million (57.6%) households benefited from 
the indigent support system for solid waste management.

In terms of bucket toilets, the report shows there has been a decrease in the number of bucket toilets supplied by 
municipalities, from 85 718 in 2014 to 80 119 in 2015. Major decreases in the number of bucket toilets provided by 
municipalities were recorded in Gauteng (100%), Mpumalanga (98%), Eastern Cape (18%), and Western Cape (16%). 
However, Free State reflected an increase (10%) over the same period (STATSSA 2016). 

Performance Reports

Performance reports released by the Auditor-General are a critical indicator to measure changes in performance. In 
terms of the theory of change, the AG reports represent an interim outcome1 between changes in the levels of skills 
and the desired changes in the above service delivery areas. According to the latest Auditor-General Report (2016) for 
the 2014/15 financial year, the quality of annual performance reports has improved, with the number of municipalities 
with “no material findings in this regard” having increased from 20% to 38% since 2010-11. The usefulness of the 
information in the report has improved (from 71% with findings to 47%), but more than half are still struggling to report 
reliable information on service delivery (AGSA 2016).

1.5  EMPLOYER PROFILE

According to the auditor general, in the 2014-2015 financial year, there were 278 municipalities in South Africa, of which 
eight were metropolitan municipalities, 226 were local municipalities, and 44 were district municipalities.

Table 4: Number of municipalities by Province and Type

PROVINCE METROPOLITAN 
MUNICIPALITY

LOCAL 
MUNICIPALITY

DISTRICT 
MUNICIPALITY TOTAL

Eastern Cape 2 37 6 45
Free State 1 19 4 24
KwaZulu-Natal 1 50 10 61
Mpumalanga 0 18 3 21
Limpopo 0 25 5 30
Gauteng 3 7 2 12
North West 0 19 4 23
Western Cape 1 24 5 31
Northern Cape 0 27 5 32
Total 8 226 44 278

Source: Auditor General (2016)

1	 In the theory of change, an interim outcome would be the outcomes of activities that occur as a result of activities but do not represent the final impact. In 
this case, changes due to activities will result in more positive AG findings which will in turn result in improved service delivery.
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The greatest proportion of employers in the sector is local municipalities. While there are a few Metropolitan 
Municipalities, they are the largest employers and contribute the most in terms of skills development. KwaZulu-Natal 
has the highest number of municipalities with 61, followed by the Eastern Cape with 45 municipalities. While Gauteng 
has the lowest number of municipalities overall, three of the eight metropolitans fall within the province, making the 
province a key employer.

In terms of WSP / ATR submissions, LGSETA has achieved an unprecedented proportion of submissions. Of the 278 
municipalities, LGSETA received WSP ATRs from all 278, representing a 100% response rate. Table 5 shows the 
response rate over the last 5 years.

Table 5: WSP / ATR submissions 2011/12 - 2015/16 by municipal type

MUNICIPAL 
TYPE

2011/12 2012/13 2013/14 2014/15 2015/16
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Metro 8 8 8 8 8 8 8 8 8 8
Local 226 216 226 216 226 226 226 216 226 226
District 44 42 44 43 44 44 44 44 44 44
Total 278 266 278 267 278 278 278 268 278
Submissions 95.7% 96% 100% 96% 100%

Source: LGSETA WSP Submissions

Municipal entities and other employers in the sector

Some municipalities establish municipal entities to support service delivery, and such entities are accountable to the 
municipality that established them in terms of governance, financial accountability, and performance. Table 6 presents 
the number of municipal entities for 2011/12 to 2014/15 (AGSA 2013 – 2016) and the WSP submission in the current 
period under review. Unfortunately, the response rate from municipalities does not translate to the municipal entities, 
with only 20% of organisations submitting WSP/ATRs in 2015/16.

Table 6: Number of municipal entities 2011/12 to 2014/15 and WSP submissions 2015/16

PROVINCE
NUMBER OF ORGANISATIONS WSP SUBMISSIONS

2011/12 2012/13 2013/14 2014/15 2015/16

Eastern Cape 10 10 11 9 1
Free State 6 3 3 3 1
Gauteng 26 25 21 21 5
KwaZulu-Natal 10 11 11 7 1
Limpopo 2 2 3 3
Mpumalanga 0 0 2 2
North West 4 4 3 3 2
Northern Cape 0 0 0 0
Western Cape 2 2 3 2
Total 60 57 57 50 10

Source: Auditor General (2013 – 2016) & WSP / ATR data 2015/16
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The concentration of large metros in Gauteng is evidenced by the highest number of municipal-owned entities over the 
years, followed by the Eastern Cape. Table 6 shows there has been a consolidation in the number of municipal entities, 
with the total number of organisations falling from 60 in 2011/12 to 50 in 2014/15.

Table 7: Average size of municipalities by province and type

PROVINCE DISTRICT LOCAL METROPOLITAN UTILITY

Eastern Cape 933 345 5 462 33
Free State 141 659 4 235 325
Gauteng 517 1 262 18 286 1 347
KwaZulu-Natal 567 398 28 348 168
Limpopo 925 420
Mpumalanga 219 747
North West 371 647 297
Northern Cape 116 296
Western Cape 401 663 24 495

Source: LGSETA WSP Submissions 2016

On average, districts and local municipalities are the same size. While Gauteng has the most employees in Metropolitans 
as a total, because they are split between three, they are smaller than eThekwini and Cape Town. Interestingly, the 
Gauteng local municipalities are large, with the average sizes being over 1200 employees. Northern Cape has the 
smallest municipalities, with Eastern Cape and Limpopo having the largest.

1.6  LABOUR MARKET PROFILE

Statistics South Africa conducted a census of municipalities in 2015 (STATSSA 2016). Given the 100% completion rate, 
it represents a reliable figure of total employment in the South African Local Government sector. The figures in Table 8 
refer to employment in the 278 municipalities, not municipal owned entities.

Table 8: Total employment in the local government sector by province

PROVINCE
FULL TIME PART-TIME VACANT POSTS TOTAL

2014 2015 2014 2015 2014 2015 2014 2015

Western Cape 42 291 41 825 1 649 1 593 4 357 4 969 48 297 48 387
Eastern Cape 25 393 26 478 576 654 5 415 5 796 31 384 32 928
Northern Cape 7 810 7 337 655 461 1 393 1 472 9 858 9 270
Free State 14 733 15 470 834 565 5 662 5 518 21 229 21 553
KwaZulu-Natal 42 400 43 627 4 475 5 084 6 525 4 961 53 400 53 672
North West 11 965 12 279 460 1 118 2 985 3 222 15 410 16 619
Gauteng 79 554 82 394 570 1 180 13 523 10 154 93 647 93 728
Mpumalanga 13 167 14 389 571 476 1 771 2 097 15 509 16 962
Limpopo 13 244 13 883 432 343 3 238 3 214 16 914 17 440
South Africa 250 557 257 682 10 222 11 474 44 869 41 403 305 648 310 559

Source: STATSSA(2016b)
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The 257 682 is very similar to the figure reported in the 2014/15 WSP of 253 073 (LGSETA 2015). If one was to 
include the municipal entities (as additional constituents of LGSETA), total employment came to 260 438. Of particular 
interest is the high number of vacancies reported by STATSSA (2016). This will be discussed further in Chapter 3. The 
vacancies analysed in Chapter 3 are only those that municipalities identified as being affected by scarcity, which would 
account for the difference in the number of vacancies reported and analysed. 

WSP / ATR submissions for the current year show a slight increase in employment to 258 862 in municipalities and an 
additional 7 857 in participating municipal owned entities. There was an increase of 10 responses in 2016 versus 2015, 
which is likely to account for much of the increase. 

The eight metropolitan councils employ more people than the 226 local municipalities combined. Even though Gauteng 
has the lowest number of municipalities, it has the greatest number of employees nationally, because it has 3 of the 
8 metros in the country. Submissions show Gauteng employs a total 71 464, up from 70 003 in the previous year. 
KwaZulu Natal and Western Cape are the next biggest employers, with the Northern Cape employing the fewest people 
with a combined total of 8 577. 

Table 9: Provincial distribution of employees by municipality type 2015/16

PROVINCE DISTRICT LOCAL METROPOLITAN TOTAL 
MUNICIPALITIES OTHER TOTAL  

2015/16

Eastern Cape 5 600 12 757 10 924 29 281 33 29 314
Free State 563 12 513 4 235 17 311 325 17 636
Gauteng 1 034 8 835 54 858 64 727 6 737 71 464
Kwazulu-Natal 5 669 19 500 28 348 53 517 168 53 685
Limpopo 4 626 10 511 15 137 15 137
Mpumalanga 656 13 448 14 104 14 104
North West 1 485 12 302 13 787 594 14 381
Northern Cape 582 7 995 8 577 8 577
Western Cape 2 006 15 920 24 495 42 421 42 421
Grand Total 22 221 113 781 122 860 258 862 7 857 266 719

Source: LGSETA WSP Submissions 2016

There was an overall increase in employment of 2.3%, with increases across all provinces, except for the Western 
Cape. The biggest jumps in employment were experienced in Free State and the Northern Cape, with 11% and 11.8% 
increases, respectively, whereas the Western Cape contracted by 5.5%, with 2 458 employees fewer being reported 
this year than last as per Figure 5 below.

Figure 5: Provincial Employment 2014/15 versus 2015/16
Source: LGSETA WSP Submissions 2016

70 000
60 000
50 000
40 000
30 000
20 000
10 000

0
EASTERN CAPE FREE STATE GAUTENG KWAZULU-

NATAL
LIMPOPO MPUMALANGA NORTH WEST NORTHERN 

CAPE
WESTERN CAPE

2014/15 2015/16



Sector Skills Plan 2011 – 2016: 2016/17 Update | Local Government Sector Education and Training Authority 21

Race and Gender Profile of Employees

In terms of labour market profile, race and gender distribution is shown in Table 10. Just over three quarters of all 
employees are African, with African Males making up 47% employees with a further 29% being African Females. 
The next most represented racial group is Coloureds, representing 15% of total employment, largely due to the high 
proportion of Coloured Males (42%) working in the Western Cape municipalities. Whites and Indians make up the 
balance of employment, with 7% and 3% of employment, respectively.

Table 10: Provincial distribution of employees by race and gender, 2015/16

PROVINCE
AFRICAN COLOURED INDIAN WHITE

TOTAL
MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE

Eastern Cape 14 921 2 417 111 1 023 9 012 1 098 63 669 29 314
Free State 10 715 330 7 557 5 534 189 2 302 17 636
Gauteng 35 316 1 349 377 3661 26 889 1 090 326 2 456 71 464
Kwazulu-Natal 26 919 771 4 513 1 161 17 046 572 2 048 655 53 685
Limpopo 9 298 24 10 193 5 458 13 9 132 15 137
Mpumalanga 8 379 62 18 301 5 012 88 36 208 14 104
North West 8 893 284 13 370 4 434 139 17 231 14 381
Northern Cape 2 874 2 608 10 227 1 424 1 258 3 173 8 577
Western Cape 7 376 17 978 92 3 264 3 852 7 916 64 1 879 42 421
TOTAL 124 691 25 823 5 151 10 757 78 661 12 363 2 568 6 705 26 6719

Source: LGSETA WSP Submissions 2016

There are a higher number of Males employed in this sector than Females, i.e., 62% posts being held by males, 
nationally. There is a similar distribution provincially, with Gauteng being slightly more equal, and Western Cape having 
slightly more males employed (57% and 68% of posts being held by males, respectively).

Table 11: Race and Gender profile per OFO Major Groups

PROVINCE
MALE FEMALE

AFRICAN COLOURED INDIAN WHITE AFRICAN COLOURED INDIAN WHITE

Managers 45% 6% 2% 9% 30% 3% 1% 4%
Professionals 30% 6% 2% 8% 39% 7% 2% 6%
Technicians and associate 
professionals 37% 8% 4% 5% 33% 5% 2% 5%

Clerical support workers 22% 7% 1% 2% 44% 14% 3% 7%
Service and sales workers 51% 10% 2% 6% 26% 3% 0% 1%
Skilled agricultural, forestry, 
fishery, craft and related trades 
workers

58% 12% 5% 12% 11% 1% 0% 0%

Plant and machine operators 
and assemblers 73% 15% 4% 2% 7% 0% 0% 0%

Elementary occupations 55% 12% 1% 1% 28% 3% 0% 0%

Source: LGSETA WSP Submissions 2016



Local Government Sector Education and Training Authority | Sector Skills Plan 2011 – 2016: 2016/17 Update22

Table 11 indicates strong progress in terms of the transformation of the labour force. In the broader labour market, 
transformation is taking place, but it tilts towards the lower occupational levels, leaving the managerial and professional 
occupational groups less transformed. In the Local Government sector, just over 75% of managers is African, with 
87% being African, Coloured and Indian. There is a similar structure to the professional occupations, with 70% of 
professionals being African and 86% African, Coloured and Indian. Interestingly, while only 38% of managers are 
female, they outnumber their male counterparts in the professional occupations.

The overall educational profile of the staff in local government is fairly low. Table 12 indicates only 56% of employees 
have a matric or higher. Of concern is that 22% of managers have less than matric. A significant contributor to this 
challenge is that rural municipalities have a very limited labour pool to draw from and the educational profile outside of 
main centres is lower. The table also highlights the need for Adult Education and Training (AET), with 19% of employees 
having NQF level 1 or lower. As a result, AET remains a strategic priority area for LGSETA.

Table 12: Educational Profile by OFO major Group 
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Managers 6% 4% 4% 8% 21% 13% 18% 16% 8% 2% 0%
Professionals 1% 0% 1% 4% 18% 13% 34% 21% 7% 1% 0%
Technicians and associate 
professionals 1% 3% 3% 10% 32% 21% 21% 7% 1% 0% 0%

Clerical support workers 3% 3% 2% 11% 37% 21% 19% 4% 0% 0% 0%
Service and sales workers 1% 2% 3% 12% 37% 27% 16% 2% 0% 0% 0%
Skilled agricultural, forestry, 
fishery, craft and related trades 
workers

3% 4% 9% 14% 37% 19% 11% 2% 0% 0% 0%

Plant and machine operators 
and assemblers 4% 23% 17% 25% 25% 4% 2% 0% 0% 0% 0%

Elementary occupations 15% 25% 19% 22% 15% 3% 0% 0% 0% 1% 0%
Grand Total 7% 12% 10% 15% 25% 13% 12% 5% 2% 0% 0%

Source: LGSETA WSP Submissions 2016

Employees with disability (PWD)

From the WSPs and ATRs submitted in 2016, about 2 995 (See Table 13) of those employed in the sector were People 
with Disability (PWD), with the majority (1 857) being men.

The greatest number of people with disabilities is employed in Limpopo, followed by Gauteng. This is interesting, given 
the relative sizes of the provinces. When one considers the proportion of employees having a disability, the achievement 
of Limpopo is laudable. The average proportion of disabled employees nationally is 1.1%, whereas Limpopo reported 
9.1% of all their employees have a disability. Gauteng has the lowest proportion of disabled workers, with only 0.4% of 
workers reportedly having a disability.
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Table 13: Provincial distribution of employees with disability by municipality type and race, 2015/16

PROVINCE
AFRICAN COLOURED INDIAN WHITE

TOTAL
MALE FEMALE MALE FEMALE MALE FEMALE MALE FEMALE

Eastern Cape 164 131 12 5 0 0 3 2 317
Free State 52 21 5 1 0 0 6 2 87
Gauteng 129 69 5 3 8 2 59 35 310
Kwazulu-Natal 108 67 8 6 28 15 18 16 266
Limpopo 789 577 0 0 0 0 6 3 1375
Mpumalanga 42 14 0 2 0 1 4 3 66
North West 51 15 3 0 0 0 8 1 78
Northern Cape 14 8 19 13 0 0 6 1 61
Western Cape 45 24 174 57 1 1 92 43 437
TOTAL 1 394 926 226 87 37 19 202 106 2 997

Source: LGSETA WSP Submissions 2016

Age Profile of Employees

Table 14 outlines the importance of the age profile of a workforce. There needs to be a spread between the three age 
categories. An over representation in the 55+ category, for example, could place the municipalities in danger in several 
years as a large cohort retires at the same time. Similarly, a very young workforce may cause a lack of experience. 

The current profile, based on the 2015/16 WSP data, shows a fairly healthy spread across the age categories in all 
provinces. Mpumalanga has a fairly young workforce at District level, and Limpopo District and Free State Metropolitan 
each have a big cohort nearing retirement in the next 5 years. Assessments into which occupations are affected will 
provide greater insight into the skills planning implications (Chapter 3).

Table 14: Age profile of employees

PROVINCE
DISTRICT DISTRICT DISTRICT

<35 35-55 >55 <35 35-55 >55 <35 35-55 >55

Eastern Cape 32% 59% 9% 27% 61% 12% 23% 64% 14%
Free State 31% 58% 11% 27% 62% 11% 20% 60% 20%
Gauteng 23% 67% 10% 22% 65% 13% 36% 53% 11%
Kwazulu-Natal 26% 61% 12% 31% 58% 11% 33% 56% 11%
Limpopo 11% 66% 24% 22% 64% 14%
Mpumalanga 42% 53% 5% 26% 63% 11%
North West 33% 61% 7% 26% 57% 17%
Northern Cape 27% 65% 7% 25% 63% 12%
Western Cape 27% 59% 14% 27% 63% 10% 30% 60% 10%
Grand Total 25% 61% 13% 26% 61% 12% 32% 56% 12%

Source: LGSETA WSP Submissions 2016
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1.7  CONCLUSION

The sector profile further clarifies the scope and scale of the sector in terms of the number and location of organisations 
(employer profile) and the spread and composition of the workforce (employee profile). The data used in this section 
is primarily drawn from the WSPs and ATRs submissions. It is significant to note that, while the responsibility for 
the accuracy of the data cited remains with the providers of such data, the LGSETA will assist entities to improve 
the quality of WSP and ATR submissions. This is part of improving the quality and credibility of the SSP, through 
improving its systems for data collection and building the capacity of officials mandated to oversee the identification and 
implementation of skills development interventions for the sector.
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CHAPTER 2
KEY SKILLS ISSUES
2.1  INTRODUCTION

There are two main parts to this chapter. Firstly, the key drivers of change in the local government sector are examined. It is 
important that these drivers of change are articulated in terms of their effect on skills and skills development. Secondly, key 
policies and plans and their impact on the operation of the LGSETA are examined. This is not an exhaustive list of policies 
and strategies, but an assessment of ‘governing’ policies (policies that the LGSETA must be aligned to) and ‘opportunistic’ 
policies (those that represent opportunities for synergy through an appropriate alignment). 

2.2  CHANGE DRIVERS

Change Drivers are factors affecting the sector and causing it to develop in a certain way. Developing a tighter focus on 
drivers of change is a key step in strengthening skills development within the sector and should reflect in the governance 
strategies for Local Government. Local Government is an ever changing environment, and with these changes comes new 
competency demands.

1.  Minimum competence for municipal officials

One of the major factors impacting on the skills demand and supply in the sector is the minimum competency for municipal 
officials as stipulated in the Municipal Finance Management Act (MFMA). The background of the MFMA and its enforcement 
was based on municipalities spending just over R250 billion annually. Municipalities can increase their contribution 
to economic growth by improving the reliability, quality, and efficiency of their services. This involves getting the overall 
mix between spending on employees and other inputs right. It also means the spending on employees must be on the 
appropriate level of skills to maximise service delivery outcomes. This has resulted in a reform programme that was gradually 
and incrementally introduced.

The challenge with the MFMA is that candidates have the core technical qualification (e.g. finance diploma, degree, 
etc.), but would not necessarily have acquired the MFMP, as this is not a prerequisite for other sectors in the labour 
market. National Treasury supported this competency requirement from municipal officials within the sector, but did not 
necessarily focus on the new entrants. The labour pool of potential candidates for new appointments has been limited and 
thus may have created scarcity.

2.  Local Government Elections (the implications on skills demand and supply)

Another major factor affecting skills demand and supply is the Municipal Elections in 2016. Municipal elections are held every 
five years to elect councillors, who will govern a municipality for the next cycle. The first skills implication of the municipal 
elections is that new counsellors may or may not have the required competencies to fulfil their function. Second, newly 
elected councillors (especially if they belong to a different political party) may have a new mandate to deliver. This change 
may require new skills throughout the occupational levels. In this context, the use of tools, such as GAPSKILL, become 
critical as municipalities must assess the levels of skills and the ability of staff to deliver on the stated mandate. 

3.  Population and Migration trends 

Statistics South Africa (2016) tracks the changes in municipal population over time, as shown in Figure 6. The capacity for 
municipalities effectively and sustainably to deliver basic services is affected by changes in the demographic profile within 
respective municipal boundaries. As the population changes, there is a scaling (up or down) of services accordingly, which 
does not have significant impact on the skills requirements. However, if a municipality grows into a new category, then more 
significant, structural skills needs are raised.
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The skills implications of these changes are:

•	 Changes in the local labour market from which the municipality draws its staff,

•	 Spatial distribution of infrastructure delivery and the associated skills (predominantly technical skills in the built 
environment) most affected.

4.  Urban versus Rural Municipalities

The urban vs. rural municipality discussion is less of a change driver in the sense of the economy, but is a key driver of 
scarcity in local government. According to the Local Government budget and Expenditure Review (DPLG 2011), rural areas 
have distinctly different labour markets. Of particular importance are:

•	 In rural areas, 83 per cent of households live in tribal settlements, while only 7 per cent live on farms and in small 
towns respectively;

•	 The economically active population makes up 40% of residents in rural areas versus 60% in urban areas;

•	 Residents of rural areas are less likely to have schooling. Only 7% of rural population aged 20 and above have a 
matric versus 22% in urban areas.

The implication of these factors is the local labour market, from which municipalities draw their human resources, is limited 
to a greater degree in rural areas than in urban areas. There are skills needs unique to small rural municipalities, due to an 

Figure 6: Population change per municipality

Source: StatsSA (2016)

15% increase or more
5 - 15% increase
Minor change
5 - 15% decrease
15% decrease or more
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uneven distribution of skills in the country. Attracting skills of the required quality is an ongoing challenge. Any shortage in 
skills being experienced in the country will be exacerbated in the rural areas.

In conclusion, rural municipalities are the most vulnerable to shortages, and yet have the fewest resources to attract skills. It 
is proposed that alternative funding arrangements be investigated to support the ability of rural municipalities to attract skills.

5.  Local Economic Development (LED)

“LED is a unique field of government policy that directly connects the programmes and resources of central government, 
both national and provincial, with the combined initiative and coordinated efforts of local institutions and communities working 
together to address their agreed priority needs and opportunities.” (MEC for DEDEA, 2008).

Emphasis is placed on the role of municipalities in Local Economic Development. Sections 152(1) (c) and 153 of the 
Constitution, for example, state the strategic objective of LED is to promote economic growth and development of local 
economies in partnership with key stakeholders and by aligning LED initiatives with government programmes. These 
objectives are further articulated in the Municipal Systems Act (2000 cited in DPLG 2011). However, less is said about how 
the municipalities are to attract / develop the competencies required to implement these policies. Therefore, the first step in 
generating more effective LED interventions is to build the required competencies to identify and stimulate local economic 
opportunities inside municipalities.

6.  Technology as a Driver

We live in an information age, and technology will continue to transform the way we work and live. One of the most important 
skills implications of the ever increasing role of technology is that the minimum skills requirements in many occupations 
are increasing. The use of technology in a function increases the minimum skills required to participate in that occupation. 
This poses an on-going risk for the number of poorly educated unemployed, whose number of entry level occupations are 
decreasing.

Furthermore, ICT systems are becoming more powerful as an enabler and enhancer of service delivery. However, this 
requires an increasing level of specialised IT skills to develop and maintain the systems. As a skill required across all economic 
sectors, competition for these skills is likely to generate shortages if municipalities cannot be competitive in recruitment.

7.  Transitioning to a Green Economy

The commitment by the South African Government to move towards a green economy and response to the issues of 
climate change over the next few decades should not be taken lightly as it has significant impact on all sectors. The NSDS 
III requires SETAs to identify potential green skills in their sector. To answer the question of what green skills are required, 
various agencies and organisations have studies and projects underway to provide this skills intelligence (Green Matters 
n.d.). Unfortunately, there is no dedicated body to drive coordination in green skills research.

One area that relates to local government is the ocean economy. South Africa manages an ocean space greater than the 
land territory. In the Marine Protection Services document, “Unlocking the Economic Potential of South Africa’s Oceans” 
(2014), there were limited skills in ocean governance and limited job opportunities, and an accelerated capacity-building 
programme to ramp up the skills required staffing the Secretariat, and empowering more officers in the governance space 
was needed. Good governance and protection services will benefit everyone and will become the foundation of a sustainable 
ocean economy.
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Local government has opportunities for creating green jobs through targeted skills programmes. The UNDP (2013) identified 
a project in the local government of Keiskammahoek, named the Working for Water programme. The goal was to combat 
the devastating effects of alien species in waters on biological diversity and water security. The programme places special 
emphasis on creating jobs and training for unemployed women and youth. Stakeholders in the engagement workshops 
agreed there are employment opportunities in the transition to a green economy, with recycling being cited as an example.

The second noteworthy policy was the Renewable Energy White Paper of 2003. The Renewable Energy White Paper 
states that it derives its mandate from the Constitution. As part of South Africa’s reintegration into the global economy, it 
was recognised that a definitive policy on renewable energy had to be fully developed and articulated. This has long-term 
skills implications, because they are emerging as a field; thus, the distribution to municipalities nationally will be uneven and 
scarcity will be experienced. 

2.3  ALIGNMENT WITH NATIONAL STRATEGIES

There are several factors that influence the strategic focus areas of the LGSETA. First, there are its mandate as derived 
from legislature and policy. Second, the field of operation includes the mandate and the strategies and policies of the local 
government sector. Finally, there is the overarching government priority in which there is a role for local government. From 
all of these, the LGSETA derives its six strategic areas of operation. The findings in Chapter 5 are presented in the context 
of these 6 focus areas.

2.3.1  Local Government Mandate

Section 152 (2) of the South African Constitution states local government must strive, within its financial and administrative 
capacity, to achieve the objects set out, which are mentioned in Chapter 1.4.1. Schedule 4B, on the other hand, sets out 
the function of local government in more detail: Air pollution; Building regulations; Child care facilities; Electricity and gas 
reticulation; Firefighting services; Local tourism; Municipal airports; Municipal planning; Municipal health services; Municipal 
public transport; Municipal public works, regarding the needs of municipalities in the discharge of their responsibilities to 
administer functions, specifically assigned to them under this Constitutional or any other law; Pontoons, ferries, jetties, 
piers and harbours, excluding the regulation of international and national shipping and matters related thereto; Storm water 
management systems in built-up areas; Trading regulations; Water and sanitation services limited to potable water supply 
systems and domestic waste-water and sewage disposal systems.

This wide range of responsibilities places a high burden on municipalities in terms of skills and competencies. If the service 
delivery impact, as described in section 1.4, is to be realised, the sector will need assistance from its key partners. Therefore, 
these functions, as enshrined in the constitution, must be held as a validation of skills plans to ensure suitable coverage is 
maintained.

2.3.2  Alignment with National Strategies and Plans  

There are many documents that can inform the LGSETA’s strategic direction. Alignment with some (such as the NSDS III) 
are mandated, whilst alignment with others are strategic. Table 15 provides a list of the documents2. Given the number of 
guiding documents, it is possible to lose focus in developing plans that are too broad and strategies that are not achievable.

2	 For more detail on the role of each document in the articulation of the LGSETA strategic focus, refer to the LGSETA Strategic Plan 2016-2021, the SAL-
GA Annual Report 2014/15
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Table 15: Legislative, Policy and Strategic Documents informing LGSETA strategic focus

NATIONAL STRATEGIES/ 
POLICIES IMPACTING ON THE 
ETD SECTOR 

IMPLICATIONS FOR SKILLS DEVELOPMENT IN THE ETD SECTOR

Medium Term Strategic 
Framework (2014 – 2019) 

Out of the 12 outcomes MTSF, local government can and should play a role in all of them, but in 
particular, outcome 4 (through LED), 6, 7, 8 and 10, with outcome 9 specifically referring to local 
government.

The New Growth Path (NGP): 
Framework

Government adopted the New Growth Path (NGP) as the framework for economic policy and the 
driver of the country’s jobs strategy. There are several areas of relevance to local government, 
particularly, the green economy and facilitating effective spatial development.

Human Resource Development 
Strategy 2010  2030 

The implications of the HRDS speak to Government’s economic policies, requiring human resource 
development on a massive scale, in particular, ensuring the public sector can meet the strategic 
priorities of the South African Developmental State and building opportunities for young people.

National Development Plan A main focus area of the NDP is to build “capable state.” Eight areas have been identified to achieve 
this. Local government has a role to play in the majority of these focus areas, but there are 2 that 
stand out. Focus area 2 (Make the public service and local government administration careers of 
choice) is important, as raised by the findings in the SSP analysis, and the professionalization of local 
government is expounded in focus area 7.

Local Government Turnaround 
Strategy (LGTAS).

The LGTAS identified key areas of concern that included: leadership, financial management, 
economic development, and spatial development. There is a need to focus on the skills relating to 
these functions on an ongoing basis.

White Paper for Post School 
Education and Training (2013)

The implication for the LG sector is to ensure a stronger and more co-operative relationship between 
education and training institutions and the workplace, and facilitating a post-school education and 
training system that responds to the needs of individual citizens and employers.

Youth Employment Accord The Youth Empowerment Accord has six commitments to develop youth absorption programmes. 
The Local Government SETA has and continues to support Government’s drive to empower youth 
by facilitating access to skills development opportunities and programmes that include learnerships, 
internships, workplace learning, and bursaries. 

“Towards an Integrated Urban 
Development Framework”

The implication of this discussion paper is for the sector to identify policy priorities and interventions 
to ensure all levels of Government and all components of the state contribute to the progressive 
integration of urban development investments to realise the urban dividend, and to provide a national 
framework for municipalities to manage continuing urbanisation more efficiently and equitable. This 
will include spatial targeting and proposals for differentiated assignment arrangements between 
provincial and local government for their functional areas.

National Skills Accord The Accord identifies eight commitments in relation to training and skills development that must be 
implemented by the constituencies to achieve the New Growth Path. The skills implications are to 
expand the level of training using existing facilities more fully; to make internship and placement 
opportunities available within workplaces and to set guidelines of ratios of trainees, artisans and 
across the technical vocations, to improve the level of training.

2.4   CONCLUSION

Various factors drive change within and across the Local Government sector.  Seven change drivers (detailed above) 
were identified to ensure alignment with National Strategies and Plans to fulfil one of the SETA’s mandate, strengthening 
skills development within the sector. The key skills issues that are cross-cutting in the guiding strategies mainly relate 
to Management skills (financial and leadership skills) aimed at building institutions of government able to manage, 
implement, monitor, and improve services delivery to all of our people; developing Local Economic Development / 
Community Development programmes associated with the emergence of strong local partnerships; ensuring adequate 
inclusion of the youth in the workforce, nationally; and increasing cooperation with educational institutions to produce 
relevant skills pool for the sector.
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CHAPTER 3
EXTENT OF SKILLS MISMATCHES
3.1  INTRODUCTION

For skills planning to be effectively implemented, labour market information must be analysed at a detailed occupational 
level. This will better facilitate the transfer into an operational plan, as interventions can be identified, based on the need 
at occupational level, whether it be a skills gap (critical skills) or an absolute shortage (scarce skills). 

The process followed to identify the skills gaps is shown in Figure 7. The first step was to assess the extent of demand 
for skills per occupation, followed by a similar assessment on the extent of the supply of skills. The basis for both 
assessments drew primarily from the WSP data, but was validated against other research, where possible, and through 
the stakeholder engagements.

The combined analysis flagged occupations identified as being scarce, having critical skills or both. This leads to the 
occupations being included as a priority (non-PIVOTAL) or included on the PIVOTAL list. 

Figure 7: Approach to identify Occupational Skills Gaps

3.2  EXTENT AND NATURE OF DEMAND

The occupational demand for skills is assessed through two main indicators:

1.	 Hard to Fill Vacancies: The recruitment process represents the interface between the supply and demand for skills. 
Therefore, when a vacancy proves difficult to fill, it is often associated with a mismatch in the labour market. 

2.	 Turnover: Employers reported on workers leaving the employment of the municipal sector as part of the WSP 
submission. These exits are classified as resignations, retirements, and other non-voluntary terminations, 
including death, dismissal, and medical boarding. This turnover was calculated per occupation and examined with 
the scarcity data discussed above.

Hard to fill vacancies

Based on the submissions in the 2016/2017 WSP, municipalities (and municipal entities) identified 9870 posts as hard 
to fill. This is not an exhaustive list of vacancies, but rather those identified by stakeholders as being problematic. Based 
on the total number of vacancies reported by StatsSA (2016) being 41 403, the implications are that roughly 24% of all 
vacancies are considered hard to fill.
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Table 16: All hard to fill vacancies by reason for reported scarcity

REASON FOR SCARCITY
REPORTED SCARCE 

(HARD TO FILL) 
VACANCIES

Absolute scarce skill - A “new or emerging occupation” where there are few people in South Africa 
with the requisite skills

75

Absolute scarce skill - There are no people enrolled or engaged in the process of acquiring skills that 
need to be replaced

255

Relative scarce skill - Training lead time 280
Relative scarce skill - Sector attractiveness 1303
Relative scarce skill - Recruitment process slow 4879
Relative scarce skill - Cannot attract suitably qualified candidate to area 614
Relative scarce skill - Few, if any, candidates with the requisite skills from specific groups 
(employment equity)

443

Relative scarce skill - Lack of funding for post 2021
Grand Total 9870

Source: LGSETA WSP Submissions 2016

A key element of the vacancy analysis is to examine reasons, advanced by stakeholders who completed the 2016-2017 
WSPs, a vacancy was identified as scarce. These reasons fall either within the absolute or relative scarcity categories, 
shown in table 16 and detailed below.

Absolute scarcity

1.	 Absolute scarcity is a “new or emerging occupation” where there are few people in South Africa with the requisite 
skills (75 posts).

2.	 Absolute scarcity also refers to a situation in which there are no people enrolled or engaged in the process of 
acquiring skills that need to be replaced (255 posts).

These two reasons reflect an assessment of the labour market, where employers feel there are not enough people 
available to meet demand and/or education institutions are not producing enough graduates to meet the needs of the 
sector. This is the most problematic to employers as remedial action requires several years to turn around the equation. 
Fortunately, based on the 2015/16 WSP data, this accounts for only 3% of reported scarce skills related vacancies 
and which is negligible when compared with total employment. Anecdotal evidence suggests this may be slightly under 
reported. It is possible that some of the reported vacancies due to: “The recruitment process slow” is due to an absolute 
shortage of skills, rather than merely a function of recruitment red tape.

Relative scarcity

The difference between absolute and relative scarcity is that relative scarcity implies there may be sufficient physical 
quantities of a skill present, but scarcity exists in a certain environment because of problems in supply or distribution 
thereof.

3.	 Relative scarcity due to a long training lead time (280 posts)     
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While classified as relative scarcity, this is functionally the same as absolute in the sense that the supply of skills is not 
matching demand. The difference, however, is that it is less a number of potential issue and more a timing / planning 
issue. Based on the current WSP dataset, relative scarcity due to a long training lead time represents 9% of reported 
scarce skills.

4.	 Relative scarcity due to the inability to attract candidates because of industry attractiveness (1303 posts)

5.	 Relative scarce skill - Recruitment process slow (4879 posts)

Posts struggling to be filled due to industry attractiveness do not necessarily represent a skills gap, even though it 
presents with recruitment difficulties. Instead, it can be classified as unmet demand. In other words, the reported 
scarcity is not a function of the labour market, but rather there is enough demand, just barriers stopping the supply from 
meeting demand. Similar to this driver is one where recruitment processes are too slow and suitable candidates are 
lost to other employers. This is, by far, the biggest driver of reported scarcity. Of the vacancies in this analysis, 49% are 
cited to be due to a slow recruitment process and 13% due to sector attractiveness. 

During the stakeholder engagements, several factors were raised that contribute towards sector attractiveness as a 
driver of scarcity. First is the financial competitiveness of the local government sector versus the private sector. In the 
ICT specialist occupations, for example, the salary level based on the post grading is insufficient to recruit suitably 
qualified staff. Stakeholders agreed the skills are there (there is no shortage), but the municipalities struggle to secure 
them. The second factor relates to working conditions. For example, graduates may enter the private sector, rather than 
the public sector, due to a lack of professionals available to monitor and develop the new recruits. The main example 
of this provided by stakeholder was the Civil Engineering Technician. 

6.	 Relative scarcity in not attracting a suitable candidate to an area (614 posts).

7.	 Relative scarcity in not finding a suitable person from a specific demographic group (employment equity – 443 
posts)

There are also factors that drive scarcity due to conditions in the local labour market (geographic driver) or of policies 
(employment equity). Under the drivers of change, the difference between rural and urban labour markets was 
discussed. Stakeholders confirmed there are many issues of scarcity that arise due to a lack of skills. However, where 
a more general shortage is experienced, it will be felt most severely in the rural areas. It is recommended that an 
alternative strategy is investigated or a provision is made to support rural municipalities.

8.	 Relative scarce skill - Lack of funding for post (2021 posts)

Where posts were not funded, they were excluded from the analysis. While they represent potential demand, the posts 
are not demanding any skills.

Turnover Analysis

As a whole, turnover in the local government sector is low. International benchmarks in the private sector peg average 
turnover rates between 10% and 15% (Compensation Force 2015), depending on the sector. Turnover rates in utilities 
and public service are lower. However, the reported turnover in South Africa is low, even by these standards:

•	 A total of 3 754 resignations were recorded in the period under review. Given that employment was reported at 266 
719 people, this represents a mere 1.4%

•	 When one adds all other exits from the sector into the analysis (including retirement, death, dismissal, contract 
expiration, and retrenchment), the figure increases to 11 817 exiting the sector. This translates to 4.4% of all 
employment.
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Turnover can be a signal of scarcity, especially when one considers the rate of resignation. Since resignations are 
voluntary exits, a higher than average rate suggests excess demand, which makes the existing staff more mobile.

The proportion of employees older than 55 years of age was also included as a risk indicator for future skills shortages. 
If there are a large percentage of workers in this age category, there will be a significant cohort of experienced skills 
leaving the sector in the next 5 – 10 years. If this is not met by a requisite inflow of skills, a shortage will occur (or be 
exacerbated).

3.2.1  Occupational Demand Analysis

The full list of occupations, the total employment, the percentage scarcity, and the turnover rate is included in the 
LGSETA portfolio of evidence. These occupations were flagged for possible intervention, based on an assessment of 
the following criteria:

1.	 The proportion of scarce vacancies is considered high;

2.	 Turnover data (particularly resignations) are higher than normal, especially in an occupation also reporting a 
relatively high proportion of scarce vacancies;

3.	 The proportion of employees aged 55 or above is considered high;

4.	 The number of posts is high enough to affect the level of service of the sector. Occupations that have a low number 
of employees were excluded, as they would have a lower impact on the sector than the occupations included 
(notwithstanding point 5 below);

5.	 Occupations of strategic nature. Certain occupations should be focused on due to the strategic nature of the post. 
The scarcity, turnover, or size may not be as significant as other occupations, but the impact of an extended period 
of scarcity has a greater potential to affect service delivery in the sector negatively.

The following occupations were identified through this analysis and are presented in Table 17 (in section 3.3) alongside 
the Analysis of Supply.

•	 Finance Related Occupations (Chief Financial Officer, Management Accountant, Credit Manager, Internal Audit 
Manager);

•	 ICT Related Occupations (Information Technology Manager, ICT Specialist, Database Administrator, Systems 
Administrator, Systems Engineer);

•	 Healthcare Related Occupations (Primary Health Organisation Manager, Registered Nurse, Ancillary Health Care 
Worker, Nurse Manager);

•	 Local Government Operational Occupations (Environmental Health Officer, Town Planning Technician, Civil 
Engineering Technician, Geographic Information Systems Specialist/Technician, Disaster Management 
Coordinator/Officer);

•	 Other Managers (Construction Project Manager, Records Manager);

•	 Other Occupations (Compliance / Risk Officer).

In addition to these occupations, in-depth discussions at the stakeholder engagements identified several other key 
areas of focus. The WSP data on all of these occupations were re-examined and included in the overall analysis. They 
are:

•	 Water Plant Operator;

•	 Technicians (Electrical Engineering Technician, Mechanical Engineering Technician;

•	 Artisans (Fitter, Electrician, Plumber).
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3.3  EXTENT AND NATURE OF SUPPLY

The supply of skills in this context refers to the formation of skills through education and training institutions and how 
they flow into the various occupations in the sector. There are two elements to this concept, namely:

1.	 The availability of appropriately qualified candidates for each occupation in the labour market (stock of skills); and 

2.	 The development of new skills for each occupation, which has two components, namely:

•	 The education and training required to qualify for entry level positions,

•	 The career path in terms of experience, education, and training for progression into non-entry level positions, 
particularly those considered priority occupations or are in a state of scarcity.

In terms of the stock of skills in the labour market per occupation, measuring the pool in its entirety is not a realistic 
objective. Instead, indicators are used to provide insight into the stock of skills. The National Institute of Labour Studies 
(NILS) in Australia argued the basic tenet of economic analysis is that observing disaggregated changes at the margin 
provides a stronger signal of underlying forces than observing the stock (NILS 2013). We have already mentioned 
the recruitment process is the interface (margin) between the supply and demand for skills, and those ‘Hard-to-Fill’ 
vacancies are a suitable indication of demand issues. Similarly, measuring the number of new appointments in the 
context of exits provides an indication of supply. If all posts that have an incumbent leave intend to be filled and if the 
recruitment process is efficient, a similar number of appointments to exits during a year will indicate a suitable supply for 
an occupation within the existing labour pool. The first assumption is realistic if one excludes the exits due to contracts 
not being renewed. The second assumption, however, is less valid. There are difficulties in recruitment, so the stock of 
skills in the labour pool are likely to be understated, and a larger margin of error should be allowed.

In terms of developing new skills per occupation, there is a gap in the information available to conduct this exercise 
in its entirety. The state of education and training in the sector, as they relate to specific occupations, is not known. 
The enrolment and output of secondary schooling, universities, and TVET colleges can be articulated, but not in terms 
of how they relate per occupation, which is required. It is, therefore, proposed that further research is conducted to 
articulate learning pathways and the quality and adequacy of provision in the sector. This will then be built into the 2017 
Sector Skills Plan.

For the current assessment, the following was undertaken. First, the entry level occupations were identified. Occupations 
that can draw on a pool of graduates directly, as opposed to those that must draw from an experienced pool of 
labour were identified. For example, an Accountant (OFO 241101) can be filled by a university graduate with a degree 
in Accounting, whereas a Finance Manager (OFO 121101) will draw from the labour market, not graduates. Both 
occupations could conceivably require the same level of academic qualification, but due to additional requirements of 
knowledge and experience in the managerial occupation, the two posts will draw from very different pools of candidates.

Second, an indicator of developing skills (a pipeline into each occupation) is estimated by examining the appointment 
of interns. A presence of interns represents a pool of labour with a base qualification in line with that required of the 
occupation. This measure only represents part of the development of skills, but provides some insight absent other 
metrics.
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3.3.1  Stock of Skills

A full list of the stock of skills calculations are included as Annexure B, and the assessment for the above mentioned 
occupations is shown in Table 17 below.

Many occupations have fairly low movement, which makes it difficult to draw a conclusion. Where there is notable 
movement, the following issues are raised:

•	 The financial occupations, the Construction Project Manager, Nurse Manager, ICT Specialist, Town Planning 
Technician, GIS Specialist, Disaster Management Coordinator, and Mechanical Engineering Technician all show 
signs of supply difficulties in that less than 1 in 3 employees who exited are replaced over the course of a year. 
Nurse Manager, in particular, is problematic with only 14 appointments being made in comparison with 117 exits.

•	 Registered Nurse, Environmental Health Officer, Systems Administrator, Water Plant Operator, Waste Materials 
Plant Operator, Electrician (General), and Plumber (General) all have indications of solid labour pools from which 
they can draw, as they all were able to fill over 80% of exits being replaced.

Other occupations not raised in the demand analysis, but show signs of supply constraints (over 20 exits with fewer 
than 20% being replaced) include:

•	 241107 - Financial Accountant

•	 333905 - Supply Chain Practitioner

•	 334101 - Officer Supervisor

•	 441902 - Contract Administrator

3.3.2  Flow of Skills

Entry level occupations

Out of 4 380 graduates placed in the last 12 months, the greatest proportion was placed in elementary occupations 
(1 298). A total of 1 012 and 679 graduates were placed in Clerical and Service & Sales occupations, respectively. A 
relatively small number of graduates were placed in Professional and Technician related occupations, with only 272 
and 412 graduates, respectively.

Table 18 shows all the occupations that placed at least ten graduates in the last 12 months. For each, the number 
of graduates placed and the total number of employees was included for perspective. A total of 54 occupations are 
listed, covering all 8 OFO major groups. The most significant occupations to absorb graduates are: Traffic Officers, 
Administrative Assistants, Call Centre Manager, General Worker, and Earthmoving Plant Operator. Occupations raised 
in the demand analysis are marked with an asterisk.

Skills Pipeline (Interns)

A total of 9699 interns were placed in the previous year, according to the WSP submissions covering 188 occupations. 
However, three quarters of the interns were placed in the top 15 occupations. These include Human Resources, 
electrical Engineering Technician, Accounting related occupations, and Civil Engineering Technician.
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Of the occupations identified in the demand analysis, the following have access to a pool of interns to develop into the 
pipeline:

•	 311301 - Electrical Engineering Technician

•	 222104 - Registered Nurse (Community Health) / 323102 - Ancillary Health Care Worker

•	 311201 - Civil Engineering Technician

•	 251101 - ICT Specialist

•	 313202 - Waste Materials Plant Operator / 313201 - Water Plant Operator

•	 311501 - Mechanical Engineering Technician

•	 226301 - Environmental Health Officer

•	 311203 - Town Planning Technician

•	 241102 - Management Accountant

•	 Additional Artisans listed in stakeholder engagements (671101 –  Electrician (General), 642601 - Plumber (General)

3.4  IDENTIFICATION OF SKILLS GAPS

The analysis of the supply and demand for skills through the WSP submissions, other skills related research, and the 
qualitative engagements with stakeholders provided valuable input into the identification of skills gaps. Skills gap in this 
context refers either to critical skills (gap in the competence or skills set of existing employees) or scarce skills (absolute 
shortage in available candidates for a given post). This has led to the articulation of skill priorities and the PIVOTAL list, 
which will drive the balance of the planning cycle.

3.4.1  Critical Skills

Section 57 Employees

During the stakeholder engagements, comments were frequently made about ‘overarching needs’, usually in the context 
of management. Section 57 employees refer to the Municipal Manager and any employees that directly report to him/
her. This was explored in research conducted by the University of Fort Hare (2013), in which the researchers articulated 
a connection between the quality of service delivery and leadership development challenges in local government. 
The researchers went in-depth and identified skills gaps divided into Generic, Technical, and Municipal Skills. The 
combined summary of skills gaps is shown in Table 18. Unless otherwise stated, the skills gap mentioned is cited from 
the University of Fort Hare (2013) report.

Local Economic Development (LED)

LED was introduced and described in chapter 2 as a driver of skills shortage in local government. This was strongly 
supported during the engagements by stakeholders, who agreed that, while there is an expectation for municipalities 
to deliver economic growth, the technical knowledge is not necessarily available to develop optimal strategies. While 
several gaps were identified and discussed, three skills areas were commonly identified and represent the greatest 
opportunity for change through targeted interventions.
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Analytical Skills

•	 This refers to the ability to assess and understand strengths, weakness, opportunities, and threats, and how to 
maximise (minimise) them.

•	 Reference was made to researchers as a future need. Very few researchers are currently included in the 
organograms of municipalities. An argument was made there should be a movement to internalise research to 
inform policy for local government. 

Developmental Economics

•	 In smaller municipalities, the LED function is a component of several directorates. The technical knowledge relating 
to developmental economics is lacking.

•	 There is an argument for a specialist Economist, which would likely remain in the realm of large municipalities 
and, perhaps, districts. Absent a post being added to the organogram, however, the need for the skills remains. 
Therefore, the beneficiaries of skills development in developmental economics will be non-economists performing 
many roles. 

•	 Conclusion: in the short-term, it will be treated as a critical skill on the PIVOTAL list. For the medium to long-term, 
however, it may become a more utilised specialist position, where a full headcount is required (potential future 
scarce skill).

SMME Development

•	 As a part of LED, in addition to developmental economics, there is a need to understand what is required to 
conduct business as an SMME. 

•	 There needs to be an understanding of how cooperatives can lower barriers to entry and support the sustainability 
of local businesses. This would include understanding the different uses of the legal structures of cooperatives 

Table 18: Critical skills gaps in Management

GENERIC SKILLS TECHNICAL SKILLS

•	 Monitoring and evaluation (Stakeholders and UFH 2013)
•	 Project management; (Stakeholders and UFH 2013)
•	 Local economic development; (Stakeholders and UFH 2013) – 

Specifically Developmental Economics
•	 Strategic Management (Stakeholders) – moving away from silos
•	 Organisational Development (Stakeholders)
•	 Planning and Communication;  
•	 Conflict Management; 
•	 Interpretation of statutes/ Rule of law; Governance, Ethics, 

Accountability and Integrity; 
•	 Change and people management (labour relations)
•	 Financial & Risk management;
•	 Report Writing and Records Management; 
•	 Supply Chain Management

•	 Accounting, economics and taxation  
•	 ICT 
•	 Civic engineering 
•	 Development economics
•	 Asset Management 
•	 Service delivery innovation/ Alternative service delivery.
•	 Land use management 
•	 LED and Infrastructure
•	 Transport Management

MUNICIPAL SKILLS
•	 Civil engineering 
•	 Service delivery innovation/ Alternative service delivery.
•	 Governance, Ethics, Accountability and Integrity
•	 Monitoring and evaluation

University of Fort Hare (2015) & Stakeholder Engagements (2016)
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(registered with CIPC) and cooperative platforms, where common needs can be addressed through community 
initiatives (for example, business support through community centres).

•	 Recycling was identified as an opportunity for SMME development and supporting Green Economy objectives.

Human Resources (HRM, HRD, SDF)

The Local Government Municipal Act (Nov 2000) identifies “Staff Management & Remuneration through a Performance 
Management System” as a focus area for municipalities. Human Resources is a core function of Local Government and 
should not be overlooked in the preparation of skills development initiatives. Through stakeholder engagements and 
WSP analysis, the following training priorities were identified for HR related staff members:

Recruitment

“Relative scarce skill - Recruitment process slow” was cited as the reason for scarcity for nearly half of the listed scarce 
skills in the WSP submissions. The reason for these delays is likely to be a combination of a cumbersome and bureaucratic 
process and skills gaps within the HR function. Further research is required to identify how processes can be reengineered 
to be more efficient (while still retaining the required level of oversight) and the nature of the skills gaps for intervention.

Strategic role of HRD

There is a need to make HRD a strategic function, but which appears not to be the case. Skills planning as a critical skill 
has been acknowledged in municipalities. The SDF plays a crucial role to facilitate the training process in a municipality. 
Not all municipalities, especially the smaller municipalities with a limited budget, can afford a SDF position that can 
focus on training the staff. The reporting structure in municipalities, where reporting and SDF requests must go via the 
HR manager, could cause a delay or could even result in no decision taken. Whether the current reporting structure is 
optimal should be investigated (CSIR 2016).

Eighty percent of respondents to the stakeholder survey (Annexure A) said they perform some element of skills 
assessment annually. Sixty-one percent make use of GAPSKILL, but the extent of its use (% of employees completing 
the assessment in 5-year period) is low. Therefore, the need is at a technical level, but also on a broader management 
level to make use of skills audit information in a strategic manner.

Understanding and using the Organising Framework for Occupations (OFO)

The entire skills planning process, through the WSP submissions, is premised on a common understanding of the OFO 
and its use.  Based on stakeholder engagements, this remains a challenge. There needs to be a concerted effort to map 
common job titles to the OFO and create a feedback channel for where no suitable match exists.

Traditional Leaders

Based on the “Approaches in the Capacity Building for Traditional Leadership” report (University of Venda 2016), the 
following were identified as key skill needs required for them to perform their duties efficiently. The skills gaps are 
shown in Table 18 and are organised according to Management Related Skills, Generic (non-technical) Skills, and 
other Technical Skills.
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Table 19: Skills gaps for Traditional Leaders

MANAGEMENT RELATED SKILLS GENERIC (NON-TECHNICAL) SKILLS OTHER TECHNICAL SKILLS

a) 	 Leadership
b)	  Project management
c) 	 Financial management and 

administration

a) 	 Negotiation skills, 
b) 	 Mentoring & coaching
c) 	 Report writing
d) 	 Team building
e) 	 Communication 
f) 	 Batho Pele principles

a) 	 Information management
b) 	 Land use management and Land 

development processes
c) 	 Change and diversity management
d) 	 Conflict-resolution skills
e) 	 Pollution (water and land)
f) 	 Indigenous Knowledge Systems
g) 	 Records management

Source: University of Venda (2016)

It was also noted that some traditional leaders cannot read or write; therefore, Adult Education and Training is required 
for those who need it, and for those traditional leaders who handle traditional circumcision, a basic medical course 
could be considered to prevent the problems associated with this tradition, which can cause death.

Critical Skills in the Green Economy

The VUT, on behalf of the LGSETA (2016), completed a research project identifying the skills needs in the green 
economy from a local government perspective. The key findings include:

•	 There is a shortage of Water Process Controllers (which were added to the supply and demand analysis and 
subsequently the PIVOTAL list);

•	 Sector skills planning for waste water treatment;

•	 Development and implementation of RPL programmes through existing partnerships with HEI’s.

The stakeholders identified ways in which the green economy could stimulate employment as part of LED initiatives. 
An example was given of recycling and the opportunities for SMMEs. 

In the long-term, there will be a greater movement towards clean energy generation and distribution, which will involve 
local government. The future skills needs therefore, include Energy engineers, System installation electricians and 
plumbers, Mechanical engineers and related skills to build the infrastructure, Renewable energy plant operators, and 
Energy efficiency engineers and scientists (VUT 2016).

3.5  PIVOTAL LIST

The PIVOTAL list is a key output of the SETA, as 80% of the available discretionary budget must be spent on PIVOTAL 
programmes. It is used by DHET to inform enrolment and infrastructure planning by the Vocational and Continuing 
Education and Training (VCET) and University branches, as well as contribute to the compilation of the Occupations in 
High Demand List (OHDL), published by the department every two years (DHET 2016).
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4.1  INTRODUCTION

Partnerships are an integral part of the success of any SETA. The nature of the mandate is such that no organisation 
can achieve it alone. Besides sharing the metaphorical load, effective partnerships create synergies through maximising 
relative strengths and capabilities.

The LGSETA created a framework for partnerships, with the objective to identify opportunities in areas that may 
previously be unrecognised. The framework seeks to create ‘placeholders’, so as the organisation moves through the 
different phases of carrying out its mandate, it can act as a checklist. There are two components to the framework: a 
value chain and a stakeholder framework.

The figure below shows a simplified version of the LGSETA value chain. Starting with research, priority areas are 
identified, which feed into a planning process. This planning process, which includes the SSP, the strategic plan, and 
the annual performance plan, identifies areas for intervention and the nature of such interventions. Interventions are 
then designed and implemented. There should be a feedback cycle (M&E research), which closes the loop for the chain 
to continue.

Figure 8:LGSETA value chain component of the partnership framework

The stakeholder framework is based on a stakeholder analysis, conducted and referenced in chapter 1. The objective 
is to identify all possible role players with a stake in local government and, therefore, could offer opportunities for 
cooperation through shared vision, mandate, activity, or competence.

This chapter will briefly describe existing partnerships before moving into planned / possible partnerships for the future. 
This framework is new and will take time to populate in its entirety.

CHAPTER 4
SECTOR PARTNERSHIPS

SERVICE PROVIDERS

RESEARCH PLANNING DEVELOPMENT OF 
INTERVENTIONS IMPLEMENTATION BENEFICIARIES  

(LG)

SHARED MANDATE  
(GOVERNMENT ASSOCIATIONS) EDUCATION AND TRAINING PROVIDERS
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4.2  EXISTING PARTNERSHIPS

4.2.1  Partnerships with TVET colleges

The LGSETA has several partnership agreements with TVET colleges to support NSDS lll Goal 4.3, of “promoting 
the growth of a public TVET college system that is responsive to sector, local, regional and national skills needs and 
priorities” (DHET, 2011).

The LGSETA has successfully established two offices at Mopani TVET College and Umfolozi TVET College. The focus 
of the partnerships is to facilitate skills development in Diesel Mechanic and Boiler Making, with further funding in 
National Certificate Vocational programmes with other learners registered in NATED in Engineering (Civil, Electrical, 
and Mechanical) and related designs.

Importantly, the LGSETA has supported lecturer development to enable lecturers of Mopani TVET College to obtain the 
workplace exposure. The partnership with Umfolozi has seen the registration of learners in plumbing, environmental 
practice, public administration, bricklaying, roadworks, and electrical learnerships, with other TVET learners enrolled as 
artisan learners in welding, electrical, plumbing, bricklaying, and instrumentation trades, among others.

The partnerships have yielded benefits for both entities because the SETA has increased its visibility within the local 
communities and, through funding, has obtained access to more learners. Moving forward, it has been identified there 
is a need to increase monitoring of various interventions.

4.2.2  Research partnerships with public higher education institutions & other organisations

The LGSETA has several research partnerships with public higher education institutions to support the SETA’s capacity 
to contribute to NSDS III Goal 4.1 of building a credible skills planning mechanism. Examples include:

•	 The LGSETA Wits Centre for Researching Education and Labour partnership is focusing on conducting research 
on conflict and skills development within the context of the sector. It is anticipated this research will identify potential 
skills development needs to address conflict management within the sector.

•	 The SETA entered a research partnership with the Vaal University of Technology (VUT) to focus on conducting 
research to address the problem of skills development and water management by local government in South 
Africa.

The strength of the partnership includes the LGSETA’s ability to access expertise from the University of the Witwatersrand 
and Tshwane University of Technology (TUT), as academics from these institutions form part of a collaboration network 
led and managed by the VUT. The benefits of the partnership can be maximised through more engagement between 
SETA officials tasked with research and the VUT that could see possible skills transfer.

MOUs with other research institutes have also been signed, i.e., CEPD, CSIR, HSRC to help with research into the 
skills requirements of the sector.

4.2.3  Partnerships with NGOs to facilitate access to skill development opportunities

As part of meeting the NSDS III goal of encouraging and supporting NGOs and other entities in terms of their skills 
development interventions, the LGSETA entered a partnership with the Nkungumathe Youth Development Forum, where 
several interventions are being implemented. These include the facilitation of adult education and training, facilitation 
of access to internship opportunities, an opportunity for communities to complete a skills programme focusing on new 
venture creation and funding of artisans.
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The partnership has provided a platform for the SETA to penetrate a rural area and maximise its interventions, while for 
the NGO, access to funding has enabled it to facilitate access to skills development opportunities that might transform 
the lives of participants, participating in the interventions. The SETA must proactively visit the projects and document 
the work being done, as it could further serve as a model for other interventions of this nature in the future.

4.2.4  Quality Partnerships 

Quality assurance is important in the skills environment and, therefore, key partnerships have been developed with the 
following organisations:

•	 The Quality Council for Trade Occupations (QCTO) is being utilised to develop occupational qualifications and 
provide Quality Assurance of occupational qualifications, regarding Interventions & Implementations.

•	 SLAs have also been signed with ETDP SETA, SASSETA, and MQA to provide Inter-seta quality assurance.

•	 Technical quality assurance for qualifications in key focus areas has also been targeted, such as MOUs with 
organisations, such as the Water Institute of South Africa (WISA) and The South African Emergency Services 
Institute (SAESA).

4.2.5  Partnerships with national, provincial and local government

The LGSETA, working with the Department of Public Works, will provide access to internship opportunities and 
internships under the auspices of the Free State Office of the Premier.

To support rural skills development interventions, the LGSETA entered a partnership with the Department of Rural 
Development and Land Affairs to provide young people in rural areas with access to learnerships.

Regarding local government partnerships, the LGSETA has been collaborating with other SETAs to develop and 
implement an integrated skills development intervention for the Nelson Mandela Bay Metro. 

There is a need to strengthen monitoring and management of interventions to ensure that programmes are being 
implemented as agreed.

According to the Local Government Management and Leadership Skills Development Research conducted by Fort 
Hare (2015), concurrent impact studies on skills gap conducted by LGSETA and COGTA should be resolved going 
forward.

4.2.6  Partnerships for RPL

Finally, a MOU was signed with the Centre for Education Policy Development (CEPD) for RPL Projects for firefighting.

4.3  NEW PARTNERSHIPS

4.3.1  Partnerships to focus on gender transformation

The SETA has identified the need to have an intervention that focuses on gender transformation in the sector. Data 
presented earlier reveals there are more men working in the sector, compared to women and, importantly, more men 
than women in the Management and Trade Occupation categories. To support the development of women in local 
government and, in particular, to occupy positions in these categories, an opportunity exists to partner with COGTA and 
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SALGA to develop and implement leadership programmes aimed at women in management positions and at women, 
who have been in leadership positions for less than three years, to provide the emerging leaders the opportunity to 
develop leadership skills.

4.3.2  Partnerships with small business development entities

The role and importance of small business (including co-operatives) in transforming a country’s socio-economic 
landscape the world over is well documented (Philip, 2003). The LGSETA must ensure it facilitates access to appropriate 
skills development opportunities for SMMEs and co-operatives that will support the implementation of the SIPs. To 
initiate this partnership, the LGSETA will look to work with various municipal entities tasked with driving economic 
development for various municipalities. Going forward, the LGSETA will look to engage the sector on the SMME and co-
operative strategy being developed for the LGSETA, where the feasibility of partnerships and possible implementation 
models will be explored.

4.3.3  Other Potential Partnerships

By examining the partnership framework, additional opportunities for partnerships include:

•	 Data sharing agreements with stakeholders. Rather than conducting primary research, administrative datasets 
often provide valuable strategic information for skills planning. In addition, projects such as GAPSKILL contain 
valuable skills information that would support effective skills planning.

•	 A partnership with one of the HEIs could be expanded to incorporate research on the occupational supply of skills. 
This will include the state of provision in the sector, specific occupational qualifications, and a mechanism for 
feeding data into future SSPs.

•	 LGSETA will engage with CoGTA and SALGA on the interventions for developing the new cohort of counsellors 
following the municipal elections.

•	 An investigation into how LGSETA can partner with HWSETA for the delivery of healthcare related skills in the local 
government sector.

•	 Leveraging service providers through partnerships. The LGSETA makes use of service providers at each step in the 
value chain. Intellectual capital exists in these service providers with value to the SETA. As research agreements 
have been established with Universities (as per table above), so can organisational memory be generated by 
utilising long-term partnerships with key service providers.

•	 Industry Attractiveness was cited as a driver of scarcity in several occupations. CoGTA has a Strategy for Local 
Government as Career of Choice: 2013 to 2016 (CoGTA 2013). A partnership to build on the effectiveness of this 
strategy should be investigated.

4.4  CONCLUSION

Partnerships are an important service delivery mechanism that can be leveraged by the SETA to improve implementation 
of various programmes and access to other stakeholders that are important for its work. In this chapter, the state of 
existing partnerships was discussed through the presentation of selected partnerships, where strengths and areas for 
strengthening the partnership, were also discussed. The chapter also identified new partnerships that the SETA will 
seek to form, going forward.
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CHAPTER 5
SKILLS PRIORITY ACTIONS
5.1  INTRODUCTION

The previous chapters provided information and analysis on the skills dynamics within the local government sector. 
This chapter summarises those findings and presents a response in the form of recommended actions that are realistic, 
consistent, and achievable. This chapter provides a set of priority actions and is not a detailed strategic or operational 
plan.

Based on the legislative and strategic drivers discussed in Chapter 2, the LGSETA has identified six strategic focus 
areas. The findings from the analysis will be presented, according to the focus areas, followed by cross cutting issues.

5.2  FINDINGS FROM PREVIOUS CHAPTERS

5.2.1  Governance, leadership and management

At the heart of sustainable service delivery is sound governance, strong political and administrative leadership, and 
accountable management. Given the increased expectations of citizens for better, consistent service delivery, and the 
priorities outlined in the Back-to-Basics Strategy, the LGSETA will focus on counsellors and management occupations 
identified through the research.

•	 Counsellors make up 38% of the management cohort and are a key lever in the effectiveness of local government 
and, by extension, service delivery. However, as elected officials, there is no way to build a skills pipeline into the 
occupation. Instead, skills gaps must be identified and suitable interventions developed. With the local government 
elections taking place in 2016, there will be a new cohort of employees entering the system. Suitable interventions 
must be developed to support these employees. This needs to be done in partnership with the other organisations 
with a shared mandate, namely: CoGTA and SALGA.

•	 WSP data reports 22% of employees in Management occupations have less than a matric as a highest level of 
education. 

•	 The University of Fort Hare (2016) identified several critical skills in management. Based on stakeholder 
engagements, the most critical of these are: Project Management, Developmental Economics, Organisational 
Development, Strategic Management, and Monitoring and Evaluation.

5.2.2  Community-based participation

A key occupation within this strategic focus area is Traditional Leaders (OFO 111301). The dynamics of Traditional 
Leaders are similar to Counsellors in the sense that the skills focus is on skills upgrades (critical skills). Therefore, the 
LGSETA will also allocate resources to fund the skills development of traditional leaders, who play an integral role in 
the governance of the sector.

A second finding relates to the high number of NEETs in communities. The number of people not in employment, 
education, and training (NEET) are growing and pose a risk to local communities. This is important for Municipalities as 
the government interface with communities to assist in dealing with the number of NEETs.

5.2.3  Spatial transformation and planning

At the core of initiatives, going forward, is planning for liveable, economically viable, and sustainable towns, cities, and 
rural areas. The occupational analysis in Chapter 3 highlighted key planning skills added to the PIVOTAL list. These 
include:



Sector Skills Plan 2011 – 2016: 2016/17 Update | Local Government Sector Education and Training Authority 49

1.	 Town Planning Technician

2.	 GIS Specialist

3.	 Disaster Management Coordinator

In addition, development economics has been flagged as a critical skill that cuts across management and technical 
roles within municipalities. 

5.2.4  Maintaining and enhancing service delivery infrastructure

Through the funding of bursaries, artisan development, learnerships, and skills programmes, the SETA will continue to 
invest in various engineering interventions, plumbing, construction and roadwork interventions, given the importance of 
these areas for sustainable service delivery.

•	 Compared with the 2015 SSP update, the need within the civil engineering field has moved from Engineers to 
Technicians, with Civil Engineering Technician (OFO 311201) being added to the PIVOTAL list.

•	 There is still a need for Civil engineers, especially in mentoring and coaching new recruits, but the stated need in 
the WSP data and stakeholder engagements is lower and has reduced its priority.

•	 Water Process Operators have been identified as a scarce skill and OFO 313201 - Water Plant Operator has been 
added to the PIVOTAL list.

•	 While not included on the PIVOTAL lists, stakeholders identified other technicians and artisans required for the 
technical implementation of service delivery programmes. These include: Electrical Engineering Technician, 
Mechanical Engineering Technician, Fitter (General), Electrician (General), Plumber (General).

5.2.5  AET and RPL

With the basic (entry level) requirements of skills to participate in the working environment increasing all the time, 
increasing basic education in the economically active population is key. AET, therefore, will continue to be funded by 
LGSETA. 

•	 WSP data showed 44% of all employees have less than a matric, with 7% having less than NQF1.

•	 VUT (2015) identified that many employees working in waste water treatment plants are competent, yet do not 
have the requisite qualifications. An RPL process to formalise these skills would assist in reducing the scarcity in 
key occupations (OFO 313201 - Water Plant Operator).

•	 Stakeholders reported there are many candidates for senior financial posts that hold no MFMP qualification, yet far 
exceed the competencies / outcomes of the programmes. A way to recognise this competence (RPL type process), 
without going through the programme, will assist in expanding the pool of talent available to apply for financial 
posts.

5.2.6  Building capacity of workplace training systems

Learning in the workplace is fundamental to the development of skills. Current data shows internships and work 
integrated learning (WIL) programmes are extensive. A total of 9 699 interns were placed in the financial year. Not only 
do internships present an opportunity for graduates and NEETs to enter the workforce, but it can assist in building a 
supply chain for key occupations. 
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For example: Accountants (General) were on the 2015 PIVOTAL list. The current set of WSP submissions showed 567 
interns were placed. Having such a large pool from which to draw new recruits plays a large role in overcoming skills 
gaps. Therefore, LGSETA will continue to support workplace learning.

5.2.7  Other Findings / Cross Cutting Findings

Several other key findings were made in the preceding chapters:

•	 There is a need to develop competencies within the HR/HRD departments. This includes skills planning (which 
includes support on the use and implementation of GAPSKILL), reviewing the process and competencies in the 
recruitment of skills, and the understanding and use of the OFO.

•	 Effective local economic development requires additional skills, including Analytical Skills, Developmental 
Economics, SMME Development.

•	 Stakeholders strongly supported the development of more specialist Construction Project Managers. Many service 
delivery projects involve a construction element (or are construction based). Inadequate levels of skills in this field 
leads to extensive delays.

•	 Shortages in terms of specialist ICT skills are less a function of the labour market and more a financial 
competitiveness of packages. The irony is that the cost is far exceeded by outsourcing the function. Stakeholders 
believe the skills are available, but the local government cannot attract the appropriate candidates.

•	 Local government has a mandate to provide healthcare services. Several occupations were flagged as having 
a mismatch in the supply and demand. These include: Primary Health Organisation Manager, Registered Nurse 
(Community Health), Ancillary Health Care Worker, and Nurse Manager.

•	 Future skills needs. During the stakeholder engagements, participants expressed a desire for certain skills. These 
skills relate to functions that are either outsourced or not fully recognised. Either way, there is no accommodation 
for them on their respective organograms. However, if they became accepted on a larger scale, then there would 
be a potential shortage.

•	 Language Practitioner (264302 – Translator). It was agreed that municipalities spend a lot on outsourcing 
translations, when it can be done internally at a lower rate if they employed translators directly. However, it is not 
widely used (only 16 in current WSP). If it becomes the practice to insource, it will likely be difficult to fill the posts.

•	 Researcher. To improve the ‘evidence based policy’ approach to governance and support the analytical element to 
LED, there is a need to insource research activities. 

5.2  RECOMMENDED ACTION

5.2.1  Measures to support national strategies

The skills implications for the national strategies discussed in Chapter 2 are medium-term and have been incorporated 
into the articulation of the strategic areas of focus (discussed in section 5.2.1 – 5.2.6) and the existing Strategic 
Goals. This is the “Guiding Strategies” stream of input, as shown in Figure 1, and is explained in the Strategic Plan 
(LGSETA 2015). Since they are based on a medium term framework, existing interventions should be continued, and 
the Strategic Plan updated, based on the new evidence presented in the SSP.

5.2.2  Skills Priorities from the Sector

In response to the findings articulated above, the following actions are recommended to supplement the existing 
activities to support the national strategies.
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1.	 First, LGSETA should continue with the existing skills priorities for counsellors and new municipal managers. Since both 
CoGTA and SALGA also have an interest in developing new members following the elections, a coordinated approach 
will be adopted to maximise outcomes. 

2.	 With this, it is recommended that a Training Needs Assessment is conducted, so a suitable development plan can be 
established for the next 5-year period. GAPSKILL should be promoted and its implementation supported.

3.	 It is recommended that access points and career paths are identified to facilitate NEETs into the workforce. This starts 
with an identification of entry level occupations (included in Chapter 3). The next step will be to articulate training and 
development required to bridge NEETs into these occupations.

4.	 In response to unmet demand, which is where the demand is hampered by non-labour market issues, a twofold 
recommendation is made. First, an examination into the recruitment process in municipalities should be undertaken. 
This will be properly scoped, but should include a process engineering project and a policy brief for municipalities. In 
addition, strategic HRM and talent management development for HR departments in municipalities will support any 
changes. By streamlining and developing formalised talent management processes, the sector can become more 
attractive as an employer. The second part of this recommendation deals with establishing a means of promoting local 
government as an employer of choice. A campaign can, therefore, be undertaken (preferably as a partnership with key 
stakeholders such as SALGA and CoGTA) to promote local government as an employer of choice.

5.	 Regarding the geographic constraints, small and rural municipalities will experience shortages, based on their own 
local labour market and those in the broader labour market. When there is a shortage in skills, it is likely to be felt most 
severely in rural areas. Due to their small size, they are less able to compete financially for the resources available and, 
therefore, struggle with recruitment and retention, and may even place a dampening on training and development. Many 
stakeholders mentioned training employees in areas of scarcity. only for them to leave for higher paying posts in larger 
municipalities. An alternative salary structure should be investigated for small or rural municipalities to support greater 
competitiveness for skills.

6.	  Many strategies discuss Local Economic Development and many of these discuss skills needs. However, there is a gap 
in articulating how municipalities are to gain the skills required to affect the LED plans. Therefore, it is recommended 
that a strategy be developed that links talent management inside municipalities with local labour markets and the 
development thereof.

7.	 The supply side data is incomplete for analysing occupation level data. A process should be undertaken that examines 
occupations and articulates if there is a link to a specific qualification. The ‘high use’ variable (NILS 2013) which is part of 
the Specialised Occupation List methodology developed in Australia, establishes the nature of the relationship between 
occupations and qualifications. Therefore, skills pipelines can be assessed and supply quantified. Where there is no link 
and the educational background of candidates is more nebulous, a specific supply pipeline can’t be articulated, but a 
more generic assessment of what level and what subject areas are required will provide value.

8.	 This process will also support the development of career pathways and can be tied to the “Entry Level Occupation” 
recommendation made earlier. It is recommended to undertake a research process to articulate:

a.	 The link between key occupations and qualifications,

b.	 The state of qualifications in terms of quality and quantity of graduates.

9.	 A strategy should be developed to support the insourcing of technical skills, such as ICT. While the required salaries will 
be greater than the current grading structure, the initiative is likely to save money and create more effective systems.

5.3  CONCLUSION

The current Sector Skills Plan has adopted a more analytical approach, where a very specific occupational analysis 
was conducted. This will allow for a more natural flow in developing the Strategic Plan and the Annual Performance 
Plan, as the needs are framed specifically, which can be translated into interventions. Additional material regarding the 
sets of analyses conducted is included in the Annexures and the supporting Portfolio of Evidence.
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PROVINCIAL OFFICES
GAUTENG
Tel: (011) 456 8579 Fax: (011) 450 4948

PHYSICAL ADDRESS
1st Floor
47 Van Buuren Road
Bedfordview
2007

POSTAL ADDRESS
P.O Box 1964
Bedfordview
2008

WESTERN CAPE
Tel: (021) 686 7081/2 Fax :( 021) 686 7083

PHYSICAL ADDRESS
2nd Floor Forrest House
Belmont Office Park
Belmont Road
Rondebosch
7701

POSTAL ADDRESS
P.O Box 287
Newlands
7725

KWA-ZULU NATAL
Tel: (031) 337 9085/9178 Fax: (031) 337 9281

PHYSICAL ADDRESS
Office 2301, 23rd Floor
Embassy Building
199 Anton Lembede
Durban
4000

POSTAL ADDRESS
P.O Box 3314
Durban           
 4001

EASTERN CAPE
Tel: (043) 726 2404 Fax: (043) 726 1775

PHYSICAL ADDRESS
11 Tecoma Street
Berea
East London
5201

POSTAL ADDRESS
P.O Box 7163
East London
5200

MPUMALANGA (SITUATED IN PRETORIA)
Tel: (012) 341 3324/5/6 Fax: (012) 341 3327

PHYSICAL ADDRESS
536 Francis Baard Street
Old Mutual Buildings, Block A
3rd Floor
Arcadia
Pretoria

POSTAL ADDRESS
P.O. Box 12192
The Tramshed
Pretoria
0123

FREE STATE
Tel: (051) 448 2481

PHYSICAL ADDRESS
74 President Reitz Street
Westdene
9300

POSTAL ADDRESS
P.O Box 2448 
Bloemfontein
9301

NORTH WEST
Tel: (018) 462 1338

PHYSICAL ADDRESS
Office XX0109A; 2nd Floor
West End Shopping Centre
51 Leask Street
Klerksdorp
2571

LIMPOPO

PHYSICAL ADDRESS
73 Biccard Street
Maneo Building, 1st Floor,
Polokwane

NORTHERN CAPE

PHYSICAL ADDRESS
10 Oliver Road
Block 3, Ground Floor, Left Wing
Montrio Corporate Park
Kimberley
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