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It is a great pleasure to present the updated five-year Local Government (LG) Sector Skills Plan (SSP) for the period 2024/2025.
The Local Government Sector Education and Training Authority (LGSETA) is responsible for developing the LG SSP as mandated
by the Skills Development Act, 1988 Section 10 (1) (a) and guided by the Department of Higher Education and Training (DHET)
SSP Framework and Requirements updated in 2022. LGSETA has a specific mandate to facilitate skills development within this
sector in accordance with the Human Resource Development Strategy for South Africa (HRDS-SA) 2010-2030, White Paper
for Post School Education and Training, National Development Plan (NDP) 2030 and associated National Skills Development
Plan (2030), and the Economic Reconstruction and Recovery Plan and associated Economic Reconstruction and Recovery Skills
Strategy (ERRSS).

This updated SSP is a national document to be used by all local government stakeholders including governmental departments,
municipalities, local government entities, officials, employers, unions, policy makers and SETA staff, and should be used as one
of a range of key documents to inform skills planning and strategic decision making in the sector. The SSP aims to address
priority occupations and skills development interventions determined by the sector for the purpose of enhancing skills and
responding to the need for a skilled, competent, ethical, and capable local government workforce. As stated by the President
Cyril Ramaphosa, job creation remains at the centre of the Economic Reconstruction and Recovery Plan (ERRP) (2020/22/23).
The SSP identifies suitable skills development interventions that are required to ensure effective implementation of the ERRP
and its corresponding skills strategy in the local government sector.

It is important to note that the SSP is reliant on up-to-date and accurate data to inform skills development priorities so that
we can support the sector with relevant interventions, which are aimed at empowering employees in the workplace as well as
unemployed learners in order to make a difference in the sector.

We sincerely thank all the stakeholders that form part of the local government sector as well as the various research partners
who have contributed to helping us understand our sector better. We further thank all those who have contributed to the
development of this SSP, which informs the development of LGSETA Strategy and the Annual Performance Plan (APP). As
part of our mandate, we will continue to work with our municipalities and stakeholders to facilitate capacity and help improve
skills planning and development processes to ensure municipalities and entities submit reliable and accurate data through
the submission of workplace skills plans (WSPs). LGSETA continues to strive towards achieving service excellence to enable
transformation and achieving a highly skilled and capable local government across South Africa.

? )’W b r P
Mr Phumlani Mntambo Mr Ineeleng Molete
Chairperson of the Accounting Authority: LGSETA LGSETA Chief Executive Officer

Date: 01 August 2023 Date: 01 August 2023
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The Local Government SETA (LGSETA) derives its legislative mandate from the Skills Development Act of 1998 (Act 97 of 1998).
Under Section 10 (1) () of the Act, each SETA must develop a Sector Skills Plan (SSP) within the framework of the National
Skills Development Plan (NSDP) 2030. The Local Government SETA has updated the five year SSP for the period 2023-24 in
accordance with the requirements of the Department of Higher Education and Training (DHET) and the policy context for skills
planning, which includes the National Development Plan (NDP) 2030, Human Resource Development Strategy 2010-2030 (HRD-
SA), White Paper for Post School Education and Training (2013), Youth Employment Accord, Local Government Turnaround
Strategy, Urban Development Framework: Implementation Plan (2018), White Paper on Transforming Public Service Delivery
(Batho Pele White Paper) and the Economic Reconstruction and Recovery Plan (ERRP) and the associated Skills Strategy.

The data collection tools used by the LGSETA includes interview questionnaires on occupational shortages and skills gaps,
amongst others, which are informed by the DHET employer questionnaire; surveys specifically designed for the LGSETA; and
focus group discussion guides.

The key sources of data included a document review looking at all the available literature including research studies conducted
by the LGSETA; secondary data analysis from Statistics South Africa (StatsSA) and the national treasury, amongst others, to
analyse the economic and labour market trends as well as secondary data analysis from DHET on the PSET system to analyse
the supply of skills in the sector; primary data analysis of the 2023 WSP/ATR data to look at LG sector employer and employee
statistics; qualitative interviews and provincial engagements with stakeholders in the sector; as well as engagements with Exco
and the Accounting Authority. Insights from these methods informed the SSP, including the Sectoral Priority Occupations list.

The chapter includes an overview of the scope of coverage for LGSETA and outlines the key role players in the sector, such
as: Department of Cooperative Governance and Traditional Affairs (CoGTA), the South African Local Government Association
(SALGA), Department of Water and Sanitation (DWS), the South African Municipal Workers’ Union (SAMWU) and the
Independent Municipal and Allied Trade Union (IMATU). The chapter also discusses the economic performance as well as the
employer and employee profile of the sector.

The economic growth performance of South Africa has been dismal for some time, hovering around the 1% mark in the
recent past. However, the economy seems to be recovering to some extent as there was an annual increase of 2.0% in real
GDP, following an increase of 4.9% in the preceding year (Statistics South Africa, 2022). Between 2019:Q1 and 2023:Q1, GDP
growth in the key LG sectors followed the same trend as the economy at large. The only exceptions are Transport, Storage and
Communication, which was the lowest in 2021, and Construction and Personal services, which declined in 2022 - yet these
three sectors increased above overall GDP rates by 2023:Q1.

There are 257 municipalities in South Africa, of which eight are metropolitan municipalities, 205 are local municipalities, and 44
are district municipalities. Municipalities across South Africa received revenue of R548.7 billion in 2021, increasing to R580.3
billion in 2022, resulting in a 5.8% increase. With regard to service delivery, the services that are available to most households
are water (78.1%), followed by sewerage and sanitation (64.7%) and provision of electricity (61.0%). About half of the households
reported having access to solid waste management (54.3%).

According to the 2023 WSP submissions, municipalities (locals, districts, and metropolitans) employed 299 691 workers (higher
than StatsSA which reported a total of 288 702 municipal employees, inclusive of full-time, part-time and vacant posts for
2021, informed by a municipal census published in 2023). With the inclusion of other entities (as additional constituents of
LGSETA), the total employment for local government employees based on WSP submissions came to 309 169.

' The figures from WSP submissions differ slightly from those of Stats SA due to differences in data collection methods.



According to the Quarterly Labour Force Survey: Q1:2023, the official unemployment rate is 32.9% (7.9 million) and 42.4%
(11.9 million) by the expanded definition. Interestingly, graduate unemployment is 10.6% - 22.2% lower than the national official
unemployment rate. Unemployment for those with Matric is 35.6% and less than Matric 37.6%.° People with higher education
attainment are relatively less at risk of unemployment.

In the first quarter of 2023, there were approximately 10.2 million youth aged 15 to 24 years, of which about 3.7 million (36.1%)
were NEET. There are more NEET females than males in this age group. Year-on-year, there was a 0.8% decrease since 2022:Q1.
In the age group 15- 34 years, the NEET rate decreased by 1.6% to 44.7%. (Stats SA, 2023) South Africa had the highest
inequality in income distribution in 2021, with a Gini score of 0.63 (Statista, 2021).> Approximately 55.5% (30.3 million people)
of the population is living in poverty at the national upper poverty line (ZAR 992), while a total of 13.8 million people (25%) is
experiencing food poverty (World Bank, 2020).*

The Chapter presents an analysis of the key factors affecting skills demand and supply in the local government sector. The
five main skills change drivers are Technological Change and Digitisation, Local Economic Development, Constraints to Service
Delivery (Urban and Rural), Spatial Integration and Inclusive Development, and Political Change. Technological Change and
Digitisation are affected by the pandemic as it accelerates the uptake of the Fourth Industrial Revolution (4IR), necessitating
training in data analysis, cyber security, and digital learning, amongst others. The impact of the Covid-19 pandemic resulted in
the swift adoption of 4IR technologies to increase productivity and service delivery, while facilitating remote working. It also
ensured that local economic development becomes more vibrant, responsive, and sustainable to counteract the impact of the
pandemic and create socio-economic opportunities to support communities and businesses.

The Chapter deals with understanding the extent of skills mismatches in the sector. It focuses on the supply and demand for
skills at an occupational level. An assessment of skills demand was undertaken at occupational level, including a perspective
against strategic occupations, which were defined according to the LGSETA's strategic focus areas.

Occupational shortages, or HTFV, were identified through the analysis of 2023 WSP/ATR data. HTFV identified include
Electrician; Information Technology Manager; Supply Chain Manager; and Town and Regional Planner; amongst others. Skills
gaps or top-up skills were defined for each of the eight major Organising Framework of Occupations (OFO) groups. Finance
Skills, Performance Management, Governance, Leadership and Management, and Health and Wellness are in the top 10 skills

gaps.

The SET field showed a continuous increase between 2017 (310 115) and 2019 (323 105), with a slight decline recorded for
2020 (319 902), and yet again for 2021. The business and management field increased between 2017 and 2018 (from 278 930
to 283 194), before declining in 2019 (265 973), after which an increase was recorded for 2020 (280 489), followed by yet
another decline in 2021 (265 797). Private HElIs are also playing a significant role in contributing to increased access in areas.
The Business, Commerce and Management Studies field of study accounts for the bulk of enrolments for private HEIls as well
as Private Colleges. Technical Vocational Education and Training (TVET) colleges have been playing their part in contributing to
skills for the sector, however significant declines in enrolment are recorded for the 2020 period. Headcount enrolment in public
TVET colleges declined significantly between 2017 and 2021, from 688 028 enrolments to 589 083. Only 56.4% of students
enrolled for TVET qualifications completed their studies.

The key learning programmes that the SETA implements are Learnerships, Skills Programmes, Internships, Apprenticeship and
Artisan Recognition of Prior Learning (ARPL). Skills programmes are dominant in terms of the type of programmes the SETA
implements, and this is followed by Learnerships. Internships and Apprenticeships account for much smaller proportions.

Key supply problems facing LG sector employers are the lack of mentors in municipalities, lack of willingness of employees to
train, and insufficient funding for training. The Sectoral Priority Occupations and Interventions List was informed by the supply
and demand indicators, qualitative inputs from provinces and key research findings.

2 Statistics South Africa. Quarterly Labour Force Survey: Q1:2023.



The Chapter presents a model for partnerships, which builds on the stakeholder analysis in Chapter one and outlines areas
for collaboration with key stakeholders. The Chapter outlines the institutions with whom LGSETA has partnered, the term
and duration of the partnerships and objectives of partnerships. The chapter also discusses the successes and challenges of
LGSETA partnerships. Furthermore, the Chapter presents the partnerships which LGSETA plans to enter into, summarising the
objectives of these new partnerships, and discussing LGSETA’s most successful partnership approach.

The Chapter outlines the SETA’s current approach to monitoring and evaluation (M&E), reflecting on aspects such as how M&E
data was used to support research planning and the extent to which they were achieved. LGSETA uses M&E to inform decisions
and payments, and now also uses it to inform planning-a significant milestone in the evolution of the organisation. Additionally,
Chapter 5 outlines LGSETA’s plan of action regarding M&E and the measures which will be put in place to ensure 2023-24
priorities are addressed and 2024-25 priorities are achieved.

The Chapter presents the findings from previous chapters and reflects on the LGSETA five strategic focus areas that provide
the base for aligning the sector priority areas of the SETA, thus reflecting a more integrated strategic process. The five
strategic focus areas were derived mainly from the municipal key performance areas (KPAs) and provide the base to guide the
alignment of the skill priorities emanating from the ERRP and Skills Strategy, the Discretionary Grant (DG) Strategic Framework
Priorities, and the District Development Model. The five strategic focus areas are Enhancing Good Governance, Leadership and
Management Capabilities; Promoting Sound Financial Management and Financial Viability; Enhancing Infrastructure and Service
Delivery; Enhancing Municipal Planning and Promoting Spatial Transformation and Inclusion. At the top of the skills priority
actions list are priorities that are particularly important taking into consideration disasters including the impact of the Covid- 19
pandemic. Interventions supported by LGSETA will continue to target these strategic areas as well as those newly identified by
the research, to ensure all skills needs in the sector are addressed.
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In developing the SSP, the LGSETA utilises a range of research outputs drawn from both primary and secondary data collection
methods. Primary data collection involves conducting research to source empirical data and information whilst secondary
data collection, involves the use of available literature and data. The research that informs the SSP comprises quantitative
and qualitative methodologies, leveraging a three-pronged strategy of document review, data analysis, and stakeholder
consultations. This section provides a description of each element of the strategy. Additionally, it discusses the methodology
used in determining the occupational shortages and skills gaps.

The data collection tools used by the LGSETA includes interview questionnaires, on occupational shortages and skills gaps
which are informed by the DHET employer questionnaire and focus group discussion guides.

The key methods of data included a document review looking at all the available literature including research studies conducted
by the LGSETA; secondary data analysis from Statistics South Africa and the national treasury, amongst others, to analyse the
economic and labour market trends as well as secondary data analysis from DHET on the PSET system to analyse the supply
of skills in the sector; primary data analysis of the 2023 WSP/ATR data that the SETA collects on an annual basis to look at LG
sector employer and employee statistics; qualitative interviews and provincial engagements with stakeholders in the sector;
as well as engagements with Exco and the Accounting Authority. Insights from these methods informed the Sectoral Priority
Occupations list and recommendations outlined in this document. These insights also help inform the LGSETA’s strategy.

The document review involved a review of relevant literature to consolidate the knowledge available and provide context to
the planning process. Key policy documents and strategies as well as a range of research documents and annual data reports
prepared by organisations such as Auditor General were analysed. Furthermore, recent LGSETA research undertaken as per the
approved Research Agenda for 2023-2025 were examined and incorporated into the analysis. Table 0-1 provides an overview of
the research reports commissioned by the LGSETA, which were used to inform various chapters of this SSP.

The only regular source of occupation specific data comes from Workplace Skills Plans (WSP) submissions by employers.
Informed by WSP data, the labour market analysis was conducted at an occupational level. While the data quality is not ideal,
it still represents the most feasible means of profiling the sector and assessing the stock of skills. The process to identify
skills gaps and occupational shortages was informed by a skills analysis which draws on the data collected though the WSP
submissions and will be supplemented through interviews and stakeholder engagements. Through interviews and engagements,
stakeholders provide inputs on the priorities for occupational shortages and skills gaps; initially determined through an analysis
of WSP data.

The secondary data research draws from a range of sources including data sets prepared by StatsSA, the Higher Education
Management Information system (HEMIS), the Department of Home Affairs, Department of Employment and Labour and
several research organisations.

The limitations of the data can be overcome by:

« Seeking additional sources where findings can be compared and corroborated; and
« Validating findings through qualitative stakeholder engagements.

The final element of the methodology is the qualitative stakeholder consultation. The purpose of stakeholder consultations
is to identify and validate occupational shortages, skills gaps, change drivers and skills priorities. Through interviews and
questionnaires, stakeholders provide input on the priorities for occupational shortages and skills gaps; initially determined
through an analysis of WSP data. Data collected from stakeholders is triangulated using WSP/ATR data, StatsSA, the Auditor
General Report and consultations with professional bodies to further validate the information.

The table that follows provides a description of the research projects that the LGETA has conducted for the 2022/23 period.
These research reports have collectively informed this SSP. For each research project, the topic under discussion is provided
followed by the nature and objectives of the study, the data collection tools adopted, data samples and data sources drawn on
and, the timeframe of the associated project.
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The main purpose of this chapter is to present a profile of the local government sector. This serves as a foundation for the SSP
by defining the scope of coverage, who the key role players are and the profile of the sector regarding employers and employees.
It also provides information on municipal revenue and expenditure as well as service delivery in the local government sector, as
the economic impact of local government is measured mainly through its delivery of services.

The mandate of the LGSETA is to facilitate skills development initiatives in the local government and to ensure that the local
government sector is professionalised, skilled and capable to deliver basic services as required by the Constitution. The Draft
Councillor Development Strategy categorises the key responsibilities of local government as: infrastructure and basic services;
social and welfare services; administration and public order; and municipal planning (LGSETA, 2022g).

The data used in this section is primarily drawn from the WSP submissions and Statistics South Africa (Stats SA). Various
aspects of this chapter, such as the key role players and economic performance, were informed by research conducted by
LGSETA on issues such as ‘Research on the effects of skills mismatch in the Local Government sector and how it can be
addressed’, ‘A critical analysis of competency levels of Senior Managers in Municipalities’ and ‘Research on exploring factors
affecting Governance in Local Government Institutions’.

The Local Government (LG) sector is made up of 54 industries in terms of the Standard Industrial Classification (SIC) framework.
The scope of coverage of all SETAs is defined by the primary focus of organisations demarcated, according to the SIC. Table 1-1
summarises the LGSETA’s scope, based on the SIC code and a description of the primary activities thereof.

SIC DESCRIPTION

Production, processing and preservation of meat products by Local Governments

Production, collection and distribution of electricity

Generation of electric energy by Local Governments

Construction of pylons for electric transmission lines by Local Government

Any utility or agency, wholly or partially owned by a municipality, providing Local Government services under
contractors of municipality

Retail trade via stalls and markets

Urban, suburban and inter-urban bus and coach passenger lines operated by Local Government

Other non-scheduled passenger land transport

Salvaging of distressed vessels and cargoes

Maintenance and operation of harbour works, pilotage, lighthouses, etc.

Operation of airports, flying fields and air navigation facilities

Roads

Municipal public works functions (specifically assigned)

Municipal fencing and fences

Municipal roads

Street lighting

Building and industrial plant cleaning activities

Regional services council activities

All functions, services and facilities provided by a metropolitan council, as determined by 84(1), (2) and (3)
of Act 117 of 1998 — Local Government Municipal Structure Act of 1998

Category B Municipalities: All functions, services and facilities provided by local council, as determined by
84(1), (2) and (3) of Act 117 of 1998

Category C Municipalities: All functions, services and facilities provided by a district council and district area
management, as determined by 84(1), (2) and (3) of Act 117 of 1998 Local Government Municipal Structures
Act 1998

Organised local government — any statutory or regulatory body assigned the function as per the
Constitution of the RSA, to deal with matters at the executive level within local government

Local government activities

Metro police

Traffic management/ law enforcement

Air pollution

Municipal planning

Trading regulations

Billboards and the display of advertisements in public places

Control of public nuisances

Control of undertakings that sell liquor to the public

Licensing of dogs



SIC DESCRIPTION

Licensing and control of undertakings that sell food to the public

Noise pollution
Street trading
Land use planning

Pre-primary education and activities of after-school centres by local authorities
Social work in local governments

Refuse and sanitation

Health and community services
Other community work in local governments

Recreational, cultural and sporting activities by local governments

Beaches and amusement facilities and fairs

Pounds
Public places

Provision and operation of libraries of all kinds by local government
Museum activities and preservation of historical sites and buildings by local governments

Parks and gardens
Z0o0s

Local sports facilities
Municipal parks
Building regulations
Cemeteries

Facilities for the accommodation, care and burial of animals

Source: Department of Higher Education and Training, The re-establishment of Sector Education and Training Authorities from 1 April 2020 to 31 March 2030,

The new SETA Landscape

The table below illustrates the key role players who operate within the realm of local government. An effective stakeholder

analysis is fundamental to a comprehensive understanding of the context in which LGSETA is operating.

Stakeholder

Department of Water and
Sanitation (DWS)

Role

To play an oversight and support
role and collaborate on
initiatives relating to water
qualifications and interventions

Gauteng Department of Economic
Development (GDED)

To play an oversight and support
role for municipalities through the
implementation of competency
training programmes for small
businesses and through the
identification of skills needs of
cooperatives.

NSDP Objective

Outcome 4.1 - Identify and Increase
Production of Occupations in High
Demand including supporting key
delivery services that support
economic sectors

National Treasury

To be an advisory and play a support
role relating to the latest trends and
developments as well as to co-fund
strategic

projects.

Statistics South Africa

To collaborate on research in terms
of gaps relating to quality

of data that supports skills planning
and research.

Outcome 4.1: Identify and Increase
Production of Occupations in

High Demand including skills
development to improve efficiency
and service

delivery



Stakeholder

Department of Environment,
Forestry and Fisheries

Role

To play an oversight and advisory
role regarding the development of
Environmental related qualifications
and implementation of learnerships.

NSDP Objective

Outcome 4.2: Linking Education and
the Workplace through supporting
green economy related occupations
and interventions

Department of Cooperative

Governance and Traditional Affairs

(CoGTA)

To play an oversight and support
role for municipalities through the
implementation of competency
training programmes for municipal
officials.

Auditor General South
Africa (AGSA)

To collaborate to ensure combined
assurance and increase

reliance placed on the work
conducted by Internal Audit.

State Information Technology
Agency (SITA)

To enhance Infrastructure and
Service Delivery and promote the
efficiency of LGSETA through the
use of information

technology.

National School of Government
(NSG)

To work collaboratively on initiatives
regarding professional development
and capacity building initiatives
regarding SDFs and municipal officials

Department of Planning,
Monitoring and Evaluation

To collaborate to improve the
governance oversight and monitoring
and evaluation mechanisms and
capacity.

Municipalities

To collaborate and support
implementation of skills development
interventions including placement

of learners for work: WIL, bursaries,
learnerships, and skills programmes.

Outcome 4.3: Improving the level of
skills in the SA workforce through
skills development to improve
efficiency and service delivery

Department of Public Works and
Infrastructure (DPWI)

To play an oversight and support
role regarding the implementation
of EPWP programmes linked to
improving the environment.

Department of Small Business
Development

To play an oversight and support

role relating to identified training
programmes for SMEs, Cooperatives,
and community development
initiatives.

Department of Mineral
Resources and Energy

To play an oversight and advisory role
on programmes relating to energy/
electricity related occupations.

Department of Tourism

To play an oversight and advisory role
regarding the implementation of the
National Tourism Sector HR Strategy
(TSHRS) 2017-2027 linked to Local
Government initiatives including LED
and SMME skills

Outcome 4.6: Skills Development for
Entrepreneurship and Cooperative
Development through SME initiatives
linked to employment and improving
efficiency

Government Communication and
Information Systems
(GCIS)

To collaborate on research
dissemination and publications

To disseminate the research findings to
local government stakeholders through
publishing of the research

articles.



Stakeholder

South African Local Government
Association (SALGA)

Role

To collaborate on strategic
initiatives and assist with
coordination and roll-out of
interventions relating to councillors

NSDP Objective

Outcome 4.3: Improving the level of
skills in the SA workforce through skills
development to improve

efficiency and service delivery

Municipal Infrastructure Support
Agency (MISA)

South African Municipal
Workers Union (SAMWU)

Independent Municipal and Allied
Trade Union (IMATU)

South African Institute
for Civil Engineers (SAICE)

South African Council for
Planners (SACPLAN)

South African Geometrics
Institute (SAGI)

South African Council for the
Property Valuers Profession
(SACPVP)

Water Institute of
Southern Africa (WISA)

Association for Skills Development
in SA (ASDSA)

South African Emergency
Services Institute (SAESI)

Association of Chartered Certified
Accountant (ACCA)

ECSA - Engineering Council of SA

To collaborate on strategic objectives
to support infrastructure initiatives

To collaborate and assist with
coordination and roll-out of
interventions relating to Worker
Leadership Programme, RPL and
identified skills needs

To collaborate and play an advisory
and support role by assisting with
identification of best practice
employers and coordination of
learners for professionalisation and
workplace learning.

Outcome 4.3: Improving the level of skills
in the SA workforce and;

Outcome 4.4: Increase Access to
Occupationally Directed Programmes by
supporting infrastructure initiatives to
improve efficiency

Outcome 4.7: Encourage and Support
Worker initiated training

Outcome 4.1: Identify and Increase
Production of Occupations in High
Demand and Outcome 4.2 - Linking
Education and the Workplace

The Institute of Risk Management
South Africa

To collaborate to provide guidance
and best practices in risk management
principles and concepts and create
adequate, effective, and efficient
governance, risk and compliance
processes.

Outcome 4.3: Improving the level of skills
in the South African workforce.

South African Career Development
Association (SACDA)

To collaborate on gaps in the delivery
of Career Development interventions
by the LGSETA.

Outcome 4.8: Support and promote
career development as a profession and
empower staff and youth

development practitioners.



Stakeholder Role NSDP Objective
Public HEIs To collaborate and support individual | Outcome 4.1: Identify and Increase
bursaries relating to scarce and critical | Production of Occupations in High
skills as well as conduct research Demand and increase throughput rate
related work in line with the Research | including number of PhD
Agenda graduates in the sector
TVETs To collaborate and support the Outcome 4.2: Linking Education and the
implementation of WIL and training of | Workplace and
lecturers and curriculum development | Outcome 4.4: Increase Access to
Occupationally Directed Programmes
namely, Artisans; and
Outcome 4.5: Support Public College as
Key Provider by focusing on improving
quality and increasing
throughout rate
CET Colleges To collaborate in the delivery of Supports Outcome 4.3: Improving the
training and development programmes| level of skills in the SA workforce
to capacitate local government
officials, elected public representatives
and communities in the local
government sphere.
SETAs To facilitate Quality Assurance and Outcome 4.3: Improving the level of skills
Skills Development Initiatives that in the SA workforce
are cross-cutting as well as specific
partnership on Entrepreneurship with
the Services SETA

The LGSETA has a broad scope that spans over a range of economic sectors such as Electricity, gas, and water; Construction;
Trade, catering, and accommodation; Transport, storage, and communications; General government services; and Personal
services. The economic growth performance of South Africa has been dismal for some time, hovering around the 1% mark in
the recent past. However, the economy seems to be recovering to some extent as there was an annual increase of 2.0% in real
GDP, following an increase of 4.9% in the preceding year (Statistics South Africa, 2022).
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5 According to the National Integrated ICT Policy White Paper (2016), the local government is predominantly responsible for approving the deployment of infrastructure for the development
of telecommunications.



Figure 1-1 shows that over the five-year period, first quarter year-on-year GDP growth in the key LG sectors followed the same
trend as the economy at large. The only exceptions are Transport, Storage and Communication, which was the lowest in 2021,
and Construction and Personal Services, which declined in 2022 - yet these three sectors increased above overall GDP rates
by 2023:Q1.

The General government services sector captures regional council activities in terms of public administration and defence
activities, local authority activities, sewage and refuse disposal as well as sanitation, education, health, and social work. These
services remained consistent throughout the Covid-19 pandemic. This sector’s performance followed the overall GDP trend
most closely.

It does appear that the Agriculture, Forestry and Fishing and the Mining sectors are more volatile than the rest. While 3 (three) of
the LG sectors recovered from economic strains following the impact of the Covid-19 pandemic (Construction; Trade, catering
and accommodation; and Personal services), the remaining 3 continued to decline between 2020 and 2021 (Electricity, gas and
water; Government services; and Transport, storage and communication).

Local government has the capacity to finance a large portion of its budget from own revenue collected from services provided
to households. The legislative framework empowers municipalities to bill for and collect revenue for services provided, and to
enforce credit control measures where revenue is not paid.

The Financial Census of Municipalities showed that municipalities across South Africa received an income of R548.7 billion
in 2021 and this increased to R580.3 billion in 2022, resulting in a 5.8% increase. Expenditure in 2022 was R580.3 billion.
The internally collected revenue accounted for 36.9% of total income, made up of electricity and water sales, refuse removal,
sanitation and sewerage charges, and other revenue (fresh produce market, etc.).

The remaining 63.1% includes income from 'grants and subsidies received' from National, provincial, and local government, other
income, deficits as well as interest earned from various sources including fines, licenses, permits and rentals. (Stats SA, 2023)
South Africa’s local government revenue and spending framework encompasses all resources available for municipalities to meet
their expenses. The majority of LG revenues are generated by municipalities themselves. Over the period 2017/18 to 2021/22,
own revenues accrued averaged at 82% of total municipal revenues. The amount varies greatly across municipalities, with those
in poor rural areas relying more on transfers. Local Government expenditure on infrastructure over the 2023 Medium-Term
Expenditure Framework (MTEF) period is expected to total R190.3 billion. (National Treasury, 2023).

Municipalities frequently use transfers from national government — designed to subsidise services provided to poor households
- to compensate for low revenue collection rates among households that can afford to pay for services. This reflects insufficient
collection measures and a lack of political will to address non-payment (National Treasury, 2022).

The State of Local Government Financesreportindicated that 169 municipalities were in financial distress by the end of 2021/22,
with revenue mismanagement highlighted as one of the greatest contributors to the problem. In 2023/24, R8.5 billion will be
allocated to national departments for spending on behalf of municipalities. Of this amount, 68.3 percent will be transferred as
unconditional funds for municipalities to use for their priorities, while the remainder will be transferred via conditional grants
(National Treasury, 2023).

Due to the significant funding received and dispersed by local government, the effective use of this funding is critical to the
development and wellbeing of local communities. The latest Consolidated Auditor-General of South Africa (AGSA) Report for
the 2021-22 financial year (AGSA, 2023) noted that there has been a decrease in the number of clean audits from 41in 2020/21
to 33in 2021/22. Five municipalities improved to clean audit status, 7 lost their clean audit status, while 1 audit was outstanding.
It should be noted that a clean audit does not necessarily indicate good service delivery. 33 municipalities’ outcomes improved,
while 29 worsened. (AGSA, 2023).

The AGSA Media Release states that despite there being fewer clean audits achieved in 2021/22, fewer disclaimed audit
outcomes were received in the same period, with nine municipalities improving from disclaimed status. The regressions in
number of clean audits were attributed to instability in key positions, and insufficient monitoring and review of compliance-
related controls. (AGSA Media Release, 2023).

Opportunities for ensuring more effective revenue and expenditure management arise from ensuring that municipalities are
staffed with appropriately skilled workers to minimise outsourcing of core services, and waste due to incompetence. In the
survey conducted by the Department of Planning Monitoring and Evaluation (DPME) (2020), 44% of municipalities indicated
that they need additional staff to carry out the expanded services brought on by the pandemic.



A recent study conducted by the LGSETA (2022a) investigated the impact of disasters or crises on business continuity in the
local government sector. This study is particularly important given the recent KwaZulu-Natal (KZN) floods and civil unrests in
the Gauteng and KZN provinces. The KZN floods reportedly impacted 826 businesses with an estimated damage of R7 billion
(SA news, 20 March 2022°). The floods had affected 31 220 jobs with eThekwini municipality, accounting for 68% of the jobs
affected. This exacerbated the damage suffered due to civil unrest in the province a few months prior, with the Durban Chamber
of Commerce and Industry estimating that businesses in the city suffered losses amounting to R7o billion and counting (EWN,
8 July 20227).

Some of the key findings of the study include: in most municipalities, there are weak IT governance structures; in the
implementation of disaster risk reduction strategies, local municipalities are plagued by numerous challenges, including
improper, inefficient, ineffective, confusing and difficult IT processes and procedures, poor documentation of IT processes and
procedures that impact service disruption, frequent hardware, software, infrastructure, network, or system failure, and irregular
preventive maintenance and backups, among others; and it was firmly established that various IT related skills necessary for
business continuity and disaster recovery are woefully lacking in the local municipalities.

There were 2.7 million indigent households as identified by municipalities in 2021, a decrease of 22.8% from the 2020 financial
year (Stats SA, 2023). The table below illustrates the number of households who benefited from the provision of basic services,
according to the Non- Financial Census of Municipalities (Stats SA, 2023). The services that are available to most households
are water (78.1%), followed by sewerage and sanitation (64.7%) and provision of electricity (61.0%). About half of the households
reported having access to solid waste management (54.3%).

SERVICES million households %
Provision of Water 2.10 781
Provision of Electricity 1.63 61.0
Solid Waste Management 1.46 54.3
Sewerage and Sanitation 174 64.7
Total indigent households 2.69 -

Source: Stats SA (2023)

The high demand for free basic services especially water, solid waste management and electricity, is often the cause of violent
service delivery protests when municipalities fail to deliver these services efficiently. The South African Police Service (SAPS)
Incident Registration Information System (IRIS) indicates that a total of 9og protest actions occurred from 1 August 2020
to 31 January 2021 (Martin, 2021). According to Kevin Allan, managing director of Municipal IQ8, service delivery protests in
the country have become commonplace, a socially entrenched phenomenon, and are expected to average at a higher rate
annually in future (Stoltz, 2023). He added that electricity was the greatest driver of and reason for service delivery protests.
Loadshedding is causing great frustration amongst South Africans.

Majority of the research on the impact of the pandemic on the local government sector are in consensus that the sector was
already facing many challenges including poor service delivery and weak institutional governance capabilities. A study conducted
by Ncube (2021) found that around 63% of the 257 municipalities were already in financial distress, a third of the municipalities
were dysfunctional while only 53,7% of senior managers in local government complied with the minimum competencies
prescribed for their jobs. He also highlighted inefficiencies in the sector. For instance, he found that rural municipalities could
provide 60% additional services with the same resources. The key challenges in the sector are poor financial management,
endemic profiting or corruption in the procurement process, poor asset management, and weak accountability and oversight.
Ncube (2021) stated that interventions adopted to address these challenges have so far been ineffective and Covid-19 “simply
amplified” some of the challenges®.

The disasters including floods and civil unrest further increased expectations for efficient and effective service delivery, but
also place pressure on municipalities’ ability to collect revenue, with widespread job losses among the citizenry and a negative
impact on economic development. Local Economic Development (LED) can be utilised to rebuild and minimise future unrest
within communities, but this is dependent on service delivery being realised so as to uplift socio-economic development.

¢ https://www.sanews.gov.za/south-africa/damage-kzn-companies-estimated-r7-billion
7https://ewn.co.za/2022/07/08/a-year-after-july-unrest-kzn-business-owner-hopes-sa-has-learned-lessons

2 A local government data and intelligence organisation specialising in collection of information on service delivery demonstrations
https://dullahomarinstitute.org.za/multilevel-govt/local-government-bulletin/archives /volume-16-issue-1-march- 2021/the-financial-impact-of-covid-19-on-district-and-local-
municipalities-a-national-perspective



1.5 Employer Profile

According to the LGSETA’s Work Skills Plan (WSP) (2023), there are 257 municipalities in South Africa, of which eight are
metropolitan municipalities, 205 are local municipalities, and 44 are district municipalities. The table below provides this
overview.

Table 1-4 Number of Municipalities by Province

Province Metropolitan District Local
Municipality Municipality Municipality

Eastern Cape 2 6 31 39
Free State 1 4 18 23
Gauteng 3 2 6 1
KwaZulu-Natal 1 10 43 54
Limpopo N/A 5 22 27
Mpumalanga N/A 3 17 20
North West N/A 4 18 22
Northern Cape N/A 5 26 31
Western Cape 1 5 24 30
Total 8 44 205 257

Source: LGSETA WSP Submission, 2023

The greatest proportion of employers in the sector is local municipalities. While there are only a few metropolitan municipalities,
they are some of the largest employers and contribute the most in terms of skills development. KwaZulu-Natal has the highest
number of municipalities with 54, followed by the Eastern Cape with 39 municipalities. While Gauteng has the lowest number
of municipalities overall (1), three of the eight metropolitans fall within the province, making this province a key employer.

In terms of WSP/ATR submissions, LGSETA has achieved a 100% submission over the past 8 years (2016 — 2023), except in 2020
and 2023, whereby a 99% submission rate was observed in both years. While all metropolitan (8) and district (44) municipalities
submitted WSP/ATRs, 1 of the 205 local municipalities did not submit in 2020 and 2 of the North West local municipalities did
not submit in 2023. Submissions for 2019-2023 are tabulated in Table 1-5.

Table 1-5 WSP / ATR submissions —2019 - 2023 by Municipality Type

-{o) [¢] 2020 2022

Total Submitted | Total Submitted | Total Submitted | Total Submitted | Total ubmitted

oisrict | a0 | 4o as  as | as | s e |
swmissions | —__toox 0% _______1o0% |

Source: LGSETA WSP Submissions 2019 to 2023

1.5.1 Municipal Entities and Other Employers in the Sector

To assist with service delivery, some municipalities establish municipal entities in line with the Local Government: Municipal
Structures Amendment Act of 2021. These entities are accountable to the municipality that established them in terms of
governance, financial accountability, and performance. The Municipal Entities Report 2022 states that there were fifty-three
municipal entities in 2022; forty-five of which are State Owned Enterprises, seven are Non-profit, while one is a trust (National
Treasury, 2022b).

In 2023, there was a total of 42 WSP/ATR submissions from non-municipal levy payers that pay levies to LGSETA; namely
fourteen (14) municipality-owned entities, four (4) LG entities and twenty-nine (24) private entities. Non-municipal levy
payers are categorised as Municipal-Owned Entities such as Pikitup (owned by the City of Johannesburg) and Development
Agencies; Local Government Levy Paying Entities include the Municipal Infrastructure Support Agency (MISA) and the Municipal
Demarcation Board; and Private Levy Paying Enterprises.
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The following section analyses employment in the local government sector. Municipalities contribute to employment directly
and indirectly through their Local Economic Development (LED) strategies as well as through the provision of services. Their
ability to impact employment levels locally is greatly dependent on the local context.

In South Africa, total employment was 16.2 million in 2023:Q1. A significant increase of approximately 1.3 million from 14.9
million in 2022:Q1. With reference to Figure 1-2, employment declined significantly in the 2020:Q2 period due to the sudden
lockdown, before slightly recovering. In 2021:Q3, employment in Community and Social Services as well as Trade dipped, most
likely as a result of the July 2021 unrest.

The Utilities sector employs the least number of people at 135 000 people in 2023:Q1, and the Community and social services
sector employs the most people at 3.9 million people in 2023:Q1. Employment in the Utilities sector hovered between 82 coo
and 116 000 over the 2020:Q1 - 2022:Q3 period, reaching its lowest in 2021:Q4. It then recovered to 124 000 in 2022:Q4, and
further to 135 000 in 2023:Q1.
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Statistics South Africa conducted a non-financial census of municipalities in 2021 (Stats SA, 2023). Given the 9g9% submission
rate, it represents a reliable figure of total employment in the South African local government sector. The figures in Table 1-6
refer to employment in the 257 municipalities, excluding municipal entities.



Province Full-time Part-time Vacant posts

2020 2021 2020 2021 2020 2021
Western Cape 45 583 45 325 1604 2758 4 817 297 52 004 48 380
Eastern Cape 29 044 28 621 792 3479 2444 239 32 280 32339
Northern Cape 8 597 8 471 601 664 236 160 9434 9 295
Free State 14 566 15974 744 91 2766 177 18 076 16 242
KwaZulu-Natal 48 800 48 888 3893 1909 3970 400 56 663 51197
North West 12 845 12 388 634 676 333 75 13 812 13139
Gauteng 82122 81337 1930 2769 16 922 4 720 100 974 88 826
Mpumalanga 14 904 14 987 157 155 2081 159 17142 15 301
Limpopo 13 851 13772 18 22 1089 189 14 958 13983

Source: STATS SA (2023)
*Some figures have been revised.

The table shows that full-time employment declined slightly between 2020 and 2021, from 270 312 to 269 763 employees,
while part-time employees increased from 10 373 to 12 523 between 2020 and 2021. The number of vacant posts decreased
significantly from 34 658 to 6 416 during the same interval. Total employment decreased from 315 343 to 288 702 from
2020 to 2021 due to large-scale job losses stemming from the impact of the Covid-19 pandemic. Gauteng, KwaZulu Natal and
Western Cape provinces employ the most local government employees.

According to the 2023 WSP submissions, municipalities (locals, districts, and metropolitans) employed 299 691 workers, higher
than StatsSA which reported a total of 288 702 municipal employees for 2021, inclusive of full-time, part-time, and vacant
posts for 2021, informed by a municipal census published in 2023. With the inclusion of other entities (as additional constituents
of LGSETA), the total employment for local government employees based on WSP submissions came to 309 169.

The table below shows that the eight Metropolitan Councils employ more people (149 566) than the 205 local municipalities
combined (126 446). The district municipalities are small in comparison with only 23 679 employees nationally. A total of
9 478 workers are employed by the municipal entities or other organisations (non-municipalities). The top three employers
are Gauteng (86 618), Western Cape (57 842) and KwaZulu-Natal (57 730). Although Gauteng has the lowest number of
municipalities, it has the greatest number of employees nationally, of which 79.4% (68 769) are concentrated in the three
metros. The WSP submissions show that KwaZulu-Natal employed more employees in 2023, compared to a total of 55 198
workers in 2022. Western Cape’s employment figures have increased over the past year, from 47 352 employees in 2022 to 57
842 employees in 2023. Only 3.0% (9 306) of the total national employment are located in Northern Cape municipalities.

Province District Local Metropolitan Other Grand Total
Western Cape 2511 18434 36755 142 57842
Eastern Cape 5492 14419 12828 672 33411
Northern Cape 668 8638 - o 9306
Free State 561 12838 3450 805 17654
KwazZulu-Natal 6734 23159 27764 73 57730
North West 1388 1737 - 660 13785
Gauteng 985 9830 68769 7034 86618
Mpumalanga 1123 15102 - 69 16294
Limpopo 4217 12289 - 23 16529

Source: LGSETA WSP Submissions 2023

©The figures from WSP submissions differ slightly from those of Stats SA due to differences in data collection methods and inclusion of full-time, part-time and vacancy data.



The figure below illustrates the change in provincial and total employment between 2022 and 2023. All provinces except North
West (having decreased by 1 482 employees) and Mpumalanga (with a marginal decrease of 4 employees) show some recovery
in employment during this period. Overall, the number of employees increased from 291 489 in 2022, to 309 169 in 2023.
Changes that occurred in each province are reflected in Figure 1-3.
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Many organisations have adopted remote working as a result of the Covid-19 pandemic. This hybrid workplace model took
force in the local government sector. However, pre-Covid-19 working conditions have resumed, with fewer employees working
remotely. In terms of employment, the sector seems to be recovering from the Covid-19 related decline in employment.



In terms of the labour market profile, the race and gender distribution are shown in the table below. Most employees in the
sector are African (79.1%), with African males making up 45.3% of total employees with a further 33.8% of total employees being
African females. The next most-represented racial group is Coloured, who represent 14.2% of total employment, largely due to
the high proportion of Coloured employees in the Western Cape municipalities (56.3%) of which 63.6% are male. Whites and
Indians collectively make up the remaining balance of total employment (6.8%), with Whites accounting for 4.8% and Indians
constituting 2.0%.

Province African Coloured Indian
Male Female  Male Female Male Female

Western Cape 8214 11565 11463 21071 190 277 1987 3071 57838
Eastern Cape 12671 16462 959 1849 54 78 543 787 33403
Northern Cape 1793 3162 1480 2543 3 13 142 170 9306
Free State 6307 10249 158 243 2 6 276 412 17653
KwaZulu-Natal 22679 28173 502 579 1623 3165 387 622 57730
North West 5154 8024 84 131 10 20 147 214 13784
Gauteng 34644 43553 185 1334 338 371 2132 3057 86614
Mpumalanga 6279 9404 93 66 27 12 174 239 16294
Limpopo 6677 9452 21 32 8 9 129 201 16529

104418 140044 15945 27848 2255 3951 5917 8773 309151
Grand Total 244462 43793 6206 14690

Source: LGSETA WSP Submissions 2023
Note: Discrepancies in totals are the result of errors in raw data capturing

There is a substantially higher number of males than females employed in this sector, with almost two thirds (58.4%) of posts
being held by males nationally, and 41.6% held by females. There is a similar distribution provincially, with Gauteng being slightly
more equal (55.8% male, 44.2% female). Northern Cape has the least equal male to female proportion of employees, with an
employee profile that is 63.3% male (5 888) and only 36.7% female (3 418).
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The age profile of a workforce isimportant. 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 when a large cohort retires at the same time. Similarly,
a very young workforce may impact negatively on service delivery due to the perceived lack of experience of these employees.
Table 1-g presents an age profile of employees by municipality.

Province Local Municipality District Municipality Metropolitan

<35 35-55 <35 35-55 >55 35-55
Western Cape 3216 11332 3051 523 1579 408 9207 21282 6252
Eastern Cape 1940 9444 2657 720 3689 1033 1441 8078 3139
Northern Cape 1018 5272 1682 149 413 98 o) o) o
Free State 1206 6781 2164 83 302 71 269 2286 895
KwaZulu-Natal 4476 14189 3478 1104 4106 1009 5155 18777 3832
North West 1579 7474 1068 140 987 212 o) o) o
Gauteng 1308 6113 2324 67 751 155 11591 41868 11870
Mpumalanga 1761 9050 2820 258 672 138 o) o) o)
Limpopo 1330 7864 2418 383 1572 1210 o o) o
Total 17834 77519 22562 3427 14071 4334 27663 92291 25988

Source: LGSETA WSP Submissions, 2023

The current profile, based on the 2023 WSP Submissions data, show a fairly healthy spread across the age categories in most
provinces, with the majority of employees aged 35-55.

Referring to Figures 1-5 to 1-7: Gauteng’s age structure in district municipalities shows a very low proportion of youth in
the workforce at 67 (6.8%). Limpopo province also has a low proportion of youth in the workforce at 383 (9.1%), and a high
proportion of employees older than 55 years of age (1 210 or 28.7%). It should be noted that out of all the provinces, only the
district municipalities from Limpopo and Free State metropolitans constitute more than 25% of employees over the age of 55.
Long-term, this could lead to an ageing workforce with an insufficient pipeline for continuity of service. Assessments into which
occupations are affected will provide greater insight into the skills planning implications (Chapter 3).



Figure 1-5 Local Municipality Age Distribution Figure 1-6 District Municipality Age Distribution

m <35 m35-55 m>55 m <35 m35-55 m>55

100,0 100,0

80,0 E B | = ﬁ g @ 80,0 ™~ =
& 60,0 & 60,0 oo
£ g i
3 g
6 40,0 o 40:O
o o

20,0 20,0

0,0 0,0 . I
WC EC NC FS KZN NW GP MP LIM WC EC NC FS KZN NW GP MP LM

Source: LGSETA WSP Submissions, 2023 Source: LGSETA WSP Submissions, 2023

Figure 1-7 Metropolitan Age Distribution
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1.6.3 Disability Status of Employees

From the WSPs and ATRs submitted in 2023, municipalities employ about 4 752 People with Disabilities (PWD). This is 1.5%
of the total number of employees in the sector. Table 1-10 illustrates the provincial distribution of PWD within each of the
demographic groups. The majority of the PWD are African (3 124) and living in the Eastern Cape (1 457). It should be noted that
the Eastern Cape province accounts for a large proportion of African PWD - 1 457 or 46.6%. That province alone accounts for

about half of the African PWD.

Table 1-10: Distribution of Employees with Disabilities, 2023

Province

Western Cape
Eastern Cape
Northern Cape
Free State
KwaZulu-Natal
North West
Gauteng
Mpumalanga
Limpopo
Grand Total

Source: LGSETA WSP Submissions 2023

African

395
1457
38
75
452
69
407
1n7
14
3124

Coloured

1067
21

32

13

18

1158

27

Indian

95

175
15
12

35

109
10

375

1644
1495
82
85
578
77
541
130
120
4752




Figure 1-8 below depicts the provincial distribution of disabled employees by race. The Western Cape employs the largest
disabled Coloured population (2.4% of the total Coloured population) and the largest disabled White population (1.2% of the
total White population). There are 0.6% of the total African employees employed in the Eastern Cape province that are PWD.
KwaZulu Natal is home to the largest disabled Indian population (1.3% of the total Indian population).
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There are no disabled Coloureds employed in Limpopo Province, and no PWD employed in Northern Cape, Free State, North
West and Limpopo provinces due to smaller Coloured and/or Indian populations in these provinces, respectively.

Table 1-11 indicates that in the LG sector, 77.5% (24 613) of managers are African, with the remaining 22.5% (7 134) being
Coloured (10.5%), Indian (2.5%) or White (9.5%). There is a similar structure to the professional occupations, with 80.4% (23
637) of professionals being African; and 19.6% (5 773) being Coloured (9.1%), Indian (2.9%) or White (7.6%). Interestingly, while
only 38.9% (12 340) of managers are female, women outnumber their male counterparts in the clerical support occupations
(60.6% females). The two most male- dominated occupational groups are ‘plant and machine operators and assemblers’ (81.3%
males) and ‘skilled agricultural, forestry, fishery, craft and related trades workers’ (72.6% males), with the proportion of female
workers totalling only 18.7% and 27.4%, respectively.



Occupational Male Female

Group

African  Coloured Indian White  African Coloured Indian White
Managers 9811 1143 269 1117 14802 2192 510 1903
30.9% 3.6% 0.8% 3.5% 46.6% 6.9% 1.6% 6.0%
. 12762 1435 436 1024 10875 1238 425 1215
Professionals 43.4% 4.9% 1.5% 3.5% 37.0% 4.2% 1.4% 41%
Technicians and associate (2003 2919 320 994 15468 5250 795 1637
. 0.6% 4% 0.8% 2.5% 2% 13.3% 2.0% 1%
professionals : s s = o2 <
24169 6229 836 2031 14522 5736 440 941
Clerical support workers 44.0% 11.3% 1.5% 3.7% 26.4% 10.4% 0.8% 1.7%
. 13756 1561 212 392 23856 3557 697 1402
Service and sales workers 30.3% 3.4% 0.5% 0.9% 52.5% 7.8% 1.5% 31%
Skilled agricultural, forestry, 2960 163 26 123 6788 954 287 655
fishery, craft and related 24.8% 1.4% 0.2% 1.0% 56.8% 8.0% 2.4% 5.5%
trades workers
Plant and machine operators 3088 182 14 93 12052 2002 314 282
and assemblers 17.1% 1.0% 0.1% 0.5% 66.9% 11.1% 1.7% 1.6%
Elementary occupations 25779 2313 142 143 41681 6919 483 738
33.0% 3.0% 0.2% 0.2% 53.3% 8.8% 0.6% 0.9%

Grand Total 104418 15945 5917 140044 27848

33.8% 5.2% 1.9% 45.3% 9.0%

Source: LGSETA WSP Submissions 2023

In terms of the level of education by occupation, Table 1-12 shows that the educational level with the highest proportion of
employees is an NQF Level 4 (93 435 or 31.1% of employees). These are predominantly clerical support workers, elementary
occupations, and service and sales workers. 30.7% of employees (92 197) have an educational level below NQF level 4. These
are predominantly elementary occupations, plant and machine operators and assemblers, service and sales workers, and
technicians and associate professionals.

A total of 15.0% of employees (45 020) have an NQF level of 1 or lower. This highlights the need for Adult Education and Training
(AET). This figure has increased by 5.9% since 2022, as there were only 26 533 employees with an NQF Level 1 or lower in that
period, nearly half the number of employees in 2023. AET thus remains a strategic priority for the LGSETA.



OFO Major Group  Below

NQF
Level 1

Managers 2254 419 645 1639 8435 2412 5751 6607 2201 868 100

7.2% 1.3% 2.1% 5.2% 26.9% 7.7% 18.4% 211% 7.0% 2.8% 0.3%
Professionals o 133 610 1072 4190 2091 10115 7753 1699 341 22

0.0% 0.5% 2.2% 3.8% 15.0% 7.5% 36.1% 27.7% 6.1% 1.2% 0.1%
Technicians
And Associate 1081 3075 1696 2196 10430 5799 8828 4201 1298 259 23
Professionals 2.8% 7.9% 4.4% 5.6% 26.8% 14.9% 22.7% 10.8% 3.3% 0.7% 0.1%
Clerical Support 2098 464 1651 2785 18686 8119 12355 4803 1246 205 21
Workers 4.0% 0.9% 3.1% 5.3% 35.6% 15.5% 23.6% 9.2% 2.4% 0.4% 0.04%
Service And Sales 2132 1219 2170 2205 22860 7050 5221 924 150 30 6
Workers 4.8% 2.8% 4.9% 5.0% 52.0% 16.0% 11.9% 2.1% 0.3% 0.1% 0.01%
Skilled 745 350 1012 1241 3373 3236 1929 41 185 12 1
Agricultural, 6.0% 2.8% 8.1% 9.9% 27.0% 25.9% 15.4% 3.3% 1.5% 0.1% 0.01%
Forestry, Fishery,
Craft And Related
Trades Workers
Plant And Machine | 2648 1198 3578 2573 5134 1459 1093 197 Q0 25 2
Operators And 14.7% 6.7% 19.9% 14.3% 28.5% 8.1% 6.1% 11% 0.5% 0.1% 0.01%
Assemblers
Elementary 16696 10508 10605 11499 20327 2447 2792 469 139 46 4
Occupations 221% 13.9% 14.0% 15.2% 26.9% 3.2% 3.7% 0.6% 0.2% 0.1% 0.01%

Grand Total 17366 21967 25210 93435 32613 48084 25365

5.8% 7.3% 8.4% 31.1% 10.8% 16.0% 8.4%

Source: LGSETA WSP Submissions 2023

A further 38.3% of employees (115 035) have an educational level of higher than NQF level 4. These are predominantly managers,
professionals, clerical support workers and technicians and associate professionals.

South Africa's "Achille’s Heel" is high unemployment, inequality, and poverty. According to the Quarterly Labour Force Survey:
Q1:2023, the official unemployment rate is 32.9% (7.9 million) and 42.4% (11.9 million) by the expanded definition. Interestingly,
graduate unemployment is 10.6%, 22.2% lower than the national official unemployment rate. Unemployment for those with
Matric is 35.6% and less than Matric 37.6%." People with higher education attainment are relatively less at risk of unemployment.

There is also a large portion of youth who have been termed “NEET” (not in employment, education, or training); they are
“disengaged from the labour market” and are not actively engaged in developing their skills through education and training. In
the first quarter of 2023, there were approximately 10.2 million youth aged 15 to 24 years, of which about 3.7 million (36.1%)
were NEET. There are more NEET females than males in this age group. Year-on-year, there was a 0.8% decrease since 2022:Qx.
In the age group 15-34 years, the NEET rate decreased by 1.6% to 44.7%. (Stats SA, 2023)



South Africa had the highest inequality in income distribution in 2021, with a Gini score of 0.63.2 Approximately 55.5% (30.3
million people) of the population is living in poverty at the national upper poverty line (ZAR 992), while a total of 13.8 million
people (25%) are experiencing food poverty (World Bank, 2020).

This chapter covered the profile of the local government sector. The sector covers 54 industries which capture 257 municipal
employers and 299 691 municipal employees. With the inclusion of other entities (as additional constituents of LGSETA),
the total employment came to 309 169. Employees are predominantly employed by metropolitans, with local municipalities
following closely; they are predominantly African males aged between 35 and 55 years; and mostly employed in elementary
occupations. In terms of an economic analysis, the LGSETA has a broad scope that spans over a range of economic sectors. Over
the five-year period, GDP growth in the key LG economic sectors generally followed the same trend as the economy at large.
The only exceptions are Transport, storage and communication, which was the lowest in 2021, and Construction and Personal
Services, which declined in 2022 - yet these three sectors increased above overall GDP rates by 2023:Q1. Regarding municipal
revenue, municipalities across South Africa received revenue of R548.7 billion in 2021 increasing by 5.8% in 2022 to R580.3
billion. In relation to service delivery, the services that are available to most households is water (78.1%), followed by sewerage
and sanitation (64.7%) and provision of electricity (61.0%). About half of the households reported having access to solid waste
management (54.3%).

" Statistics South Africa. Quarterly Labour Force Survey: Q1:2023.
'2 Statista.com. Gini Index: income distribution inequality worldwide 2021. Accessed at https://www.statista.com



This chapter focuses on examining and identifying major factors driving change in the local government sector and influencing
skills demand and supply, either positively or negatively. The chapter also presents the implications of these factors for skills
planning in the sector. The five major change drivers impacting skills demand and supply, described in the section below, were
reviewed and confirmed through interviews and provincial consultations with stakeholders in the sector. These factors are
also informed by various research studies conducted in the local government sector during the 2022-2023 financial year. The
studies include: The Feasibility Study in Using Shared Services Approach to Enhance Service Delivery and Financial Viability of
Local Municipalities; and The Role of Local Government Empowering South African Inland Fisheries Through a Green Economy
Transition.

The second aspect of this chapter focuses on the national plans and strategies affecting skills demand and supply in the sector
and the alignment of sector skills planning to national strategies and plans.

The five key skills change drivers in the local government sector are Technological Change and Digitisation, Local Economic
Development, Constraints to Service Delivery, Spatial Integration and Inclusive Development, and Political Change. The key
skills change drivers have serious implications for skills demand. Drivers of change mean that the skills in demand will also
change. The five key skills change drivers are discussed below.

In local government, the adoption of new technologies has varied across municipalities. The bigger metros have introduced new
technologiesin the delivery of municipal services in areas such as water and electricity metering. Apart from customer interfaces,
the role of technology in modern municipal infrastructure is likely to gain importance as aging equipment gets upgraded and
replaced. Another aspect of technology is the Fourth Industrial Revolution (4IR) which is altering the way communities live
and work through a fusion of technologies, blurring the lines between the physical, digital, and biological spheres. Key areas
of the 4IR include, but are not limited to, virtual reality, robotics, big data analytics and cloud computing. The 4IR will result in
new roles being assigned, which will require new, higher-level skills and knowledge and this will require people to be upskilled.
Key occupations identified as critical for the 4IR regarding the local government sector include, data analysts, cyber security
specialists, drone engineers, virtual meeting specialists and software programmers.

The study conducted by LGSETA in 2023 on the feasibility of Shared Services Approach showed infrastructure within
municipalities has to keep pace with the requisite technology to support the various services to be provided, in terms of shared
services. In 2020, the Department of Communications and Digital Technologies developed the National Digital and Future Skills
strategy, whose objective is to establish an education and skills development ecosystem that provides all South Africans with
the required skills to create and participate in the digital economy. While some municipalities continue to discuss the challenges
around:

(i) skills development in the context of the 4IR; (ii) the opportunities for the cities in using the 4IR to assist in revenue collection;
and (iii) smart cities technologies — there is still a need for the full potential of digitalisation to be factored more into planning
and long-term strategies.

The report of the presidential commission on the 4IR found that 4IR can and should play a fundamental role for South Africa
to realise the National Development Plan (NDP) Vision 2030. In transitioning to a more diversified, distributed, clean and more
sustainable energy system, 4IR technologies like drones/autonomous vehicles, advanced materials, biotechnologies, storage/
transmission, advanced materials, and advanced sensor platforms would be most important (Presidential Commission, 2020).

A research study on the Role of Local Government in Repositioning the Role of Inland Small- Scale Fisheries in response to
Covid-19, shows that the pandemic increased reliance on advanced technologies for digital learning, working remotely, keeping
healthy and to transform economies (LGSETA, 2020). This has enhanced the need to place focus on training in relation to digital
and 4IR related skills such as computer skills, internet, and data analysis.

Local Economic Development (LED) is an approach towards economic development which allows and encourages local people
to work together to achieve sustainable economic growth and development, resulting in economic benefits and an improved
quality of life for all residents in alocal municipal area (COGTA, 2016). LED aims to expand the economic potential of all municipal
localities all over the country and, to boost the resilience of macro-economic growth through expanded local economic growth,
employment creation and development initiatives within the framework of sustainable development.



Local Economic Development places a focus on interventions to improve and develop skills in several key areas, such as the
green economy, SMMEs in both the informal (township) economy and formal economy, cooperatives, and tourism. The Gauteng
government recognised that transforming the economy requires significant participation of people in “townships” in the
mainstream economy, through their own enterprises that are supported by government, and business and have thus passed the
Gauteng Township Economic Development Act of 2022 to assist in this regard.

The LGSETA's study on the Skills Gaps that will propel the township economy identified SMMEs, skills development, and issues
related to infrastructure and land (food security) as key aspects that must be dealt with effectively in order to stimulate informal,
local and township economies. Through the DDM, municipalities need to ensure that LED is prioritised into the Integrated
Development Plan, and Service Delivery and Budget Implementation Plan (SDBIP). The research study further proposes an
introduction of a comprehensive national skills development and capacity building programme for municipal LED managers and
officials in order to be more responsive.

The LGSETA’s Study on the Role of Empowering South African Inland Fisheries Through a Green Economy Transition (2023)
asserts that South Africa ranks very low globally, and even among other developing countries in its transition to a green economy.
This is likely due to a large number of limitations that South Africa faces with regard to energy dependence, available funding,
political will, income inequality and a lack of capacity and skills. Despite these limitations, there is still a substantial effort being
put forth to promote the green economy concept.

Furthermore, research studies reveal that small businesses and cooperatives are catalysts for economic growth and job creation.
Also, tourism contributes significantly to employment and GDP growth. One of the key strategic objectives for the Tourism
Sector Human Resource Development (TSHRD) strategy in South Africa relates to improving local government orientation to
TSHRD. To address this, the National Department of Tourism (NDT) is working collaboratively with local government structures
to integrate the TSHRD awareness into programmes offered to councillors. There is also a need to align the Rural Tourism
Strategy to the new District Development Model within municipalities.

The commitment by the South African Government to move towards a green economy, in response to the issues of climate
change over the next few decades, has a significant impact on all sectors. The LGSETA study on the current state of green skills
in municipalities found that there is a lack of green skills in local government. However, as most of the infrastructure is aging
and in need of an overhaul, the introduction of new technologies is likely to lead to the need for different sets of skills. Further
research conducted by the SETA with a focus on green skills to address youth unemployment, shows that a green economy
offers the potential for new jobs to be created and for existing jobs to change (LGSETA, 2021).

Service delivery is reportedly hampered by context-specific financial and human capital constraints, which is aggravated by a
lack of consultation and demotivation from municipal staff in both urban and rural areas. Service delivery was also constrained by
periodic closures of municipalities due to the impact of the Covid-19 pandemic, unrest, and service delivery protests, preventing
municipalities from functioning optimally. Furthermore, in urban areas, service delivery is constrained by service delivery
protests, thereby affecting skills planning. There must be a commitment from municipal leadership to focus on developing
human capital and a performance -driven culture that enables effective and efficient service delivery.

The Feasibility Study in Using Shared Services Approach to Enhance Service Delivery and Financial Viability of Local Municipalities
(2023) shows nationally, local government is embracing the approach to improve performance in providing services to the
citizenry following the recent uproar from communities regarding the provision of basic services such as housing, water,
sanitation, healthcare, electricity, infrastructure, land, and economic development (LGSETA, 2023). This is due to municipalities
facing challenges of sustainability, insufficient municipal capacity owing to a lack of essential skills (financial, IT, managerial),
misplacement of skills, poorly structured community engagement and participation systems, lack of cooperation, limited
knowledge sharing and political interference at the local level.

The local labour market, from which municipalities draw their human resources, is limited to a greater degree in rural areas than
in urban areas, making it difficult for municipalities to recruit individuals with the required skills. This constraint is exacerbated
through the challenge faced by rural municipalities in terms of skills shortages and their inability to attract skills of the required
quality. It is proposed that alternative funding arrangements be investigated to support the ability of rural municipalities to
attract skilled workers in addition to other projects to make the sector more attractive. Rural municipalities also have ties with

traditional authorities. Municipal officials in these areas, therefore, need to have a sound understanding of the governance
frameworks relating to traditional authorities, particularly in respect of land use and management. The LGSETA research study
on the assessment of skills capacity requirements of traditional leaders shows that there is a need for political commitment
from political office bearers to take bold decisions on the role and involvement of traditional authorities in the service delivery
and good governance process (LGSETA, 2018).



The District Development Model (DDM) is being rolled out by government to fast-track service delivery. The model plans to
prioritise the management of urbanisation, growth, and development; supporting local economic drivers; accelerating land
release and land development; investing in infrastructure for integrated human settlements, economic activity, and the
provision of basic services. The development of rural and township economies will be prioritised to ensure that small businesses
are supported and properly regulated. This model will require well-run municipalities with public servants skilled in planning,
coordination, and management among other important skills. The DDM should result in a targeted and strategic approach to
skills planning and development, spatial integration, and inclusive development (urban and rural).

As encapsulated in the National Spatial Development Framework, transformation of rural and urban areas is required to realise
the vision of creating an integrated, inclusive, sustainable, and competitive national economy. New forms of urban living and
urban spaces will become drivers for innovation, creativity, and societal transformation. Large rural areas, trending towards
greater densification in nodes and along interconnecting nodes will experience far more concentrated development and more
agricultural land for productive use. Smaller rural areas will undergo sizable counter-urbanisation of middle-income South
Africans in search of greater tranquillity, which will result in greater housing developments, and an injection of finances in the
local economy. These will have a cumulative impact on the demand for and supply of skills (DALRRD & DPME, 2018). Urban
development will result in the creation of smart cities. A smart city is a municipality that uses information and communication
technologies (ICT) to optimise the quality and performance of urban services. Smart cities will revolutionise how key basic
services such as energy, transportation and utilities are provided (SALGA, 2018). Data usage will ensure efficiencies, as wastages
can be identified and addressed quickly, and will inform predictions used to make decisions to improve the lives of citizens
(eThekwini Municipal Academy). Smart cities will therefore not only require new, higher-level skills but will require continuously
evolving technology. According to the Presidential Commission report on 4IR (2020), the 4IR technology drivers affecting smart
cities initiatives will mostly include artificial intelligence (Al), the internet of things (IoT), blockchain technology and mixed reality
(‘augmented reality’ and ‘virtual reality’).

The next elections, to be held in 2024, will be a key focus area for South African politics. The elections potentially have
implications for skills development in terms of new leadership. The continual transformation and institutionalised upskilling
of the workplace in the local government sector is reportedly undermined by electoral political leadership change as well as
political appointments and coalition politics. The change in leadership further affects the administration of local government by
disrupting business continuity and institutional memory, thereby hampering the skills transfer necessary for sustained quality
service delivery and internal capacity of skills development. This may contribute to the challenges relating to lack of skills and
development of staff, improper management, lack of institutional controls, and fruitless and wasteful expenditure cross-cutting
all spheres of local government.

As a result, service delivery protests continue across municipalities affected by poor performance and officials whom they
consider unresponsive and unaccountable. These symptoms also indicate that political change exerts a critical impact on what
can be achieved regarding skills retention, sourcing of skills, internal transfer, and skills development by external interventions.

The LGSETA is influenced by its mandate, as derived from legislature, policy as well as the mandate, strategies, and policies
of the local government sector. Section 152 (2) of the South African Constitution states that local government must strive,
within its financial and administrative capacity, to achieve the objectives set out. The wide range of responsibilities places a high
burden on municipalities in terms of skills and competencies. Table 2-1 (below) provides a list of the legislative documents which
will inform LGSETA's strategic direction.



Strategies/
Policies

Impacting on
LG

National
Development
Plan 2030

National
Skills
Development
Plan 2030

The New
Growth
Path (NGP):
Framework

Presidential
Youth
Employment
Intervention
(PYEI)

Green
Economy
Accord

White
Paper for
Post School
Education
and Training
(2013)

White

Paper on
Transforming
Public
Service
Delivery
(Batho

Pele White
Paper)

Local
Government
Turnaround
Strategy
(LGTAS)

Implications for Skills Development in the LG Sector

A main focus area of the NDP is to build a “capable
state.” Eight areas are identified to achieve this. Local
government has a key role in Focus area 2 (Make the
public service and local government administration
careers of choice).

The plan seeks to ensure that South Africa has
adequate, appropriate, and high-quality skills that
contribute towards economic growth, employment
creation and social development.

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

The PYEI is a programme aimed at addressing the
country’s inherent challenge of youth unemployment.
LGSETA has and continues to support the Presidency’s
drive to empower youth by facilitating access to skills
development programmes.

The green economy accord includes commitments
by stakeholders toward a greener economy in South
Africa. LGSETA commissioned a study on the current
state of green skills in municipalities, with a special
focus on wastewater treatment facilities. The findings
point to a lack of such skills in local government.

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.

The White Paper on Transformation of the Public
Service sets out eight transformation priorities,
amongst which, transforming service delivery is key.
This creates a need for the LG sector to ensure public
services are provided with training opportunities aimed
at improving service delivery.

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.

Planned Interventions by the SETA to
support National Strategy

LGSETA has prioritised councillors and
traditional leaders to raise the professional
profile of LG.

SETA also supports WIL for students coming
from TVET Colleges and Universities of
Technology. The LGSETA has also forged
three-year partnerships with the universities
to advance planning mechanisms and
qualification development.

LGSETA will work with municipalities,
and Education and Training providers to
identify “green occupations” and suitable
interventions for both new entrants and
existing workers. The SETA is committed to
supporting LED and job creation and business.

LGSETA offers a number of internships,
learnerships, apprenticeships and bursaries,
through which it facilitates access to learning
opportunities for youth in the occupations
prioritised on the Sectoral Priority
Occupations & Interventions List.

LGSETA will need to place a focus on skills
interventions aimed at developing “green
skills”.

LGSETA has established partnerships with
selected TVET Colleges and HElIs to support
the development and implementation of
appropriate learning programmes to address
identified needs of the sector.

LGSETA supports this national strategy
focusing on training on Batho Pele principles
to enhanced service delivery across
municipalities.

The development of capacity in municipalities
to support LED is low with a limited supply
of skills flowing into key occupations. This
requires a focus on the LED learnerships
(NQF 4 & 5) and skills including analytical
skills, Developmental Economics, SMME

and Cooperative Development.



Strategies/
Policies
Impacting on
LG

Back to
Basics
Strategy

Integrated
Urban
Development
Framework:
Implementation
Plan

Disaster
Management
Act, No. 53 of
2005

District
Development
Model (DDM)

Economic
Reconstruction
and Recovery
Plan (ERRP)
and ERR

Skills Strategy

Local
Government:
Municipal
Staff
Regulations

The Gauteng
Township
Economic
Development
Act

Implications for Skills Development in the LG Sector

The Back-to-Basics Approach was formulated as part
of the Government’s plan of action to revitalise local
government. The main goal of the programme was
to improve the functioning of municipalities to better
serve communities by getting the basics right.

The Plan identifies 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 enable municipalities to manage
continuing urbanisation more efficiently and equitable.

The Disaster Management Act (as amended) is
relevant in response to disasters such as the Covid-19
pandemic. The impact of the pandemic was felt by
local government through working restrictions and
budget reallocations.

The District Development Model (“DDM”) is intended
to improve the planning and service delivery capacities
of municipalities. This requires an increased focus on
collaboration and project management skills across
service delivery areas. It is aimed at creating one plans
for each district or metropolitan municipality.

The Plan focuses on interventions to allow large
numbers of young people to access opportunities
in the short-term to ensure that they are able to be
absorbed into high- potential growth sectors in order
to boost job creation, and up-skill workers as to
enhance productivity. The Economic Recovery Skills
Strategy presents key interventions to support the
ERRP from a skills perspective.

The Plan aims to ensure standardisation and
guide municipalities on strategic human resource
management and human resource development
issues including performance management and skills
development. It is expected that municipalities align
their WSPs to the Integrated Development Plan
(IDP), budget, Employment Equity (EE) plan and skills
development strategy in order to capacitate public
office bearers and municipal managers.

The Township Economic Development Act was
passed on 11 April 2022 through the Gauteng
Legislature and provides an opportunity to rebuild the
economic geography of the country’s townships and
disadvantaged communities.

Planned Interventions by the SETA to
support National Strategy

LGSETA will need to work with other spheres
of Government to actively implement
objectives set towards putting people first,
delivering basic services, good governance,
sound financial management and building
capacity.

The skills prioritised for funding relate
to technical occupations that are core to
service delivery in municipalities namely
town planners, civil and electrical engineers/
technicians, water and wastewater treatment
operators, technical project managers, and
property valuers. LGSETA will work

with municipalities to address specific needs.

TheDMFrameworkincludesaspecificfocuson
business continuity and disaster management
impact through skills development initiative.
Targeted interventions have been identified.

The District Development Model is intended
to improve the planning and service delivery
capacities of municipalities. This will require
an increased focus on collaboration and
project management skills. The DDM has
been piloted in the Waterberg, OR Tambo
and eThekwini municipalities

Alist of targeted interventions were identified
in the ERRP and Skills Strategy and these
concur with the SPOI list (e.g., supporting
municipal infrastructure occupations to
contribute to the 25 000 jobs required by the
Skills Strategy). Other ERRSS interventions
include the updating of learning programmes,
including skills programmes to facilitate
infrastructure, and supporting internships
for youth graduates.

The Municipal Staff Regulations, 2021 come
into effect on 1 July 2022, and municipalities
are required to ensure that their WSP is
aligned to the IDP and Service Delivery Budget
Implementation Plan (SDBIP). LGSETA
supports the process to enable better skills
planning and development.

The Act has implications for LED, inclusive
spatial transformation as well as youth
initiatives in the sector.



The key implications of change drivers on skills supply and demand identified relate largely to the impact of political change
on institutional memory in municipalities, population changes caused by urbanisation and rural development and the new skills
which will be required through the creation of smart cities. The DDM and the rise of 4IR have resulted in various implications
on the key change drivers that have been identified. The DDM will provide a targeted skills planning and development approach
to address rural and township economies and transforming rural and urban areas to become integrated, inclusive, sustainable,
and competitive. The Covid-19 pandemic created impetus on ensuring LED becomes more vibrant, responsive, and sustainable
to counteract the devastating impact of the pandemic. The NDP encourages local government to be a career destination of
choice, and this requires competent public servants and the creation of a pipeline of graduates in municipal service areas with
the requisite skills.



Chapter 3 looks at occupations that are hard-to-fill and skills gaps amongst employees as well as reasons for these in the Local
Government sector. This is done in order to assist the SETA with skills planning. Skills Planning is a key component of the skills
development process as it informs decision-making. For skills planning to effectively inform decision making, labour market
information must be analysed at a detailed occupational level. This better facilitates the transfer into an operational plan, as
interventions can be identified based on the need at occupational level, whether it be a skills gap (top-up or critical skill) or
occupational shortages informed by hard-to-fill-vacancies (scarce skill).

The Hard-to-fill Vacancies (HTFV), skills gap and the Sectoral Priority Occupations and Interventions (SPOI) lists were determined
based on the analysis of 2023 WSP/ATR data and are supported by consultations with local government representatives across
the country. In addition, several research projects were conducted to inform this Chapter, including the LGSETA studies on local
government business continuity and skills development interventions after service delivery disruptions; digital skills need of
SMMEs and Cooperatives; the smart city concept; and the implementation evaluation of LGSETA programmes, amongst others.

Hard-to-fill vacancies refer to vacancies or occupations an employer was unable to fill within 12 months, or which took the
employer over 12 months to find a suitably qualified and experienced candidate (Sector Skills Plan Framework and Guidelines,
2022).

Exogenous factors, including the impact of the Covid-19 pandemic, natural disasters such as the KZN and WC floods, and the
destruction of public property by individuals during civil unrest impact the local government sector. These factors change the
way local government sector employers operate and further impact on the hard-to-fill vacancies and skills gaps lists.

A study conducted by the LGSETA (2022b) investigated the digital skills needs of emerging and established SMMEs and
cooperatives. Amongst the identified digital skills needs are information technology, digital communication, digital marketing,
software engineering, online advertising, and e-commerce and app development, among others. ICT skills were also highlighted
as a necessity for smart city concepts (LGSETA, 2022c¢). An initiative researched by the SETA is the implementation of smart city
concepts in South Africa and how this will impact the LGSETA. ICT skills needed include those related to artificial intelligence,
robotics, cloud computing, big data science, quantum computing, cybersecurity, and 3D printing, amongst others. In addition to
ICT skills, there is also a need for governance skills (data governance, ICT governance, digital literacy, community engagement),
physical infrastructure development skills (architecture designs, structural engineering, and electrical engineering), legal skills
(skills of digital policy developers, ensuring the building of seamless processes for property acquisition and investment within
the smart city), and general skills (such as scientists and researchers, healthcare skills, smart policing, and others).

Table 3-1 outlines the occupations with HTFV across the sector. The 2023 WSP/ATR data, amongst other data sources, were
used to compile this list.

Based on the 2023 WSP/ATR submissions, municipalities (and other entities) identified 3 668 HTFV. This is an increase from the
2 510 posts reported in the previous year. It should be noted that this is not an exhaustive list of vacancies, but includes a list of
those identified by stakeholders as being occupational shortages. In July 2022, StatsSA reported the total number of vacancies
to be 30 426. This means that, based on the current assessment that underpins the WSP/ATR 2023 submissions, roughly 12.1%
of all vacancies are considered occupational shortages.

Additionally, provincial and district level consultations were conducted to confirm the 2023 WSP/ATR data, and inputs provided
were factored into the list. Also, interviews were conducted with stakeholders in the sector to confirm the HTFV in the local
government sector. The table below provides input on the number of occupational shortages, the total number of municipalities
reporting that shortage, as well as the reason(s) for that shortage.



Occupation

Total Vacancies

# Municipalities

Main Reason for Shortage

Technical
2021-671101 — 136 7/ Absolute scarce skills - Lack of relevant qualifications Absolute scarce
Electrician skills - Lack of relevant experience
Relative scarce skills - Unsuitable job location/Geographical location
(especially rural/ semi-urban areas)
Relative scarce skill - Sector attractiveness to local government
Relative scarce skill - Recruitment process slow Relative scarce skills -
Lack of Funding - Budget
Relative scarce skills - Poor remuneration/Different salary gradings
2021-541101 - 52 5 Relative scarce skills - Lack of Funding - Budget
Fire Fighter Relative scarce skill - Recruitment process slow
2021-214202 47 4 Absolute scarce skills - Lack of relevant experience
- Civil Relative scarce skills - Unsuitable job location/Geographical location
Engineering (especially rural/ semi-urban areas)
Technologist Relative scarce skill - Recruitment process slow
2021-216401-1 28 13 Absolute scarce skills - Lack of relevant qualifications Absolute scarce
- Town Planner skills - Lack of relevant experience
Relative scarce skills - Unsuitable job location/Geographical location
(especially rural/ semi-urban areas)
Relative scarce skill - Sector attractiveness to local government
Relative scarce skill - Recruitment process slow Relative scarce skills -
Lack of Funding - Budget
Relative scarce skills - Poor remuneration/Different salary gradings
2021-214102 - 25 1 Absolute scarce skills - Lack of relevant experience
Industrial
Engineering
Technologist
2021-711201-2 - 25 1 Absolute scarce skills - Lack of relevant experience
Process
Operator
2021-311301 - 24 4 Absolute scarce skills - Lack of relevant experience Relative scarce
Electrical skill - Recruitment process slow
Engineering
Technician
Water & Environmental Services
2021-642601 — 73 9 Relative scarce skill - Sector attractiveness to local government
Plumber Absolute scarce skills - Lack of relevant qualifications
Relative scarce skills - Lack of Funding - Budget
Relative scarce skill - Recruitment process slow
2021-313203 - 25 1 Absolute scarce skills - Lack of relevant experience

Water
Process
Controller




Occupation Total Vacancies # Municipalities = Main Reason for Shortage

Management
2021-541201 - 71 6 o Absolute scarce skills - Lack of relevant qualifications
Traffic Officer « Relative scarce skill - Recruitment process slow
o Relative scarce skills - Lack of Funding - Budget
2021-133105 - 46 2 o Absolute scarce skills - Lack of relevant qualifications
Information o Relative scarce skill - Recruitment process slow
Technology
Manager
2021-111203-5 29 19 o Absolute scarce skills - Lack of relevant experience Absolute scarce
- Municipal skills - Lack of relevant qualifications
Manager « Relative scarce skills - Political Interference
« Relative scarce skills - Unsuitable job location/Geographical location
(especially rural/semi urban areas)
« Relative scarce skills - Poor remuneration/Different salary gradings
e Relative scarce skill - Recruitment process slow
« Relative scarce skill - Sector attractiveness to local government
2021-132401-12 27 7 o Relative scarce skills - Lack of Funding - Budget
— Supply Chain « Absolute scarce skills - Lack of relevant experience
Manager « Relative scarce skill - Recruitment process slow
2021-132104 - 26 10 o Absolute scarce skills - Lack of relevant experience
Engineering «  Absolute scarce skills - Lack of relevant qualifications
Manager o Relative scarce skill - Recruitment process slow

o Relative scarce skills - Poor remuneration/Different salary gradings
Property Management

2021-331501 - 30 2 o Absolute scarce skills - Lack of relevant qualifications
Valuer « Relative scarce skill - Sector attractiveness to local government

Healthcare

2021-134203 - 500 1 o Relative scarce skill - Sector attractiveness to local government
Primary
Health Care
Manager

2021-222104 — 301 2 o Relative scarce skill - Recruitment process slow

Registered « Relative scarce skill - Sector attractiveness to local government
Nurse
(Community
Health)

2021-222105 - 120 1 o Absolute scarce skills - Lack of relevant qualifications
Registered
Nurse (Critical
Care and
Emergency)

2021-222117 - 100 1 « Relative scarce skill - Sector attractiveness to local government
Midwife

2021-134202 - 50 1 « Relative scarce skill - Sector attractiveness to local government
Nursing
Clinical

Director

Source: LGSETA WSP Submissions, 2023, stakeholder consultations



The following key observations were considered to finalise the SPOI Interventions List:

« Healthcare accounts for the largest number of occupations reporting vacancies. This category alone accounts for 61.7% of
the top 20 HTFV, with Primary Health Care Managers accounting for nearly half of the vacancies alone.

o Technical occupations follow second in terms of the largest number of occupations reporting vacancies. They account
for 19.4% of the top 20 HTFV, with Electricians accounting for 136 vacancies. This includes Electricians and Electricians
(General).

o Property Management accounted for only 1.7% of all HTFV, with Valuers totalling 30.

«  Notably, Fire fighters remained a HTFV since the previous year, but decreased by nearly a third, to 52 HTFV.

e The number of Plumbers increased over twofold, from 35 in 2022 to 73 in 2023.

o HTFV which remained on the list of top 20 HTFV since 2022 include Electrician, Fire Fighter, Plumber, Supply Chain
Manager, Municipal Manager, and Registered Nurse (Community Health).

« Although notin the top 20 HTFV, Electrical Engineering Technician ranks 21st and has been listed (Table 3-1), while Building
Inspector and Community Nurse both come in at 22nd position, each having a total number of 23 vacancies. Artisan Aide
Electrical was omitted from the top 20 on the bases of relevancy and reason (i.e. slow recruitment process, only).

« ltis also worth mentioning that of the top 20, only 8 occupations had “lack of relevant qualifications” listed as a reason for
qualifying as a HTFV. These include Electrician, Town Planner, Plumber, Traffic Officer, Information Technology Manager,
Municipal Manager, Engineering Manager and Valuer - a strong indication of a lack of managers especially, due to lack of
qualifications.

o Based on the analysis of the AGSA audit of municipalities, the critical need for Internal Auditors was highlighted. This
occupation, however, did not make the top 20 HTFV list, as there were only 2 vacancies identified from 2023 WSP/ATR
data.

The need for health and safety-related occupations has previously emerged as an occupational shortage in the sector. In
the table above, the need for Primary Health Care Managers and Registered Nurses is highlighted. The need for Information
Technology Managers results mainly from accelerated uptake of 4IR technologies due to the aftermath of the Covid-19 pandemic
and the rapidly evolving world of work. This is also largely attributed to the shift to remote working which requires effective
application and integration of technologies, data usage and data manipulation. LGSETA commissioned a study (LGSETA,
2022a) in which it was found that the local government sector is lacking in terms of IT professionals. Moreover, during 2023
stakeholder engagements, Data Scientists and Data Operations Managers were yet again identified as HTFV due to a lack of
relevant experience. Notably, stakeholder consultations confirmed the need for Supply Chain Managers, Municipal Managers,
Town Planners and Civil Engineering Technologists.

The table below provides a list of the top HTFV in each of LGSETA'’s four broad service delivery areas. The LG sector covers a
total of nine broad service delivery areas, of which four are analysed. This table was compiled from the 2023 WSP/ATR data.

Occupation Reason for HTFV Total Vacancies # Municipalities

Water and Sanitation

2021-642601 — o Relative scarce skills - Lack of Funding - Budget 73 9
Plumber o Absolute scarce skills - Lack of relevant qualifications
o Relative scarce skill - Sector attractiveness to local
government

« Relative scarce skill - Recruitment process slow

2021-313203 - o Absolute scarce skills - Lack of relevant experience 25 1
Water Process

Controller

2021-213306- e Relative scarce skill - Recruitment process slow M 2
1- Waste Water o Relative scarce skills - Lack of Funding - Budget

Treatment Officer
/ Technician

2021-831313 - « Relative scarce skills - Lack of Funding - Budget 6 1
Water Process

Worker

2021-642605-3 - « Absolute scarce skills - Lack of relevant qualifications 1 1

Water Reticulation
Practitioner




Occupation

Reason for HTFV

Roads and Stormwater

Total Vacancies # Municipalities

2021-541201-4 - Relative scarce skills - Lack of Funding - Budget 12 2
Traffic Warden Relative scarce skill - Recruitment process slow
2021-831306- Relative scarce skills - Lack of Funding - Budget 10 1
3 - Road Building
Construction
Worker
2021-541201- Relative scarce skill - Recruitment process slow 6 2
6 - Traffic Safety Relative scarce skills - Lack of Funding - Budget
Coordinator /Officer|
Energy and Electricity

2021-671101 — Relative scarce skills - Lack of Funding - Budget 136 7
Electrician Relative scarce skills - Unsuitable job location/Geographical

location (especially rural/semi urban areas)

Relative scarce skill - Sector attractiveness to local

government

Relative scarce skill - Recruitment process slow
2021-862918-15 - Relative scarce skill - Recruitment process slow 40 2
Artisan Aide
Electrical
2021-311301 - Absolute scarce skills - Lack of relevant experience 24 4
Electrical Relative scarce skill - Recruitment process slow
Engineering
Technician
2021-671101-5 - Absolute scarce skills - Lack of relevant experience 22 3
Electrician Relative scarce skills - Poor remuneration/Different salary
(Engineering) gradings

Relative scarce skill - Recruitment process slow
2021-215101 - Absolute scarce skills - Lack of relevant experience 18 7
Electrical Engineer Absolute scarce skills - Lack of relevant qualifications

Relative scarce skill - Sector attractiveness to local government

Relative scarce skills - Unsuitable job location/Geographical

location (especially rural/semi urban areas)

Relative scarce skill - Recruitment process slow

LED

2021-243103-3 - Relative scarce skill - Recruitment process slow 4 3
Tourism Officer Relative scarce skills - Lack of Funding - Budget
2021-242103 Relative scarce skills - Lack of Funding - Budget 2 2
- Business
Development
Officer

Source: LGSETA WSP Submissions, 2023




Looking at the top 5 HTFV from the Water and Sanitation, Roads and Stormwater, and Energy and Electricity service delivery
areas, as well as the top 3 from LED, are useful in determining what the key occupations are in each service delivery area, which
may not have made the top 20. For LED, the occupations listed are those most closely-related to the service delivery area.
During stakeholder consultations, the need for Electrical Engineers was also highlighted.

A key element of the vacancy analysis is to examine the reasons why a vacancy was identified as hard-to-fill. There are skills
related and non-skills related reasons for scarcity, indicated in Table 3-3.

Number of

Reason for HTFV reasons for
reported
HTFV

Recruitment process slow 446 48.6%
Lack of Funding - Budget 158 17.2%
Lack of relevant qualifications 86 9.4%
Lack of relevant experience 82 8.9%
Poor remuneration/Different salary gradings 33 3.6%
Unsuitable job location/Geographical location (especially rural/semi urban areas) 34 3.7%
Political Interference 17 1.9%
Equity Consideration/Few, if any, candidates with the requisite skills from a specific 4 0.4%
groups
“New or emerging occupation” where there are few people in South Africa with the 1 0.1%
requisite skills/Training Lead Time
Labour/Union Issues 1 0.1%
Sector attractiveness to local government 55 6.0%

Source: LGSETA WSP Submissions, 2023

The reasons for HTFV are discussed below.

Skills Related Drivers of Scarcity (for Occupational Shortages)

Skills-related drivers of scarcity are a function of skills supply and demand. Scarcity resulting from such factors is typically
responsive to skills development initiatives. Skills-related drivers of scarcity include:

1.

Relevant Qualification relates to the linkage between an occupation and the respective qualification needed to fill the post
effectively. This accounted for 9.4% of the reasons for HTFV, bringing attention to the fact that the highest skills-related
driver of scarcity is not having supply of the relevant qualification. This may be due to the number of learners entering and
completing the relevant programmes.

Relevant Experience relates to a lack of experience regarding a vacant occupation that might require a specific skill /skill
set. This also relates to the sector itself, where individuals do not have the relevant local government experience. This
accounted for 8.9% of the reasons for HTFV.

New or Emerging Occupations are occupations where there are few people in South Africa with the requisite skills/training
lead time. This only accounted for 0.1% of reasons for HTFV, indicating that occupations in the Local Government sector
are largely well-established.

3Table 3-2 provides more reasons than those stated in Table 3-1.



Non-Skills Related Drivers of Scarcity (for Occupational Shortages)

Non-skills related drivers of scarcity tend to be more of a function of the way in which a municipality operates and what it has
to offer, rather than the state of the labour market. These factors are typically outside of the influence of skills development
initiatives, except for a few. Non-skills related drivers of scarcity include:

1. Recruitment Process is the biggest driver of reported scarcity (accounting for 48.6%). Almost half of the vacancies in this
analysis were cited to be due to a slow recruitment process. Given that a slow recruitment process is a fulfilment process
issue, as opposed to a skills-related driver, scarce skills stemming from solely this cause have been excluded from the
analysis.

2. Funding drivers behind scarce skills are due to a lack of funding and at times, a vacancy not being budgeted for. Some of
the entities can be supported through revised funding allocations for certain SETA interventions — allowing for the training
and in-house development of potential candidates for certain occupational shortages and more specifically vacancies. This
accounted for 17.2% of the reasons for HTFV.

3. Poor Remuneration or Different Salary Gradings refers to there being insufficient budget for a post, or the remuneration
does not prove to be attractive enough for a candidate to take the job. This accounted for 3.6% of the reasons for scarcity.

4. Attractiveness of Local Government Sector relates to the degree to which potential applicants and incumbents view Local
Government as an attractive and competitive employer. At 6.0% of reasons for scarcity, the sector is relatively attractive,
however there are occupations that have been reported as experiencing a shortage due to a lack of sector attractiveness.

5. Unsuitable Job Location or Geographic Locationrelates to the location of a municipality not being attractive to prospective
candidates. Under the drivers of change, the dynamics of geographically dispersed employers were discussed. Smaller
municipalities in remote areas have a smaller labour market to draw on. Therefore, there are likely to be local scarcities,
especially in highly specialised areas. Furthermore, where a more general shortage is experienced, it will be felt most
severely in the rural and/or remote areas. This accounted for 3.7% of the reasons for scarcity.

6. Political Interference relates to disruptions caused by political forces e.g. political parties. This accounted for 1.9% of the
reasons for scarcity.

7. Equity Consideration relates to not finding a suitable person from a specific demographic group (employment equity is
considered). Similar to relevant experience, there may be sufficient skills but not in target population groups for employment
equity purposes; this accounted for 0.4% of the reasons for HTFV.

8. Labour/Union Issues relates to prior consultation with, or resistance faced from labour unions when filling a position, both
of which may delay the filling of a position or mark it as unattractive if subject to dispute. This accounted for 0.1% of reason
for scarcity.

Although strategic occupations do not necessarily represent hard-to-fill vacancies, these are occupations that are nonetheless
important as they align to the SETA’s strategic focus areas, which are derived from the Municipal KPAs. This means that there is
a direct logical flow from key operational areas of municipalities to the strategic occupations (Strategic Occupations List) being
analysed. The two main criteria used in the selection of strategic occupations are:

o Size of the Occupation: If an occupation has very few incumbents across the entire sector, detailed skills planning at sector
level is not feasible or necessary.

e Strategic Significance: This refers to the impact of the occupation on the sector. In other words, if there were a shortage
in this occupation, would it have a potential impact on service delivery?

As depicted in Figure 3-1 strategic occupations are based on strategic focus areas. Given changing circumstances over time,
the Strategic Occupations List will be regularly reviewed and improved to include the most relevant occupations for the sector.

A

Municipal Keys Strategic

Priority Occupation
Performance Indicators Focus
Areas




The Strategic occupations under each of the Strategic Focus Areas are discussed below:

Strategic Focus

Area

Strategic Focus
Area Summary

Sub-Focus
Area

Strategic Occupation

Strategic Focus Relates to key programmes Management | « Local or Provincial Government Legislator
Area 1: Enhancing | such as councillor development, and (2021- 111107).
good Governance, | union leadership management Leadership e Ward councillors (2021-111101-8)
Leadership and capacity in response to the e Mayors (2021-111101-9)
Management National Development Plan 2030 o Municipal Manager (2021-111201)
Capabilities requirements in order to enhance o General Manager Local Authority (2021-
service delivery and optimised 111203)
performance in local government. o Corporate Services Manager (2021-121902)
o Office Manager (2021-134904)
Building o  Skills Development Facilitator (2021-242302)
capacity of o HRD Manager (2021-121202)
workplace o Training Officers (2021-242401)
training
systems
Strategic Focus The importance of improving Finance o Chief Financial Officer (2021-121101-8) *
Area 2: Promoting | financial governance in local o Finance Manager (2021-121101) *
Financial Viability government is noted in many key o Credit Manager (2021-121103)
and Management strategic documents such as the Int | audi | | Audit M
NDP. The financial management nternal audit | « Internal Audit Manager (2021-121104)
reform, which started in 2003 e Internal Auditor (2021-242211)
with the enactment of the Supply chain | « Supply Chain: Supply Chain Manager (2021-
Municipal Finance Management management 132401-12) *
Act/Programme, continued with e  Supply Chain Practitioner (2021-333905)
the enforcement of the minimum
competencies in 2007 (LGSETA
2017)
Strategic Focus Infrastructure Development and Project o Programme or Project Management (2021-
Area 3: Enhancing | Basic Services includes placing a Management - 121905) *
Infrastructure and | focus on the hard skills related to infrastructure
Service Delivery providing improved service delivery | related
and core services of the municipality | projects
Water o  Water Production and Supply Manager
(2021- 134918)
o  Water Plant Operator (2021-313201) *
o Water Process Controller (2021-313203) *
e Plumbers (2021-642601)
« Water Reticulation Practitioner (2021-
642605)
Electrical o Electrical Engineer (2021-215101) *
o Electrical Engineering Technician (2021-
311301) *
o Electrical Foreman (2021-312103)
o Electrician (2021-671101)
Built o Civil Engineer (2021-214201) *

environment

Emergency
services

Civil Engineering Technologist (2021-
214202) *

Civil Engineering Technician (2021-311201) *
Building Site Inspector (2021-335913) *

Disaster Management Coordinator/Officer
(2021-541907)

Traffic Officer (2021-541201)

Fire Fighter (2021-541101)

Emergency Service and Rescue Official
(2021- 541902)



Strategic Focus Strategic Focus Sub-Focus Strategic Occupation

Area Area Summary Area
Strategic Focus This focus area includes addressing | Local o LED Officer/Coordinator (2021-242103)
Area 4: Enhancing | gaps in order to realise an economic o Economist / Economic Advisor (2021-
Municipal Planning | improvement in the planning cycle | development 263101)
and overall service delivery of the Social «  Social Services Manager (2021-134401)
municipalities. Planning
Integrated o Community Development Worker (2021-
Development 341201)
Plan
(IDP) and
Community
Participation
Spatial « GIS Specialist/Technician (2021-351302) *
Planning e Urban and Regional Planner (2021-216401) *

o Town Planning Technician (2021-311203)
Cross-Cutting | « Policy and Planning Manager (2021-121301)

Traditional Leaders (2021-111301)

GIS Specialist/Technician (2021-351302) *
Urban and Regional Planner (2021-216401) *
Town Planning Technician (2021-311203)

Strategic Spatial transformation and inclusion | Spatial
Focus Area 5: focuses on developing communities | Planning
Promoting Spatial | undermined by depressed economic
Transformation and | conditions, increasing impact of
Inclusion climate change, regressing social
cohesion, poor coordination in
planning, access to land, bulk
services, limited decentralisation

in housing delivery, transport
challenges and safety and security

When a worker’s skill set does not align with the skills required to perform a particular job, a gap in their skill set occurs,
which is termed a “skills gap”. Skills gap can include cognitive skills, such as problem solving, language and reading. A similar
methodology to develop the hard-to-fill vacancies list was used to derive the skills gaps list. The 2023 WSP/ATR data was
analysed, and this was supplemented with stakeholder engagements. The table below lists the top 20 skills gaps, by Major OFO
Group. Additionally, it indicates the number of staff for which the skill gap had been reported, and the extent to which the skill
gaps apply to each OFO Major Group.

The following key observations apply regarding a skills gap, as highlighted by the table below:

«  First Aid in the Workplace skills emerged as the largest skills gap, predominantly for managers, professionals, and clerical
support workers. This implies that there is a lack of first aid skills requisite within municipalities. Should an employee need
medical attention when at work, there needs to be employees who have First Aid training.

o Health and Wellness is also in the top 10 skills gaps. This could be because employers feel vulnerable following the impact
of the Covid-19 pandemic devastation.

As stated previously, the Covid-19 pandemic has accelerated the uptake of 4IR technologies. This, in turn, resulted in many skills
gaps with employees having to keep up with changes in their scope of work. Skills such as Computer Skills Intermediate Training
as well as End User Computing are becoming increasingly relevant amongst municipal employees.

Policy makers are recognising the need for career development services. However, a recent study by the LGSETA (2022d) found
that senior managers do not understand the role of Career Development Practitioners (CDPs) in the Performance, Monitoring
and Evaluation (PM&E) system on municipal service delivery and that Municipal officials should be sensitised to the existence
and role of CDPs in their municipalities to enable them to fully utilise their services.

Councillor Induction is the first strategic pillar in the Councillor Development Strategy (LGSETA, 2022g). The list below still
includes Councillor Development, as this forms part of pillars 2 and 3 of the strategy. Adult Education and Training (AET) -
ABET Levels 1, 2, 3 and 4 (including NQF level 1), were highlighted by two districts during engagements. Municipalities wanted
this intervention to address the skills gaps that still exist amongst employees. A study conducted by the Education, Training
and Development Practices SETA (2021) found that a key issue affecting community colleges and AET centres is the lack of
infrastructure and skills needed to facilitate distance learning, which was especially the case during the Covid-19 pandemic.



Some skills gaps had a strong presence among those identified during consultations and from 2023 WSP/ATR data. They
include: Strategic Management, identified across several municipalities, and included in the top 20 skills gaps as “Strategic
Management and Planning” under “Planning”; and Financial Management, also included in the top 20 skills gaps under “Finance”.
Others worth noting, but which have not appeared on the List of Skills Gaps (Table 3-5) include Report Writing skills and People
Management. Water and Sanitation skills gaps which were identified during consultations include Water Reticulation, Water
and Waste Water skills and Water Engineering.

Some skills gaps with high numbers of beneficiaries, derived from 2023 WSP/ATR data analysis, were not prioritised in the
list below following stakeholder consultations. These include Water & Wastewater Treatment, Road Construction, Security
Management, and Law- enforcement & By-laws, among others, but have been included under service delivery gaps.

Under the mandate of the LGSETA is the salvaging of distressed vessels and cargoes, as well as the maintenance and operation of
harbour works, pilotage, and lighthouses, amongst others. However, the local government sphere currently has limited capacity
to carry out this mandate. A study conducted by the LGSETA (2022f) stated that the lack of general capacity in government,
from national to municipal spheres, is a major threat to sustainable coastal management. Without skills and training, the
effectiveness of marine policy and strategies is limited. The LGSETA must work with other local government stakeholders such
as COGTA, NT, and SALGA, to capacitate the local government sector on their roles and mandates as they relate to the marine
economy and coastal management. In May 2022, Basic Education Minister, Angie Motshekga stated that a specialist-subject
curriculum, which will see learners enrolling for subjects such as Maritime, has been gazetted for public comment. This will have
significant consequences for the LGSETA going forward.



uosJad
ApueH

uosJad
Apuey
Japeay
PEICT|

suonedndQ

Aeyuswa|3z

siojesado

Jaxelale)
syied

(|esausD)
[L=lIPIbETE|

sapes]

1220
1uawWaseue|n
J91sesiq

22430
j1uawWaSeue|n
PEIN:=NTg]

pJeno Alundag

Jalysed

JB1yse) W0

34310
Sunndiaoay

ysed

SIDNIOM S9|eS
pue 221n195

1auiqe) ayl
40 AJB}9103S JUB)SISSY
JojesadQ
/ 4301440 / 434333
/ 49)1dwo) eeq

J901J40 UoneASIUIWPY

192440
/ UeISISSY |e2143[D

1921430 uondaday

/492140/%431D
SDIINIDS JOW0ISN)

(243u3) 10E3UOD)
JUB}INSUOD) SUOI}I3||0D)

3J3|D [esauan

e}
$324N0S3Y UBWINH

19240
/ 1uelsIssy |eals)

34310 s1oupat)

43|10 SIUNOY

1901440 dA1eAIS
Jlwapesy

Iwpy

343]) 8uiunodoy

SIDOM
poddnsg [eard))

J9||043U0)) SS820.4d

1oddng |ealuyda |
JO}euUIpJo0)
1oddng ssauisng

AJe121235 aAIBIISIUIWPY

1921440 8uiseyaind
uepIuydd ] SuluN0dY

1921440 /43]9 3dueuly

1201440 /43|D ddueuly

s|euoissajoid
91B100SSY 13 SUBIIUYID |

Jauoide.d
Ssau||9/ 2A0|dwi g

|euoISsa}04d
/4321440 /J018UIPI00D
/40SIApY (HSO) Y3[eaH

pue Ajajes jeuonnednaoQ

1s1jedads swialsAs (D]

1sideJay] |euoisianIqg
Ja8euey Juswanosdw|
S0UBWIOMAY
|euonesiuesiQ

J0)pPNY [BUJIDIU|
Jauoneld
/ 428euey 1uawdolanag
|euonesjuediQ

9211DRId Ul JUBIUNOIDY
1URIUNODY [BIDUBULH

JuelUNO22Y 198png

(NVM / swaishs
/®4emyos / 1| /1uaiuo)
/ suoneoiddy) Jaauidu3

s|euoissajoid

1032241 Auedwo)

J98eue uswdojansqg
$924N0S3Y UBWNH
JapeaT |euolyped |

Jo|[1ouno)

diym a1y

Jageue N
Auedwo) 1iodsued |
Ja8eue
9IAJDS JaWOISN)
Ja8eue|n
9J1U3) 10BIU0D O [|BD

Ja3eue|n [edpiuniy

Ja8euen
92Jn0Say uewnH

Ja8eue|n
$321AJISS d1e40dI0)

Ja8euen
suoljesadQ ssauisng

J38eue adueul

(042)
1321340 [e1dURULS §3IYD

Jageue|n ddueulS

J98eue|A Suize8png

s1aSeue\

sdep sj||1ys Jo 1s17 S-€ 3|qeL

LS9

291

9EL T

88€ ¢

1S9 ¢

SsaujldaM
pue y3jeaH
(siosiniedns
/Siebeuepy
Joj diysiepes
pue

sayjg “joul)
wawaseuen
3 diysiapea
(siis
90Us|[29X3
ERAVELS
Jawio}sng
“fout)

SIS d1AI3S
ua1|) 18 248D
Jawoisn)

wawaseuen
duBW.IONAd

(bunioday
pue
quswisbeuey
[epueul
‘siobeuepyy
[eroueul{-uopy
Joj 8dueulH
‘Juawisbeueyy
soueulH
alqnd “joul)
s|IMS ddueury

dep s||pjs

48



SENTIITY
J33B M
wJ03s pue
98eJsamas
‘98euielqg

suonedndQ

Aejuswigz

siojesado

sapes]

(4p7 wiL)
Japea] wea|

J23ysi4 aui4

juepuany
2.1ud)
140ds/ssauy
“Quawasnwy

SIDNIO W S3[eS
pue 221AI3S

1921440 UonensIuIWpPY

12440 PIRl4 [BIL3]D

122140
uosier] pue 8ujuue|d

4910 ¥H
431D
SPJ023Y [dUUOSIAd
J03RIISIUIWPY
Swa1sAS YH
JojeasIuIwpY
9se) suolje[ay Jnoge
SJOYRJISIUIWPY
109[04( Jo weiSoud
J01BAISIUIWPY SWISAS
$924N0S3Y UBWNH
J3|jos3u0)
/ J01BUIPJIO0D UN0IIY
132140
/349D uonessiuiwpy
1Ue1SISSY

1221440 UonESIUIWPY

SJ0}RJISIUIWPY
103(0.4d Jo wesdoud

SIDIO M
Moddns |eons))

uepIuUYda | Suluueld umo]

JOSIAJRANS SHJ3D [BUUOSID

132140
uolleJiSIuIWpPY [eldueuld
Jauoneld Jusawdolanag

Allunwwo) Asej
Joyej|oe4
juawdojanag AHunwwo)

uewo.J04
Qdueualule|A pauue|d

s[euoissajoid
91e100SSY '3 SUBIDIUYID |

J9210 Wsuno |

JoleNSIUIWPY YH

4901330 YH
Jauueld YH
J01euIpJo0) YH
J01eu|pJoo)
juawdo|anaqg YH
JOSINPY
suolje|ay |elisnpu|
490410
suolie|ay JuswAojdw3

15Ajeuy Adljod
jueyNsuo)
92Jn0Ssay uewnH

1921JJ0 Jedpue
192140
suolje|ay Jawoisn)
J9sjueguQ Juanj spods
|euolssajo.d

/ do1euipioo) /
192130 A13es pue yyjesy

s|euoissajoid

Ja8euen
SDINIDS DANIRJISIUIWPY
Ja8euen
uswdojanaq g Suluueld

JAqIBIA 933WIWOD pJepn

Jageuen
uolPNPo.d [elISNpU|
Ja8eue|A JuswdopAsQg
$904N0S?Y UBWNH

Ja8euen
1uawdojanaq g Suluted |

Ja3eue IO

(040)
2210 [e1duBULS JBIYD

JBQUIB A 931UWWO)) PIBA
103€|SIS97 JUSWUIBA0D
[BI2UIAO.{ JO [B207]

J0j[|1PUN0)

Jageueln
92JN0SaY UewnNH

Jageuen
1uawdo|anaq %@ Suiuueld

sia8euen

9.8

6LV T

66V T

(Buluuelq
Juawwiebeueyy
abejens
pue buiuueld
Juswidojareg
pojeibajul
“out)

SIS
Suiuueld

(uo
npejuswejdu|
9 Bujuueld YH
pue gyH “foul)

suolne|ay
anoqen

13 $924N0S3Y
uewnH

(eoueuIBN0D
8o)ILILIOD
pem
/diysiepes]
YSUE]
‘@oueUIBN0D)
rediounpy
‘fout)

SIS
2JueuJonoH

deo s|ipjs

49



SENTIITN
|esauag

aply
Ue1I3(3

uel\ ApueH

suonedndQ

Aeyuawiaz

I3JOM
peal
J3]]013u0D
$5920.d
({[SENED))
JanLa
yonap

siojesado

JMJOM BUI
|e214199|3

Jan14 adid

ue9(3

sapes]

J23y814 a4
juepuanly
pIv 35414
J210
921|0d 018N

J91y314 2414

uosJadsales | |

SIDNIO W S3[eS
pue 221AI3S

1ueSISSY
annessiuIwpy

34310 Hpny
130110 uone.ASIUIWPY
349D Suinunoddy

1UelSISSY

/ J0SIApY / 12240
/3430 uonewou|

343D 493ndwo)

SJDIOM
Moddns jeons))

J030
|B21UYD3 | [BIUBWIUOIIAUT

JJOM Y3eaH Ajlunwiwo)
(S8ulinyoeynue|A) Josiaiadng
suonesadQ / uonpnpoud

JoresadQ jueld Ja1em

Joydadsu|
yajeaH |euoirednadQ
pue |eIUBWUOJIAUT

Joyadsu
yyeaH |euoizednadQ
puUE [BIUBWUOIIAUT
juelSISSY
suofedIUNWWO) 1J|
uepIUYID |
s4omiaN Jaandwo)

JuelSISSY
sisAjeuy swaisAs 10|
uepIuyoa |
1oddng yiomiaN

s[euoissajoid
91e1D0SSY '3 SUBIDIUYID |

Jauonpeld (08IHS)
A)l|lenpD pue JuswuoJIAug

‘YieaH ‘Arajes

J3a8euen Jusawanoldw|
S0UBWIOHIY
Jeuonesiuesig
JOUpNY |eUJIRIU|
Joypny
|BUOISS)01d/101eUIPIO0D
/420440/10SIAPY Y1|eaH
pue A}ajes [euonrednaoQ
Ja8euel Alajes pue ysiy
Jageuen
2oueldwo) ysiy

1921330 9dueldwo)
Jawwesgold 1)|
Jojensiuiwpy
SWa3ISAS uollewIou| ||

Ja8eue |\ JUNOY D]

JO1RUIPJI00) SWIISAS D)

S|euoissajoid

J2040
andsay pue aJi4 21D

|eJauan AJe3aadas
Jageuen

Juswageue Jaisesiq

Jageuen
S90IAI9S dlelodio)

J98eueA |edpiuniy
J0||12un0)

J98euelA 1] / 1D

sia8euen

€TT ¢

S e

vor

vic

6€S

Suiuies)
Sunysi4 auy

aoe|diom
ayl

ul piy 1sai4
(uonenjerg
pue
buviojiuopy
J0jo8s
Juswdojenag
pue

alqnd “four)
uonenjen3

13 SuoyuoN

(eoueldwon
AjejeS

pue yjesH
JeuoijednooO
‘four)
aoueldwo)

(sims
[CRIIVRET]

L] pue joAe]
Aiosinedns
- SIS 1/ four)
SIIBIS 101

deo s|ipis

€T

(4%

Tt

014

50



SENTIIV
[SSENED

J01eUIpJ00)
/ uosiad @
JueUAIBIN
J3YIOM
Ja1e N\
wJo1s pue
28e1amas
‘a3eutelq
u
osiadApuey
1UBISISSY
sJaquinid

suonedndQ
Aejuswidz

(|essuaD)
Januqg
JonaL
Janua
Joyed]

siojesadp

Jap|ing peoy

Jayelale)
syied

Jaqunid

ueI|3

Jaquinid @
JUBUBIUIBIA

Jaquinid

1012N43SU0D

EBEENVE]
[IADD

J28uow||a4

ue13(3

sapei]

1901340 1Rl |
1
uspuajuRdng
Suiping

Ja3y8i4 a4

(P71 W)
Japea] wea|
apIND wnasny
Jo Aigjlen

122140 dHyeaL

J33y814 214

J3||0J3u0) pul
13240
asuodsay
Aouadisw3
[BIOIO dNdsay
pue 321AJ3S
Aouadisw3

SII0 W\ S3[eS
pue 32iA135

343[D uonessiuiwpy
J1Wapedy

1921140 uosier sl
JojeJisiuiwpy

9se) suolie|ay Jnogeq

1UelSISSY
dAlEASIUIWPY
343]) SIUN02DY

J20140 /44312 %2035

sJojesiuIwpy
129(01d/wesdoud

J0)eUIpJ00) 13[0.d
349D J9ndwio)
34310 Sununody

J03eUIpJ00)
/343]D sp402ay

SIDHOM
Moddnsg jealR)

J0303dsu|
S30130BJ [BIUBWUOIIAUT

220
1swdojanag Auunwwo)

Ja2I0 [ed1UYda |
S9AJRS3Y pUE SyJed

uewsaJlo4
90oUBURIUIRIA PAUUE|d
uepIuyId |
ue|d JUBWILAI | JBIBM

1uelsIssy Auojesoqer
(Suuiny) 4opea wea )

uepIuYysa |
SueauiSu3 |ea1u3d9|3

J9]]03U0) $5920.d
JojesadQ
ue|d J91e N\ 91SBM

J031e43dQ JUB|d SHIOMIDIBMN

Joyadsu| Sulpjing
J03eUIPJ00) SWaISAS
uonewJoju|dlydes3oan
uepIUYda] /1sijerdads
/ doresadQ/ 41221440
/3UelNSU0) /JUBISISSY S|9

J031RSIUIWPY dDIPO
JoresadQ
3s9Q d|aH J9Indwo)
Isijerads
14oddng |edtuyoa |

Joyadsul aJi4

s|euoissajoid
9)eI20SSY 1 SUBIIUYID |

Jauonnoeld
juawdofanaqg
Ajunwwo)

JOSIAPY 92JN0S3Y UBWNH

1240
suole|ay [elisnpu|

Jauoinoeld
/ Ja8eue|\ aduBWIONDd
|euonesiuesiQ

Jageuen
20URINSSY pue HpNy

J321Q / Jauonioeld
A1ajes euonnednaoQ

120140
91SE/\\ [EIUBIUOIIAUT

Jorewnysy Suiquinid
Jauoiyoesd
uosier] Ja1ep\
JOSINPY

$199[04d d2J3WWOD

12140
y3|eaH [eIUSWUOIIAUT

J0olipny |euJalu|
JUBlUNOJJY |BJBURDH

Joens|ulWpY eyeq

s|euoissajoid

Jageuel
Suluue|d 218930418

J03eUIpI00) 31eD PIIYD

Aysoyiny
|e207 J2Seue|A [BJBUID

1DUNo)
Jadeuen
Suluue|d pue Adljod

|eJauas-juapualuliadng

J98eue Ajuoyiny |e207

Ja8eue|A $221AJ3S ANINJ9S

Joj|1puUN0)
Jageuen
Suluue|d pue Adijod
J93eue Juswdojanaqg
$924N0S9Y UewWNH
Jageuen
109[04d Jo dwwesdoid

JOojeJISIUIWPY [eIduURUIS

JaSeue adueulq

Ja8euen 22140

s198euey

6SL

€58

juswaSeue
»ijuo)
wawdojanag
J0]j1PuUNo)

114

6T

T€91

6€9 T

TOLT

LT

V8T

Aiosinsadng

JSETLIS
pue yyjesaH
|euonnednddQ

(3sal
apel ] -oid
pue aiseg)

Suiquinid

jJuawaSeuen
30foud

(Bupndwon
Jasn pu3g “fouj)
Supureay s|Ipis

J19indwo)

(paouerpy
pue
Aejuswolg
‘fouy)

deo s|ipis

:1

LT

91

ST

149

Source: LGSETA WSP Submissions, 2023

51



The top 5 skills gaps per LGSETA service delivery area are listed in the table below:

Water and Sanitation

Roads and Stormwater

Energy and Electricity

Skills Gap Beneficiaries Skills Gap Beneficiaries Skills Gap Beneficiaries Skills Gap Beneficiaries
Plumbing 1701 Road 482 Electrical 437 Business 439
Construction Distribution: Management
Skills Pre-Trade Test Skills
Skills
Water & Road
Wastewater 573 Maintenance 391 Welding Skills 301 Business 80
Treatment Skills Communication
Skills Skills
Water & Roadworks Electrical Tourism
Wastewater 365 Construction 332 Engineering 248 Management 29
Reticulation Skills Skills Skills
Skills
Water and Disaster Risk
Waste 267 Assessment and 276 Cable Joining (& 238 Business 23
Treatment Reduction Termination) Administration
Skills Skills Skills Skills
Water & Emergency
Wastewater 168 Rescue 259 Electricity 162 SMME -
Process Control Operations Repair and Small, Micro 12
Supervision Skills Connection and Medium
Skills Skills Business
Skills

Source: LGSETA WSP Submissions, 2023

Disaster Risk Assessment and reduction is in the top 5 skills gaps for the specific service delivery area: Roads and Stormwater.
This again highlights the effect the recent floods and civil unrest had on the economy at large.

The educational profile shown in Table 1-12 (Chapter 1) shows that the sector draws on employees across the educational
spectrum. The supply of skills refers to the formation of skills through education and training institutions, and how they flow
into the various occupations in the sector. Skills are supplied from Basic Education, TVET colleges, Higher Education Institutions
(HEI) and other learning institutions. In this section, the flow of skills in key occupations is assessed so that the extent and
nature of supply is ascertained at an occupational level.

The South African Post School Education and Training (PSET) landscape is made up of 26 universities providing undergraduate
and post-graduate qualifications — divided into 11 general academic universities, 9 comprehensive universities and 6 universities
of technology, 50 TVET colleges providing vocational and occupational qualifications, 133 private HEIls, 124 registered private
colleges, 9 Community Education and Training (CET) Colleges, with the total number of institutions totalling 342 (DHET, 2023).

#Institutions

Private

133

Colleges

Private

124

Total

Colleges

Total
PSET

#Enrolment

Source: DHET, 2023

1068 046 232 915
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The responsibility for PSET lies with the Department of Higher Education and Training (DHET). In Table 3-7, PSET provision is
presented with most students enrolled in public universities and universities of technology for 2021. These institutions, together
with the private HEIs, have more than half the number of students registered at 61.4% (1 300 961) and TVET colleges have 27.8%
(589 083) of students registered.

3.3.1.1 Higher Education

The local government sector is most likely to draw from the science, engineering, and technology (SET) as well as business and
management fields at higher education levels. Figure 3-2 and Table 3-8 show the potential supply of skills for municipalities
based on enrolments at public HEIs from 2017 to 2021 and private HEIs and colleges in 2021.
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Source: DHET, 2023

Since the enrolment ratios set by the National Plan for Higher Education (NPHEI) in 2001, there has been steady enrolment in
SET and business and management fields of study. The SET field showed a continuous increase between 2017 (310 115) and
2019 (323 105), with a slight decline recorded for 2020 (319 902), and yet again for 2021. The business and management field
increased between 2017 and 2018 (from 278 930 to 283 194), before declining in 2019 (265 973), after which an increase was
recorded for 2020 (280 489), followed by yet another decline in 2021 (265 797).

Private HEIs are also playing a significant role in contributing to increased access in areas, as indicated in the table below. The
Business, Commerce and Management Studies field of study accounts for the bulk of enrolments for private HEls as well as
Private Colleges.

From the table below it shows that study fields of Agriculture and Nature Conservation, Manufacturing, Engineering and
Technology, Law, Military Science and Security as well as Physical Planning and Construction are popular in Private Colleges as
opposed to Private HEls.

NQF field Private HEIs College™
1. Agriculture and Nature Conservation 3 357
2. Culture and Arts 37 1
3. Business, Commerce and Management Studies 46 6 457
4. Communication Studies and Language 14 72
5. Education, Training and Development 17 621
6. Manufacturing, Engineering and Technology 4 1764
7. Human and Social Studies 35 60
8. Law, Military Science and Security 5 1395
9. Health Sciences and Social Services 19 861
10. Physical, Mathematical, Computer and Life Sciences 18 564
11. Services 14 1245
12. Physical Planning and Construction 2 811

Total 214 14 208




Although enrolment in public universities in SET and business and management fields has been high, graduation figures, which
indicate the skills supply for each year, are on the low side, suggesting sectors must compete for a limited number of graduates.
See Figure 3-3 showing the number of graduates annually from 2017 to 2021 in the requisite sector fields.

The figure below shows that graduation rates seem to have made a recovery after the 2019 decline with a significant increase
from 58 668 in 2019 to 65 336 in 2020, before dropping slightly to 64 971in 2021 for business and management. For SET, there
was a marginal increase from 64 636 in 2019 to 64 721in 2020, and a further increase to 67 422 in 2021.
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3.3.1.2 TVET Colleges

TVET colleges have been playing their part in contributing to skills for the sector, however significant declines in enrolment are
recorded for the 2020 period. Table 3-9 shows student enrolment into TVET colleges by programme type for 2017 to 2021. It
further shows enrolment in the NCV programmes relevant to the LG sector for 2021.

Report 191 Occupational Other/Skills Level 5 & 6
(N1-N6) Qualifications  Programmes Qualifications
2017 142 373 510 153 10 969 24 533 688 028
2018 131 212 482175 20 106 23 355 285 657 133
2019 138 912 494 070 22 886 14 025 3597 673 490
2020 146 637 274 907 20 130 3888 5 250 1465 452 277
2021 141 768 416 949 18 277 6 653 4 581 855 589 083

Source: DHET, 2023

Headcount enrolment in public TVET colleges declined significantly between 2017 and 2021, from 688 028 enrolments to 589
083. Total enrolment was at its lowest in 2020, dropping by 221 213 to 452 277. This is mostly due to the decline in Report 191
programme enrolments. In terms of the National Certificate: Vocational, NC(V), programme enrolment increased between 2019
and 2020, from 138 912 to 146 637. It subsequently dropped to 141 768 in

2021.

For NC(V), the popular LG sector programmes in terms of enrolment are office administration (30 117), engineering and related
design (17 962), electrical infrastructure and construction (16 945) and civil engineering and building construction (10 138).

4The rows highlighted in blue are applicable to the LG sector.
51t should be noted that for private colleges, these are just the occupational programmes listed below, private college includes NC(V), Report 191, Occupational Qualifications, AET Levels 1-4,
Grades 10-12, and Report 550/ NSC & Other, totalling to 96 754 enrolments in 2020.



Transport and Logistics 4317

Safety in Society 4722

Process Plant Operations || 708

Primary Agriculture 4788

Office Administration 30117

Management 6205

Information Technology & Computer 7935

Finance, Economics and Accounting 7991

Engineering and Related Design ‘ 17 962

Electrical Infrastructure and Construction 16 945
14 138

o 10 000
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In terms of Occupational qualifications, an LGSETA study (2022¢€) researched the role of E- apprenticeships as the alternative
delivery design initiative to promote TVET college growth of occupationally directed programmes. The researchers found that
E-apprenticeships are viewed as important for the growth of occupational programmes; E-apprenticeships would improve the
performance of apprentices by allowing them more time at work as they would be required to attend classes physically; and
the implementation of E-apprenticeships will improve access to learners that have workplaces geographically located far from
TVET colleges.

The table below presents TVET registrations versus completions of national qualifications for 2021. The number of female
students registered is more than twice the number of males registered. The completion rate of females was higher than that
of males. Of the 66 536 female students enrolled, 50.8% (33 790) completed their qualifications. However, of the 31 477 male
students enrolled, 44.3% (13 960) completed their qualifications. Registration and completion rates were highest for Report
190/1 N6 qualifications.

Total
Female Male Total Completions
Number Number Number Number Number Number %
Registered Completed | Registered Completed | Registered Completed
Report 190/1 N3 9576 3523 10 720 4168 20 296 7 691 46.7
Report 190/1 N6 37 462 21548 13524 7137 50 986 28 685 62.8
NC(V) Level 4 19 498 8 719 7233 2 655 26 731 1374 50.4
Total 66 536 33790 31477 13 960 98 013 47 750 56.4

Source: DHET, 2023

Overall, only 56.4% of students enrolled for TVET qualifications completed their studies. This highlights the need for interventions
to increase completion rates of students at TVET colleges.

The LGSETA facilitates skills development for both employed and unemployed individuals. The learning programmes supported
by the SETA include learnerships, skills programmes, internships, and apprenticeships. Skills programmes are dominant in
terms of the type of programmes the SETA supports, and this is followed by learnerships. For workers registered for LGSETA-
supported learning programmes, skills programmes constitute 68.3%, while learnerships constitute the remaining 31.7%,
inclusive of apprenticeships. For unemployed persons registered, learnerships constitute 63.6%, internships 23.4%, and skills
programmes 13.0%.



In terms training of employed workers, for the 2021/22 period, 418 workers registered for learnerships and 635 completed; and
901 workers registered for skills programmes and 317 completed.

LGSETA Learnerships Skills Programmes Total target Total actual
Actual | Achieved Actual | Achieved
(%) (%)
Registered 1150 418 36.3% 1500 901 60.1% 2 650 1319
Certificated 800 635 79.4% 1000 317 31.7% 1800 952

Source: DHET, 2023

In terms of training of unemployed persons, for the period 2021/22, 957 learners registered for learnerships and 886 completed;
352 individuals registered for internships and 112 completed; and 196 individuals registered for skills programmes and 430
completed.

LGSETA Learnerships Internships Skills Programmes Total
actual
Target |Actual | Achieved | Target |Actual |Achieved Achieved
(%) (%)
Registered 875 957 109.4% 500 352 70.4% 1000 196 10.6% 2375 | 1505
Certificated 700 886 | 126.6% 500 112 22.4% 700 430 61.4% 1900 | 1428

Source: DHET, 2023

In relation to SETA targets, the LGSETA only met the learnerships target for the unemployed learners.

2017/18 2018/19 2019/20 2020/21 2021/22
Entering 646 1901 44 59 -
Completing 453 368 549 263 309

Source: DHET, 2023

The table above shows that there was a significant decline in apprentices entering artisan programmes between 2017 and 2019,
from 646 in 2017/18 to 44 in 2019/20, before a slight increase is recorded for 2020/21 at 59 apprentices. No data is available for
2021/22. In terms of completions, there was an increase between 2017 and 2019, from 453 in 2017/18 to 549 in 2019/20, before
a decline is recorded for 2020/21 to 263 apprentices. There was a recovery from 2020/2021, increasing to 309 in 2021/22.

3.3.3 Qualifications Under Development

The following qualifications were developed by the LGSETA ETQA department to support development of skills and supply and
are awaiting registration from the QCTO:
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A key supply problem facing employers in the LG sector, specifically municipalities, is the lack of mentors available to assist
with training. A recent study conducted by the LGSETA (2021) looked at training conducted via Public-Private Partnerships.
A number of case studies were conducted with each one focussing on a training programme. A key finding from these case
studies is that a challenge with implementing skills development programmes within municipalities is the lack of capacity within
municipalities to effectively implement training programmes - trainees often do not have mentors, which negatively impact the
outcomes of training.

Another supply problem facing employers is the lack of willingness of employees to be exposed to workplace training, especially
within rural municipalities. This negatively impacts the supply of skills. A lack of funding for training is another supply problem
facing employers. With the Covid-19 pandemic, funds had to be redirected to support various municipal initiatives to assist
the public in dealing with the negative consequences brought on by the pandemic. This meant that the training budget was
negatively affected.

In response to these supply challenges, the LGSETA has undertaken various measures. To curb some of the supply challenges
experienced, research projects on skills development needs in the Local Government sector, as well as tracer studies on
the number of learners who have completed workplace-based learning programmes and their subsequent absorption into
employment are conducted. Results from these studies are used for monitoring and evaluation purposes and inform skills
planning.

PIVOTAL training interventions are defined as programmes that are vocational, occupational, technical and or academic in nature.
A key component of the SSP research process is to identify and develop a list of SPOI that addresses the HTFV, and Skills Gaps
identified within the LG sector. 80% of the available SETA discretionary budget must be spent on the identified programmes on
the SPOI list. The list is also 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, published by the department every two years (DHET, 2016).

The research approach used to develop the SPOI list was a mixed method approach including both quantitative and qualitative
aspects. Moreover, the process adopted was a bottom-up process whereby district specific occupational shortages and skills
gaps reports were generated for each province, taking into account the number of reported occupational shortages and skills
gaps as well as the required interventions.

There are a few steps involved in developing a consolidated SPOI list for the LGSETA. Firstly, occupations which have HTFV and
where skills gaps exist are identified. The main source of data used for this is the 2023 WSP/ATR submission. In the PIVOTAL
section, employers are asked to fill in information on the type of PIVOTAL training they require for both employed workers and
the unemployed individuals. The fields here include the type and appropriate, and/or preferred intervention for the occupation,
at a specific NQF level.

The SETA then develops, from the WSP/ATR data, top 20 HTFV and top 20 Skills Gaps lists for each province and for
each metro and district. These lists were presented to provincial stakeholders in provincial focus groups. This allowed for
the quantitative WSP/ATR analysis to be supplemented with qualitative provincial engagements. Furthermore, individual
stakeholder engagements were conducted which allowed for further triangulation of the HTFV and Skills Gaps Lists. The SSP
research and engagements with stakeholders in the sector are used to inform a revised set of HTFV in the PIVOTAL table.
Once these processes are concluded, a draft SPOI list is presented to the LGSETA Board. The SSP together with the SPOI list
was reviewed and approved by the LGSETA Board. Table 3-16 shows the approach of LGSETA in developing the list as per the
DHET’s guidelines.



Question in the

SSP Guideline

LGSETA Approach to the Development of the Sectoral Priority Occupations &
Interventions List

What methods (including
consultative processes) did
the SETA employ in identifying
occupations in the SPOI list?

What informed the interventions
in the SETA SPOI List?

What are the envisaged outcomes
from the identified interventions?

What informed the quantities
indicated in the SETA SPOI?

Is the SETA SPOI ranked in order?
If so, what informed ranking?

The list is initially derived from WSP/ATR submissions showing occupational
shortage and are analysed to reveal the most strategic and impactful occupations
informed by sectoral priorities as well as those impacting on service delivery
areas. Stakeholder consultations were conducted across the provinces for
validation to inform the final SSP, which was reviewed by and approved by the
LGSETA board.

Interventions are informed by the WSP/ATR submission as well as stakeholder
engagements.

In the case of occupational shortages, the envisaged outcomes are an increase
in supply into the labour pool for the given occupation to ease the supply
constraints. In the case of skills gaps, the identified gap should be closed by the
intervention.

The number of occupational shortages, as assessed in the reported vacancies in
WSP/ATR submissions, was used as an indicator of quantity.

No. The final occupations included in the Sectoral Priority Occupations &
Interventions List can all be considered a high priority.

Table 3-17 is presented on the next page, listing the top 10 Sectoral Priority Occupations and Interventions (SPOI) for the Local
Government Sector.
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Water Process Controller makes the LGSETA's PIVOTAL List. In research conducted by the SETA (2021) it was found that
“vacancies and instability in key positions within municipalities is amongst the reasons for accountability failure”. Amongst
these key skills are water reticulation skills as well as water process management skills. It was found that “a large majority
of the country’s water managers do not have water qualifications” and “82% of the reticulation staff in the country have not
had reticulation training”. Electricians also strongly maintain their position on the SPOI List, indicating the demand for these
professionals. Information Technology Managers are also a priority occupation, with the 4IR and accelerated uptake of digital
technologies.

This chapter explored the occupations that are hard-to-fill and skills gaps amongst employees as well as reasons for these in the
Local government sector. The key HTFV in the sector are either in the Technical group such as Electricians; or in the Water and
Environmental Services group such as Water Process Controllers and Plumbers. Key Skills Gaps are Finance skills, Performance
Management and Customer Care & Client Service Skills; while in the services areas, First Aid in the Workplace and Fire Fighting
Training are included. The Chapter also looked at the extent and nature of supply of skills in the sector. The South African PSET
Landscape is made up of 26 universities, 50 TVET colleges, 133 private HEls, 124 registered private colleges, 9 CET Colleges,
with the total number of institutions totalling 342. In terms of the LGSETA, the learning programmes that the SETA implements
are Learnerships, Skills Programmes, Internships and Apprenticeships. Key supply problems facing LG sector employers are the
lack of mentors in municipalities, lack of willingness of employees to train, and insufficient funding for training.



The definition of a partnership as outlined in the SSP Framework states that it is “A collaborative agreement between two
or more parties intended to achieve specified outcomes directed towards addressing mutually inclusive skills priorities or
objectives within a specified time frame”. The LGSETA’s Strategic Partnership Model provides a guideline for entering into
strategic partnerships that form part of a value chain approach that embraces research, planning, development of interventions,
implementation and beneficiaries, and supports collaboration relating to skills demand and supply needs affecting the local
government sector. It further guides the process identification of key role-players as indicated in Chapter 1. Strategic partnerships
that are effective are aimed at harnessing synergies through maximizing strengths and capabilities towards achieving a shared
mandate towards making greater impact in the local government sector.

As a result of the LGSETA Strategic Partnership Model, the established partnerships listed in Table 4-1 are being reviewed to
ensure alignment to achieve greater impact.

NSDP Outcome

Partner

Objective

Output

NSDP Outcome 1:
Identify and increase
production of
occupations in high
demand.

NSDP Outcome 2:
Linking education and
the workplace

Department of Water and
Sanitation

NWU, WSU, UJ, CPUT,
CUT and TUT, UKZN,
Rhodes, Enterprises
UP

To provide oversight and
advice on programmes
relating to key water
and sanitation related
occupations including
RPL, Learnerships and
OFO codes.

To collaborate on priority
occupations in

local government in key
priority areas.

TVET Colleges: Cape
Town, Ehlanzeni,
Ekurhuleni East, False
Bay, Gert Sibande, King
Sabata, Majuba, Northern
Cape Rural, Southwest,
Gauteng, Umfolozi, West
Coast,

To collaborate and
support implementation
of skills interventions

for LG sector including
placement of learners for
WIL.

The LGSETA facilitated grants
disbursements for skills
development initiatives. This was
delivered through mandatory
grants of which 294 Workplace
Skills Plans (WSP) to the value
of R303 308 877.33 million were
approved in delivering the top 10
priority list occupations.

The LGSETA, through Work
Integrated Learning (WIL)
programme, facilitated linkages
between the labour market
whereby:

474 University students and
1078 TVET students were
supported for 2022/2023
financial year were supported
internship or candidacy
programme.

CET Colleges:

Eastern CET, Free State
CET, Northwest CET,
Western Cape CET

To collaborate in the
delivery of training

and development
programmes to capacitate
local government sector.

In strengthening capacity of
the Community Education and
training Colleges (CET) the
SETA provided the following
beneficiaries with support:

« 18 Managers receiving
training on curriculum
related studies.

o 21CET College Lecturers
awarded Skills Development
Programmes.

o 538 CET learners accessing
AET programmes.



NSDP Outcome

Partner

Objective

Output

NSDP Outcome 3:
Improving the level of
skills in the South African
workforce

NSDP Outcome 6:
Support skills
development for
entrepreneurship and
cooperative
development

NSDP Outcome 7:
Encourage and
support worker-
initiated training.

Municipalities: City of
Ekurhuleni, Buffalo City,
Ethekwini, Vhembe,
Mangaung, Sekhukhune,
Musina, Nelson Mandela
Bay, Sekhukhune,
Ehlanzeni, Mnquma,
Namakwa

Services SETA

South African
Municipal Workers
Union

Independent
Municipal and Allied
Trade Union (IMATU)

To collaborate and
support implementation
of skills development
interventions including
placement of learners
for work: AET, bursaries,
learnerships, and skills
programmes.

To promote SMME
support in local
government sector.

To support councillor
induction and development
programmes; To assist

the coordination and
implementation of
interventions for councillors
and municipal officials
based on specific needs;
To address LGSETA
strategic focus areas in
Governance, Leadership
and Management, Service
Delivery and Planning.

The SETA through its
discretionary grants
disbursement facilitated skills
development through the
following interventions.

Unemployed: Overall
unemployed learners were
supported, i.e. through Skills
Programmes (940 learners),
Learnerships (1700), Candidacy
(110), Bursaries (521), CET /
AET (538) and an Artisan
development programme (241)

Employed: Overall 5740
employed learners were
supported whereby (Skills
Programmes 3143, Learnerships
1677, Bursaries 237, CET /AET
192 and RPL /

ARPL 491)

The LGSETA continued to

contribute to the socio -

economic development of

South Africa by supporting

the institutions with skills

development.

o 30 Cooperatives and 32
Small business

« 30 Non-Governmental
Organisations

In strengthening worker-initiated
training initiatives, the LGSETA
continued to support 2 trade
unions namely, SAMWU and
IMATU through various relevant
skills training interventions.

Overall, LGSETA has yielded successful results with partnerships despite challenges experienced. Partnerships with unions
(IMATU & SAMWU), SALGA and COGTA are regarded as successful based on the interventions aimed at improving municipal
efficiency, governance and quality of decision-making. Programmes with national departments focused on bridging skills
gaps and targeted unemployed learners. The SETA’s successful facilitation of workplace learning and candidacies through
its partnerships with professional bodies, such as SAICE, focused on the pipeline of strategic occupations and skills gaps in
municipalities. Despite the small scale of these programmes, several cohorts of learners have been trained successfully. The
SETA’s partnerships with TVETSs, public universities, and research institutes have ensured that learners are certified and gain
access to workplace experience in the sector. The success was due to higher responses received through the DG partnership

window.



Whilst skills gaps have been addressed through partnerships with infrastructure and finance professional bodies, the cost of
the three-year candidacy programme is high, and the absorption and placement of graduates remains an issue despite an
increase in the number of professionals. As part of the new LGSETA Strategic Partnership Model, monitoring and evaluation
of partnerships will measure successes and identify challenges and areas of improvement more timeously, to be addressed. A
template for monitoring strategic partnerships has been developed.

LGSETA’s partnerships with trade unions experienced challenges with the implementation of the RPL programmes and resulted
in high drop-out rates, especially amongst the NEET group. Similar problems were experienced with the administration of
RPL and learnerships in the Department of Water and Sanitation. Some partnerships were not renewed after a review due
to the new approach that will ensure that strategic partnerships are aligned to the current strategy that includes: the District
Development Model’s nine broad municipal service delivery areas; top 10 SPOI; Economic Reconstruction and Recovery skills
plan priorities; and the Discretionary Grant Framework priorities.

Based on the LGSETA Strategic Partnership model and strategic focus areas for the new financial year, it is important that new
partnerships are identified to help in the delivery of new initiatives. The table below reflects the proposed new partnerships, and
the objectives on which each partnership will be focusing.

Name of Organisation

Objectives of Partnership

Gauteng Department of Economic
Development

Department of Mineral Resources
and Energy

South African Council for the
Property Valuers Profession
(SACPVP)

Department of Environment, Forestry
and Fisheries

Department of Rural Development
and Land Reform

Statistics South Africa

National Disaster Management
Centre (CoGTA)

National School of Government
(NSG)

In response to ERRP Skills Strategy, LGSETA will collaborate with the
department to roll out a capacity program targeted at township entrepreneurs
to enhance thedevelopment of local economies through skills development
programmes.

To provide oversight and advice on programmes relating to energy-/electricity-
related occupations including RPL, Learnerships and OFO codes.

To collaborate on training of property valuers, workplace experience and
qualification development.

To collaborate on LED and green economy initiatives through supporting RPL,
Learnerships, Bursary interventions and qualification development informed by
research recommendations.

To support rural development initiatives through skills development, including
learnerships linked to NSDP Objectives.

To collaborate on municipal initiative to establish data sources for a strategic
data analytics platform to improve the quality of data from municipalities.

To collaborate on disaster management skills interventions in local
government and address the impact of COVID-19.

To collaborate on skills interventions contextualised for LG and offered by the
NSG using blended learning opportunities to address the impact of COVID-19.

Current partnerships with a wide range of institutions including TVET colleges, HE institutions and professional bodies have
shown value in collaborating for sustainable skills development. Many of these partnerships relate to service delivery agreements
specific to learnerships, bursaries and WIL.



The University of Stellenbosch's School of Public Leadership (SPL, 2017) assessed the challenges facing the SDF inimplementing
skills development plans. Informed by the recommendations of the research, a customised skills programme titled “HRD
for Good Municipal Governance” was developed and implemented over a three-year period 2018/2019 — 2020/2021. The
programme targeted municipal employees, namely SDFs, HR Officials and Labour Forum members, which resulted in a total of
1145 personnel trained. The success of this programme led to its documentation in a cyclical model for other programmes. The
next phase of the cycle will look at programmes to assess training at the municipalities.

Partnerships are an important service delivery mechanism that supports collaboration with critical stakeholders which the
SETA uses to improve the value chain components leading to the implementation of various programmes and interventions,
contributing to the achievement of its strategic focus areas, and overcoming occupational shortages and skills gaps identified in
the sector. The SETA has formed successful partnerships with various organisations and institutions that have been informed by
the new Discretionary Window process and the Strategic Partnerships Model. Potential partnerships, which will be required to
support implementation of strategic priorities aimed at creating greater impact, have been further identified. The DDM creates
an opportunity to inform the creation of future strategic partnerships that address skills planning and development across
the nine municipal-service areas, as mentioned in Chapter 1. The support of workplace-based learning interventions including
learnerships and workplace experience, using partnerships with TVETs and professional bodies, are critical for the SETA to
contribute to the achievement of the outcomes of the NSDP 2030. LGSETA will continue to monitor and review all partnerships
on aregular basis (quarterly) to determine any implementation issues and gaps so that these are addressed timeously and form
part of the continuous improvement.



5. SETA Monitoring and Evaluation

5.1 Introduction
The purpose of this chapter is to highlight the role of M&E in supporting the LGSETA’s approach to skills planning, as well as how

strategic priorities are translated in the entire planning value chain of the SETA. It will also recommend strategies to improve
efforts to meet these skills priorities, as well as systems for planning in the SETA.

5.2 Sector Skills Planning Reflections

M&E at the LGSETA goes beyond the compliance reporting of performance. It adopts a results-based approach which is
underpinned by the PIMI model i.e., Plan, Implement, Monitor, and Improve that reflects what is working well, what is not and
why. Figure 5-1 below reflects how the SETA will deliver its programmes or projects goals.

Figure 5-1: LGSETA Results Based Approach
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The monitoring and evaluation approach as underpinned by the PIMI model in Figure 5-1, demonstrates progress update in
relation to previous financial year interventions.

Plan: The planning phase addresses the “why” of service delivery and is guided by the LGSETA Performance Management
Policy which is reviewed on an annual basis after the final audit process to capture new developments or recommendations.
The Monitoring and Evaluation department facilitate the planning process by providing analysis of previous financial year
achievements. This analysis is critical in providing baseline information for the SETA in identifying its service delivery priorities
that are to be outlined in the Sector Skills Plan, Strategic Plan, and DHET Service Level Agreement.

Implement: The implementation phase addresses what of service delivery and outlines key specifics of what needs to be

implemented such as priorities outlined in the Sector Skills Plan, Strategic Plan, and DHET Service Level Agreement. This also
includes budgeted programmes and projects that will ensure that the SETA achieves its set objectives.
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Monitor: The monitoring phase addresses the “how” of service delivery through ensuring that implementation of data quality
assurance procedures is in place for data collection, processing, monitoring, and corrective action(s). The critical process of
monitoring is verification and validation of submitted data which is key in ensuring the SETA tracks its planned interventions as
outlined in the Sector Skills Plan, Strategic Plan, and DHET Service Level Agreement.

Improve: The improvement phase aimed to demonstrate or provide feedback on planned, implemented, and monitored
interventions through conducting evaluation studies and tracer studies. The main aims are to demonstrate that interventions
are successful or having a positive or negative impact on intended beneficiaries, including women, youth, and persons with
disabilities. For example, the SETA in the previous financial year conducted a tracer study which demonstrated pockets of
excellence that indicated that out of a sample of 1112 learners traced, 389 (35%) attributed their employment status to the SETA
direct support.

The table below presents the interventions linked to the ERR Skills Strategy.

Action 3.1 Expansion of WBL: SETAs and the NSF will increase opportunities for WBL significantly and will reset their APP
targets in response to this strategy. Employers need to open up spaces for WBL, drawing on all available incentives.

LGSETA Planned Projects / Initiatives 2022/23 2022/23 %
Target Actual Achieved
Skills Unemployed Learners enrolled in Internships 500 528 106%
Development Unemployed learners completed in internships 150 40 27%
Unemployed learners enrolled in learnerships programmes 1500 1700 113%
Unemployed in Learners completed learnerships programmes 835 384 46%
Candidacy Enrolled 100 110 110%
Candidacy Completed 50 17 34%

Action 4.3 Student Bursaries: SETAs and the NSF will redirect their funds to support students who enrol in programmes
that are linked to occupational shortages.

Skills Planned Projects / Initiatives 2022/23 2022/23 %

Development Target Actual Achieved
Bursaries granted for new enrolments (occupationally directed) 180 203 113%
Bursaries granted for completed. 200 28 14%

Enrolments (occupationally directed)
5.6 Partnerships: Universities will partner with industry, professional bodies and other stakeholders to develop new
qualifications or review PQMs and curricula. Similarly, the DHET will establish sustainable structures and mechanisms to
engage with industry and other stakeholders to review TVET College PQMs and curricula. Universities, TVET Colleges and
the DHET will partner with leading international educational institutions to accelerate the development of curricula.

Skills Planned Projects / Initiatives 2022/23 2022/23 %

Development Target Actual Achieved
HEI partnerships established 10 10 100%
CET partnerships established 3 3 100%

8.1 Embed Skills in Economic Planning Processes: The DHET and relevant SETAs will participate in economic planning
initiatives such as the Master Plan development processes, industry-led planning processes, public sector human
resource planning processes, the circular economy initiative and the Public-Private Growth Initiative to ensure that skills
planning is embedded in these economic planning processes. The DHET and SETA representatives in these processes will
ensure that skills remain on the agenda and that there is a collective and on-going and iterative process of determining
which skills are required, the reasons for skills shortages and the type of skills development interventions that will meet
this demand.

Skills Planned Projects / Initiatives 2022/23 2022/23 %
Development Target Actual Achieved
Sector Skills Planning 1 1 100%

Action 10.6 Partnerships: The DHET, together with SETAs, will support TVET colleges to become more embedded in
industrial, social, and especially occupational developments.
Skills Planned Projects / Initiatives 2022/23 2022/23 %
Development Target Actual Achieved
TVET Partnerships 10 10 100%




The LGSETA continued to strengthen internal controls by obtaining an unqualified audit opinion for the 2022/ 2023 financial year.
The LGSETA managed to maintain a solid vacancy rate of 4,5%. This achievement was also enhanced by a 75% implementation
of Workplace Skills Plan interventions for its internal staff.

Resilient, skilled, and capable Local Government SETA administration

Through the board support and guidance, the SETA also implemented 52% of strategic risk mitigations plans. In addition, to
facilitating grants disbursements, SETA complied with the mandatory grants regulations by approving 294 Workplace Skills
Plans (WSPs) to the value of R303 308 877.33 million.

Increase production of occupations in high demand in the Local Government sector

The 2022/2023 financial year saw a bold move by the LGSETA by increasing levy paying entities through inter SETA transfers
to five these entities are:

o Amathole Economic Development Agency;
« Alfred Nzo Development Agency;

o Tshwane Economic Development Agency;

o South African Municipal Workers Union; and
o Joe Ggabi Development Agency.

In order to promote future planning, six research projects were conducted to identify skills development needs in the LG sector,
while one tracer study was conducted with the view of determining employment (including self-employment), of which the
absorption rate was 33% with 220 females and 150 males absorbed or participating meaningfully in the economy.

Increase production of occupations in high demand in the local government sector

In order to support planning processes in the post-school education and training sector, the SETA, through its discretionary
grants mechanism, allocated grants to facilitate skills development as follows:

« 7% for high skills;
e 36% intermediate skills and
« 57% for elementary skills.

Improve work-based learning opportunities through education in the local government sector

The LGSETA facilitated work-based learning opportunities via linkages between the labour market, whereby 1078 TVET
students and 474 University students were supported, either through an internship, or a candidacy programme. A total of 528
unemployed learners were enrolled for internships and a further 40 unemployed learners from previous funded financial years
completed their internships. A total of 4062 learners for both employed and unemployed participated in skills programmes.
Enrolments for both employed and unemployed learnerships was 3377 and 110 learners were enrolled for candidacy programme.

Increase workers’ participation in various learning programmes to a minimum of 80% by 2030
In increasing workers participation, the following interventions were supported for the period under review:

o 1677 workers participated in learnerships;
o 3122 workers participated in a skills programme; and
o 336 workers were awarded bursaries.

Addressing critical skills required by various sectors of the economy to transform workplaces

The LGSETA successfully updated and presented the Sector Skills Plan for the period of 2022/ 2023. The Sector Skills Plan
is reliant on up-to-date and accurate data to inform skills development priorities, with the view of supporting the sector with
relevant interventions aimed at empowering employees in the workplace, as well as unemployed learners. In total 1814 learners
were supported with access to training for top 10 critical skills as identified in the SSP of 2022/2023.



Improved delivery of quality occupational directed programmes and the growth of the public education system

In strengthening the implementation of the PSET system, the SETA established partnerships with the following institutions:

« 10 partnerships were established with Higher Education and Training Institutions.
e 10 partnerships were established with TVET Institutions.

o 3 partnerships were established with CET institutions.

« 13 partnerships were established with SETA employer partners.

Increase access to occupationally directed programmes in the local government sector

In contributing towards the transformation agenda, the LGSETA supported enrolment of 241learnersin an artisanal development
programme. A total of 491 learners were enrolled for RPL / ARPL and 31 completed the RPL / ARPL programme due to learners
awaiting certification that were entered in 2021.

Improving Programme Implementation: The LGSETA will continue using evaluation studies to improve program design and
implementation. Evaluation studies will help to identify areas of improvement and ultimately help the SETA to set goals more
efficiently.

Enhancing Data Verification and Validation: Data has arguably become one of the most valuable assets for the LGSETA. Good
data is important for improving planning, decision making and reporting. Data management has been recognised as an enabler
for effective planning, monitoring, reporting and evaluation to support decision making. As a result, more efforts will be done
to ensure that the data reported meets data quality dimensions e.g., completeness, accuracy, consistency, validity, integrity, and
uniqueness. Internal data management system is also envisaged to strengthen Monitoring and Evaluation, which is one of the
critical areas identified in the NSDP.

This enhancement of SETA’s performance information reporting will ensure reliability, validity, accuracy, completeness, and
traceability of actual performance achievements for quarterly management reporting, while informing annual reporting,
compliance reporting and strategic decision making.

This chapter has outlined the LGSETA’s approach to M&E, including the approach and processes to support skills development
implementation. Building on the solid foundation for the role of M&E in the organisation, there are still some improvements
required to fill the gaps in the system, particularly with respect to strengthening data verification and validation of the institution.
M&E will continuously improve and thereby assist in providing impactful feedback for planned initiatives and conducting
evaluation studies inclusive of tracer studies on an annual basis.



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/priority actions that are
realistic, consistent, and achievable.

The Sector profile clarifies the scope and scale of the sector in terms of the economic performance as well as the employer
and employee profile. There are 257 municipalities in South Africa, including eight metropolitan, 205 local, and 44 district
municipalities. Between 2019:Q1 and 2023:Q1, GDP growth in the key LG sectors followed the same trend as the economy at
large. The only exceptions are Transport, storage and communication, which was the lowest in 2021, and Construction and
Personal Services, which declined in 2022 - yet these three sectors increased above overall GDP rates by 2023:Q1. Municipalities
across South Africa received revenue of R548.7 billion in 2021 increasing by 5.8% to R580.3 billion in 2022. In relation to
service delivery, the services that are available to households is water (78.1%), followed by sewerage and sanitation (64.7%)
and provision of electricity (61.0%). About half of the households reported having access to solid waste management (54.3%).
According to the 2023 WSP submissions, municipalities (local, district and metropolitans) employed 299 691 workers. With the
inclusion of 14 municipal entities, 4 local government entities and 29 private entities (as additional constituents of LGSETA), the
total employment came to 309 169. Unemployment, inequality, and poverty continue to plague South Africa. According to the
Quarterly Labour Force Survey: Q1:2023, the official unemployment rate is 32,9% (7.9 million) and 42,4% (11.9 million) by the
expanded definition. Unemployment amongst youth is also a critical issue. In the first quarter of 2023, there were approximately
3.7 million NEET youth. South Africa had the highest inequality in income distribution in 2021, while approximately 55.5% of the
population is living in poverty. Additionally, the World Bank indicates a total of 13.8 million people (25%) are experiencing food
poverty.

The chapter identified factors affecting skills demand and supply for the sector and the challenges and implications for skills
development. A change in skills needs arises from the development of smart cities, 4IR, the green economy, SMMEs and
cooperatives. The Covid-19 pandemic impacted on skills demand and supply, particularly on accelerating technological change
and digitisation. Additional skills issues identified include the impact of political change on the lack of development of personnel,
weak management, and lack of institutional controls. Specific skill needs that may arise include urban and regional planners,
local economic development officers, data analysts, cyber security specialists, drone engineers, virtual platform specialists and
software programmers.

In this Chapter occupational shortages, or HTFV, were identified through the analysis of 2023 WSP/ATR data. HTFV identified
include Electrician, Plumber, and Town Planner, amongst others. Skills gaps were defined for each of the eight major OFO
groups. Finance Skills, Performance Management, and Health and Wellness are in the top 10 skills gaps. This could be because
employers feel vulnerable since the Covid-19 pandemic. The learning programmes that the SETA supports are learnerships,
skills programmes, internships, and apprenticeships. Key supply problems facing LG sector employers are the lack of mentors in
municipalities, lack of willingness to train, and insufficient funding for training.

Partnerships are an important service delivery mechanism that can be leveraged by the SETA to assist in overcoming skills gaps,
improving implementation of various programmes and providing access to other relevant stakeholders. LGSETA’s strategic
partnership model will strengthen the approach to addressing skills gaps. These include partnerships with organisations such
as the Department of Tourism, Department of Water and Sanitation and partnerships with various professional bodies. The
LGSETA plans to enter into new partnerships such as those with the Department of Mineral Resources and Energy and the NSG.

Chapter 5 outlined the SETA’'s M&E approach. The Chapter shows that the SETA reviewed its strategy and approach to M&E to
ensure that evidence-based planning is adopted as well as evidence-based decision making. The M&E Unit works closely with
the Planning and Research Units to ensure a more integrated approach to align the SSP, APP, SP and M&E processes. A plan of
action was also presented on how the SETA intends to achieve its priorities and address the gaps identified regarding its M&E.
This plan of action includes implementing the PIMI cycle.



Local government, as a constitutionally mandated function of government, is driven by policy and legislative imperatives.
Its mandate is encapsulated in the KPAs as defined by the Municipal Financial Management Act. Broadly, the KPAs relate to
good governance and institutional development; municipal planning; financial management; infrastructure development and
basic services. The strategic focus areas (Table 6-1 below) were developed based on these KPAs, in addition to the Economic
Reconstruction and Recovery Plan (ERRP) and resultant ERR Skills Strategy, the DG Strategic Framework Priorities, and the
District Development Model (DDM). Along with the DDM, the Strategic Partnerships Model outlined in Chapter 4 allows for
improved service delivery and infrastructure asset management through appropriate and targeted interventions addressing
Local Economic Development (LED), technology and 4IR, youth unemployment initiatives, and service delivery across the nine
municipal service areas (e.g., energy, water and sanitation, and waste management, etc.).

The disasters and the civil unrest have disrupted the course of business in the LG sector, thus necessitating a change in strategic
approach. The strategic priority areas require increased skilling in areas such as water, sanitation, engineering, and technology
and digitisation. In addition, with the adoption of e-learning and blended learning methods gaining favour, calls for greater
collaboration with ICT stakeholders. Emerging research aims to understand how best to facilitate socio-economic development
and service delivery to support SMMEs and unemployed learners into local economies, as part of LED programmes.

Through targeted delivery of learning programmes, the development of required qualifications and skills interventions, the
SETA will continue to invest in the sector to support service delivery. The LGSETA's strategic focus areas are mapped to NSDP
2030 outcomes, strategic skills priorities and interventions, outcomes and impacts linked to these skills priorities — and take
into account priorities linked to disasters and civil unrest that impacts the sector.

The eight NSDP 2030 objectives, referenced in the table below, are as follows:

Identify and increase production of occupations in high demand

Linking education and the workplace

Improving the level of skills in the South African workforce

Increase access to occupationally directed programmes

Support the growth of the public college institutional type as a key provider of skills required for socio-economic
development

Skills development support for entrepreneurship and cooperative development

Encourage and support worker-initiated training

Support career development service

O NN

o

00 N

The SETA’s strategic skills priorities will be articulated in the SETA’s Strategic Plan and APP as part of Programme 2: Skills
Planning, Programme 3: Learning Programmes and Programme 4: Quality Assurance. The key priorities for the 2022/2023
financial year are:

o Support youth, and employees targeted skills programmes relating to Councillor Development, governance/performance
culture, ethical leadership, management, accountability, 4IR, green skills, ocean governance, LED, SMMEs and Cooperatives,
basic service including roads, electricity, and water, AET, disability and rural initiatives.

« Support youth and employees’ priority occupations and interventions linked to occupational shortages/skills gaps including
municipal financial management, supply chain; engineering, technical services, infrastructure, town planning, and disaster
management.

o Support partnerships with TVET colleges and partnerships linked to strategic priority areas.

o Implement PIMI model for all interventions linked to planning and performance.

As mentioned in section 6.3, the strategic skills priorities are informed by the DDM approach to address municipal service
delivery skills needs at a district level including metropolitan municipalities, confirming the appropriate interventions according
to the unique demand, and implementing interventions at the “coal-face” of service delivery.

The analysis also included the Economic Reconstruction and Recovery Plan (ERRP) and resultant ERR Skills Strategy (“Skills
Strategy”). The ERRP looks at recovering the waning economy and “stimulating equitable and inclusive growth”. LGSETA has
incorporated priority interventions proposed in the ERRP namely: Aggressive Infrastructure Investment, Energy Security,
Gender Equality and Economic Inclusion of women and youth, Green Economy Interventions, and Mass Public Employment
Interventions. Many of the occupational shortages identified in the ERRP are also reflected in the SPOI List (Chapter 3.4).



To respond to the g priorities of the ERRP, the ERRSS proposes 10 skills interventions as follows:

Embedding skills planning into sectoral processes
Updating or amending technical and vocational education programmes
Increased access to programmes resulting in qualifications in priority sectors
Access to targeted skills programmes
Access to workplace experience
Supporting entrepreneurship and innovation
Retraining/up-skilling of employees to preserve jobs
Meeting demand outlined in the List of Critical Occupations
National Pathway Management Network
. Strengthening the post-school education and training system
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The recommended actions of the SSP are aligned to LGSETA's strategic focus areas, Economic Reconstruction and Recovery
Skills Strategy priorities, and the NSDP 2030 objectives. This alignment will allow LGSETA to ensure they are implementing
interventions that address all three of these areas in an integrated manner using a DDM approach. LGSETA'’s strives to be a SETA
of excellence that facilitates skills development towards achieving a highly skilled and capable local government workforce as
envisaged in the National Development Plan. By approaching skills development in an integrated systemic manner, LGSETA
aims to improve service delivery for the benefit of all thus creating greater impact.
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The Table below illustrates the start and end dates of the various University and TVET colleges as mentioned in Chapter 4 and

are currently under review.

Province

Name of Institution

Start and End Date

Public Universities (10)

Free State
Gauteng
KwaZulu-Natal
KwaZulu-Natal
Limpopo
North-West
Eastern Cape
Western Cape
Western Cape
Mpumalanga

TVET Colleges (15)

Gauteng
Gauteng
KwaZulu-Natal
KwaZulu-Natal
KwaZulu-Natal
Mpumalanga
Mpumalanga
Mpumalanga
Northwest
North West
North West
Western Cape
Western Cape
Western Cape
Western Cape

Province

Central University of Technology
Enterprises University of Pretoria
University of KwaZulu-Natal
Durban University of Technology
University of Venda
North-West University
Rhodes University
Cape Peninsula University of Technology
Stellenbosch University
University of Mpumalanga

South West TVET College
Ekurhuleni East TVET College
Mnambithi TVET College
Majuba TVET College
Umfolozi TVET College
Gert Sibande TVET College
Ehlanzeni TVET College
Nkangala TVET College
Taletso TVET College
Orbit TVET College
Vuselela TVET College
False Bay TVET College
West Coast TVET College
South Cape TVET College
College of Cape Town TVET College

Name of Institution

o1 March 2023 -01 March 2024
30 March 2022 -31 March 2025
30 March 2022 -31 March 2025
31 March 2023 - 31 March 2024
30 March 2023 - 31 March 2024
05 February 2020 - 31 March 2030
30 March 2022 - 31 March 2025
01 March 2023 -01 March 2024
o1 March 2023 -01 March 2024
01 June 2023- 31 May 2025

30 March 2022 - 30 June 2025
1 March 2022 - 30 June 2025
22 March 2023- 01 March 2024
30 March 2022 - 31 March 2024
o1 March 2023 - 01 March 2024
31 March 2022- 31 March 2025
30 March 2022 - 31 December 2027
03 March 2023 - 31 March 2026
02 September 2020 - 31 March 2030
02 September 2020 - 31 March 2030
02 September 2020 - 31 March 2030
24 March 2022 - 31 March 2025
24 March 2022 - 31 March 2025
01 March 2023- 30 September 2024
30 March 2022 - 31 March 2025

Start and End Date

CET Colleges (2)

Eastern Cape
Western Cape

Eastern Cape CET College
Western Cape CET College

30 March 2022 -21 March 2024
21 March 2022-31 March 2025



The table below shows the list of existing LGSETA registered qualifications:

QUALIFICATION

NAME OF QUALIFICATION NQF LEVEL
1 | Certificate: Local Government Level TBA: Pre-2009 23616
was L5
2 | Certificate: Municipal Financial Management Level TBA: Pre-2009 48965
was L6
3 | Further Education and Training Certificate: Community Development: Local Level 4 76989
Economic Development
Further Education and Training Certificate: Environmental Practice Level 4 50309
5 | Further Education and Training Certificate: Fire and Rescue Operations Level 4 57803
6 | Further Education and Training Certificate: Generic Management: Disaster Level 4 64870

Risk Management
7 | Further Education and Training Certificate: Leadership Development Level 4 50081
8 | Further Education and Training Certificate: Municipal Finance and Level 4 50372

Administration

9 | General Education and Training Certificate: Environmental Practice Level 1 49552

10 | Higher Certificate: Local Government Level 5 23617

11 | National Certificate: Community Development: Integrated Development Level 5 83392
Planning

12 | National Certificate: Community Development: Local Economic Level 5 83393

Development

13 | National Certificate: Emergency Services Supervision: Fire and Rescue Level 5 64390
Operations
14 | National Certificate: Environmental Management Level 5 66789
15 | National Certificate: Environmental Practice Level 3 49752
16 | National Certificate: Environmental Practice Level 2 49605
17 | National Certificate: Local Economic Development Level 4 36436
18 | National Certificate: Local Economic Development Level 6 36437
19 | National Certificate: Local Economic Development Level 5 36438
20 | National Certificate: Local Government Councillor Practices Level 3 58578
21 | National Certificate: Local Government Support Services Level 3 58644
22 | National Certificate: Municipal Governance Level 5 60529
23 | National Certificate: Municipal Integrated Development Planning Level 5 50205

24 | National Certificate: Ward Committee Governance Level 2 57823
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