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DEFINITION OF TERMS

Career The sequence and variety of occupations (paid and
unpaid) that one undertakes throughout a lifetime. It is
the sum total of occupations, jobs and experiences
throughout a person’s life.

Career Path The sequence and variety of occupations that a person
undertakes throughout

Occupation This is a set of jobs whose main tasks and duties are

characterised by a high degree of similarity (skill
specialisation).

Career Development

Career development describes the ongoing process of a
person managing their life, learning and work over their
lifespan. It involves developing the skills and knowledge
that enable individuals to plan and make informed
decisions about education, training and career choices.

Career Development
Practitioner

A Career Development Practitioner is defined as ‘a
person that guides and advises people to plan and
manage their careers, make occupational and study
decisions, plan career transitions and find career
information’.

Career Development
Services

Career development services are described as ‘the
services and activities intended to assist individuals, of
any age and at any point throughout their lives, to make
educational, training and occupational choices and to
manage their careers’. Career development services
include Career Education, Information, Advice and
Guidance (CEIAG). While these can be provided in
different ways and by different providers, at their heart is
the individual, with particular capacities and requirements
at particular points in life.




1. BACKGROUND

The LGSETA, an entity of the Department of Higher Education and Training (DHET) is
established in terms of the Skills Development Act (SDA} No. 97 of 1998 to facilitate training
and development of the Local Government Sector. The LGSETA draws its mandate from the
National Skills Development Plan (NSDP) vision 2030. Accordingly, the NSDP outcome
number eight mandates the (SETAs) to promote career development services within their
sector. }t states that ‘the entire skills development system must dedicate the required
resources to support career and vocational guidance as this has proved to be a critical
component in successful skills development initiatives world-wide’. The NSDP further states
that SETAs and the National Skills Fund (NSF) respectively must seek to build career
guidance initiatives in their sectors and generally as a key component of the NDSP.

In South Africa, there is no single body or entity that has the exclusive legislative responsibility
or sole mandate of coordinating career development services in general. The DHET, along
with its institutions and entities that it is responsible for (i.e. Colleges, Higher Education
Institutions and SETAs), is positioned at the nexus between the formal education system and
the labour market. LGSETA as a custodian of training and development in the local
government sector, a sector being the sphere of government that is closest to the community,
and it is a critical component of the country’s development aspirations plays a role in ensuring
that the citizens of South Africa have a better life.

Career development is linked to policy agendas relating to lifelong leaming, workforce
development and social inclusion. A review of career guidance policies in 14 countries
conducted by the OECD concluded that the field is weakly professionalised and identified
insufficient and inappropriate training as barriers to the capacity of career development
services. Career development practitioners frequently enter the field with qualifications from
related fields such as psychology, social work, teaching and human resource management
without having specific training in career development. Research continues to show a need
for a more coordinated, efficient and strategic approach that recognises the value of career
development as a lifelong process with benefits and aims to ensure that career development
support is accessible to those who need it.

Career development is a key component of the NSDP. The LGSETA has a role to enlighten
employers, employees, unemployed youth, and the broader stakeholders and public about the
various skills development interventions and career opportunities in the local government
sector that are offered by the Post-School Education and Training Institutions (PSET), both
public and private. The LGSETA's role in career development services activities is guided by
its Career Guide Handbook. The LGSETA Career Guide Handbook has been developed to
provide information for career pathing and provide details of the various education and training
institutions. The LGSETA supports career development services through various platforms
partnering with different institutions. The career development service is also aimed at
addressing occupational shortages and skills gaps (critical or top-up skills) that seek to tackle

the skills gaps and shortages in the sector.
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The framework for Cooperation in the provision of Career Development Services in South
Africa outlines the responsibility of SETAs in career development as follows:

Submit information about occupations in their sector in a standard format as requested
by the DHET;

Provide information on the steps taken to expose prospective learners to work in their
sector;

Accredit providers to offer courses and qualifications that relate to the training of Life
Orientation teachers, career information officers, career advisors, career guidance
counsellors and similar career specialities;

Participate in career exhibitions and festivals;

Develop career information brochures and material relating to occupations in their
sector;

Advertise and promote career opportunities in their sector;

Provide information on the requirements for institutions to qualify to be trade test centres
in consultation with the National Artisan Moderation Body;

Establish offices in all TVET Colleges for accessibility and free flow of information to
immediate communities, including universities;

Provide detailed information to the public regarding services offered and how toc access
them;

Link data in their Sector Skills Plans (SSP) to career information and development;
Provide information on scarce skills that are in demand in the economy; and

Ensure that data/information from SETAs is regularly updated on the national career
information database and national web based system.

LEGISLATIVE FRAMEWORKS SUPPORTING CAREER DEVELOPMENT IN
SOUTH AFRICA

The development of this strategy was informed by the following frameworks that support
career development services in South Africa:

National Development Plan 2030;

National Skills Development Plan 2030;

Skills Development Act 97 of 1998;

White Paper on Human Resource Management in the Public Service, 1997,

National Qualification Framework Act, 2008 (Act No.67 OF 2008);

National Policy for An Integrated Career Development System for South Africa, 2017,
and

Framework for Cooperation in the provision of Career Development Services in South
Africa, 2012.



MNational Development Plan (NDP) 2030

The NDP offers a long-term perspective, defines a desired destination and identifies the role
different sectors of society must play in reaching that goal by creating a context and
environment that advocates equity in life chances (National Planning Commission; 2012).
Some of its intentions are to help match unemployed workers to jobs; increase the number of
university graduates and the number of people doing their doctorates; and make the public
service a career of choice.

National Skills Development Plan 2030

Career development is a key component of the NSDP. The NSDP emphasise that for each
and every person being able to embrace their full potential, career development is vital. It
states that the entire skills development system must dedicate the required resources to
support career and vocational guidance as this has proved to be a critical component in
successful skills development initiatives world-wide. The NSDP also directs SETAs to seek
to build career guidance initiatives in their sectors and generally as a key component for
achieving its objectives (DHET, 2012).

Skills Development Act 97 of 1998

The Skills Development Act, 1998 provides a concrete strategy and tools to actualise key
government legislative and policy imperatives on matters related to development in the Public
Service by promulgating the setting up of Sector Education and Training Authorities (SETAs)
that will ensure the provision of quality and appropriate education and training in a more
sustainable and coordinated manner within the context of the National Qualifications
Framework (Department of Labour, 1998).

White Paper on Human Resource Management in the Public Service, 1997

The vision of the White Paper is that human resource management results in competent and
well-managed employees, capable of and committed to delivering high-quality services to the
people of South Africa. The White Paper further emphasises that employees are a valuable
resource to any public organisation and should be developed to obtain the maximum benefit
for both the organisation and the individual. Effective career management will enable
employees to maximise their career potential by supporting themselves through job
opportunities and skills training and development while also enabling employers to develop
their human resource capacity. Effective career management could be enhanced through the
implementation of the lifelong learning principle (DPSA, 1997).

National Qualification Framework Act, 2008 {(Act No.67 OF 2008)

The National Qualifications Framework (NQF) is a set of principles and guidelines designed
to create a single integrated national framework for learning achievements and to contribute
to the full personal development of each learner. The aim of the NQF is to make lifelong
learning possible by having a single system that facilitates access, movement, and
progression within the education system for greater socio-economic participation of the
country’s citizenry (SAQA, 2008).
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National Policy for an Integrated Career Development System for South Africa, 2017
The policy aims to build an integrated Career Development System for South Africa which
will ensure that all citizens of all ages have access to quality career information and career
development services throughout their lives (DHET, 2017).

Framework for Cooperation in the Provision of Career Development Services in South
Africa, 2012

The framework is developed to ensure that all people, of all ages, have access to quality
career information and career services throughout their lives, so that they are able to make
better and more informed career choices that deliver high levels of employment and help to
increase sustainable economic growth in the country (DHET, 2012)

3. LGSETA CAREER DEVELOPMENT STRATEGY

Career development is the process an individual may undergo to improve occupational skills
and status. It involves making decisions for long term learning, to align personal needs of
physical or psychological fulfilment with career advancement opportunities. Career
development does not only support individuals but also contributes to improving social and
economic conditions for everyone. Every individual has many career decisions to make
throughout their lives, and there are times when individuals require professional assistance to
help them through these decisions hence, quality career development services are important.

The LGSETA's career development strategy is a comprehensive plan or approach designed
to enhance and support employed and unemployed individuals' career growth and progression
within the context of local government. Through the LGSETA policies, programmes, and
initiatives we aim to assist individuals to explore career options, make informed decisions
about their education, training, leaming and development and manage their careers effectively
throughout their lifespan. Therefore, through our career development strategy we involve
multiple stakeholders, including educational institutions, employers, government bodies, and
professional bodies, working together to provide resources, guidance, and opportunities that
facilitate career advancement.

The DHET is responsible for the overall coordination of career development services in South
Africa. This has been made possible through its entities such as the South African
Qualifications Authority (SAQA), National Skills Fund (NSF), and SETAs as driving forces.
The LGSETA, as an entity of the DHET is responsible to contribute to achieving this cause by
supporting the achievement of NSDP 2030 cutcome number eight (8). The NSDP 2030
mandates the SETAs to promote career development services within their sector. The
LGSETA is committed to ensuring that everyone within the sector has an opportunity to reach
their full potential and live life that is productive through career development services.

In 2022, the LGSETA conducted research which aimed to assess the state of Career

Development Practitioners (CPDs) in the South African local government sector. The study
revealed that in South Africa, as in many other countries, career development services are
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provided by practitioners with varying levels of skills and knowledge to a broad range of client
groups in diverse settings such as schools, tertiary institutions, government services and
community organisations and companies. There is little standardisation in the provision of
career development services, with the effectiveness of such services being difficult to
measure. Furthermore, there is currently a lack of prioritisation for career development
practitioner positions within the Municipalities.

This strategy is a high-level document which outlines LGSETA's vision for career
development. it presents the LGSETA’s approach for delivering career development services
to youth and adults in the sector through youth desks in municipalities, and through outreach
programmes such as the school programme, and career exhibitions as arranged by relevant
stakeholders. The LGSETA has priorities the development of career publications, and also
targeted to train a number of career development practitioners at youth desks and provincial
offices, to contribute towards addressing skills supply to meet the demand in the sector. The
LGSETA career development initiatives shall, inter alia, be informed by the Sector Priority
Occupations Intervention.

3.1 LGSETA Vision, Mission and Core Values

i
',
@ A highly skilled and capable local government.

' i Y
VISION

To build local governments’ ability fo meet its developmenial needs
through innovative approaches, effective capacity building and strategic

partnerships.
MISSION
T
{ 0 f: Customer-centric; Responsive; Passionate; Integrity;
' H_,:M Collaborative; Innovative.
VALUES
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3.2 Rationale for the LGSETA Career Development Strategy

The LGSETA Career Development Strategy seeks to coordinate career development
initiatives in a more coherent and structured manner guided by the objectives and rationale
set out in the strategy. The rationale of the sirategy seeks to address the following:

. Confirming and Validating Learning Pathways and Skills Gaps: To recognize and
identify the gap between the skills of the workforce and the skills required by the labour
market, with a particular emphasis on the local government sector.

. Encouragement of Lifelong Learning: Fostering a culture of continuous learning and
development among individuals to enhance their employability over time and adapt to
shifting job requirements in the local government sector.

. Advising Youth and Students: Providing guidance and support to young individuals
as they make critical decisions about their education and prospective careers, and
ensuring that they are prepared to enter the workforce effectively.

. Improving Workforce Competencies and Capabilities: Enhancing the skills and
competencies of the current workforce to adapt the changing requirements of the local
government sector and to facilitate the efficient and effective delivery of services.

. Fostering Social inclusion: Guaranteeing that all individuals, including those from
underprivileged backgrounds, have the resources and opportunities necessary to
pursue their career aspirations, thereby contributing to social equity.

e Aligning Career Choices with National Priorities: Contributing to the country’s overall
development and growth by aligning career development initiatives with broader national
development plans and strategies, such as the National Development Plan (NDP) 2030
and the National Skills Development Plan (NSDP) 2030.

. Accessing Work Experience Opportunities and Mitigating Unemployment:
Developing strategies to to promote work experience and reduce unemployment rates
by improving the alignment between job seekers’ skills and the demands of the job
market, as well as supporting those who are unemployed or underemployed.

] Adapting to Technological Changes: Preparing the workforce to adapt to
technological advancements and the digital transformation of the workplace, which often
require new skills and competencies through skills programmes.

. Driving Economic Growth: Recognizing that a skilled and adaptable workforce is
essential for economic growth and job creation, and that career development is a key
component in achieving these outcomes.

) Leveraging Sector-Specific Opportunities: Capitalizing on the unique opportunities
and challenges within the local government sector to tailor career development services
that meet the specific needs of that sector, especially on broad service delivery area
occupations and learning pathways.

Career development services do not just aim to provide quality career and study related
information and guidance services, but also to contribute to the larger goal of assisting people
to embrace and fulfil their potential. One of the most important milestones in someone’s life is
to make a career choice. The decision someone makes will have a significant impact on the

12



rest of and individual's personal and professional life. There has been limited emphasis,
particularly at a school level, on career and vocational guidance for youth. The result is that
young people may opt for a programme because it is marketed or there is financial aid. There
is a lack of guidance to direct young people fo programmes for which they have an aptitude,
and which will provide training in areas needed in the economy.

To ensure that skills development is prioritised and that appointments are made bearing in
mind the right skills requirements for the job in the local government sphere, there is a need
for tailor-made career development services to students starting at grade nine at high school
level, when students make subject choices. There is a need to understand the Labour Market
Information (LM1} requirements for jobs in municipalities, especially those that are remotely or
geographically located. There is a need to standardise the provision of career development
services fo enable impact measurement and quality assurance. This will ensure the provision
of career development services in municipalities are provided at quality level, and continually
enhanced and aligned to understanding the requirements of occupations and learning
pathways aligned to the nine broad municipal service delivery areas aligned to the LGSETA
District Development Model (DDM):

o Transport, Roads and Storm Water

o Energy

o Economic Development

o Water and Sanitation

o Waste and Refuse Management

o  Public Safety and Security

o Settiements and Housing

o Town and Regional Planning

o Community Services

This Strategy seeks to bring about a more coherent approach to the design and development
of services and resources that support career development services, and ensure the support
of career development practitioners through Municipalities becomes more measured and
effective. This will be achieved through confirming the current career development services

baseline of support, and determining a model of enhanced support within an environment of
limited human capacity and financial constraints.

3.3 Principles of the Strategy

The strategy will be implemented in line with the following national principles for promotion of

career development services: jﬁ/{’é
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¢ Facilitate effective and efficient coordination of career development services provision
and delivery by local government sector through Municipality youth desks, provincial
offices, and outreach career programmes in schools, libraries and other community
centre’s.

* Standardised and strengthen the provision career development services capability of
the local government sector;

» |dentify market needs and share the through various information with the career
development practitioners, and other relevant stakeholders;

+ Empower and support career development services by local government stakeholders
through coordinated efforts;

+ Participate in career development services forums to address fragmentation and
create common platforms for the local government sector;

¢ Accommodate new careers and occupations that are yet to emerge in the future, and
working closely with the experts;

» Frame career development services policies and practices to promote sustainability
and help to create an enabling economic development environment;

* Forge clear, systemic links between basic education, post-school education and
training, and work-integrated learning as well as work experience opportunities;

» Use career information (for example, labour market intelligence, skills data, research
findings, and so on) effectively through a multimedia approach; and

* Give clarity of responsibility for the provision of career development services within the
local government space to citizens who are at different stages on their career
pathways.

3.4 Pillars of the LGSETA Career Development Strategy

The LGSETA Career Development Strategy is grounded by the piliars, which are fundamental
elements that facilitate the strategy’s overall structure and execution. They are the primary
areas of focus and action that the LGSETA will address in order to achieve its strategic
objectives.

The LGSETA’s research study aimed at understanding the state of career development
practitioners in the local government sector found that there is a critical need for local
government to optimise the existing skills of staff through strategies that facilitates the impact
of effective career development services. The research recommended a career development
strategy that is underpinned by the pillars indicated in Table 1-1.

Table 1-1: Pillars Underpinning the LGSETA Career Development Strategy

Tailored Career Development ' This pillar is dedicated to guaranteeing that all individuals
Services have access to the resources and support required to
effectively manage their careers throughout their lives. It
involves initiatives that encourage self-awareness, goal-
setting, and ongoing learning and development, through

14
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supporting and leveraging existing structures such as
schools, librabries and community centres.

Standardised Practices in Career
Development Services

This piltar entails the provision of professional career
development services by qualified and registered career
development practitioners. It includes activities such as
career assessments, group seminars, and one-on-one
guidance to help individuals make informed career
decisions. The pillar focuses on standardising services
provided through Municipality youth help desks and
provincial offices, as well as outreach through school
career programmes, and career exhibittons. The pillar
also focuses on standardising career publications and the
training and registration of staff as career development
practitioners.

Mapping and Aligning Learning
Pathways and Education and
Training Interventions with
Occupations

This pillar underscores the importance of aligning
education and training programmes with the demands of
the labour market, with a particular emphasis on the
municipal government sector. It involves curriculum
development, vocational training, and partnerships with
educational institutions to guarantee that learners acquire
pertinent skills and competencies especially aligned to the
nine broad service areas.

Over and above the broad service areas, other
occupations are critical including support services

such as finance, supply chain management, internal
audit, risk management, knowledment management,
human resource management, and councillor
development.

'_Promoting Information and
Communication

This pillar highlights the development and dissemination
of precise and timely career information. It involves the
creation and upkeep of career service standards, career
information databases, websites, and other
communication channels to facilitate the easy access of
employment opportunities, labour market information, and
educational pathways.

'Advising on Policy and
Advocacy

Collaboration and Partnerships

This pillar is responsthle for the creation and execution of
policies that facilitate the advancement of one’s career. It
incorporates advocacy initiatives that aim o increase
awareness of the significance of career development
services and to secure the necessary resources and
support from policymakers and funders.

This pillar points out the significance of collaborating with
other organisations, both public and private, to improve
the efficacy and reach of career development services. It
involves partnership agreements with educational
institutions, employers, community organisations,

15




professional bodies, and other stakeholders to provide
comprehensive and coordinated services.

Monitoring and Evaluation ¢ This pillar underscores the necessity of conducting
consistent evaluations of the efficacy and influence of
career development services by career development
practitioners. It includes the implementation of
performance indicators, data collection mechanisms, and
evaluation frameworks to guarantee accountability and
ongoing improvement. This pillar prioritises the need for
tracer studies and impact assessments that focus on key
indexes such as increased academic achievement,
reduced dropout, increased updatake in post-school

| education and training, and increased employment.
Registration of Career ¢ This pillar emphasises the registration, professional
Development Practitioners development and competency of career development
practitioners. It consists of ongoing professional
development, certification, and training programmes to
guarantee that practitioners possess the most recent
knowledge, skills and attitudes in career development
services.

3.5 Goals of the Strategy

This Career Development Strategy aims to bring an even more coherent approach to career
development and inform services that will help the local government sector to build more
productive and rewarding careers. The LGSETA aims to enhance career development
services that will respond to the needs of local government sector by achieving the goals of
this strategy:

Strategic Priority 1: Improving Career Development Services for Young People

e The School Career Development Programme includes a model for coaching and
support to onsite and online career development practitioners who are qualified and
registered. The model for pairing learners with professionals in the local government
sector provides opportunities for mentoring and instilling best practices.

o Collaborate with tertiary institutions to offer scholarships or bursaries for students
interested in local government careers.

¢ Improving Career Development Services for Adults and Employed Individuals,
especially those that fall into the NEET category.

¢« Improving opportunities for work experience

The LGSETA has planned to offer support to learners in the senior phase to increase the
number of learners registering for local government qualifications at the tertiary level. The

following are the planned interventions. \@
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Table 1-2: LGSETA Career Development interventions for Youth

Create awareness of
occupations within the local
government sector

High School Development
programme

implemented through
attracting learners

into local government
careers

Career development
resources and events

Develop audio-visual assets on
occupations in demand in the local
government sector and disseminate
through career guidance exhibitions,
information sharing sessions, schools
career programme and online.

' Number of learners in High
School Development
programme supported for
career development
initiatives

Post-School Education and
Training Programme

Professionals pursuing
careers in the local
government sector

“Establishment of the Local

Estabtish partnership with a

career development stakeholder to
design and enhance and the School
Career Development Programme to
attract learners into local government
careers,

Provide support to High School
learners with onsite and online career
guidance and coaching, together with
extra classes initiatives on subjects
such as Science/Mathematics/
English/Technology/

Accounting

Government Sector Professional
Forum to disseminate information on
the occupations in the sector, and to
provide support career development
practitioners and other professionals
through Continuous Professional
Development (life-long learning).

Strategic Priority 2: Improving Career Development Services for adults/employed

o Establish a programme for employed individuals to enable them to reskill and upskill
to keep up with the constantly changing needs of the local government sector.

¢ Establish a network of qualified and registered career development practitioners who
are specifically trained to provide support to adults who are transitioning into new
positions or industries within the local government sector.

s Provide workshops on relevant programmes including financial planning, psycho-
social programmes and career transition for adults who are thinking about a career

change.

¢ Provide support to access work experience to gain or access employment. W
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Strategic Priority 3: Improving Career Development Services

¢ Develop a model for the provision and access of services and resources within the
local government sector.

e Develop mobile career development units that can access rural and remote regions,
offering on-site career guidance and resources.

s (Create an online portal that functions as an extensive source for career development
information, including employment listings, training oppoertunities, and industry
insights.

e Collaborate with community organisations to organise career fairs and seminars in
underprivileged regions.

The LGSETA works with other stakeholders to facilitate and provide career guidance to the
learners. The process of career guidance is influenced by the different activities reflected in
Table 1-2 as well as Table 1-3..

Table 1-3: LGSETA Career Development Intervention for Stakeholders

Career development Number of career Career development
Interventions implemented development exhibitions/events
to stakeholders in the local | events/exhibitions implemented in urban
government sector participated in urban and rural areas

and rural areas on

occupations in high

demand

Strategic Priority 4: Building the Capacity of Career Development Practitioners (CPDs)

¢« Facilitate access to the professional designation of career development practitioner
through the NQF Level 5 Career Development Information Officer qualification, or
through alternative routes such as Recognition of Prior Learning (RPL).

e Develop and provide Continuous Professional Development (CPD) opportunities for
career development practitioners to capacitate them on occupations in high demand
in the local government sector. These will include pre-recorded opportunities, as well
as, webinars, seminars, and conferences.

e Support a community of practice for career development practitioners to exchange
innovative approaches, case studies, and best practices in career development
services.

3.6 Career Opportunities in the Local Government Sector

Individuals who are interested in a career in the local government sector need to take into
account their educational qualifications, talents, and interests to ensure alignment with
appropriate career opportunities. The Career Development Strategy is designed to offer

18
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individuals the necessary guidance to enable them to make well-informed decisions regarding
their careers in local government. In the local government sector, each occupational field has
within it a range of occupations. Occupations are a set of jobs whose main tasks and duties
are characterised by a high degree of similarity (skill specialisation). A range of different
jobscan be associated with an occupation. Municipal occupations can be defined in terms of
municipal service areas.

South Africa’s local government sector provides an extensive range of career opportunities in
a variety of disciplines, each with its own set of occupations and job responsibilities. These
opportunities are diverse and are designed to fit individuals with varying educational
backgrounds, talents, and interests.

Below is a list of occupational fields within the local government sector:

¢ Economic Development;

¢ Spatial and Urban Planning;
» Housing and Human Settlements;
* Finance;

» Community Service;

o Water and Solid Waste;

+ Safety and Security;

¢ Human Resources;

+ Strategy and Planning;

o Transport;

e Energy and Electrical;

» Municipal Management;

+ IT and Communications; and
o Cross-Cutting occupations.

Furthermore, the LGSETA develops a Sector Skills Plan on an annual basis and the Sector
Priority Occupations and Interventions (SPOI) List (See appendix). Each year the SPOI list
is updated. There are ten top occupations that are contained in SPOI list to address identified
skills needs/gaps in the sector.

3.7 Career and Learning Parthways in the Local Government Sector

There are a large number and types of jobs in local government and these cover many fields
for local government, and municipalities have a high degree of independence in how they
design their organisational structures and staffing. in order understand to understand how to
access jobs and plan a career in local government it is useful to understand how occupations
and jobs are defined and classified using the Organising Framework of Occupations (OFO)
(DHET, 2013).



In addition, the National Career Advice Portal provides useful guidance on learning pathways
and links this to education institutions offering relevant qualifications (DHET, 2021). In many
cases, a range of pathways can be used to achieve the requirements for an occupation.

The Municipal Staff Regulations (2022) is another useful document that outlines a competency
framework for municipal employees below senior management, and also outlines a job profile
structure that provides a range of career and learning pathways to inform accessing
occupations. A comprenhive overview of municipal service clusters linked to career and
learning pathways in the local government sector is provided in Table 1-4.

Table 1-4 Municipal Competency Framework Linked to Clusters and Career Streams

Clusters ELOPMENT AND TECHNICAL COMMUNITY CORPORATE FINANCE
TOWN PLANNING SERVICES SERVICES SERVICES
Functions Local Economic | Transport Health Services Human Resources Revenue
Development Roads and Storm-| Parks and Legal Services Treasury
Social Development | water Recreation Information Systems | Budgets
Spatial Planning / | Water and Libraries & Technology Supply Chain
Planning and | Sanitation Strategic Assets Forensics Management
Building Solid Waste Community Facilities | Intemal Audit Expenditure
Development / | Electricity / Traffic Services Integrated Valuations
Urban Design Energy Law Enforcement Development
Environmental Fleet Metro Police Planning
Resource Management Disaster (Risk) Communication
Management Mechanical Management Municipal Offices
Human Setilements Workshops Fire and Rescue and Facilities
Geomatics and | Laboratories Services Management
Spatial data | Science Public Emergency Executive Support
management Communication Services (indl.
Property Centres Committee services,
Management Disaster (Risk) Councillor support)
Management Ombudsman
| S Centres
Competancy Planning Planning Specialised Committee Services Meter Reading
Frameworks Professionals Professionals Environmental Communications {Investigators})
Across Urban Design Urban Design Health (Air Quality) Forensic Services Supply Chain
Functional Architecture Architecture Environmental Human Resources Management
Clusters Building Inspectors Engineering Health Practitioners Integrated Valuers
Economic Professionals Medical Development Accountants
Development Engineering Professionals Planning Revenue
Plans Examiners Technicians including nursing Immovable Property / | Treasury
| Engineering Engineering Pharmaceutical Asset management Budgets
Professionals Technologists Services Internal Audit
Engineering Laboratory Health Promotions Investigators /
Technicians Technical Fire and Rescue Ombudsman
Engineering Assistants Librarians | Information
Technologists Laboratory Lifeguards Technology
Field Officers (Anti- Technicians Uniformed Staff Legal Services
Land lnvasion) Scientists including: Printing Services
Property Sampling Traffic Records
Management Services Law Enforcement Management
Quantity Surveying Quantity Metro Police
Social Development | Surveying
Facilitation Process
Social Development | Controller
Special Projects Process
Operator |
Generic Administrative
Cross Support
Cutting Artisans
Career Facilities
Streams / Management
Competency | Finance
Frameworks | Professionals

20



Management /
Leadership

Project
Administrative
support

Project / Programme
management
Supervisors /
Foreman

Geomatics
Geographical
Information Systems
Operational
including:

Labourer / Worker
Senior Labourer /
Senior Worker
Handyman / Senior
Handyman

Light Equipment
Operators

Small Plant
Operators
Mechanical Plant
Operators

Driver Grade 1/2/3
Driver Special
Category

Chauffeur

Informed by the Municipal Staff Regulations (2022) and the development and registration of
LGSETA qualifications on the NQF, Table 1-4 provides an overview of the municipal related
occupations linked to qualifications. To further understand, it is useful to refer to the National
Qualifications Framework (NQF) (DHET, 2020). Table 1.5 shows the different career pathways
linked to an occupation that will assist with planing a career or progession in local government.

2
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4. CAREER DEVELOPMENT PARTNERSHIPS

41 Fostering Cross-Sectoral Partnerships

In promoting career development services in the local government sector, the LGSETA will
forge cross-sectoral partnerships with institution involved in the promotion of Career
Development. This is to ensure that all citizens of all ages have access to quality career
information and career development services throughout their lives so that they are able to
make better and more informed career and life decisions that deliver high levels of
employment and help to increase sustainable economic growth in the country and enhance
their full participation in the overall development of South Africa. The following are potential
partners that can assist the LGSETA to implement the Career Development Strategy .

Table 1-6 Pontential Partners

Department of Basic Education Children and youth in school
_Department of Higher Education and Post-School youth in education and training
Training institutions entities, or programme
' National Youth Development Association Youth not in education, training or
employment
‘Sector Education and Training Authorities | Youth not in education, training or -
employment
Department of Employment and Labour Persons in the job market (unemployed and
underemployed) .
South African Career Development | Career Development Practitioners
Association
Professional Bodies Employed Professionals .
'Placement agencies including NGOs and | Youth not in education, training or
NPOs for work experience employment -

4.2 Stakeholders and their Roles
Stakeholders play a crucial role in the development, implementation, and success of the
LGSETA Career Development Strategy. They are individuals or organisations that have an

interest in or are affected by the outcomes of the strategy.

Table 1-7 below presents the stakeholders involved in career development services and
their role in career development.

- i



Table 1-7 Stakeholders and their Roles in Career Development Services

Stakeholder | Role in Career Development
South African Career | SACDA is a country wide professional body for the
Development Association | professional registration and development of Career

Development Practitioners in South Africa.

Department of Basic
Education

Responsible for early childhood development and schooling
curriculum on career development.
Life orientation is supposed to cover career guidance.

Department of Public
Service and
Administration

Responsible for policy and policy frameworks for national
and provincial government, including HRD strategy.
Career development for public servants employed in
government.

Public Service
Commission

Monitors the performance of the public service and identifies
interventions required. It has played an important role in
developing manager competency profiles which are the basis
for career development interventions for managers.

Development Bank of
Southern Africa

Used to assist municipalities through Vulindlela Academy
through diverse training programmes.

Department of
Correctional Services
Department of
Cooperative Governance
and Traditional Affairs

Provides career development services in correctional
services and rehabilitation programmes.

COGTA at national and provincial level has overall
responsibility for HRD and capacity building in municipalities.

South African Local
Government Association

Human Resource
Development Council of
South Africa

Universities South Africa

Non-governmental
Organisations

 South African
Qualifications Authority

SALGA is the representative organisation for local
government and leads municipalities in terms of capacity
building, providing guidance to organisations such as
LGSETA, DBSA etc.

Responsible for training of public service officials.

They also provide bursaries and maintain databases of
NEETS and others and aim to assist them to access
employment.

Build the human resources base required for a prosperous
and inclusive South African economy and society - research
institutes conducting labour market research, e.g. by HSRC.
Advices university students through training and
development.

Provide information and guidance especially in rural areas
and areas with limited access to career guidance services,

| and work experience or workplacement

| SAQA partnered with DHET set up and oversee the Career
Advice Services project.
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5. CONCLUSION

In conclusion, the LGSETA will make concerted efforts to achieve the goals and objectives set
in this strategy. Through the impilementation of this strategy, the LGSETA will make a more
effective contribution to career development services and achievement of lifelong learning.
Appropriate monitoring and evaluation will be deployed to measure the impact of LGSETA
Career Development Services.
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LGSETA

APPENDIX A: SPOI LIST

The following table provides the list of the top ten occupational shortages known as the
Sector Priority Occupations and Interventions (SPOI List.).

Table 1-1 Sector Priority Occupations and Interventions {(SPOI) List

Electrician (General)

(Engineering)

Water Treatment
Process Controller

Water Process

Chief Information

Water Plumber

Recognition of Prior Learning 4
{RPL): Occupational Certificate:
Electrician

Apprenticeship: Electrician 5

Further Education and Training 4
Certificate: Water and Wastewater
Treatment Process Operations

Recognition of Prior Learning 3
{RPL}): Occupational Certificate:
Water Process Controller

Skills Programme towards a 4
Qualification: Occupational

Certificate: Water Process

Controller

Bursary: Bachelor of Commercein 7
Information Technology
Management

Bursary: Certificate: Information
Technology

Skills Programme towards a 6
Qualification: Diploma in

Information Technology in Support
Services

RPL: Ptumbing 4
Apprenticeship: Plumbing

Skills Programme: Occupational 4
Certificate/ FET: Plumber
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LGSETA

Energy Engineering Renewable Energy
Technologist Technologist
Electrical Engineer Electric Power

Generation Engineer

Urban and Regional Town Planner
Planner
' Policy and Planning Planning &
Manager Development Manager

Programme or Project Programme or Project
Manager Manager

Advanced Diploma in
Mechanical Engineering in
Renewable Energy

Leamership National
Certificate in Renewable
Energy Engineering

Bachelor of Engineering in
Electrical Engineering

Advanced Diploma in
Electrical Engineering

Bachelor of Science: Town
and Regional Planning

Bachelor of Social Sciences

Postgraduate Diploma in
Development Policy and
Practice

Bachelor of Commaerce in
Project Management

Advanced Diploma in Project
Management
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APPENDIX B: List of LGSETA Qualifications Realigned and Reviewed

Table 1-3 Qualifications Realigned and Reviewed

No. | Service Type of Qualification/ Occupation Title | OFC Speciali | SAQ | Qualification | NQF Credit
Delivery developm | Part- code sation AID | Replaced Level | s
Areas ent Qualification
1. Finance Review of | Qualification Occupational N/A N/A 104 | Occupational 08 304
Registered Certificate: Water 623 | Certificate:
oQ Infrastructure Water
Manager Infrastructure:
— _Manager |
2. Water and | Review of | Qualification Occupational N/A NIA 102 | Occupational 04 236
Solid Registered Certificate: Water 581 Certificate:
Waste oaQ Reficulation Water
Practitioner Reticulation
S Practitioner
3. Housing Review of | Qualification Occupational N/A N/A 997 Valuer 05 120
and Registered Certificate: Valuer 00
Human oQ (Municipal
Settlemen Property
ts i o Assessor) —_}
4, Communit | Review of | Qualification Occupational N/A N/A 895 | Environmental | 06 467
y Services | Registered Certificate: 08 Science
(o]a] Environmental Technician
Science
Technician
5. Review of | Qualification Occupational N/A N/A 989 | Ococupational 04 149
Registered Certificate: N Certificate:
oQ Firefighter Firefighter
6. New Part- Occupational N/A N/A N/A | Occupational 04 25
Developm | Qualification Certificate: Fire Certificate:
ent Prevention Fire
Firefighter Prevention
Firefighter,
7. Part- Cccupational N/A N/A Occupational 04 29
Qualification Certificate: Wild Certificate:
fand-fire firefighter Wild land-fire
firefighter
8. Part- Occupational N/A N/A Qccupational 04 27
Qualification Certificate: Certificate:
Dangerous Goods Dangerous
First Responder Goods First
Resgander _|
9. Part- Qccupational N/A N/A Qccupational 04 82
Qualification Certificate: Certificate:
Operational Operational
Firefighter Firefighter
10. Part- Occupational NIA NIA N/A | Occupational | 04 28
Qualification Certificate: Certificate:
Rescue assistant Rescue
assistant
11. Economic | Realignme Local Authority 1120 | Local 236 | Certificate: 06 120/36
Developm | ntof Manager 3 Economi | 16/2 | Local 0
ent legacy c 361 Government/
qualificatio Develop | 7/35 | Diploma: Local
n ment 956 | Government
| | i Manager I
12, Realignme LED Manager 12130 | Policy 364 | National 06 144
nt of 1 and 37 Certificate:
legacy Planning Local
qualificatio Manager Economic
| n i Development =
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No. | Service Type of Qualification/ Occupation Title | OFO Speciali | SAQ | Qualification | NQF Credit
Delivery developm | Part- code sation AID | Replaced Level s
Areas ent Qualification
13. Realignme Community None N/A 769 | Further 04 125
nt of Development: 89 Education and
legacy Local Economic Training
qualificatio Development Certificate:
n Community
Development:
Local
Economic
_Development
14. Communit | Realignme Disaster 54190 | N/A 648 | Further 04 150
y Service nt of Management 7 70 Education and
legacy Officer Training
qualificatio Certificate:
n i Generic
Management:
Disaster Risk
li Management S
15. Realignme Supervisor Service | 2021- | Chief 643 | National 05 130
nt of Inspector 13491 | Fireand | 90 Certificate:
legacy 2 Rescue Emergency
qualificatio Officer Services
n ' Supervision
| Fire and
Rescue
Operations
16. Realignme Community None N/A 833 | Naticnal 05 147
nt of Development: 92 Certificate:
legacy Integrated Community
qualificatio Development Development:
n Planning Integrated
Development
- Planning
17. Realignme Environmental 2021- | Environ | 497 | Naticnal ¢3 122
nt of Scientist 21330 | mentalis | 52 Certificate:
legacy 2 t Environmental
qualificatio {Environ Practice
n mental
Consulta
1 nt
18. Realignme Environmental 2021- Environ 667 National 05 134
nt of Scientist 21330 | mental 89 Certificate:
legacy 2 Officer Environmental
qualificatio Management
n {
19. Finance | Realignme Local or Provincial | 11101 N/A 500 | Further 04/ 05 | 160114
nt of Government 81/ Education and 0
legacy Legislator 605 | Training
qualificatio 29 Certificate:
n Leadership
Development/
NC: Municipal
| Govemance
20. Strategy | Realignme Local Authority 2021- 1. 502 National 05 160
and nt of Manager 11120 | Municip | 05 Certificate:
Planning legacy 3 al IDP Municipal
qualificatio Manager integrated
n 2. Development
Municip Planning
al IDP
Speciali
st
3. City
develop
ment
Speciali
L st i
b
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No. | Service Type of Qualification/ Occupation Title | OFO Speciali | SAQ | Qualification NQF Credit
Delivery davelopm | Part- code sation AID | Replaced Level | s
Arsas ent Qualification
21. Finance Realignme Finance Manager | 2021- | 1. 489 | Certificate: 06 166
nt of (NQF level 6) 12110 | Municip | 65 Municipal
legacy 1 al Financial
qualificatio Finance Management
n Controll
er
2.
Municip
al
Finance
Officer
22, Communit | New Advanced 13491 | N/A NIA | N/A N/A N/A
y Service | developm Qccupational 2
ent Certificate:
Disaster Risk and
Response
Management
Manager , NQF
Level 7, Credits
23, Housing New Higher 33591 | N/A N/A | N/A N/A N/A
and developm Oceupationat 3
Human ent Certificate:
Settlemen Building Inspector,
ts NQF Level 5,
Credits 162
24, New Advanced 33591 | N/A N/A | NJA N/A N/A
developm Occupational 3
ent Certificate:
Building Inspector
Practitioner, NQF
Level 6, Credits
165 L____ .
25, New Advanced 33591 | N/A N/A | N/A N/A NIA
Developm Qccupational 3
ent Diploma: Building
Engineering
Inspector, NQF
Level 7, Credits
Lt 167 |
26. Finance New Credit/Loans 2021- 1. Munic | NJ/A | N/A N/A N/A
Developm Officer 33120 | ipal
ent 1 Finance
Administ
rator/
Clerk

Source: LGSETA, 2025
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