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Introduc�on

The Human Resource Development Council of 
South Africa (HRDC), chaired by the Deputy 
President of South Africa and under the leadership 
of the Ministry of Higher Educa�on and Training, 
was launched in March 2010. The HRDC serves as 
an advisory body to the Deputy President on the 
need for implementa�on of human resource 
development policies and strategies and, among 
other issues, provides a medium for constant 
dialogue and consensus-building among social 
p a r t n e rs  to  b u i l d  t h e  h u m a n  re s o u rc e 
development base required for a prosperous and 
inclusive society. 

Role of the HRDC
 

Ÿ Iden�fy skills blockages and recommend 
appropriate solu�ons to unlock such blockages;

Ÿ Commission research in the field of human 
resource development;

Ÿ Encourage organised business, civil society, 
government and organised labour to invest in 
educa�on and training, and to take full 
r e s p o n s i b i l i t y  f o r  h u m a n  r e s o u r c e 
development issues within their areas of 
exper�se;

Ÿ Promote knowledge management and 
benchmarking at enterprise and na�onal levels 
with a view to improving the effec�veness of 
human resource development;

Ÿ   Oversee con�nual monitoring and evalua�on 
   of all aspects of the Human Resource 

Development Strategy (HRDS);
Ÿ   Lead an effec�ve programme of advocacy and    
        communica�on to build support and gain buy- 
        in of the objec�ves as set out in the HRDS, and  
       to ensure effec�ve feedback from consulta�on 

with stakeholders; and
Ÿ   Mobilise senior leadership in organised  
    business, government, organised labour civil 

society, professional bodies, the educa�on 
and training and science and technology 
ins�tu�ons to address na�onal human 
resource development priori�es in a more 
coordinated and targeted way.

Objec�ves of the HRDC
 
The HRDC is explicitly intended to contribute to the 
a�ainment of the following na�onal goals:

Ÿ To urgently and substan�vely reduce the 
s c o u rg e s  o f  p o ve r t y,  i n e q u a l i t y  a n d 
unemployment in South Africa;

Ÿ To promote jus�ce and social cohesion through 
improved equity in the provision and outcomes 
of  educa�on and  sk i l l s  deve lopment 
programmes; and

Ÿ To substan�vely improve na�onal economic 
growth and development through the 
improved compe��veness of the South African 
economy.
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Execu�ve Summary

This annual report covers the period 1 April 2013 – 
31 March 2014. The year under review showcases 
the commitment of the HRDC in building the 
human resource development base required to 
ensure an inclusive and prosperous South African 
society.

Mobilising of Key Stakeholders and Crea�ng a 
Dialogue
 
One of the aims of the HRDC is to create dialogue 
and serve as a pla�orm where HRDC social 
partners deliberate and strategise on the country's 
socio-economic issues in order to address 
blockages that seem to be a hindrance to the 
development of human resources in South Africa. 
This requires the establishment of a coherent 
ins�tu�onal mechanism for the various human 
resource ini�a�ves. During the repor�ng period, 
the HRDC has succeeded in delivering on this 
mandate.  One of the key successes as far as this 
mandate is concerned is the hos�ng of the first 
HRDC Summit which took place on 3 - 4 March 
2014 where a number of significant decisions were 
taken. 
 
Launching of the Na�onal Integrated Human 
Resource Development Plan (NIHRDP)
 
HRDC has con�nued to showcase its commitment 
towards the development of a skilled and capable 
workforce through a comprehensive Human 
Resource Development Strategy (HRDS).  During 
the repor�ng period, a Na�onal Integrated Human 
Resource Development Plan was launched. This 
will play a significant role in driving the human 
resource development agenda by accelera�ng 
ini�a�ves aimed at tackling the inadequacies of 
human resource development in South Africa. 

Strengthening our Governance

T h e  H R D C  go ve r n a n c e  s t r u c t u re s  we re 
strengthened through the appointment of the 
members to a second term of office to ensure 
con�nuity. Suitable new persons were appointed 
to serve on both the HRDC and Technical Working 
Group (TWG). These structures oversee the work 
of various Technical Task Teams (TTTs). Four of 
these Technical Task Teams completed their work 
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during the period under review and their research 
reports are publicly available. 

Provincial Human Resource Development 
Coordina�on Forums

Although not evaluated during the repor�ng 
period, anecdotal evidence suggests that the 
provinces are commi�ed to their human resource 
development mandates. Coopera�on between 
the Na�onal Human Resource Development 
Council and Provincial Councils is the key to the 
success of implementa�on of all human resource 
development ini�a�ves. Strengthening of the link 
between na�onal and provincial councils will 
con�nue to be a priority. 

The HRDC's Achievements 2013/14

During the repor�ng period, the HRDC con�nued 
to engage in efforts towards addressing some of 
the country's most chronic socio-economic 
problems such as eradica�on of poverty, inequality 
and unemployment. The HRDC has displayed an 
understanding of the country's challenges as far as 
human resource development is concerned.  
Radical decisions were made in order to improve 
the efficiency and efficacy of Council. Some of 
those decisions include inter alia the following:  

Ÿ Ensuring that there is alignment and integration 
within all the key stakeholders involved in Skills 
Planning;

Ÿ The request for the Public Sector Skills 
Committee (PSSC) to be recognised as a formal 
coordinating structure of human resource 
development issues in the public sector was 
approved;

Ÿ The Department of Higher Education and 
Training (DHET) to consider recommendations 
of the Skills System Review Technical Task 
Team on the need of the business case in 

crea�ng a central body that will cover the 
opera�ons of the Sector Educa�on and Training 
Authori�es (SETA);

Ÿ The need to develop a scarce skills and cri�cal 
skills list by the Departments of Higher 
Educa�on and Training and of Home Affairs; 
and

Ÿ Recommenda�ons by the Produc�on of 
Professionals Technical Task Team which 
include but are not limited to:



-    Professional Councils which need to play 
a  m o re  a c � ve  ro l e  i n  e n a b l i n g 
individuals to enter the profession; 

-    Iden�fica�on of a need to ensure
alignment between the work of the line  

  departments and the professional 
councils so that the departments 
provide the necessary support to 
councils;

-  Government needs to ensure con�nu-
ous access to workplace training in 
n a � o n a l ,  p r o v i n c i a l  a n d  l o c a l 
government spheres and supervision as 
well as actual work in the public sector

     through flow of work; and
-    Recogni�on of a need for key players
    involved in bursaries to share informa-

�on and be involved in a coordinated 
p r o c e s s  s o  t h a t  t h e r e  i s  a 
complementary bursary process and 
that gaps are addressed.
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“Cooperation between the 
National Human Resource 
Development Council and 

Provincial Councils is the key 
to the success of 

implementation of all human 
resource development 

initiatives.” 
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Opera�onal Overview

Environmental Context in which the HRDC 
Operates

Despite a posi�ve outlook in the world economic 
growth scenario, our rand con�nued to decline 
against major currencies and our economy 
con�nued to show a subdued growth rate in the 
first quarter of 2014. Twenty years into democracy 
the country has achieved a great deal in terms of 
human resource development,  however, 
educa�on, human resource and skills s�ll remain a 
cri�cal constraint on economic growth and on the 
country's ability to improve opportuni�es towards 
a be�er quality of life for all its people. 
 
High Unemployment Rate
 
South Africa is engulfed in a major crisis with 
unemployment figures sky-rocke�ng.  The 
unemployment rate has been fluctua�ng from the 
year 2000 to 2014, reaching an all-�me high of 
31.2% in the first quarter of 2003 and a record low 
of 21.5% in the fourth quarter of 2008. To date, the 
unemployment rate is s�ll very high with an 
average of 25.2% between the years 2000-2014.

According to the Quarterly Labour Force Survey 
(QLFS), published by Sta�s�cs South Africa 
(STATSA), quarter on quarter comparison shows 
that the official employment rate has risen from 
24.1% in Quarter 4, 2013 to 25.2% in Quarter 1, 
2014.  The number of unemployed people 
increased from 4.8 million in Q4, 2013 to 5.1million 
in Q1, 2014.

The high level of unemployment in South Africa is a 
consequence of lack of educa�on especially for the 
youth that provides a significant pool of labour 
supply. There have been difficul�es in securing a 
supply of skills, especially scarce skills within the 
higher educa�on and training areas.

Youth Unemployment 

The high youth unemployment is disastrous for the 
country's economy.  According to the World 
Economic Forum (WEF) Global Risk 2014 report, 
South Africa is ranked as having the third highest 
unemployment rate in the world with about 71% 
of unemployed people being the youth. 
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There is also a mismatch of skills as many young 
people with qualifica�ons do not match the labour 
demand. These skills shortages stem from the fact 
that 51% of the pool of labour supply have not 
completed matric and 6% do not possess any 
higher educa�on or a qualifica�on. According to 
the Sta�s�cs, only 4% of Black South Africans have 
a�ained higher educa�on whilst 37% of White 
South Africans have a�ained higher educa�on. 

Skilled Human Resources - a Key to Economic 
Growth

Amongst other major constraints, lack of a skilled 
workforce has a major impact on business growth 
and hampers expansion. There are an es�mated 
470,000 vacancies in the private sector which are 
posi�ons that could be filled almost immediately if 
the skills were available. Organisa�ons are 
therefore constrained from growing their business 
and the economy, because of lack of the right skills. 

According to a research report from the 
Produc�on of Professionals Technical Task Team 
that was presented in March 2014, highly-skilled 
categories suffer the greatest skills shortages. 
Consequently, lack of skills limits the South African 
economy from growing and contributes to 
unemployment and poverty. In the current year, 
Nigeria's economy surpassed South Africa's as the 
largest on the con�nent a�er the West African 
na�on overhauled its gross domes�c product data 
for the first �me in two decades.

“�e high level of 
unemployment in South Africa 

is a consequence of lack of 
education especially for the 

youth that provides a 
signi�cant pool of labour 

supply.” 



Demographics of the Country

In order to plan for human resource development 
in the country, it is necessary to develop a 
nuanced understanding of the demographics of 
the country 

According to Sta�s�cs SA Mid-year Popula�on 
Es�mates 2013, the popula�on in South Africa is 
es�mated at 52.8 million. The Black African 
popula�on group are in the majority (42.2 million) 
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These high unemployment rates combined with massive income inequali�es represent a real threat to the 
stability of the country. On the one hand there is an unacceptably high unemployment level and on the other 
hand there are skills shortages. 

 

Human resource development in the country will depend on whether it can improve the capabili�es and life 

chances of our youth popula�on and must take into account that more and more people are moving to the 

main metropolitan areas. 

and cons�tute almost 80% of the total South 
African popula�on. The white popula�on is 
es�mated at 4.60 million, the coloured popula�on 
at 4.7 million and the Indian/Asian popula�on at 
1.3 million. Just over fi�y-one per cent (27 million) 
of the popula�on is female. The provincial 
es�mates show that Gauteng has the largest share 
of the popula�on followed by KwaZulu-Natal and 
Eastern Cape. One third of our popula�on is under 
the age of 15 with 22% of the youth living in 
KwaZulu-Natal and 20% in Gauteng. 

Eastern Cape    Free State        Gauteng        Kwa-Zulu        Limpopo      Mpumalanga    Northern      North West      Western
                                                                                Natal                                                                 Cape                                        Cape
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Provinces
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Organisa�onal Overview

The forma�on of the HRDC has fast tracked the 
d r i v e  t o  i m p ro v e  t h e  h u m a n  r e s o u r c e 
development base in the country. The Council has 
moved from strength to strength since it was 
launched and has made significant strides in 
tackling the challenges of human resource 
development. 

Since its launch, the HRDC has:

Ÿ Established a Secretariat charged with the 
administra�ve coordina�on of the work of the 
Council;

Ÿ Produced a Human Resource Development 
Strategy for South Africa, 2010 to 2030, in line 
with the Na�onal Integrated Human Resource 
Development Plan;

Ÿ Adopted a five point plan aimed at ensuring and 
strengthening access to Technical and 
Voca�onal Educa�on and Training colleges 
(TVET), Founda�onal Learning and Worker 
Educa�on; at producing a skilled workforce 
with specific reference to ar�sans; at producing 
academics; and at crea�ng stronger industry 
partnerships;

14

Ÿ F o r m e d  p a r t n e r s h i p s  w i t h  d i ffe r e n t 
stakeholders to enable the Council to pursue 
human resource  deve lopment  i s sues 
vigorously. These include partnerships with the 
South African Mari�me Safety Authority 
(SAMSA), the Interna�onal Network on 
Innova�ve Appren�ceship (INAP), the Public 
Sector Trainers' Forum (PSTF), the Na�onal 
Skills Authority and the Department of Higher 
Educa�on and Training (DHET); and

Ÿ Established ten Technical Task Teams whose 
research objec�ve is to iden�fy blockages in 
specified areas.

Stakeholder Par�cipa�on

The Council comprises of a wide spectrum of the 
South African society represen�ng government, 
organised business, organised labour, community 
organisa�ons, professional bodies, research and 
academic ins�tu�ons, and other relevant 
stakeholders with a common goal of tackling and 
addressing the nega�ve effects that an inadequate 
educa�on and skills development system imposes 
upon economic growth and development. 

Figure 2 

Government

Organised Business

Organised Labour

Academic Ins�tu�ons

Professional Bodies

Community Organisa�ons

Other Relevant Stakeholders

Stakeholder Par�cipa�on Mul� Stakeholders

Research Ins�tu�ons
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HRDC Composi�on

The HRDC Composi�on is as follows:

HRDC Governance Structure

The HRDC Governance structure is illustrated below:

1.  Enabling Entrepreneurship
2.  Produc�on of Professionals
3.  Skills System Review
4.  Alignment of the New Growth Path with the
    Human Resource Development Strategy
5.  Founda�onal Learning
6.  Mari�me Sector Skills
7.  Technical and Voca�onal Educa�on and
    Training Colleges
8.  Produc�on of Academics and Strengthening
    of Higher Educa�on Partnerships with Industry
9.  Worker Educa�on
10.  Ar�san Development

HRDC

Secretariat

Technical
Working Group

Provincial
Coordina�ng Forum

10 Technical
Task Teams

Figure 3 
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HRDC Members
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  Deputy President                    Minister Blade                             Mr Bheki      Ms Nolitha Fakude             Dr Rob Adam
Kgalema Motlanthe             Bonginkosi Nzimande                       Ntshalintshali

  Mr Brian Angus                  Ms Jenny Cargill             Minister Collins                             Dr Rob Davies                           Prof Cheryl                   
                       Chabane             de la Rey

Mr Dennis George                        Minister Derek           Dr Allyson Lawless  Rre Elijah Litheko                   Prof Peliwe Lolwana      
     Hanekom

             Ms Janet Lopes                        Dr Jeffrey           Mr Nape Maepa Mr Edward            Minister Trevor  
    Mabelebele             Majadibodu           Manuel 

     Prof Vuyiswa   Mr JJ Mbana        Dr Xolani Mkhwanazi     Mr Narius Moloto                       Prof Lekoa Solly   
           Mazwi        Tanga                   Mollo

Ms Beulah Mosupye                  Minister Angie                            Mr Ravi Naidoo      Mr Sizwe Nxasana   Minister Mildred 
    Motshekga                Oliphant 
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     Minister Naledi                  Minister Ebrahim            Mr Yershen Pillay       Dr Florus Prinsloo  Adv Rams Ramashia 
            Pandor         Patel

         Minister                  Mr Mzolisi Ntoni                 Prof Edward        Mr Brian Whi�aker                    Dr Octavia Mkhabela
     Lindiwe Sisulu     Webster

           

     Mr Mugwena                    Minister Lulama              Ms Fezeka         Ms Happy Sibande  Dr Seeraj Mahomed
         Maluleke                         Xingwana                 Loliwe    

Minister Thembelani                 Dr Raymond Patel            Dr Dudu Mkhize     Mr Bruno Drunchen   Minister Lechesa
       Thulas Nxesi                        Tsenoli 

Ms Jenna Ferrerinha                 Mr Thero Se�loane                  



Technical Working Group (TWG) and Technical Task Teams (TTTs)

The Technical Working Group co-chaired by business and labour and supported by a team of experts 
consis�ng of Technical Task Teams, provides strategic and technical advice to the Council.

The TWG Stakeholder representa�on is reflected in the chart below:

The TWG has ten Technical Task Teams (TTTs), the chairpersons of which all serve on the TWG to inves�gate 
iden�fied blockages and propose solu�ons for implementa�on by relevant agencies to Council.

TWG Members

The members of the TWG are reflected below:
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Ms Joyce Boitumelo Kumalo
Health and Other Service Personnel Union 
of South Africa

Ms Neggie Ndlovu
Engineering Council of South Africa

 

Ms Chantyl Mulder
South Africa Ins�tute
of Chartered Accountants 

 

 

 
Mr Siviwe Mkoka

Na�onal Youth Development Agency 

 Mr Mustak Ally
Steel and Engineering Industries 

Federa�on of Southern Africa
 

 

 
 

 

Mrs Dipiloane
Monyadiwan Phutsisi

Motheo TVET College

Dr Khehla Stephen Ndlovu
Mangosuthu University of Technology

 

Mr Brian Angus
Business Leadership of South Africa

 
 

 

 
 

Ms Bev Jack
Kelly Group

Ms Nazrene Mannie
Transman (Pty) Ltd 

 

Mr Allan William Taylor
Allan Taylor Consul�ng 

 

 

Dr Marcia Socikwa
Independent Communica�ons 

of South AfricaAuthority

 

 

 Mr Bheki Ntshalintshali
Congress of South African 

Trade Unions

 

 

Ms Nolitha Fakude
Sasol

 
Mr Gwebinkundla Qonde

Department of Higher 
Educa�on and Training

 

 

TWG
Members

Dr Jennifer Joshua
Department of Basic 
Educa�on

 
Ms Jocelyn Vass
Department of Trade and Industry

Ms Mamaponya Makgoba
Building Construc�on and Allied 
Workers Union

 

  

 

Mr Dick Bvuma
Department of Public Service and 
Administra�on

 

Mr Firoz Patel
Department of Higher Educa�on
and Training
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Secretariat

The Secretariat housed in the Department of Higher Educa�on and Training provides administra�ve, strategic 

and technical support to the HRDC and its various governance structures. It facilitates the implementa�on of 

the overall HRDC mandate. The secretariat comprises of full �me employees and those seconded by their 

departments.

The members of the Secretariat Team are as follows:

Secretariat Team

Full Time      

Ms Brenda Ntombela

Ms Cynthia Pilane

Ms Lineo Ramataboe

Ms Darryn von Mal�tz

Ms Bathabile Mokubung

Mr Rodney Manyike

Ms Blondie Chabani

Ms Keneilwe Motebe

Mr Lawrence Matemba

Ms Mashadi Ramakgapola 

Mr Alben Kubai 

Ms Sandra Phophi 

Ms Matsiliso Mabunda 

Ms Sinah Mogwaneng 

Ms Dimakatso Sebiloane

Ms Amanda Mfulwane

Mr Qaqambile Makana   

Ms Sinah Mogwaneng

Mr Lesley Makhubela

Ms Hazel Mtshontshi

Seconded

Dr Thabo Mabogoane 

Ms Fanie Ngoma 

Mr Thulare Senona 

Mr Bheki Hadebe

Ms Zoleka Mvunge 
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HRDC Secretariat Programmes

The Secretariat comprises of four (4) programmes namely:

Ÿ Technical Task Team Management;
Ÿ Policy, Research and Informa�on Systems;
Ÿ Planning, Monitoring, Evalua�on and Repor�ng; and
Ÿ Administra�on, Coordina�on and Communica�on.

Technical Task Teams (TTTs)

Name of TTT    Chairperson   Manager

Enabling Entrepreneurship   Dr Taddy Blecher   Mr John Chitsa

Produc�on of Professionals  Ms Chantyl Mulder   Ms Carmel Marock

Skills System Review    Ms Karen Borain    Mr Minenhle Nene

Alignment of the New Growth Path  Dr Neva Makgetla  Ms Carmel Marock

(NGP) with the Human Resource

Development Strategy (HRDSA)

Founda�onal Learning    Mr Moeketsi Letseka   Ms Gill Sco�

Mari�me Sector Skills    Mr Sobantu Tilayi   Ms Nwabisa Mato�

Strengthening of TVET Colleges  Prof Salim Akojee   Mr Cecil Macheke

Produc�on of Academics and  Mr Simon Tankard  Ms Nicky van Driel

Strengthening of Higher Educa�on

and Partnerships with Industry

Worker Educa�on    Ms Lulama Nare   Ms Rooksana Rajab

Ar�san Development   Mr Brian Angus    Mr Fumani Mboweni
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Performance
In Detail
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Figure 1: The aim is to develop a culture of entrepreneurship in the country, star�ng at school and con�nuing into adulthood

p r a c � c e  m o d e l s  t o w a r d s  t r a i n i n g  f o r 
entrepreneurship and self-employment regarding 
the following:

Ÿ Small business owners, co-opera�ve owners 
and incubators;

Ÿ Integra�on of entrepreneurship into further 
and higher educa�on curriculum for young 
adults; and

Ÿ Integra�on of entrepreneurship into the 
schooling curriculum for learners.

Key issues 

The recommenda�ons of this TTT were accepted 
by the HRDC at its April 2014 mee�ng. 

The major highlight for the year under review was 
the acceptance of the final report by the Council, 
and the move towards implementa�on of the 
recommenda�ons as this will make a major 
difference to the future of South Africa's economy 
when all the recommenda�ons become reality 
and a vibrant culture of entrepreneurship is 
developed.

The work of the TTT was divided into four 
Workstreams as shown in Figure 1 below, with 
each stream developing recommenda�ons in 
support of a Na�onal Entrepreneurship Strategy 
and Plan that needs to be developed:

Performance In Detail

Secretariat Programmes 

PROGRAMME: Technical Task Team Management

Four of the HRDC Technical Task Teams finalised 
their work and their recommenda�ons were 
accepted by the Council. The implemen�ng 
agencies will proceed with implementa�on and 
the HRDC will monitor progress.

a) Enabling Entrepreneurship TTT

According to the Global Economic Monitor (GEM) 
2 0 1 3  R e p o r t ,  t h e  c h a l l e n g e s  f a c i n g 
entrepreneurship in South Africa have not 
changed over the last twenty years although in the 
last 14 years the trend is marginally improving 
which is an indica�on that there is a move in the 
right direc�on. Entrepreneurship is vital for 
economic growth and inclusion.  The country has a 
number of policy and structural developments to 
promote entrepreneurship but these efforts lack 
effec�veness as they are uncoordinated and lack 
standardisa�on. 

Mandate

I t  i s  i n  t h i s  c o n tex t  t h a t  t h e  E n a b l i n g 
Entrepreneurship Technical Task Team (EE TTT) 
was established to inves�gate and propose best 

SMMEs
Develop a massively

scalable eco-system of 
support, remove

unnecessary obstacles, such
as red tape and accredit BDSs

Na�onal
entrepre-
neurship
Strategy
and Plan

TVET COLLEGES
Develop an

entrepreneurial
ecosystem to equip
and support TVET

learners to
be able to build and
sustain successful

businesses

SCHOOLS
Build an entrepreneurial

mindset in learners
throughout school and

emerging from the
school systemUNIVERSITIES

Support university
students across the

board and build
towards

entrepreneurial 
universi�es

 – hotbeds of innova�on
and entrepreneurship
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I. Workstream: Basic Educa�on Entrepreneurship 

South Africa has the lowest level of both educa�on and entrepreneurship in Africa. The 2012 Global 
Entrepreneurship Monitor (GEM) shows that, in comparison with other emerging countries, South Africa 
con�nues to trail behind in crea�ng new entrepreneurs.

The Research findings by the Technical Task Team revealed the importance of the inclusion of 
entrepreneurship educa�on across all grades (R – 12).  This will play a pivotal role in developing a culture of 
entrepreneurship, and change the mind-set of learners, especially of school leavers from job-seekers to job-
creators. This would include the development of thinking skills, such as crea�vity and innova�on.

Figure 2: Currently, South Africa has the lowest level of both educa�on and entrepreneurship in Africa

The team finalised its work in June 2013, which 
allowed them considerable �me to consult with 
the relevant stakeholders in the Department of 
B a s i c  E d u c a � o n .  A p p r o v a l  f o r  t h e 
recommenda�ons made by the Workstream was 
o b ta i n e d  f ro m  t h e  H e a d s  o f  Ed u ca� o n 
Departments Commi�ee (HEDCOM) Sub-
Commi�ee and the Council of Educa�on Ministers.

I. Workstream: Technical and Voca�onal
Educa�on and Training Entrepreneurship 

The final report confirmed assump�ons that very 
li�le entrepreneurship educa�on is included in the 
current curriculum for most students. Having an 
entrepreneurship component in the TVET 
curriculum for all qualifica�ons will be beneficial to 
college students and to the economy of the 
country as it will s�mulate entrepreneurship and 
job crea�on. This is vital as it will give all students 

informa�on and insight on star�ng and running a 
business and becoming a job creator.

II. Workstream: Higher Educa�on
Entrepreneurship 

The highlight of this Workstream was the launch of 
Forum of Entrepreneurial Development Centres at 

 Higher Educa�on Ins�tu�ons (FEDCI) on 18 July 
2013, at which nineteen higher educa�on 
ins�tu�ons from around the country gathered to 
express a commitment to knowledge-sharing and 
the crea�on of entrepreneurship-related content 
across all of their offerings. 
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Figure 3: The more educated a person is, the more likely he/she is to believe that he has entrepreneurial capabili�es

IV. Workstream: Small, Medium and Micro

Enterprises (SMMEs) 

The SMMEs Workstream worked �relessly, 

analysing and summarising over 700 South African 

research studies on entrepreneurship. These 

studies are available from the Secretariat to be 

shared with academics and researchers in the field 

of entrepreneurship. The Workstream further 

analysed 120 current public and private 

entrepreneurship training programmes in South 

Africa in order to determine the key factors for 

success in developing entrepreneurs. 

In order to provide one source of comprehensive 

informa�on to support entrepreneurs, it is 

necessary to develop a new na�onal portal which 

integrates informa�on otherwise widely 

dispersed. A full scoping for such a na�onal 

informa�on source was undertaken, which 

included benchmarking na�onal websites of over 

50 countries. The development of this site is 

underway under the auspices of the Department 

of Trade and Industry (the d�).  

Figure 4: The required growth of the SME sector needs to be matched by the development of suppor�ve online tools and systems
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A Na�onal Virtual Incubator has also been planned 

to support SMMEs. This will be a helpful set of 

tools to be included in the portal accessible via the 

internet or mobile phone. In this way support can 

be provided to millions of entrepreneurs and small 

businesses simultaneously through leveraging of 

technological advancements. 

S ignificant stakeholder consulta�on was 

conducted around these recommenda�ons, and it 

was  env isaged that  buy- in  would  make 

implementa�on a lot smoother.

Recommenda�ons made to Council

In its final report to Council, the TTT made the 

f o l l o w i n g  s u m m a r i s e d  v e r s i o n  o f 

recommenda�ons coming from the four 

Workstreams:

1. Schools:  a 2014-2019 strategy, and a 2020-

2030 strategy, requiring no curriculum review, 

and ul�mately reaching all teachers and 

students

2. Universi�es: Forum for Entrepreneurship 

Development Centres at Higher Ins�tu�ons 

(FEDCI), a na�onal University body, to be 

s u p p o r t e d  a n d  g r o w n ,  a n d  o t h e r 

comprehensive recommenda�ons

3. Technical Voca�onal Educa�on and Training 

Colleges (TVET): a comprehensive 2020-2030 

TVET col lege strategy introducing an 

entrepreneurship curriculum and experiences 

for all TVET students
4. SMMEs: a na�onal SMME strategy, including
 2013-2018:  a new SMME portal and na�onal 
 virtual incubator, na�onal media and training   
 strategy, SMME s�mula�on package, and new 
 Na�onal Council, sector strategies and
 packages,

 leveraging off infrastructure plans and BEE,  
 development of an entrepreneurship  
 ecosystemthat includes training, mentoring,
 access to finance and markets, access to legal,  
 tax and financial advice. 
5. The reinvigora�on and redevelopment of 

government incubators, and how state 
resources are used also needs to be 
priori�sed, supported by mobile, internet and 
media support tools. The iden�fied agencies 
to proceed with the work, included but were 
not limited to: The Department of Higher 
Educa�on and Training, the Department of 
Trade and Industry, The new Ministry of Small

 and Medium Business Enterprises, the 
Department of Basic Educa�on and Business 
Partners of South Africa.

The iden�fied agencies to proceed with the work, 
included but not limited to the Department of 
Higher Educa�on and Training, the Department of 
Trade and Industry, the new Ministry of Small and 
Medium Enterprises, the Department of Basic 
Educa�on and Business Partners of South Africa.

a) Produc�on of Professionals TTT

The highly skilled categories suffer the greatest 
skills shortages in South Africa, which is an 
indica�on that not enough graduates are not 
produced.

Mandate

To mi�gate the lack of cri�cal skills in South Africa, 
t h e  H R D C  e s t a b l i s h e d  a  P ro d u c � o n  o f 
Professionals Technical Task Team to iden�fy the 
challenges related to the supply of professionals in 
South Africa and for the development of 
interven�ons that could address those shor�alls 
with the aim of crea�ng greater efficiencies.
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Key issues

The TTT iden�fied the following blockages along 
the skills con�nuum:

1. Entering educa�on and training

– I n a d e q u a t e  b a s i c  e d u c a � o n 
(especially mathema�cs and science); 

– Absence of career guidance (across 
the board); and

– In some cases a limited number of 
spaces where learners can study an 
occupa�on (e.g. veterinary doctors 
and medical doctors).

2. Sustaining learners through post-school 
educa�on (a challenge evidenced by poor 
throughput and comple�on)

– Limited prepara�on for higher 
educa�on (linked to poor basic 
educa�on and learning skills);

– Inconsistent quality with respect to: 
r e l e v a n c e  o f  c u r r i c u l u m , 
appropriateness of qualifica�ons, 
adequate infrastructure, and lecturing 
staff; and

– Inadequate funding (and support) of 
students.

3. Entering the world of work

– Insufficient access to prac�cal training 
opportuni�es; 

– Not a clear programme to enable 
young graduates  to  enter  the 
workplace or  to  gain  re levant 
experience, nor is there support for 
graduates through this process;

– Inadequate funding of this process for 
many professions; 

– In some professions, graduates are 
not always placed/absorbed in the 
workplace (social workers) or do not 
want to work in the public sector 
(nursing); and

– In some cases graduates do not want 
to work in South Africa as they are able 
to earn more elsewhere. 

4. Career Progression and Development

– Uncertainty about requirements for 
CPD to remain registered.

Recommenda�ons made to Council

The final report from the Technical Task Team 
made the following recommenda�ons to Council 
on 5 December 2013:
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Figure 5: A snaplook at the compara�ve data



Ÿ Professional Councils should play a more ac�ve 
role in enabling individuals to enter the 
profession; 

Ÿ Support  improved maths and sc ience 
programmes (e.g. actuaries have launched a 
website to support this);

Ÿ Support on-going programmes for teachers in 
maths and science;

Ÿ Work with higher educa�on to support the 
provision of relevant curriculum (e.g. actuaries 
introduced Norma�ve Skills into curriculum), 
by growing adequate teaching staff (subven�on 
of  sa lar ies ,  introduc�on of  academic 
ar�cles/South African Ins�tute of Chartered 
Accountants (SAICA), Development Trust/ 
actuar ies ) ,  appropr iate  qua l ifica�on.  
Engineering Council of South Africa (ECSA) has 
recommended the introduc�on of a flexible 
curriculum for first degrees and diplomas in 
engineering, South African Council for Social 
Service Professions (SACSSP) working with the 
Health and Welfare Sector Educa�on and 
Training Authority (HWSETA) and considering 
n e w  q u a l i fi c a � o n s ) ;  a n d  a d e q u a t e 
infrastructure (SAICA – par�cularly with HDIs, 
actuaries, veterinary doctors, ECSA, doctors, 
nurses, pharmacists);

Ÿ Assist young people with prepara�on for, and 
during, higher educa�on (including induc�on, 
tutorials, mentorship, bursaries (SAICA – 
Thuthuka programme, Actuaries - mentorship, 
ECSA);

Ÿ Work with public and private sectors to ensure 
that graduates are placed and have access to 
relevant experience, training and mentorship in 
a structured manner so clearly linked to ge�ng 
registered (SAICA learnerships and focus on 
accredi�ng workplaces as training offices and 
ensuring workplaces provide opportuni�es, 
Actuaries – work-based skills programme and 
shared professional resource centre. SACSSP 
publish vacancies and make linkages);

Ÿ Review placement strategy (social workers) and 
condi�ons of service that are limi�ng the 
number of professionals who wish to work 
there (nursing training output fine but shortage 
in public sector), social work (not being placed 
and some sectors few opportuni�es) and 
veterinary doctors (reluctant to work in public 
sector); and

Ÿ Recognise that bursaries should not just 
address tui�on but should also focus on other 
expenses.

A�er comple�on of the work by the TTT, the 
iden�fied implemen�ng bodies were requested to 
p r o c e e d  w i t h  i m p l e m e n t a � o n  o f  t h e 
recommenda�ons and report on progress from 
�me to �me. The implemen�ng agencies include 
professional bodies in the professions, South 
African Qualifica�ons Authority (SAQA), South 
African Ins�tute of Chartered Accountants 
(SAICA), DHET and DBE. 

27
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efforts across all economic sectors and skills 
development ins�tu�ons.

Key issues

Desktop research covered previous skills system 
reviews; historical and current policy papers; some 
interna�onal approaches rela�ng to skills to the 
economy. Locally this included Sector Educa�on 
and Training Authori�es (SETAs), the Quality 
Council for Trades and Occupa�ons (QCTO), 
Na�onal Ski l ls  Authority (NSA),  regional 
structures, Na�onal Skills Fund (NSF), Department 
of Higher Educa�on and Training (DHET). 
Interna�onally, the skills systems of five countries 
were researched – United Kingdom (UK), Brazil, 
Netherlands, Singapore, Germany. The research 
was completed in the la�er part of 2013 and 
research reports were completed and presented 
to the HRDC in September 2013. The Council 
requested further detail on the current system and 
that addi�onal stakeholder engagement should be 
conducted to develop the op�ons in more detail, 
including a preferred op�on.

According to the study, the current system is 
unlikely to achieve a significant improvement as it 
reflects some inadequacies. The study revealed 
that although some parts of the exis�ng skills 
development system func�on effec�vely, much of 
it is not func�oning well. With the current sector-
based approach, the disadvantages outweigh the 
advantages. It is inflexible and unable to respond 
to some of the key challenges of a rapidly changing 
economy. The system's impact on produc�vity, 
socio-economic growth, employability and the 
development of exis�ng Small, Medium and Micro 
Enterprises (SMMEs) is low. 

The study iden�fied a number of key func�ons 
which typify an effec�ve system as well as 
weaknesses in the exis�ng system. The report sets 
out the challenges in building such func�ons, 
including developing the capabili�es required for 
the func�ons to perform effec�vely. The report 
calls for 'ramping up' of the system if the required 
outcomes are to be achieved to meet the needs in 
the economy. The TTT therefore suggested a new 
structure built on the current system's strengths 
and structures rather than a tweaking of the 
current skills system.

c) Skills System Review TTT

In April 2011, the Council recommended a 
complete review of the skills delivery ins�tu�onal 
mechanism. This was done in order to determine 
its effec�veness and its ability to support delivery 
of Human Resource Development Strategy of 
South Africa (HRDSA) targets and commitments 
and also to ascertain whether the sector-based 
approach was appropriate to deliver on skills.

Mandate

The aim of the Skills System Review TTT was to 
focus on reviewing the current skills development 
system in order to iden�fy the sustainability of the 
sector-based approach model on delivering skills 
in the country. 

The objec�ves of the Technical Task Team were to:

Ÿ Conduct an analysis and gain a common 
understanding of the current SETA system, how 
it is func�oning, and the current state of skills 
development in South Africa including an 
assessment of the benefits derived from the 
sector-based approach to structuring the skills 
system;

Ÿ Conduct a global best prac�ce in skills systems, 
iden�fying the key strengths that define a 
successful system;

Ÿ Consolidate the analysis report on the current 
system and benchmarking report into a single 
p a p e r  s e � n g  o u t  o p � o n s  a n d 
recommenda�ons based on the research and 
stakeholder engagement;

Ÿ Define a common vision for an integrated and 
inclusive skills development system for South 
Africa;

Ÿ Determine the best possible alterna�ves for a 
skills system in South Africa; and

Ÿ Present final recommenda�ons on the best 
model for delivering skills in the country.

To deliver on its mandate, the Skills System Review 
TTT drew up terms of reference to conduct two 
research studies within the skills development 
landscape – one local and one interna�onal. The 
loca l  study  rev iewed the  current  sk i l l s 
development system to inform the best model for 
delivering a system that allows for the co-
ordina�on and ar�cula�on of skills development 
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“�e study revealed that although some parts of the existing 
skills development system function effectively, much of it is not 
functioning well. With the current sector-based approach, the 

disadvantages outweigh the advantages.”

Na�onal Skills Council

• Na�onal Skills Planning
• Management of funds for skills development
• Shared services

• Standard se�ng and quality assurance
  of provisioning
• Monitoring and evalua�on

Sector Bodies

• Set up to serve the needs of  

   par�cular sectors e.g.
   manufacturing
• Skills research
• Skills development
   implementa�on

Provincial Structures

• Established in all provinces
• Provincial skills needs
   assessment
• Skills interven�ons
   implementa�on
• Monitoring repor�ng and   
   evalua�on

Local Structures

In every district
• Liaison with local municipali�es  
   and stakeholders
• Skills needs research
• Developing projects
• Managing funds allocated
• Monitoring andrepor�ng

Employers      Learners              Rural / Urban               SMMEs                  NGOs / Coops

Figure 6

The Council requested that the Department of 
Higher Educa�on and Training, which is the key 
implemen�ng agency, evaluate the report's 
recommenda�ons and report back on how these 
can be implemented where appropriate.

d) Alignment of the HRDS with the New Growth
Path TTT

Despite a high level of investment in skills 
development, South Africa con�nues to suffer 

certain challenges with regard to the supply of 
skills. There is also an absence of alignment 
between the na�onal growth impera�ves and 
skills development ac�vi�es.

The HRDC recognised the need to align its HRDS 
with government's NGP and to ensure that 
government's human resource policies are aligned 
with its economic development strategies. To 
coordinate this project, the Alignment of the 
HRDSA with the New Growth Path Technical Task 
Team was formed. 

Recommenda�ons made to Council

The Technical Task Team made the following recommenda�ons to Council:
Ÿ Support the development of a new skills system in line with the vision, mission and key fundamentals set 

out in the report;
Ÿ Agree in principle to the establishment of a single Na�onal Skills Council;
Ÿ Support the development of a business case for the new skills system, no�ng that there are a number of 

important issues that need to be resolved in consulta�on with stakeholders; and
Ÿ Agree that the work of the SSR TTT is complete and that the Department of Higher Educa�on and Training 

should take forward the development of the business case and its implementa�on.
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Mandate

This TTT was mandated to:
Ÿ Conduct an assessment of the targets for skills 

development provided in the New Growth 
Path, with proposals on how to achieve them;

Ÿ Conduct a detailed assessment of the 
implica�ons for the competencies, ins�tu�onal 
reforms and resourcing for the SETAs, TVET, HET 
and immigra�on policy arising out of the 
measures proposed in the NGP;

Ÿ Develop a report on the requirements for 
aligning human resource development and 
development strategies in the long run; and

Ÿ Inform other human resource development 
task teams of the objec�ves and targets for 
human resource development in the New 
Growth Path (NGP).

Key Issues

The TTT concluded that economic departments 
should play a much stronger role in demand side 
skills planning. Furthermore, South Africa as a 
country should become much be�er at skills 
forecas�ng over the medium to long term and not 
focus only on immediate shortages. This will 
reduce inequali�es and drive economic growth. 

Recommenda�ons made to Council

The key recommenda�on from this Technical Task 
Team was that a central demand-side mechanism 
driven by DHET with a greater role for the 
economic departments with a revised role for 
SETAs should be established. The project is 
currently being implemented by the DHET with 
EDD playing a stronger role and the PICC 
par�cipa�ng as requested. These partners will 
provide updates on progress to Council on an on-
going basis.

It is clear from the reports of these four Technical 
Task Teams that Council takes very seriously the 
work that has been done on its behalf by the 
Technical Task Teams and will endeavour to ensure 
that related recommenda�ons are implemented 
and also that it monitors implementa�on to 
ensure these blockages are resolved and that the 
required skills for the economy are acquired in the 
medium to long term.

The work of the following Technical Task Teams is 
s�ll in progress and they have not yet presented 
their recommenda�ons to Council:

a) Founda�onal Learning TTT

The quality of educa�on and learning in South 
Africa is severely lacking in comparison with 
various other countries. According to several 
research studies conducted, schooling in South 
Africa remains very poor with South African pupils 
facing learning deficits early on in their academic 
careers. 

Mandate

This Technical Task Team is tasked with the 
responsibility of iden�fying hindrances in the 
schooling system and proposing measures to 
support the Department of Basic Educa�on (DBE).

Following ini�al research into the schooling system 
and strategies employed by DBE to address related 
challenges, the Technical Task Team iden�fied 
three strands for par�cular focus, being the 
following:

Ÿ Teacher professionalisa�on – how to increase 
learner achievement outputs and improve 
teacher subject knowledge; 

Ÿ How to improve school leadership and 
management, including district support; and

Ÿ Early childhood development – how to 
strengthen and expand it. 

Ini�al work 

Ini�ally three key leverage points were iden�fied 
by the Technical Task Team to deal with the 
blockages, in line with the iden�fied strands. On 
the basis of these three points, two research 
projects were commissioned. The ini�al leverage 
points were the following:

Key issues 

Firstly, with regard to teacher professionalism, the 
research has revealed that, while the significant 
poten�al of these points for leverage cannot be 
denied, their posi�on as networked ini�a�ves 
with in  a  broader  f ramework  cannot  be 
overlooked.
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Secondly, substan�al progress has been made in 
regard to implementa�on of policy and planning 
within this broader framework. The South African 
policy landscape that has been established has the 
poten�al to be of significant importance for 
teacher development, and must be allowed �me 
to gain trac�on. Important considera�ons are that 
processes and structures have been established 
through collabora�ve efforts of key stakeholders, 
and that policies and plans are being implemented 
collabora�vely. Review of interna�onal literature 
iden�fies this as an essen�al requirement 
par�cularly in regard to the development and 
u�lisa�on of professional standards within the 
teaching profession. Where development of 
professional standards for teaching is becoming 
more common globally, strong arguments are 
cited for the primacy of collabora�on of 
stakeholders in the processes of development and 
establishment of these standards. 

A conceptual framework mapping the teaching 
and educa�on career pathway against key 
interven�on points in the trajectory of teacher 

Leverage Point 1

Giving a�en�on to the 
ques�on of the subject 
exper�se required for 
entry into the teaching 
profession 

Leverage Point 2

Building a professional civil 
service, commencing
with key promo�on posts

Leverage Point 3

How to improve the 
delivery capacity of the 
district level
of the educa�on system

It is commonly acknowledged that 
districts are the key to day to day 
delivery of educa�on services 
outlined in the na�onal and 
p r o v i n c i a l  p o l i c i e s  a n d 
programmes.

On the basis of this third leverage 
p o i n t ,  t h e  T a s k  T e a m 
commissioned inves�ga�on into 
district level capacity with a view 
to leveraging a posi�ve impact on 
schooling. 

Comprises two considera�ons:
 
1)  Specifica�ons of both subject  
     and pedagogical knowledge for 
     each phase of the schooling 
     system.

 2) Ways of assessing the extent to 
     which newly qualified teachers 
     possess this subject and 
     pedagogical knowledge, and 
     op�ons in regard to the 
     implementa�on of a 
     corresponding cer�fica�on 
     system

This point had a shi�ed focus 
from entry level to promo�onal 
posts comprising the various 
educa�on career paths, and 
considera�on of the knowledge 
and skill requirements necessary 
t o  m e e t  t h e  r e l e v a n t 
responsibili�es to enable the 
system to deliver successfully.

T h e  p r i n c i p l e  w a s  t h a t 
progression is based on objec�ve 
criteria reflec�ng knowledge and 
exper�se, rather than on years of 
service, qualifica�ons and more 
subjec�ve criteria. On the basis of 
the above two leverage points, 
the Task Team commissioned 
research into professionalism and 
professionalisa�on of teachers.

Figure 7

professionalism has been developed, ar�culated 
with current policies on teacher training and 
professional development. Areas for par�cular 
a�en�on are the transi�on from student to fully 
fledged teacher; the social context in which 
teachers find themselves and con�nuous 
professional development. 

Issues of increasing emphasis for beginner 
teachers are the role of teaching prac�ce in ini�al 
teacher educa�on programmes, and the process 
of induc�on into the profession a�er gradua�on. 
The la�er would appear to have the poten�al for 
substan�al impact on the ease of transi�on of 
newly graduated teachers into the workplace, and 
correspondingly on rates of reten�on in the 
profession. Introduc�on and formalisa�on of an 
induc�on process would need to be aided by 
coopera�on between the stakeholders involved, 
including SACE, DBE, DHET and the ELRC. 

Apart from socio-economic considera�ons, the 
social context of many schools and teachers is one 
of low status, and low es�ma�on of value they 



While district offices appear to lack the most basic 
resources to discharge their responsibili�es, 
par�cularly in terms of communica�ons and 
transport resources, a focus on a change 
management strategy in parallel to more technical 
aspects must be much more strongly emphasised. 
In this regard districts must be helped to make a 
culture shi� from compliance to providing greater 
support for teaching and learning in schools. 
Professional development for district officials is 
per�nent, with skills in data analysis and 
u�lisa�on, and communica�on with schools 
needing special emphasis. 

“�e South African policy 
landscape that has been 

established has the potential 
to be of signi�cant importance 
for teacher development, and 
must be allowed time to gain 

traction.”

contribute to the local community. There is a need 
to restore to communi�es the understanding, 
apprecia�on, support for, and expecta�on of the 
value that schools, teaching and educa�on can add 
to society and to individual lives. There is also the 
need to restore to teachers and to schools their 
con�nual aspira�on to deliver this value, and pride 
in doing so. The possibility of addressing these 
needs by a  na�onal  advocacy campaign 
interwoven with the expansion and streamlining 
of strategies for con�nuous professional teacher 
d eve l o p m e nt  a c � ve l y  s u p p o r te d  by  a l l 
stakeholders is being discussed.  

In terms of district readiness to deliver against the 
DBE Policy on the Organisa�on, Roles and 
responsibili�es of the Educa�on Districts, 
indica�ons from a very small and carefully selected 
sample are that there is s�ll wide varia�on in the 
configura�on of districts across the nine provinces, 
but that other factors have more significance for 
district performance than size alone has. In 
par�cular, staffing and quality of subject advisors 
are central and, where these are lacking, provision 
of support to schools is at its weakest. 
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Next steps

The research has been completed and relevant 
stakeholders are currently engaging with the dra� 
recommenda�ons. The stakeholder consulta�on 
p ro c e s s  w i l l  s h a r p e n  t h e  fo c u s  o f  t h e 
recommenda�ons ul�mately made, and support 
the collabora�ve culture that has been ini�ated 
which is essen�al for success in many of the 
ini�a�ves in the educa�on sector. 

b) Mari�me Sector Skills TTT

The mari�me sector is experiencing significant 
growth and is of crucial importance in terms of 
social and economic development in modern 
socie�es. It provides excellent and varied 
employment and career opportuni�es to workers 
and professionals worldwide. The Mari�me Sector 
Skills Technical Task Team (MSS TTT) is a newly 
established Technical Task Team that was formed 
in September 2013 to inves�gate barriers within 
the mari�me skills development pipeline and 
propose measures that can be implemented to 
address those barriers. The TTT comprises of 
representa�ves and experts from the mari�me 
sector. 

Mandate

The deliverables of the Technical Task Team are to:

Ÿ Inves�gate key challenges within the mari�me 
skills development pipeline;  

Ÿ Iden�fy the skills gaps in the mari�me sector;
Ÿ Iden�fy cri�cal skills required in the mari�me 

sector;
Ÿ Provide an approach in addressing the shortage 

of skills in the mari�me sector; and
Ÿ Provide a  report  to  the Counci l  with 

recommenda�ons to assist the iden�fied 
implemen�ng bodies in ensuring the successful 
acquisi�on and growth of the mari�me skills 
and therefore the growth of the sector in the 
short, medium and long-term. 

Key Issues

South Africa is favourably posi�oned to benefit 
from the mari�me economic opportuni�es as it 
has a land mass of about 1,2 million square 
kilometres and a coastline of around 3,000 
kilometres. Another advantage is that the country 
is posi�oned on a major strategic shipping route 
with 30% of the popula�on along the coast.   
Mari�me is seen as an enabling industry that does 
not only exist to meet goals inherent to transport, 
but can also fulfil other na�onal and social 
objec�ves such as economic growth, increased 
trade, regional integra�on, and access to 
employment opportuni�es.
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Progress to date

Two Workstreams were created to work on supply-side issues (training) and demand-side issues 
(employment).  During this process, blockages within the mari�me skills development pipeline were 
iden�fied and interven�ons proposed (some of which are listed in the table as follows).

Blockage   Proposed interventions   Proposed implementing
         agencies

Limited employment and training 
opportunities
Ÿ SA has no ships in its registry;
Ÿ Lack of relationships with 

foreign shipping companies to 
assist with training and 
employment of SA seafarers.

Weak maritime culture and lack of 
maritime awareness.

Ÿ The legislative framework relating to 
ship registry in countries with large 
international registers (like Singapore) 
should be examined. SA could 
therefore draw lessons from this 
process.

Ÿ Mechanisms should be developed to 
encourage ship owners to register their 
ships locally.

Ÿ Establish relationships with existing 
global shipping and 
crewing/management companies in an 
effort to have a meaningful impact on 
seafaring job creation and 
sustainability.

Ÿ Develop a comprehensive marketing 
strategy for industry from Basic 
Education level to Higher Education 
and Training level.

Ÿ Secure industry support and 
encourage private companies to assist 
in creating maritime awareness;

Ÿ There should be Centres of Maritime 
Excellence in each province to improve 
awareness.

Ÿ Run carefully-planned programmes to 
expose teachers to the shipping 
industry.

SAMSA, Department of
Transport, Department of
Mineral Resources,
Department of Public
Enterprises.

SAMSA, Industry players,
Department of Transport,
Department of Higher
Education and Training,
Department of Science and
Technology, SA Oil and
Gas Alliance, Provincial
departments.

Blockage   Proposed interventions   Proposed implementing
         agencies
Lack of a strategic perspective to
Maritime Education and Training
(MET)
Ÿ Lack of a comprehensive MET 

policy / strategy that drives 
institutional accreditation, 
curricula, standards, student 
numbers per provider.

High cost of training
Ÿ No national approach to 

funding of MET.

Available skills not specialised for
maritime industry – e.g. artisans
exists but have no specialisation 
in maritime.

Ÿ A comprehensive MET Strategy that 
encompasses all subsectors of the 
industry including the portability of kills 
within the various sub-sectors should 
be developed.

Ÿ Appointment of an overarching 
authority that drives strategy, sets 
policy and approves MET together with 
the marine industry development.

A Maritime Skills Fund in line with the
international trends should be considered.

Ÿ Ensure implementation of maritime 
competency programmes to bridge the 
skills gaps between the base skills and 
the maritime skills required.

Ÿ Work closer with the broader artisan 
development programmes in the 
country.

SAMSA, Department of Transport, 
Department of Higher Education 
and Training.

SAMSA, Department of Higher 
Education and Training, Industry 
players

SAMSA, Department of Higher 
Education and Training.

Table 1 – Some of the blockages within the maritime skills pipeline and proposed interventions
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Three key conceptual themes emerged from the Indaba and they were:

The Ra�ngs category has been iden�fied as an area 
that could contribute to job crea�on and provide 
access to the mari�me industry due to lower 
qualifica�on requirements. A small workgroup 
was therefore created to focus on demand and 
supply issues in respect of Ra�ngs.  Ra�ngs 
include, amongst others,  Oilers,  Wipers, 
Motormen,  Pumpmen,  Cooks,  Stewards, 
Messmen, Fi�ers, and Welders.  However, very 
li�le emphasis has been placed on the training of 
Ra�ngs and as a result the number of South African 
Ra�ngs presently in employment has declined 
over the years.  A typical complement of a vessel 
requires more Ra�ngs on board than Officers 
(typically a ra�o of 1:4).  The training of Ra�ngs is 
shorter in dura�on than that of Officers and is also 
less expensive. A workshop was held by the work 
g r o u p  t o  l o o k  i n t o  t h e s e  i s s u e s  a n d 
recommenda�ons in  th is  regard wi l l  be 
incorporated into the final report.

Next steps

The Technical Task Team is s�ll in the process of 
finalising its report that will be presented to the 
HRDC a�er comple�on. This will encompass the 
work performed by the small work group created 
to look at Ra�ngs training issues. The TTT is s�ll 
wai�ng for further input from some members and 
relevant informa�on that will be obtained upon 
consulta�on with stakeholders on iden�fied gaps.  

c) Technical and Voca�onal Educa�on and
Training Colleges TTT

The skills deficit is a major constraining feature of 
economic development in South Africa and the 

importance of Technical and Voca�onal Educa�on 
and Training Colleges (TVET) in addressing South 
Africa's skills shortage is considered crucial. This 
has been recognised in various na�onal plans, 
strategies and accounts.  

Mandate

The TVET TTT was established in March 2011 with 
a mandate to propose measures to strengthen and 
support both public and private TVET colleges in 
expanding access and improving quality in the 
sector. 

Key issues

Since its incep�on, the Technical Task Team has 
taken a long term view of the way in which the 
sector ought to be posi�oned within the South 
African post-school educa�on and training 
landscape and has taken the approach of an 
extensive and wide engagement with sector 
stakeholders. 

The TVET TTT has spent the last year engaging with 
a range of TVET stakeholders and specialists 
towards understanding the issues that face the 
sector and providing long-term solu�ons to enable 
the revitalisa�on of the TVET college sector. The 
e n g a g e m e n t  a n d  c o n s u l t a � o n  p r o c e s s 
commenced with an Indaba of sector stakeholders 
that took place in March 2013. The purpose was to 
gain insight from the role players in the sector into 
major obstacles and to iden�fy priority areas that 
the TTT should focus on.  

Three key conceptual themes emerged from the 
Indaba and they were:

Figure 8

Pu�ng mechanisms in place to ensure that TVET colleges enable students
to access all available resources rela�ng to work and appropriate
occupa�onal pathways, as well as further learning opportuni�es and
entrepreneurship.

Ensuring that all internal func�ons of colleges can offer student support, 
lecturer development, improved college management and governance
and infrastructural renewal, including management informa�on systems
for accurate college data and informa�on.

The forma�on and maintenance of top-down/bo�om up coordina�on of
the implementa�on of interven�ons.

Partnerships

Pathways

Posi�ve
Learning

Experience
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Progress to date

Following iden�fica�on of the three themes, the 
following five reports were produced and a 
synthesis report that merges all the five research 
reports was produced and presented to a panel of 
sector specialists and policy makers in January 
2014 for their input and comments. 

Ÿ Purpose of TVET colleges;
Ÿ A review of the South African TVET sector;
Ÿ Partnerships;
Ÿ Posi�ve Learning Experience; and
Ÿ Pathways.

The Technical Task Team has iden�fied the 
following three blockages:

Ÿ There need to be a revisioning of the purpose 
and mandate of TVET colleges;

Ÿ Ins�tu�onal Effec�veness – including issues of 
college governance and management, lecturer 
development and curriculum review; and

Ÿ Partnerships – Defining and developing a very 
clear perspec�ve of what a partnership is and 
for what purpose it has been devised. 

It is important to note that these are just the 
blockages iden�fied and that for each blockage, 
there are a number of recommenda�ons that have 
been made by the Technical Task Team which will 
be presented to the HRDC for its approval. The 
Technical Task Team also went through an exercise 
of looking at which of its recommenda�ons are 
already being implemented by the DHET and those 
are highlighted in its final report. While the 
Technical Task Team recognises the need to 
respond to immediate needs that the sector is 
engaged with, its view is to ensure that in the next 
seventeen years, it leaves a sector that the country 
can look up to as a shining example of a truly 
African guiding light in TVET provision.

Next steps

The comments from the specialists have been 
incorporated into the reports. The final report is 
currently being finalised and will be presented to 
the Technical Working Group of the HRDC for 
approval of its key recommenda�ons. 

It is worth men�oning that the Technical Task Team 
experienced some challenges during the period 
under review, but s�ll maintained focus and 
delivered on its mandate.  The Technical Task Team 
is of the view that its work should be located at a 
strategic rather than at an opera�onal level, where 
the DHET currently has a range of ini�a�ves that it 
is implemen�ng. The work of the Technical Task 
Team is aimed at complemen�ng the various 
ini�a�ves that are currently being implemented in 
the sector.

h) Produc�on of Academics and Strengthening 
of Higher Educa�on Partnerships with Industry 
TTT

Mandate

The Produc�on of Academics and Strengthening of 
Higher Educa�on Partnerships with Industry 
(PASHEPI) TTT was formed to address three 
interrelated issues: Firstly, South Africa faces the 
challenge of a current academic labour force which 
is not representa�ve of the country's racial and 
gender demographics and is in essence largely 
white, male and ageing.  Secondly, according to 
the proposal by Higher Educa�on South Africa 
(HESA) about one fi�h of academics, including half 
of the professoriate, will re�re in less than a 
decade.  

Thirdly, with regard to partnerships between 
industry and higher educa�on, there is an 
increasing focus on universi�es worldwide to 
contribute towards a new knowledge economy 
that is rapid, compe��ve, produc�ve, open to 
innova�on, and adds value to the technological 
capabili�es in the marketplace. At the same �me, 
higher educa�on ins�tu�ons can benefit from 
collabora�on and partnership agreements with 
industry and vice versa.

Key issues

The PASHEPI TTT is of the view that the produc�on 
of the next genera�on of academics needs to be 
inclusive and representa�ve of the country's 
popula�on, whilst ensuring that important 
partnerships are formed between higher 
educa�on and industry, so as to promote a vibrant 
knowledge economy for South Afr ica.  A 
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st
knowledge economy is vital in the 21  century, and 
impera�ve to the allevia�on of poverty and 
inequality in South Africa. It is worth no�ng that 
the distribu�on of men and women across 
academic ranks shows that the la�er are 
underrepresented at the higher ranks and 
overrepresented at the level of lecturer and below. 

The South African universi�es face a mul�-
dimensional crisis in a�rac�ng, appoin�ng and 
retaining academic staff. Academia is not a 
par�cularly a�rac�ve career op�on due to various 
factors.  Student-staff ra�os have generally risen 
over the years pu�ng a tremendous burden on 
academic staff and exposing the extent of the 
capacity deficit that ins�tu�ons face concerning 
their ability to deliver quality educa�on while 
expanding enrolment. There is also limited �me to 
research and publish. 

In South Africa, only a third of South African's 
academics hold doctorates. The Na�onal 
Development Plan (NDP) proposes that by 2030, 
three-quarters of academics should hold 
doctorates. This is largely due to the fact that one 
significant measure of professorial capability for 
quality research and instruc�on is doctoral-level 
cer�fica�on.

Progress to date

In the period under review the PASHEPI TTT, 
iden�fied a number of major obstacles that 
hamper the pipeline of the produc�on of 
academics, namely:
Ÿ The quality of schooling for previously 

disadvantaged learners remains poor;
Ÿ The drop-out rate in the Basic Educa�on system 

needs to be mi�gated;
Ÿ The quality of matric results needs to improve 

dras�cally, especially in terms of literacy, 
natural sciences and mathema�cs;

Ÿ The throughput rate of undergraduates is 
unsa�sfactory;

Ÿ Students from previously disadvantaged 
backgrounds are o�en unable to pursue 
Masters and PhD degrees due to financial 
constraints;

Ÿ Limited funding is available for university 
students but it remains wholly inadequate to 
meet all the study and living requirements of 
students;

Ÿ More funding should be made available for full-
�me study for masters and doctoral degrees; 
and 

Ÿ More ins�tu�onal support - including coaching 
and mentoring - needs to be provided to 
postgraduate students.

Next steps

It is clear from PASHEPI's interac�on with 
stakeholders that further discussion needs to 
h a p p e n  b e f o r e  t h e  T T T  m a k e s  i t s 
recommenda�ons to the HRDC on:

1 .  M a k i n g  t h e  p i p e l i n e  p r o d u c � o n  o f 
demographically representa�ve academics a  
reality, and 

2.    Strengthening partnerships between higher  
       educa�on and industry. 

The PASHEPI TTT is on track to present its 
recommenda�ons to the HRDC in September 
2014.

i) Worker Educa�on TTT

The HRDC realised that the country has no 
collec�ve vision for an integrated, accredited and 
non-accredited worker educa�on and training 
system, nor is there a common understanding of 
the defini�on of 'worker educa�on'. 

Mandate

The Worker Educa�on TTT was established to 
conduct a desktop review spanning both the 
na�onal and interna�onal spheres.

Key issues

The study revealed that worker educa�on 
emanated from the struggle against apartheid and 
worker empowerment programmes (non-
accredited) were largely managed by the labour 
unions. However, with the democra�sa�on of the 
country, it evolved to take a human capital rather 
than poli�cal approach, which emphasises 
individual access to voca�onal educa�on and 
training mainly through SETA processes. 



The current worker educa�on programmes 
iden�fied in the study are all aimed at the interests 
of working ci�zens and their rights in the 
workplace. The programmes cover a wide range of 
crucial topics such as trade union organisa�on, 
social jus�ce ac�vism, understanding economic 
systems and iden�fying legal and paralegal issues. 

The programmes that need to be covered are 
broad and as a result, it was recommended that 
the Worker Educa�on Technical Task Team (WE 
TTT) narrow its focus ini�ally for the next five years 
to iden�fy a specific target audience to be trained 
within a specific budget.

Illustration 1: Snapshot of Worker Education Focus and Role Players in South Africa
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Progress to date

The WE TTT has concluded on the following:

Ÿ Developed a vision for worker educa�on as follows: 'Capable and skilled workers in a just society free of 
poverty, inequality and unemployment';

Ÿ Developed a mission for worker educa�on as follows: 'To develop relevant and integrated knowledge, 
skills and a�ributes of workers through high quality accredited and non-accredited worker educa�on', 
and

Ÿ Developed a worker Educa�on Framework consis�ng of three pillars and is presented as:

Pillar 2:
Vocational Education

Productivity, proficiency and 
competence in the work place

Workplace education that improves 
employability, career progression 
and more effective work practice

Worker Education in the workplace 
forms part of the responsibility of 
the SETAs

National Skills Development 
Strategy III

Lack of coordination between the 
various actors affecting workers or 
potential workers such as TVETs 
and, SETAs.

Collaboration with other Technical 

Task Teams to ensure worker 

education objectives are also

incorporated into their strategies &

recommendations.

Ensure inclusion of RPL and CAT 

practices.

Look to providing access to career 

development services to workers.

Pillar 3:
Joint Worker-management
Education

Closing the gap between managers 
and workers promoting fairer 
practices and better negotiations

Compliance with labour regulations 
More informed negotiating practice 
Greater inclusion in decision 
making processes

Labour Sector Service providers 
and specialists

Labour regulations

Limited neutral advisory channels
available to the individual worker
Limited funding for workers in this 
area. 

Extend industrial relations training 

to include:

Ÿ social

Ÿ cultural sensitivity

Explore alternative negotiating / HR

management practices Find 

additional sources of funding.

Pillar 1:
Worker Empowerment and
Political Education

Social empowerment and holistic 
worker welfare (work-life balance)

Stronger more competent labour 
movement Greater community 
solidarity Improved citizenship

Worker Education Monitoring & 
Audit Committee.

Worker Education Strategy and 
Organising Framework

No Audit Committee exists Strategy 
and Organising Framework needs 
to be populated.

Establishing the committee 

Creating a Worker Education

Strategy.

Recomme-
nded
Actions

Gap

Informed
By

Key Actors

Desired
Outcome

Focus 
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Next steps

The Worker Educa�on Technical Task Team 
completed its work and presented its report to the 
TWG and this was not accepted. A�er reviewing 
the work, taking into account the comments made 
upon rejec�on, the report was eventually 
approved and its recommenda�ons will be 
presented to the Council.

i) Ar�san Development TTT

Mandate

The Ar�san Development TTT was established by 
the HRDC to inves�gate blockages in the pipeline 
for the development of ar�sans and technicians. In 
June 2012 the TTT duly completed its work and 
took on the role of monitoring progress regarding 
measures to unlock the iden�fied blockages. 

As part of this monitoring process the TTT then 
iden�fied an addi�onal constraint to ar�san 
development which is the legisla�on governing 
ar�san learners in the workplace.  The HRDC thus 
approved the reestablishment of the Ar�san 
Development TTT with a mandate to propose 
measures regarding ways in which the legisla�ve 
blockages should be removed. 

Key issues 

Learners in the workplace are regarded as 
employees and therefore are governed by the 
Labour Rela�ons Act and other legisla�on covering 
employees in the workplace which results in 
employers going through the same rigorous 
disciplinary processes for learners in the 
workplace as they would for their full �me 
employees. The view of the AD TTT is that the 
resolu�on of this blockage would result in more 
employers opening up their workplaces and taking 
in more ar�san learners for experien�al training. 

Legisla�ve Blockage

The dra� terms of reference for the TTT were 
drawn up and consulta�on with the various 
stakeholders was undertaken to come to a single 
view on the exact nature of the blockage. 
Consulta�on is s�ll con�nuing with the majority of 
the items adopted by the AD TTT.  Organised 
labour was given addi�onal �me to have internal 
consulta�ons in order to give inputs on the 
wording of the newly iden�fied blockage which 
addresses labour legisla�on that controls 
employer and ar�san learner employment 
rela�onships and condi�ons of service that inhibit 
an increase in the number of approved ar�san 
learner workplaces.

 



PROGRAMME: Policy, Research and Informa�on 
Systems

Func�ons 

Ÿ Determine research needs related to human 
resource development in South Africa;

Ÿ Undertake baseline research on the state of 
human resource development in South Africa 
and produce annual and five-year reports;

Ÿ Provide input on the human resource 
development value chain, including basic 
educa�on,  post-school  educa�on and 
workplace learning;

Ÿ Develop a knowledge management strategy for 
the Council;

Ÿ Develop and manage all databases and systems 
to support the work of Council;

Ÿ Analyse relevant policies and iden�fy 
blockages;

Ÿ Develop reports on human resource and skills 
required in the priority and emerging sectors; 
and

Ÿ Liaise with various ins�tu�ons on human 
resource development related research.

Achievements 

HRDC Summit

The Human Resource Development Council 
(HRDC) successfully hosted the first HRDC Summit 
on 3 March 2014 - 4 March 2014 at Gallagher 
Conven�on Centre in Johannesburg. The theme of 
the event was Unearthing SA's human poten�al for 
Growth and Development. The Summit focused 
exclusively on human resource development 
achievements and challenges. The Summit 
provided a pla�orm for researchers to present new 
and innova�ve measures to enhance the country's 
human resource base. The par�cipants were also 
presented an opportunity to engage and give input 
to the recommenda�ons made by the Technical 
Task Teams. 

A�endance of HRDC Summit also provided the 
delegates with an opportunity to network with 
experts  in  the  field  of  human resource 
development.
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HRDC Research Bulle�n

The ability of the HRDC to effec�vely disseminate 
the outcomes of its research is cri�cal for 
successful human resource development. The 
HRDC Research Bulle�n with abstracts of research 
conducted by the Technical Task Teams and other 
re levant  ins�tu�ons  was  produced and 
disseminated. 

A research template to standardise all TTTs 
research reports has been developed and all the 
research reports have been analysed to ensure 
compliance and standardisa�on.  

Knowledge Management System  

A filing system was developed in accordance with 
na�onal archive system. Based on the filing 
system, a records management system term of 
reference was developed and consulted with 
Government Informa�on Technology Officers 
(GITO). Training to iden�fy and customise the 
appropriate document and record management 
system was conducted.  The appointment of the 
service provider and implementa�on of the 
system has been halted un�l the Secretariat moves 
to a new building. 

Quarterly Labour Force Survey (QLFS) Analysis 

The HRDC has con�nued its research aimed at 
contribu�ng towards providing technical advice 
data and informa�on to iden�fy and characterise 
issues pertaining to our socio-economic issues.

Desktop research was conducted on the Quarterly 
Labour Force Survey (QLFS) where the main focus 
was on the unemployed, the employed as well as 
comparing the not in employment, educa�on or 
training (NEET) group and those who are working 
on the age group 15-24 based on the following 
variables:

Ÿ Sex/gender;
Ÿ Higher level of educa�on;
Ÿ Province;
Ÿ Popula�on group; and 
Ÿ Type of industry. 
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Partnership with Ins�tu�ons Conduc�ng Human 
Resource Development Related Research

An index of public ins�tu�ons conduc�ng human 
resource development related research was 
developed and approved. A working partnership 
was established with the Department of Higher 
Educa�on and Training Research Directorate, the 
South African Qualifica�ons Authority (SAQA) 
research Directorate and the University of the 
Witwatersrand Research in Educa�on and Labour 
unit. 

“�e Summit provided a 
pla�orm for researchers to 

present new and innovative 
measures to enhance the 
country's human resource 

base.”

PROGRAMME: Planning, Monitoring, Evalua�on 
and Repor�ng

Func�ons

1.  Provide competent advice on how best to 
implement Council commitments and 
strategic objec�ves;

2.   Coordinate all strategic planning sessions for 
the Council and Secretariat;

3.  Ensure outputs from planning sessions are 
recorded and implemented;

4.   Develop, review and implement a framework 
to monitor and evaluate the impact of human 
resource development in South Africa;

5.   Monitor and evaluate the implementa�on of 
the plans of Council and its sub structures; and

6.  Liaise with provincial government to ensure 
that their human resource development plans 
are aligned with the Na�onal Integrated 
Human Resource Development Plan. 

Annual Performance Plan

The Secretariat hosted its annual strategic 
planning session at the beginning of March 2014 
which has resulted in the finalisa�on of its Annual 
Performance Plan and Opera�onal Plans. These 
plans have been signed off by Minister Nzimande 
for implementa�on during the next financial year.  

In its quest to become a leading Secretariat in the 
country, the Secretariat undertook a SWOT 
analysis at its strategic planning session. The aim of 
this session was for par�cipants to reflect upon the 
factors that make up an efficient, effec�ve and 
st rateg ic  secretar iat .  Par�c ipants  were 
encouraged to be crea�ve and innova�ve in 
coming up with ideas aimed at enhancing and 
improving the exis�ng systems, procedures and 
processes within the Secretariat so that it 
con�nues to successfully  and effec�vely serve as a 
high level resource to the HRDC. The Secretariat is 
commi�ed to regularly reflec�ng on its mandate.

The outcome of this session was a document 
outlining what needs to be done to bolster the 
secretariat's exis�ng strengths and steps that need 
to be taken to counteract the weaknesses that 
exist. The opportuni�es and threats faced by the 
Secretariat were also unpacked.

“�e Secretariat is commi�ed 
to regularly re�ecting on its 

mandate.”

The Na�onal Integrated Human Resource 
Development Plan (NIHRDP) for South Africa 
2014 – 2018 

In its quest to play a pivotal role in addressing the 
issues hindering the country's economy, the HRDC 
successfully launched the Na�onal Integrated 
Human Resource Development Plan. The NIHRDP 
is premised on the Human Resource Development 
Strategy for South Africa (HRDSA) and contains 5 
strategic goals as follows:
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The NIHRDP seeks to achieve a responsive and 
demand-driven approach to human capital 
development informed by South Africa's 
development policies and strategies. The aim of 
the plan is to develop the human resource capacity 
of the country so that it can contribute to 
addressing the challenges related to economic 
growth, social development, job crea�on, poverty 
and inequality. The HRDSA recognizes the need to 
address issues of labour supply and demand as 
they relate to human resource development. It 
acknowledges that  the human resource 
development value chain spans several domains 
from early childhood to labour market entry. 

The plan was developed in close consulta�on with 
all social partners and is a plan for South Africa that 
belongs to all social partners and not government 
alone. The plan is a dynamic document subject to 
con�nuous review and update so that it remains 
relevant and responsive to the human resource 
needs of the country which will change over �me.
 
Monitoring and Evalua�on

Following the successful launching of the NIHRDP 
for South Africa, the Secretariat is in the process of 
finalising its monitoring and evalua�on framework 
to track progress against the plan. The plan will be 
workshopped with stakeholders and agreement 
on how these en��es will report to the Secretariat 
will be reached. 

The Secretariat will con�nue to monitor TTT 
progress and ensure that TTTs move across the 
con�nuum from the research phase,  to 
stakeholder consulta�on, through to making 
r e c o m m e n d a � o n s  t o  C o u n c i l .  O n c e 
recommenda�ons have been accepted by the 
HRDC, the Secretariat will monitor the extent to 
which relevant implemen�ng agencies take 
forward and implement these recommenda�ons. 
Regular progress reports will be provided to both 
the TWG and Council. 

During the past year the Secretariat has been 
monitoring the decisions of Council and is able to 
provide a progress update as follows:

Ÿ That the work of the TTT tasked with ensuring 
that the Human Resource Development 
Strategy for South Africa is aligned to the New 
Growth Path is complete and that a steering 
commi�ee has been established to ensure that 
economic departments play a much more 
proac�ve role in demand-side skills planning. 
To this end the DHET has taken the lead in 
convening this forum and will provide the HRDC 
with reports on the work of this commi�ee 
going forward. 

Ÿ That a steering commi�ee was established 
comprising of all stakeholders involved in skills 
planning such as DHET, EDD, HSRC and the 
human resource development Technical Task 
Team on Alignment of the HRDSA to the NGP. 
This commi�ee is responsible for ensuring that 
all the work that is taking place around skills is 

Goal 1 Goal 2 Goal 3 Goal 4 Goal 5
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coordinated, that work is not duplicated and 
that recommenda�ons that are made to the 
HRDC regarding skills planning are aligned and 
consistent. 

Ÿ In terms of the recommenda�ons made to the 
HRDC regarding skills for the Strategic 
Infrastructure Projects (SIPs), the following has 
taken place:

-    The Department of Labour has taken 
the lead in ensuring that all Strategic 
Infrastructure projects (SIPs)  register 
w o r k  o p p o r t u n i � e s  o n  t h e 
Employment Services of South Africa 
(ESSA) website;

-    Outputs and commitments contained 
in the Na�onal Skills Accord are being 
monitored and tracked; 

-    The Department of Higher Educa�on 
and Training has published its scarce 
skills list which in turn will result in the 
easing of  immigra�on rules in 
infrastructure-linked scarce-skills 
categories; and

-     The Department of Public Service and 
Administra�on (DPSA) has established 
the Public Service Skills Commi�ee 
(PSSC) which will address within 
government the measures and 
ins�tu�onal culture required to 
a�ract and retain professional skills to 
ensure that the skills feeder pipelines 
are more effec�ve.

Ÿ That the Public Sector Skills Commi�ee (PSSC) 
which the HRDC approved as a formal 
coordina�ng structure meets regularly and will 

supply the HRDC with regular progress reports 
on its work. 

Progress on the blockages iden�fied by the ATD 
TTT:

Detailed, accurate, current data for ar�san trades 

“Detailed, accurate, current data for ar�san trade 
priori�sa�on, workplace development, and 
learner placement, scien�fic target se�ng, 
monitoring and evalua�on and alignment of 
ar�san development to the economic development 
priori�es of the country.“

The Na�onal Ar�san Development Support Centre 
(NADSC) was formed as a solu�on to the data 
challenge that was faced by the ar�san system. A 
na�onal database for ar�san learners and 
qualified ar�sans did not exist prior to 2011. The 
NADSC is a solu�on to this lack of data. It is a 
dedicated call centre facility that works closely 
with SETAs to capture and verify the number of 
learners going into work experien�al training and 
those qualifying on a monthly basis. It assists the 
Na�onal Ar�san Development Chief Directorate 
with planning, target se�ng and monitoring and 
evalua�on to ensure objec�ves are met. 

As a result of this, DHET is now in a posi�on where 
there is accurate registra�on and comple�on data 
for the period April 2011 to March 2014. In the 
same period 73 934 registra�ons were captured 
with 47 410 comple�ng their ar�san training 
through passing their trade tests as per table 
below. 

 Year   Status    Target   Actual

    Registrations  24000    24415

 2011/2012  Completions  10000   14023

    Registrations  25000    21849

 2012/2013  Completions   11000    15277

    Registrations  26000   27670

 2013/2014  Completions  12000   18110

Ar�san Recogni�on of prior learning

“Establish an Ar�san Recogni�on of Prior Learning (RPL) system that is focused on suppor�ng persons who 
are working as support workers in the engineering field to become cer�ficated ar�sans”



45

There is an urgent need to enhance the skills and 
provide cer�fica�on to the workers who have the 
prac�cal skills to perform ar�san trades but have 
never been through formal training. The majority 
of them have worked as ar�san or engineering 
aides. This is largely due to the historical policies of 
the country.  These skills can be upgraded through 
knowledge, prac�cal and workplace training.

The RPL pilot that is currently under way with 253 
candidates has resulted in valuable lessons learnt 
which will assist with the development of the ARPL 
system and its implementa�on. A collabora�ve 
effort is under way with the SETAs and TVET 
colleges to ensure toolkits are developed and 
there is wide access for candidates across the 
country. This will ensure DHET will be able to offer 
gap training for candidates in knowledge, prac�cal 
and workplace components where they are s�ll 
lacking. The model will take into account 
challenges such as literacy, numeracy and 
language into account when dealing with 
candidates.

Funding Model

“Establish a single guaranteed funding model for 
all ar�san trades listed in the Government Gaze�e 
and applicable to all sectors including a single, 
simple ar�san learner administra�on and grant    
disbursement system. SETA discre�onary grant 
policies in rela�on to ar�san development must be 
aligned to the single na�onal guaranteed funding 
model.”

The sector-based funding model created 
challenges in the funding of ar�sans in the 
workplace where funding within the various 
sectors differed. The Generic Ar�san Learner 
Funding Policy signed by the Minister of Higher 
Educa�on and Training, Dr BE Nzimande, has 
resulted in a single funding grant for employers 
taking ar�san learners across all sectors. This will 
create stability and enable be�er planning for the 
various sectors.

Key issues

Labour legisla�on that controls employer and 
ar�san learner employment rela�onships and 
condi�ons of service that inhibit an increase in the 
number of approved ar�san learner workplaces. 

SETA discre�onary grant policies in rela�on to 
ar�san development, had no single na�onal 
guaranteed funding model.

Next steps

The finalisa�on of the wording of the terms of 
reference will then guide the AD TTT in developing 
a detailed roll out programme which will be 
u�lised in the development of solu�ons for the 
blockage. The re-established AD TTT will con�nue 
to monitor and evaluate the implementa�on of 
the previously iden�fied three blockages' 
solu�ons (Data, Ar�san-RPL and Ar�san learner 
funding) as well as produce recommenda�ons on 
how to deal with the newly iden�fied legisla�ve 
blockage.

PROGRAMME: Administra�on, Coordina�on and 
Communica�on

Key purpose of the Programme

The purpose of this programme is to administer, 
coordinate and communicate the func�ons and 
achievements of the Secretariat to all relevant 
stakeholders efficiently and effec�vely.

Func�ons

1.     Coordinate the work of our social partners
      that has an impact on the implementa�on of 

the Human Resource Development Strategy;
2.  Communicate special projects aiming at 

improving human resources;
3.     Communicate and market the work of
        Council;
4.  Iden�fy and forge rela�ons with relevant 

stakeholders; and
5.  Provide administra�ve support in the 

coordina�on of Council and its sub structures.

Achievements

The report highlights the effec�ve Secretariat's 
administra�on and coordina�on of all Council 
mee�ngs and its structures.

Looking at the achievements highlighted by 
various Technical Task Teams, the administra�on 
and coordina�on of all Council mee�ngs and its 
structures has run effec�vely during the period 
under review.
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Technical Task Team Chairperson's mee�ngs are a 
pla�orm where a number of issues that are 
common to all projects are discussed and this 
assists in the resolu�on of common challenges. 
These issues range from:
 
Ÿ TTTs  giving their progress reports;
Ÿ Peer review feedback on all reports;
Ÿ Exchange of informa�on, knowledge and idea 

sharing; 
Ÿ Finding synergies and overlaps within the 

various projects scope of work; and
Ÿ Discussion of challenges that the TTTs are 

facing: a�endance of mee�ngs for TTT 
members mee�ng deadlines and other 
ma�ers; prepara�on for Council, e.g. how to 
present and possible ques�ons from Council 
members

The key achievements for the programme can be 
highlighted in the two following categories:

Marke�ng and Communica�on

The visibility of the HRDC in the media is tes�mony 
to successful marke�ng campaigns and to the 
organisa�on's commitment to communicate with 
the South African public on ma�ers pertaining to 
human resource development. Various systems 
have been set in place to facilitate the effec�ve and 
e ffi c i e n t  u � l i s a � o n  o f  m a r k e � n g  a n d 
communica�on tools by the secretariat to achieve 
i t s  p u r p o s e  i n  te r m s  o f  m a r ke� n g  a n d 
communica�on for the HRDC.

This func�on has become a very powerful tool for 
the Secretariat in terms of communica�ng key 
achievements  of  Counci l  to  a l l  re levant 
stakeholders. An increased number of publica�ons 
have been finalised with various media companies 
such as:  The Voice of Local Government, The Pan 
African Parliament publica�on, and The Public 
Sector Manager.

Communica�on is essen�al to the success of all 
organisa�ons, par�cularly when such informa�on 
enables �mely decision-making as this will 
increase the profile of the HRDC and keep 
stakeholders and the general public informed of 
the developments. The Council will therefore have 
to  increase i ts  publ ic i ty  and constant ly 
communicate its mandate and its achievements.

The HRDC also held a Summit on 3 – 4 March 2014 
which was a major success. Informa�on shared 
with stakeholders at the Summit is available on the 
HRDC website for public access. The secretariat is 
also looking at produc�on of a promo�onal DVD 
for the work of the Council which will be used for 
all other promo�onal work where it is required in 
the future.

“�e visibility of the HRDC in 
the media is testimony to 

successful marketing 
campaigns and to the 

organisation's commitment to 
communicate with the South 

African public on ma�ers 
pertaining to human resource 

development.”

Administra�on and Coordina�on

The systems, frameworks and procedures for 
ensuring effec�veness of mee�ngs have been 
formalised. All Council, TWG, Provincial, TTT Chairs 
and Secretariat mee�ngs have been successful 
with posi�ve a�endance, even though some 
raised serious concerns. There was also a strong 
visibility of the HRDC brand and all mee�ngs 
involving external stakeholders. The mee�ngs 
were well branded and clearly indicated HRDC 
ownership.

Going forward, the Secretariat will ensure close 
monitoring and evalua�on of all decisions made by 
Council to ensure that implementa�on is done and 
that progress is reported as required. The 
stakeholders will also be kept on board on the 
HRDC Plan and its implementa�on. 

The Human Resource Development Provincial 
Coordina�on Forum 2013/14 Achievements

The Human Resource Provincial Coordina�on 

Forum was established to create a link and to 



encourage alignment between provincial human 

resource development ac�vi�es and the Human 

Resource Development Council of South Africa 

( H R D C ) .  T h i s  a l s o  a ff o r d s  p r o v i n c i a l 

representa�ves an opportunity to report progress 

on the Human Resource Development Council's 5-

point plan with the following ini�a�ves:

Ÿ Produc�on of Professionals  including Ar�san 

and Technician Development;  

Ÿ Alignment of  the Provincial  Resource 

Development strategy to the New Growth Path; 

access to  Technical Voca�onal Educa�on and 

Training (TVET) Colleges; 

Ÿ P r o d u c � o n  o f  A c a d e m i c s  a n d 

Industry/University partnerships; 

Ÿ Worker Educa�on; and

Ÿ Founda�onal Learning.

Provinces also have to report on their other key 
ini�a�ves which are not covered by the 5 point 
plan as well as progress on the implementa�on of 
the na�onal Integrated Human Resource 
Development Plan. It is pleasing to report that 
most provinces recorded progress with regard to 
the five point plan, par�cularly in the Ar�san and 
Technician Development ini�a�ve.

The North West Province reported that 141 
Ar�sans were cer�ficated by end of 2013.  The 
province is planning to produce over 500 ar�sans 
annually from 2014. 

In 2013 Council approved a document which 
provided guidance to the provinces in rela�on to 
the establishment of the provincial human 
resource development Councils. This document 
was a result of extensive consulta�on with the 
provinces. Provinces that have established their 
human resource development Councils are the 
Eastern Cape, KwaZulu-Natal as well as the 
Northern Cape. The Northern Cape launched its 
Council on 6 March 2014.

The Provincial Human Resource Development 
Councils are mul�-sectoral advisory bodies 
chaired by the Premiers. The purpose of these 
councils is to provide a medium in the province for 
constant dialogue and consensus-building among 
stakeholders on all ma�ers related to human 
resource development in their provinces. The 
Councils work with stakeholders to iden�fy skills 
bo�lenecks and recommend appropriate 
solu�ons to unblock them and to mobilise senior 
leadership in organised business, government, 
organised labour, civil society and professional 
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bodies, the educa�on, training and science and 
technology ins�tu�ons to address the provincial 
human resources development priori�es in a 
coordinated and targeted way. 

The Northern Cape Province's key project in terms 
of human resource development is the renewable 
energy project which is made up of 18 of the 27 
Solar PV projects or 67% of all PV projects, thereby 
shaping the province as the solar hub of the 
country, region and the con�nent. The province is 
currently finalising the feasibility studies for the 
Prieska and Upington Solar Parks, which have been 
declared as the corridor for Special Economic Zone 
by the DTI and allocated R300 million to the 
provincial administra�on for its establishment.  
The Energy and Water Sector Educa�on and 
Training Authority (EWSETA) also awarded R82 188 
000.00 to the Northern Cape for the Green Skills 
Development programme in June 2013 and 
announced a further R22 million therea�er to 
achieve specific deliverables for the green skills 
project.

In addi�on to the above, the province counts 
amongst its human resource development 
achievements the newly established University 
which started with its programmes with the first 
intake in February 2014.

The Mpumalanga Provincial Administra�on 
fostered successful rela�ons with the following 
private sector companies; BHP Billiton, XSTRATA, 
S A S O L ,  Tra n s n e t ,  S a m s u n g  a n d  s i g n e d 
Memorandums of Understanding (MoUs) for 
placement and training of agricultural scien�sts 
and health care professionals including medical 
doctors and nurses. The province has also fostered 
rela�ons with South Korea to assist with the 
del ivery of  a  number of  sector  training 
programmes in partnership with TVET colleges and 
the University of Mpumalanga for training of 
required professionals and scien�sts. Young 
people are being recruited to take bursary and 
scholarship offers in these areas.  A teacher 
training college is already in opera�on at 
Siyabuswa (former Kwa Ndebele College of 
Educa�on).

The Free State Province has a flagship programme 
for the support of Early Childhood Development 
Centres (ECD) in the province with the aim of 
increasing the number of registered ECD centres.

The Limpopo Province fostered successful 
partnership with the Higher Educa�on Ins�tu�ons, 
AgriSETA, Farms and the Air Traffic Naviga�on 
Services (ATNS).The Province has empowered 
labour representa�ves and capacitated senior 
managers and municipal managers in the 
province. The province is also working hard to 
ensure and improve the development of SMMEs in 
order to ensure job crea�on in the province. 
Already 222 SMMEs and entrepreneurs have been 
developed.

The Western Cape Province ,  through a 
rela�onship and strong links with Higher Educa�on 
Ins�tu�ons, have developed plans for the 
produc�on of professionals. Various bursary 
p ro g ra m m e s  a r e  o ffe r e d  b y  i n d i v i d u a l 
departments to ensure a sufficient supply of 
professionals in scarce and cri�cal skills.

The KwaZulu-Natal Province is s�ll in the process 
of finalising the establishment of its Human 
Resource Development Council. The province is 
working �relessly in order to ensure strong links 
between the provincial academic ins�tu�ons and 
the local companies.

In comparison to the North West province report, 
Gauteng Province reported 100 Voca�onal 
Development Programme graduates iden�fied for 
the automo�ve ar�sanal programmes with 90 
placed in the electrical engineering Learnerships. 
The province also reported exposing 351 TVET 
learners to the Petro-Chemical industry; with 15 
Students under training at the Rand Refinery gold 
Zone-Germiston. 

“In addition to the above, the 
province counts amongst its 

human resource development 
achievements the newly 

established University which 
started with its programmes

 with the �rst intake in
February 2014.”
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Way forward - 2014/2015

The President of the country, President Jacob Zuma a�er his inaugura�on, highlighted the need for 
accelera�ng service delivery. The focus of the HRDC for the next financial year is to increase its visibility in the 
public domain as this is extremely valuable in building credibility and awareness to the public. More focus will 
also concentrate on human resource development, training and skills development within the Local 
Government.

Now that most of the work of the HRDC Technical Task Teams has been handed over to the Implementers, the 
focus is going to be on monitoring the implementa�on by the Implemen�ng Agencies.  This will also include 
monitoring of the HRD plan.
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LIST OF ABBREVIATIONS

AD TTT
AgriSETA
ATNS
DHET
DBE
DPSA
the d�
ECSA
EDD
ESSA
EWSETA
ECD
ELRC
FEDCI
GEM
GITO
HRDC
HRDS
HRDSA
HEDCOM
HSRC
HWSETA
INAP
MSS TTT
MET
NIHRDP
NEET
NADSC
NSF
NSA
NGP
PSSC
PICC
PASHEPI
PSTF
QCTO
QLFS
SACSSP
SSR TTT
SAICA
SACE
SIPs
SAQA
SETA
SAMSA
SMME
TTT
TVET
TWG
WEF
WE TTT

Ar�san Development Technical Task Team
Agricultural Sector Educa�on and Training Authority
Air Traffic Naviga�on Services
Department of Higher Educa�on and Training
Department of Basic Educa�on
Department of Public Services and Administra�on
Department of Trade and Industry
Engineering Council of South Africa
Economic Development Department
Employment Services of South Africa
Energy and Water Sector Educa�on and Training Authority
Early Childhood Development  
Educa�on Labour Rela�ons Council
Forum for Entrepreneurship Development Centres
Global Entrepreneurship Monitor
Government Informa�on Technology Officers
Human Resource Development Council
Human Resource Development Strategy
Human Resource Development Strategy of South Africa
Heads of Educa�on Department Commi�ee
Human Sciences Research Council
Health and Welfare Sector Educa�on and Training Authority
Interna�onal Network on Innova�ve Appren�ceship
Mari�me Sector Skills Technical Task Team
Mari�me Educa�on and Training
Na�onal Integrated Human Resource Development Plan
Not in Employment Educa�on or Training
Na�onal Ar�san Development Support Centre
Na�onal Skills Fund
Na�onal Skills Authority
New Growth Path
Public Sector Skills Commi�ee
Presiden�al Infrastructure Coordina�ng Commission
Produc�on of Academics and Strengthening of Higher Educa�on Partnerships
Public Sector Trainers' Forum
Quality Council for Trades and Occupa�ons
Quarterly Labour Force Survey
South African Council for Social Service Professions
Skills System Review Technical Task Team
South African Ins�tute for Chartered Accountants
South African Council for Educators
Strategic Infrastructure Projects
South African Qualifica�ons Authority
Sector Educa�on and Training Authority
South African Mari�me Safety Authority
Small Medium and Micro Enterprise
Technical Task Team
Technical and Voca�onal Educa�on and Training
Technical Working Group
World Economic Forum
Worker Educa�on Technical Task Team
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