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Foreword  

Evidence-based and Stakeholder-led Sector Skills Planning provides the overarching direction for 

strategic planning and prioritisation in Skills Development. The Services SETA’s Sector Skills Plan and 

related scarce and critical skills were substantially informed by stakeholders using qualitative 

research methods. This 2015/16 SSP update refines findings of the previous year’s research by 

comparing and contrasting these with economic and labour market data on replacement and growth 

demand. Debates on the implications for planning received a substantial amount of attention with 

the members of the Board, Chamber Committees and Management at the Services SETA. The 

mismatch between supply and demand of scarce and critical skills will be targeted to achieve 

maximise impact in terms of employment and economic growth.  

 

This Sector Skills Plan profiles the Services sector, analyses the current realities, identifies scarce and 

critical skills and discusses implications for planning. Steady growth within the tertiary economy and 

Services sector and, regulatory and technological change have resulted in structural shifts within the 

Services sector labour market and increased employer demands for qualified and skilled people. At 

the same time unemployment, particularly amongst the youth, remains high.  

 

The Services SETA industry classification differs from international and national practice creating a 

reliance on primary data collection to identify scarce and critical skills and quantify demand. Data on 

Services sector employers requires more in-depth analysis and verification. Improvements in 

research methodology aimed at strengthening confidence and representivity of findings remains a 

challenge. A significant number of current occupational qualifications and learning interventions are 

being underutilised. Furthermore, addressing identified scarce and critical skills requires that these 

are readily available and employable. Impact on scarce and critical skills will only be realised when 

learners successfully complete relevant qualifications and are absorbed into the labour market or 

gain relevant experience and are retained. Developing new qualifications and strengthening provider 

capacity is costly and time consuming. These investments need to be informed by credible research. 

 

Progress has been achieved in strengthening organisational research capacity and applying academic 

research practices. Redefining scarce and critical skills, and aligning qualifications, occupations and 

skills will improve research questions and design. Ensuring responsive and expedited planning and 

implementation will become increasingly necessary.  

 

Performance evaluations are designed to measure impact over time. Such research seeks to verify 

barriers to completion across learning interventions and identify solutions for improvement. Other 

implications for planning and implementation include aligning and sequencing all elements in the 

skills development cycle including qualifications development, provider capacitation, career 

guidance counselling, partnerships, investment and contracting, and learner enrolment and 

successful completion. Transformational imperatives remain a priority in targeting beneficiaries. 

 

 

 
 
     
LIESEL KӦSTLICH    
ACTING CHIEF EXECUTIVE OFFICER 
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EXECUTIVE SUMMARY 

The Services SETA derives its legislative mandate from the Skills Development Act, 1998 (Act 97 of 

1998). In accordance with Section 10 (a) of the Act, each SETA must develop a Sector Skills Plan (SSP) 

within the framework of the National Skills Development Strategy (NSDS). The Services SETA has 

prepared the SSP 2015/16 update in accordance with the requirements of the Department of Higher 

Education and Training (DHET) and the national context for skills planning which includes the Human 

Resource Development Strategy 2010 – 2030, the National Skills Accord, the Youth Employment 

Accord, the Strategic Integrated Projects and the White Paper for Post-School Education and 

Training, and various regulations such as the SETA Grant Regulations (released 3 December 2012, 

Gazette 25940).  

This Sector Skills Plan 2015/16 represents an update of the Sector Skills Plan developed in 2014/15.  

Services SETA has built on past work during 2014 by undertaking an economic study, a labour market 

analysis and a statistical analysis of WSP/ATR and performance information. A further study linking 

the data on qualifications, providers and throughput rates to the scarce and critical skills needs is 

also underway. The full range of publicly available datasets was used. Due to differences between 

Services SETA’s scope of coverage and wider definitions of the services sector used by Stats SA and 

economics research agencies, the findings can only be used to provide general indications.  

Qualitative processes and stakeholder engagements have therefore been used to interrogate and 

validate the scarce and critical skills priorities.  

Services Sector employers are largely concentrated in the Gauteng Province. Gauteng has 55.3% of 

service industry employers, followed by Western Cape with 13% and KwaZulu-Natal with 8%. The 

other provinces combined have less than 4% of service industry enterprises. The Services Sector has 

a substantial number of SMEs, of the 163 423 registered employers, 146 447 are small and micro 

businesses, 3 104 medium (16.7% increase from 2013) and 1 353 large. An analysis of all the sub-

sectors indicates that there are a high number of single owner-operated and family-run businesses.  

The Services Sector has shown sustained growth in the last two years, in terms of job creation and 

expansion of services into other African countries, although growth is uneven across the sub-sectors. 

Employment within the Services Sector consequently grew by almost 300 000 jobs between 2011 

and 2014; an aggregate 14.6% over the 3 years, resulting in almost 300 000 new jobs in the sector. 

Replacement demand – new entrants required to fill the positions of those leaving the sector – is 

estimated at roughly 10% annually, or 170 000 new employees required each year. The majority of 

employees are African (71.6%), with Whites accounting for 15.8% and Coloureds 9.2% of 

employment. There are more male workers than female workers in the Services SETA, with males 

making up 57% of the sector workforce.   

QLFS data also shows that the bulk of workers in Services SETA subsectors have either incomplete 

secondary education or complete secondary education (72.0%). Workers with diplomas or 

certificates account for 10.8% of the employed, while those with degrees make up 9.7%. Workers 

with no education constitute a very small share of workers (5.9 %), which is also declining over time. 

The list of scarce and critical skills priorities identified in this SSP Update will be used as the basis for 

initiating all Services SETA-funded learning interventions. However, the SSP also identifies a set of 

challenges in the sector skills system itself, which are limiting the ability of the sector to meet the 

demand for skills. The Accounting Authority has therefore adopted a set of 16 core performance 

indicators to guide the SETA and the sector in improving the economy, efficiency, effectiveness and 

equity of skills development interventions.   
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Section 1: DATA SOURCES, RESEARCH METHODS AND 
CONSULTATIVE PROCESSES 

1.1 Summary of Section One 
 

The purpose of this section is to describe the data sources, research methods and consultative 

processes through which this Services SETA Sector Skills Plan (SSP) Update has been developed.  The 

key questions answered in this section are therefore: 

 

• How has the Services SETA Sector Skills Plan developed over the past four years? 

• What skills planning models and research methods have been used? 

• What data sources have been used? 

• What consultative processes have been followed? 

• What work is required to take forward the SSP in future years? 

 

National Skills Development Strategy III (NSDS III) sets an important goal of establishing “a credible 

institutional mechanism for skills planning”.  At the start of NSDS III, the Services SETA SSP was 

informed almost entirely by Workplace Skills Plans (WSPs) and qualitative processes - despite well-

known problems with WSP data.  This SSP Update draws on the full range of data sources available, 

including the Quarterly Labour Force Survey (QLFS) from Statistics South Africa; independent 

research studies commissioned by Services SETA;  analyses of performance information, projects 

data and Quality Management Division (QMD) data held by Services SETA; as well as economic data 

and a limited employer survey conducted for the 2013-14 SSP Update.  Collaboration with 

established research capacity at Higher Education Institutions (HEIs) were used to conduct the 

research analysis and to inform planning about what research is needed to take forward the SSP in 

future.   

 

The models and research methods used are established “good practice” in skills planning 

internationally and in South Africa.  A basic forecasting model was used to estimate growth demand 

(anticipated new jobs) and replacement demand (skilled people that will need to be replaced due to 

retirement or for other reasons).  A basic signalling model was used to identify the kinds of critical 

skills needed (“top-up” training for existing employees).  A costing model was used to identify the 

skills needed for the Strategic Integrated Projects (SIPs).  A survey was used to collect information 

from employers on their needs.  The WSP, ATR, Projects and QMD data was cleaned and analysed 

using a variety of statistical techniques.  The findings from all these research streams were then 

compared, and the results presented to stakeholders.   

 

Existing datasets do not segment the Services Sector according to Services SETA’s scope of coverage.  

For this reason, there are some limitations to the findings.  As a result, Services SETA intends for 

future years to collate more primary data to address the gaps.  Also, in line with the Human 

Resource Development Council’s direction, Services SETA intends next year to develop provincial 

plans as well as subsector plans.   
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1.2 Development of the Services SETA Sector Skills Plan 2010 - 2014 
 
From 2010 – 2012, the Services SETA SSP was heavily dependent on Workplace Skills Plans (WSPs) as 

the basis for identifying what skills were required.  There are, however, known problems with WSP 

data.  Only a small percentage of employers submit WSPs; this is heavily skewed toward large 

employers; and WSPs are seldom based on good workplace skills planning.  Under these conditions, 

WSP data can provide only a partial (and often inaccurate) reflection of the needs of employers in 

the sector.  As a consequence, the SETA used qualitative processes and extensive consultation to 

interrogate and revise the WSP findings.   

To address the weaknesses in the data, Services SETA undertook a limited survey during 2013, as 

well as a set of focus group discussions.  These generated a set of scarce and critical skills that were 

cross-referenced against the WSP data.  The methodology for both the survey and the focus group 

discussions is described in section 1.3 below.  The overall model is reflected in Figure 1 immediately 

below.   

 
Figure 1: SSP Research Methods 

                  
 

During 2014, Services SETA undertook a series of research projects to further strengthen the SSP.  To 

strengthen collaboration with public institutions, SSETA engaged the services of an economist (based 

at the Wits University School of Governance); a labour market specialist (based at the Development 

Policy Research Unit (DPRU) University of Cape Town); and a statistician (the Data Management and 

Statistical Analysis unit based at Wits University). Sourcing an Organising Framework of Occupations 

(OFO) specialist proved to be a challenge, and this work is therefore still in progress.   

The Development Policy Research Unit (DPRU), in their role as labour market specialists provided 

inputs into four main areas. Firstly, information and analysis around the broader labour market, key 

sectors that fall within the Services Seta and scarce and critical skills to update and inform the 

Services SETA SSP.  The objective of the research was to present evidence in relation to the dynamics 

of growth in this sector as well as the labour demand trajectory in relation to labour supply.  

 

Second, the DPRU research aimed at providing an overview of the labour market, examining 

employment trends within the current economic context. The discussion considered employment 

rates, labour force participation rates and youth unemployment. In addition, they provided an 

analysis of employment by sector and occupation, which informs the labour demand trajectory over 

the past three years.  

 

Third, DPRU provided an in-depth analysis of employment growth and characteristics of employees 

of sub-sectors that fall within the Services Seta. This included broad employment growth trends; and 

the demographic characteristics of employees including age, gender, and education. The 

characteristics of employment within the relevant sub-sectors were looked at in terms of coverage, 

contract duration, benefits, hours of work and union membership. Wages of workers in this sub-

sector relative to national mean wages and the finance and business service sector were also 
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examined. The Standard Industrial Classification (SIC) used in the Quarterly Labour Force Survey was 

employed for the analysis.  

 

Finally, DPRU presented an update of past SSP analyses of the scarce and critical skills.  This included 

methodological recommendations.   

 
The Wits University School of Governance led the economic analysis. Their research focused on: 

 

• Forecasting skills growth demand, replacement demand and critical (“top-up”) demand in 

consultation with the Labour Market Specialist. 

• Reviewing and updating the environmental information (PESTEL, industry strategy, trends) for 

the Services Sector. 

• Contributing to strengthening related content in the Sector Skills Plan. 

 

The economic research report included the following sections: 

 

• Drivers of growth of Services SETA sub-sectors – The Services SETA has 16 sub-sectors. An 

analysis of each of these sub-sectors in terms of paid levies for the period 2005-2013 provided 

contrasting findings - no clear trend emerged.  

• Scarce and critical skills – Section 4 of the SSP: Scarce and Critical Skills Identification was 

examined. Consideration needs to be given also to the Scarce Skills List drawn up for the 

government’s Infrastructure programme. In this regard, ‘significantly scarce’ skills that SSETA 

may wish to focus on include contract managers; and financial managers; while ‘critically scarce’ 

skills include those for programme or project managers. The last of these could be the major 

target for SSETA resources. 

• Replacement Demand – Using data from the Quarterly Labour Force Survey undertaken by 

Statistics South Africa, a preliminary replacement demand model has been developed to 

estimate the replacement numbers by economic sector and occupation for the period 2013-

2023. 

 
The Data Management and Statistical Analysis unit (DMSA) led the statistical analysis.  This research 

aimed to: 

 

• Strengthen data integrity and review of existing databases. This included reviewing the 

databases for WSP/ATRs; assessors and moderators; the Services SETA member database; and 

the database on performance information. 

• Undertook a comparative analysis of Services SETA performance information against scarce and 

critical skills and the identified variables. 

• Undertook a comparative analysis of WSP and ATR submissions, producing frequencies and 

trends.   

• Analyses (from the member database) the levy payments for each sub-sector for the 

period 2005 to 2013. 

 
Analysis of the OFO and qualifications (still underway) aims to improve the links between the supply-

side data (qualifications, providers, learning programs) to the demand-side data (the scarce and 

critical skill priorities).  It is not possible for Services SETA accurately to tie the list of skills in demand 

to those currently being supplied without these linkages.   

 

The models and research methods for these studies are described in section 1.3 below. The data 

sources used are described in section 1.4.   
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1.3 Skills Planning Models and Research Methods used for this SSP Update 
 

There are at least six recognised models for identifying skills needs.  Substantial research 

internationally suggests that a mixture of different models is appropriate in different contexts, 

depending on data availability, timeframes and budgets.  Services SETA has used five of these six 

models in the research conducted for this SSP Update.  The models – and their use in the SSP 

research - are briefly summarised below. 

A consequence of using different data sets and different methods is that different research streams 

often produce varying results.  This is evident in the SSP particularly in relation to variations in the 

replacement demand estimates, and in the slightly different figures for the reported growth in 

employment in the sector.  The important fact is that both research streams reported a comparable 

magnitude, not that the actual figures differ.  Estimating the skills needs of a sector is by its nature 

imprecise; this is why stakeholder validation (reported under 1.5) is important.   

 

1.3.1 The Employer Survey 
 
Employer surveys collect information from a representative sample of employers, and use the data 

to extrapolate the implications for the sector.  WSPs are in fact a form of employer survey; but the 

data from the WSPs is often questionable and they do not constitute a representative sample.  

Services SETA therefore undertook the 2013 survey to provide better data, and has combined the 

results with other information in this Update.   

The purpose of the survey was to establish the magnitude of scarce and critical skills required for the 

sub sector in order to compile projections for the scarce and critical skill list.  
 
During the regional visits, a one page questionnaire was distributed to the audience in order to 

supplement information from the focus groups and to gain data from all participants for projections 

of scarce and critical skills. A convenience sampling technique was selected due to the availability of 

respondents attending the focus groups. Hand out (self-completion) surveys were administered at 

the 47 focus group sessions. The survey was structured with one open-ended question. In total 649 

surveys were collected.  
 

The data was prepared for analysis by checking the raw data for any errors and omissions that would 

compromise the quality standards and data integrity. In some instances sub sectors were not 

specified in the questionnaires. Data analysis entailed organising specific facts about the sub sectors, 

categorising the data to help cluster them into meaningful groups was scrutinised for underlying 

themes and other patterns informing the SSP. Data was captured on the Questback research system 

for analysis and raw data was extracted to Microsoft Excels for open ended questions. Data from 

closed ended questions were extracted from Questback in Power Point format. 

 

1.3.2 The Qualitative Approach – Focus Group Discussions 
 
Qualitative approaches use interviews, focus groups and other techniques to collate information.  

During 2013, a set of focus group discussions were held across the country.  The purpose of the 

focus groups was to obtain rich sets of input for the SSP to gain insight into employer’s businesses. 

The groups discussed scarce and critical skills, PESTEL factors affecting their business, past trends, 

future trends, and priority areas for the sub sector.   
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Regional visits were designed to include one urban area and one rural area in each province in order 

to get a national view of needs. Focus group discussions were used to gather data using a semi-

structured discussion guide with open-ended questions to solicit more information from 

participants. Participants were clustered into types of Services SETA chambers.  
 

A purposive sampling strategy was used to represent all sub sectors in the SETA, cooperatives, NGOs 

and TVET and HET colleges throughout the country. The total number of delegates that attended 

was 2013 with 17 sessions (10 in urban regions Free State – Bloemfontein, Western Cape - Cape 

Town, KZN – Durban, Eastern Cape - East London, Gauteng – Midrand, Limpopo – Polokwane, 

Mpumalanga – Nelspruit 

Eastern Cape - Port Elizabeth, Northern Cape – Kimberly Gauteng – Parktown and 7 in rural regions: 

Free State – Welkom, Western Cape – George, KZN - Port Shepstone, KZN – Ladysmith, Limpopo – 

Tzaneen, Mpumalanga – Secunda and Northern Cape - Upington ) with 47 focus groups (in the 

region).  

 

The data was prepared for analysis by checking the raw data for any errors and omissions that would 

compromise quality standards and data integrity. The data was analysed systematically using the 

identified themes by sub sectors. 

 

1.3.3 Forecasting – the Labour Market Analysis 
 
Forecasting models derive estimated growth in employment from projected growth in output of a 

sector.  During 2014, the Services SETA commissioned Wits University to conduct an economic 

analysis of the Services Sector.  The outputs of this study included estimates of aggregate growth 

demand and replacement demand – in other words, the total expected employment growth in the 

sector and the total number of current employees expected to leave the sector for any reason.   

 

1.3.4 Signalling – the Economic Study 
 
Signalling models use factors such as capitalisation or technology changes to “signal” likely skills 

needs.  During 2014, the economic study commissioned from Wits University was used to strengthen 

the drivers of change in each industry sub-sector as identified in the 2013 focus group discussions. 

These were further validated in stakeholder engagements.  The set of change drivers has been used 

both to indicate likely scarce or critical skills, and to strengthen confidence in scarcities suggested by 

other data.   

1.3.5 Costing – the SIPs Scarce Skills 
 
Costing models are used to calculate the growth in employment likely to result from large 

investments taking place.  The skills required for the Strategic Integrated Projects (SIPs) were 

calculated using a costing model, and triangulated through other methods as well.  Those skills 

required for the SIPs that are relevant to the Services Sector are reported in Chapter Four.   

1.3.7 Scarce Skills Magnitude 
 
In order to calculate the projected magnitudes of scarce and critical skills, the starting assumption 

was that the survey responses are representative of the population of firms of known size (i.e. small, 

medium and large firms). Given that size distribution of the remaining firms is unknown, the 

conservative position taken was to remove them from the projections. On this basis, the projected 
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magnitudes presented below are biased downwards in that they do not include information for firms 

of unknown size. Projected magnitudes are calculated based on the estimates of scarce and critical 

skills derived from the survey using the following formula: 

 

���������	
�������� = ������	����
���� ÷
�

��� − ���
 

 

Where � is the number of respondents, ��  is the total population of employers and ��  is the 

number of employers of unknown size in sub-sector �. It is important to note here that these 

projected magnitudes do not take into account the potential effects of underlying sub-sectoral 

growth patterns on scarce and critical skills.  

 

1.4 Data Sources used in this SSP Update 
 
Different research projects drew widely on the full spectrum of available data.  However, the 

primary data sources used for purposes of analysis are detailed below.   

 

Internal Services SETA Databases. Services SETA maintains a number of databases for various 

functions.  WSPs and ATRs inform SETAs of the employers' skills development needs and enable the 

SETA to provide appropriate support.  Information from these was used primarily for the 

demographic and geographic profiles, but the WSP data was also taken into consideration in 

compiling the scarce skills list.  Quality Management Division (QMD) data was used for the supply-

side information: providers, programmes, provider capacity, enrolment, retention and achievement 

rates.  Services SETA Performance Information data was also used to report on provision. 

 

The Services SETA Member database.  This is compiled by the South African Revenue Service (SARS) 

based on levies collected monthly against skills development levy (SDL) numbers. The July 2013 

upload was used for the SSP update and was analysed in Microsoft Excel. Closed companies were 

excluded from the analysis. “Unclassified” companies related to those employers whose levy paying 

status had not been verified and “unallocated” refers to companies which had not been allocated a 

sub-sector. Data was supplemented by the Stats SA Quarterly Household and Quarterly Labour Force 

Surveys, the South African Reserve Bank Annual Economic Report and the CareerJunction index 

report.  
 

The Statistics South Africa Quarterly Household Survey. The General Household Survey (GHS) has 

been conducted annually by Statistics South Africa since 2002. The survey collects information on a 

variety of subjects including education, health, the labour market, dwellings, access to services and 

facilities, transport, and quality of life.  The data was used for purposes of the labour market analysis 

as well as the economic analysis.  
 
The Statistics South Africa Quarterly Labour Force Survey. The Stats SA Quarterly Labour Force 

Survey (QLFS) is specifically designed to measure the dynamics of the South African labour market, 

producing indicators such as employment, unemployment and inactivity. It measures a variety of 

issues related to the labour market, including the official unemployment rate. The QLFS data was 

used in both the economic analysis and in the labour market analysis.   
 
South African Reserve Bank Economic Report. The South African Annual Economic Report provides 

the broader economic context of primary, secondary and tertiary sectors and the focus was on the 

review of economic events is for the calendar year 2012 and the first half of 2013. Attention is also 

given to institutional, legislative and regulatory changes introduced during the period under review 
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that have a bearing on the economy and its functioning. Data from this was used in the economic 

research.   
 
Career Junction Index. Although online recruitment information should not be used exclusively to 

determine where jobs exist and in what quantities, vacancy rates are a good signal of scarce skills. 

The Stats SA quarterly employment statistics report is based on a survey of 20,208 tax-paying private 

and public enterprises, whereas Career Junction uses a sample of 2.4 million which includes their 

portfolio of registered job seekers and the thousands of jobs published on Career Junction every 

month. Data from Career Junction was therefore used in helping to identify scarce skills.    
 

Document Review. Various legislative documents were used to inform the SSP. This is covered in 

section three, and where relevant also elsewhere in the SSP Update.   

 

1.5 Consultative Processes 
 

All the research processes described above produced a preliminary set of scarce and critical skills 

needs for the Services Sector.  Due to data weaknesses, further stakeholder validation was 

important.  Two validation exercises were conducted.  Two consultation sessions with the 

Accounting Authority and one with the Accounting Authority and the newly established Chamber 

Committees took place in 2014. These built on the validation exercises conducted with 80 Services 

SETA Associations during 2013. This was supported by customised online questionnaires for each 

sub sector with closed ended questions based on the criteria for validation. These online 

questionnaires were available for self-completion over two weeks. This methodology was adapted 

from W&RSETA and TETA where all occupations considered for the Scarce Skills List were evaluated 

by stakeholders according to six criteria.  

 

The criteria used were:  

 

• Entry to the occupation requires a long lead time of formal education and training – 3 years.  

• Skills which people acquire are being deployed for the uses intended.  

• Shortage of skills causes a significant cost to the company.      

• Hard to fill vacancies - more than 3 months to find suitable candidate    

• There is research and documented evidence to identify an occupation as a scarce skill  

• The nature of the job is critical to the core business function 

 

For an occupation to be eligible for inclusion on the Scarce Skills List, at least 3 out of the 6 criteria 

should be met. This selection process was undertaken by sub sector associations which possess the 

knowledge and understanding of skills development and could rate occupations based on the 

criteria above. 

 

Some of the scarce and critical skill priorities reflect a high degree of consistency between the 

drivers; the trends; the statistical data; and stakeholder feedback.   Services SETA therefore have a 

high degree of confidence in these.  Others are supported or contradicted by different data sets. For 

these, further stakeholder engagements will be undertaken. 

 

Other consultation undertaken included the peer review process within the SETA Clusters.  W&R 

SETA is the lead SETA for the Services SETA cluster which included the Services SETA, Transport SETA 

and Culture, Art, Tourism, Hospitality and Sport SETA. A peer review took place on 6 August 2014 

with a cluster report submitted to DHET on 15 August 2014 by the lead SETA.  
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1. 6 Future Development Work on the Services SETA Sector Skills Plan 
 

This SSP Update has drawn on all available data sets relevant to identifying scarce and critical skills in 

the sector.  It is not possible for Services SETA to be more precise about the needs of the sector 

based on these data sets. Services SETA therefore intends to address the limitations in these data 

sets through continuing to strengthen its internal data sets; and through undertaking primary data 

collection and a more rigorous employer survey.   Services SETA also intends to strengthen the 

participation of stakeholder bodies in the research processes, since at least some of these bodies 

hold data that may be of value which is not in the public domain.   

In line with the direction of the Human Resource Development Council, Services SETA will also be 

undertaking the development of provincial plans as well as sub-sector (industry-level or chamber-

level) plans.   
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Section 2: SECTOR PROFILE 

2.1 Summary of Section Two 
 
The purpose of this section is to describe the scope, size and shape of the Services Sector.  The key 

questions answered in this section are therefore: 

 

• How is the Services sector defined? 

• What are the sub-sectors, and what are the key features of each sub-sector? 

• What are the numbers and demographic characteristics of employers in the sector? 

• What are the numbers and demographic characteristics of employees in the sector? 

• What are the key trends in economic activity within each sub-sector? 

 

The Services SETA is established in terms of 70 SIC codes.  This scope of coverage is different to how 

the services sector is defined more widely, in South Africa and elsewhere.  The differences mean that 

many of the available national data sets for the economy or labour market cannot be used in very 

precise ways. 

 

The Services SETA has clustered the 70 SIC codes into 16 different sub-sectors.  Each of these sub-

sectors has characteristics, employment trends and economic drivers that are strikingly different 

from one another.  WSP data and Quarterly Labour Force data are presented in this section, showing 

the trends in economic activities, employer organisations, levy contributions and the demographic 

profile of employment in each sub-sector.  Overlaps between the Services Sector and other sectors 

are also presented, pointing to areas of collaboration required with other SETAs.   

 

Services Sector employers are largely concentrated in the Gauteng Province. Gauteng has 55.3% of 

service industry employers, followed by Western Cape with 13% and KwaZulu-Natal with 8%. The 

other provinces combined have less than 4% of service industry enterprises. The Services Sector has 

a substantial number of SMEs, of the 163 423 registered employers, 146 447 are small and micro 

businesses, 3 104 medium (16.7% increase from 2013) and 1 353 large. An analysis of all the sub-

sectors indicates that there are a high number of single owner-operated and family-run businesses.  

 

Employment within the Services Sector grew by almost 300 000 jobs between 2011 and 2014. The 

total number of employees in the sector increased from 1.4 million in 2011 to 1.7 million in 2014. 

The majority are African (71.6%), with Whites accounting for 15.8% and Coloureds 9.2% of 

employment.  There are more male workers than female workers in the Services SETA, with males 

making up 57% of the sector workforce.   

 

QLFS data also shows that the bulk of workers in Services Seta subsectors have either incomplete 

secondary education or complete secondary education (72.0%). Workers with diplomas or 

certificates account for 10.8% of the employed, while those with degrees make up 9.7%. Workers 

with no education constitute a very small share of workers (5.9 %), which is also declining over time 
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2.2 Definition of the Services Sector 
 
The Services Sector, in the South African skills development context, refers to a cluster of 70 SIC 

codes which have been determined by the Minister of Higher Education and Training, as falling 

within the scope of the Services SETA. It should be distinguished from the tertiary sector of the 

economy, which is more commonly known as the services sector in economic analyses or media 

reports.  The ministerial determination of the Sector SIC codes has delineated a sector unique to 

South Africa’s skills development landscape.  

 

There are various approaches to categorising industries and occupations used internationally in 

order to describe the “Services Sector”. The definitions from the General Agreement on Trade and 

Services (GATS) and the World Trade Organisation (WTO) refer to the tertiary sector of the economy 

concerned with the provision of services. South Africa has adopted these conventions for use 

primarily by Stats SA which is the legislated custodians of market, population, economic and 

government data in the country. The Services SETA SIC codes can be found across four Stats SA 

major divisions and six International SIC code sections as seen in Table 1.   This presents serious 

challenges to using Stats SA data for Services SETA purposes.   

 
Table 1: Stats SA and International SIC codes aligned to SETAs 

Stats SA SETA  International SIC SETA 

Major Division 1: Agriculture, 

Hunting, Forestry and Fishing 

AgriSETA, 

CATHSSETA 
A - Agriculture, forestry and fishing 

AgriSETA, 

CATHSSETA 

Major Division 2: Mining and 

Quarrying 
MQA B - Mining and quarrying MQA 

Major Division 3: Manufacturing 

CHIETA, FOODBEV 

SETA, MERSETA, 

AgriSETA 

C – Manufacturing 

CHIETA, FOODBEV 

SETA, MERSETA, 

AgriSETA 

Major Division 4: Electricity, Gas 

and Water Supply 
EW SETA 

D - Electricity, gas, steam and air 

conditioning supply 
EW SETA 

E - Water supply; sewerage, waste 

management and remediation 

activities 

EW SETA 

Major Division 5: Construction CETA F – Construction CETA 

Major Division 6: Wholesale and 

Retail trade, repair of motor 

vehicles, motor cycles and 

Personal and Household Goods, 

Hotel and Restaurants 

W & R SETA, 

CATHSSETA 

G - Wholesale and retail trade; 

repair of motor vehicles and 

motorcycles 

W & R SETA, 

CATHSSETA 

    
I - Accommodation and food service 

activities 

FOODBEV, 

CATHSSETA 

Major Division 7: Transport, 

Storage and Communication 

SSETA, TETA, MICT 

SETA 

H - Transportation and storage TETA, SSETA 

J - Information and communication MICT SETA 

Major Division 8: Financial 

Intermediation, Insurance, Real 

Estate and Business Services 

Bank SETA, FASSET, 

SSETA, INSETA 

K - Financial and insurance activities 
Bank SETA, FASSET, 

INSETA 

L - Real estate activities SSETA 

M - Professional, scientific and 

technical activities 
SSETA, FASSET 

Major Division 9: Community, 

Social and Personal Services 

SSETA, ETDP SETA, 

HWSETA, LG SETA, 

SASSETA 

O - Public administration and 

defence; compulsory social security 

SASSETA 

 

P – Education ETDP SETA 

Q - Human health and social work HWSETA 



 

 

Services SETA Sector Skills Plan 2015/16 update submitted 30 September 2014 11 

 

activities 

R - Arts, entertainment and 

recreation 
CATHSSETA 

Major Division 0: Private 

Households, Exterritorial 

organisations, Representatives 

of Foreign Governments and 

other Activities not Adequately 

defined 
  
  

SSETA, SASSETA 

  

  

T - Activities of households as 

employers; undifferentiated goods- 

and services-producing activities of 

households for own use 

SSETA 

N - Administrative and support 

service activities 
SSETA 

S - Other service activities SSETA 

 
Table 2 below reflects the Services SETA’s scope of coverage.  This classification is unique to the 

South African Services SETA environment.  Differences between the Stats SA classification and the 

SETA classification means that Stats SA data or other economic data cannot easily be used to identify 

labour market trends or economic growth.   

 

The sub-sectors as provided in Table 2 are determined by clusters of SIC codes and represent 

Services SETA employers offering services that are interrelated or have a common business activity.  

 
Table 2: Subsector Scope of Coverage  

Chamber 1: cleaning and hiring services 

Sub-sector title SIC code Gazetted industry descriptor 

Hiring Services 86025 Office machinery, equipment and rental leasing 

50500 Renting of construction or demolition equipment with operators 

85000 Renting of machinery and equipment, without operator and of personal and household 

85200 Renting of other machinery and equipment 

85300 Renting of personal and household goods n.e.c 

99029 Function and catering equipment hire 

99035 Miscellaneous item hire 

99036 Truck hire 

99037 Video hire 

99052 Truck and plant hire 

Household Services 99025 Dry cleaning and laundering 

99026 Garden maintenance services 

Domestic services 99027 Domestic services 

Cleaning Services 99002 General cleaning 

99018 Cleaning of carpet and upholstery 

99047 Pet care 

99019 Cleaning equipment and consumable supply 

Chamber 2: Communications and management services 

Marketing and 
communication 

9001 Marketing services 

9002 Marketing communications (Inc. Public relations) 

9008 Direct Marketing 

88130 Market research and public opinion polling 

99038 Brand marketers 

Contact centres 99055 Contact centre management of people 

Postal services 75110 National postal activities 

75111 Banking via post office 

75121 Mail handling 

Chamber 3: Labour and collective services 

Labour Recruitment 
Services 

88918 Permanent employment agencies 

88910 Labour recruitment and provision of staff 

88916 Private employment agencies and temporary employment services 

99045 Personnel services agencies 
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88917 Temporary employment services 

Collective services 95120 Activities of professional organisations 

95155 Professional bodies 

95991 Bargaining councils and dispute resolution 

95992 Associations, federations and umbrella bodies 

Chamber 4: Management and business services 

Business services 61421 Import and export of various metals 

88000 Other business activities 

88141 General consulting services 

88900 Business activities n.e.c. 

96490 Other recreational activities 

99000 Other service activities 

99014 Quality management and related services 

99016 Ngo management and services 

99015 Non-financial business management and management consulting 

99090 Other service activities n.e.c 

Project management 99039 Generic project management 

99056 Event and conference management excluding the operation of convention centres 

Chamber 5: Personal care services 

Hair care 99022 Ladies hair dressing 

99023 Men’s and ladies hairdressing 

Beauty treatment 99024 Beauty treatment 

99041 Nail technology including nail technologist, nail technicians and distributors and agencies 

of nail products 

99042 Non-allied registered perfumery including aromatic oils and related products, perfumery 

consultants, sales people and agencies of nail products 

99043 Health and skin care incl. health and skin care therapists, stress therapists and 

cosmetologists, slimming salons and distributors of slimming products including slimming 

machines 

99044 Make-up artistry 

99050 Distributors of slimming products including slimming machines 

99051 Distributors of makeup products and related merchandise 

Funeral services 34260 Cutting, shaping and finishing of stone 

99030 Funeral and related activities 

99033 Coffin making by funeral enterprises 

Fashion 99046 Modelling agencies 

99054 Fashion design not related to clothing 

Chamber 6: Real estate and related services 

Real estate services 50411 Decorators/interior designers and decorators 

84000 Real estate activities 

84100 Real estate activities with own or leased properties 

84200 Real estate duties on a fee or contract basis 

84201 Real estate valuation services 

84202 Property management services 

84203 Estate agencies 

99053 Values, including auctioneers 

Source: Government Gazette, no O33756 11 November 2012 

 

In order to facilitate the analysis of data covering 70 SIC codes and to provide optimal support to 

companies and organisations, the Services SETA has established six Chambers covering the 16 sub-

sectors. It is the intention of the Services SETA to organise its services and consultations within the 

Chambers, and to plan sector and skills development interventions relevant to these sub-sectors.  

 

Table 3 below describes the 16 sub-sectors by size and by levy contribution.   
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Table 3: Services SETA Sub-sectors by size and levy status  

Subsector 
Total 

Employers 

Levy Paying Employers 
 

Non Levy Paying Employers 

Total LPE Large Medium 
Small  

(20-49) 
Micro 
 (1-19) 

Unclassified Total NLP Large Medium 
Small 

 (20-49) 
Micro  
(1-19) 

Unclassified 

1. Cleaning and Hiring 
Services Chamber 

3,812 
928 

(24.3%) 
53 (5.7%) 

106 
(11.4%) 

165 (1) 565 (3) 39 (0) 
2,884 

(75.7%) 
83 (2.9%) 

121 
(4.2%) 

264 
(9.2%) 

2,052 
(71.2%) 

364 (12.6%) 

Hiring Services 2,110 
541 

(25.6%) 
14 (2.6%) 

60 

(11.1%) 

78 

(14.4%) 

358 

(66.2%) 
31 (5.7%) 

1,569 

(74.4%) 
22 (1.4%) 38 (2.4%) 87 (5.5%) 

1,153 

(73.5%) 
269 (17.1%) 

Household Services 135 
57 

(42.2%) 
0 (0.0%) 3 (5.3%) 

12 

(21.1%) 

42 

(73.7%) 
0 (0.0%) 

78 

(57.8%) 
0 (0.0%) 8 (10.3%) 

10 

912.8%) 

54 

(69.2%) 
6 (7.7%) 

Domestic services 22 7 (31.8%) 0 (0.0%) 0 (0.0%) 1 (14.3%) 6 (85.7%) 0 (0.0%) 
15 

(68.2%) 
0 (0.0%) 0 90.0%) 1 (6.7%) 

14 

(93.3%) 
0 (0.0%) 

Cleaning 1,545 
323 

(20.9%) 

39 

(12.1%) 

43 

(13.3%) 

74 

(22.9%) 

159 

(49.2%) 
8 (2.5%) 

1,222 

(79.1%) 
61 (5.0%) 75 (6.1%) 

166 

(13.6%) 

831 

968.0%) 
89 (7.3%) 

2. Marketing and 
Management Services 

3,115 
800 

(25.7%) 
22 (2.8%) 

36 
94.5%) 

66 (8.3%) 
654 

(81.8%) 
22 (2.8%) 

2,315 
(74.3%) 

19 (0.8%) 38 (1.6%) 87 (3.8%) 
2,037 

(88.0%) 
134 (5.8%) 

Marketing  2,794 
729 

(26.1%) 
16 (2.2%) 30 (4.1%) 59 (8.1%) 

606 

(83.1%) 
18 (2.5%) 

2,065 

(73.9%) 
17 (0.8%) 34 (1.6%) 80 (3.9%) 

1,828 

(88.5%) 
106 (5.1%) 

Call centres 37 
18 

(48.6%) 
5 (27.8%) 0 (0.0%) 3 (16.7%) 

10 

(55.6%) 
0 (0.0%) 

19 

(51.4%) 
1 (5.3%) 1 (5.3%) 2 (10.5%) 

13 

(68.4%) 
2 (10.5%) 

Postal services 284 
53 

(18.7%) 
1 91.9%) 6 (11.3%) 4 (7.5%) 

38 

(71.7%) 
4 (7.5%) 

231 

(81.3%) 
1 90.4%) 3 (1.3%) 5 (2.2%) 

196 

(84.8%) 
26 (11.3%) 

3. Labour and Collective 
Services 

3,377 
889 

(26.3%) 
101 

(11.4%) 
101 

(11.4%) 
82 (9.2%) 

583 
(65.6%) 

22 (2.5%) 
2,488 

(73.7%) 
141 

(5.7%) 
233 

(9.4%) 
284 

(11.4%) 
1,624 

(65.3%) 
206 (8.3%) 

Labour recruitment Services 2,693 
623 

(23.1%) 

95 

(15.2%) 

89 

(14.3%) 

73 

(11.7%) 

354 

(56.8%) 
12 (1.9%) 

2,070 

(76.9%) 

140 

(6.8%) 

227 

(11.0%) 

249 

(12.0%) 

1,306 

(63.1%) 
148 (7.1%) 

Collective services 684 
266 

(38.9%) 
6 (2.3%) 12 (4.5%) 9 (3.4%) 

229 

(86.1%) 
10 (3.8%) 

418 

(61.1%) 
1 (0.2%) 6 (1.4%) 35 (8.4%) 

318 

(76.1%) 
58 (13.9%) 
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Subsector 
Total 

Employers 

Levy Paying Employers 
 

Non Levy Paying Employers 

Total LPE Large Medium 
Small  

(20-49) 
Micro 
 (1-19) 

Unclassified Total NLP Large Medium 
Small 

 (20-49) 
Micro  
(1-19) 

Unclassified 

4. Management and 
Business Services 

133,250 
30,991 
(23.3%) 

320 
(1.0%) 

765 
(2.5%) 

2,336 
(7.5%) 

26,934 
(86.9%) 

636 (2.1%) 
102,259 
(76.7%) 

543 
(0.5%) 

1,484 
(1.5%) 

3,880 
(3.8%) 

88,552 
(86.6%) 

7,800 (7.6%) 

Business services 133,139 
30,928 

(23.2%) 

319 

(1.0%) 

763 

(2.5%) 

2,330 

(7.5%) 

26,883 

(86.9%) 
633 (2.0%) 

102,211 

(76.8%) 

543 

90.5%) 

1,482 

(1.4%) 

3,879 

(3.8%) 
88,513 

(86.6%) 
7,794 (7.6%) 

Project Management 111 
63 

(56.8%) 
1 (1.6%) 2 (3.2%) 6 (9.5%) 

51 

(81.0%) 
3 (4.8%) 

48 

(43.2%) 
0 90.0%) 2 (4.2%) 1 (2.1%) 

39 

(81.3%) 
6 (12.5%) 

5. Personal Care Services 7,964 
882 

(11.1%) 
7 (0.8%) 34 (3.9%) 80 (9.1%) 

649 
(73.6%) 

112 (12.7%) 
7,082 

(88.9%) 
22 (0.3%) 

53 
(0.7%) 

153 
(2.2%) 

5,190 
(73.3%) 

1,664 
(23.5%) 

Hair care 6,377 
615 

(9.6%) 
4 (0.7%) 12 (2.0%) 51 (8.3%) 

447 

(72.7%) 
101 (16.4%) 

5,762 

(90.4%) 
17 (0.3%) 

43 

(0.7%) 

110 

(1.9%) 

4,071 

(70.7%) 

1,521 

(26.4%) 

Beauty treatments 1,069 
151 

(14.1%) 
1 (0.7%) 9 (6.0%) 11 (7.3%) 

122 

(80.8%) 
8 (5.3%) 

918 

(85.9%) 
1 90.1%) 4 (0.4%) 15 (1.6%) 

799 

(87.0%) 
99 (10.8%) 

Funeral services 509 
113 

(22.2%) 
2 (1.8%) 

13 

(11.5%) 

18 

(15.9%) 

78 

(69.0%) 
2 (1.8%) 

396 

(77.8%) 
4 (1.0%) 5 (1.3%) 28 (7.1%) 

315 

979.5%) 
44 911.1%) 

Fashion 9 3 (33.3%) 0 0 (0.0%) 0 (0.0%) 2 (66.7%) 1 (33.3%) 6 (66.7%) 0 (0.0%) 
1 

(16.7%) 
0 (0.0%) 5 (83.3%) 0 (0.0%) 

6. Real Estate and Related 
Services  

11,652 
2,225 

(19.1%) 
14 (0.6%) 61 (2.7%) 

170 
(7.6%) 

1,859 
(83.6%) 

121 (5.4%) 
9,427 

(80.9%) 
27 (0.3%) 

70 
(0.7%) 

236 
(2.5%) 

7,864 
(83.4%) 

1,230 
(13.0%) 

Real estate services 11,652 
2,225 

(19.1%) 14 (0.6%) 61 (2.7%) 
170 

(7.6%) 

1,859 

(83.6%) 
121 (5.4%) 

9,427 

(80.9%) 
27 (0.3%) 

70 

(0.7%) 

236 

(2.5%) 

7,864 

(83.4%) 

1,230 

(13.0%) 

Unallocated 253 7 (2.8%) 0 (0.0%) 0 (0.0%) 0 (0.0%) 5 (71.4%) 2 (28.6%) 
246 

(97.2%) 
1 (0.4%) 2 (0.8%) 3 (1.2%) 

73 

929.7%) 
167 (67.9%) 

Grand Total 
163,423 

36,722 

(22.5%) 

517 

(1.4%) 

1,103 

(3.0%) 

2,899 

(7.9%) 

31,249 

(85.1%) 954 (2.6%) 

126,701 

(77.5%) 
836 (0.7%) 

2,001 

(1.6%) 
4,907 

(3.9%) 

107,392 

(84.8%) 

11,565 

(9.1%) 

 
Source: Services SETA employer database 2014 
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Table 2 provides a breakdown of levy paying (22.5 %) and non-levy paying (77.5 %) employers by sub 

sector and size of business (small, medium and large). According to the Services SETA database 

uploaded from DHET and SARS in April 2014, the Services Sector consists of 163 423 employers 

distributed across the 16 sub-sectors. The dynamics of each sub-sector are different. Some sub-

sectors may have fewer employers but high rates of employment and high turnover. Other sub-

sectors are influenced by barriers to entry such as the level of skill required for business 

establishment, the regulatory environment, capital outlay, access to markets, and technology. The 

largest sub sectors in the Services SETA are Business Services, Real Estate and Related Services and 

Hair Care. Ninety percent of the sector is made up of small companies. WSPs are received from 8% 

of the levy payers. Small companies account for 5% of the total employers while micro enterprises 

account for 85% of the sector.  

 

Levies are guided by the Skills Development Levies Act (SDLA). The SDLA requires all employers to 

pay a skill development levy (SDL) each month towards the National Skills fund. The SDLA applies to 

all employers except those in the public service; religious or charitable organisations; public entities 

funded by more than 80% by government; and employers whose total pay to workers is less than 

R500 000 annually and those that do not have to register according to the Income Tax Act. The levy 

income of the Services SETA is a portion of the 1% of payroll paid by registered employers to SARS. 

This defines levy paying employers (LPE).  Employers exempt from paying the SDL and those that fall 

within the scope of Services sector can register with Services SETA as non-levy paying employers 

(NLPE) in order to qualify to participate in specific Services SETA benefits. 

 

Table 4 depicts the number of employers per sub-sector over a three year period. Business services 

are the largest sub-sector with 133 139 (81%) employers. These are typically professional services 

organisations that are characterised by very low barriers to entry. Three sub-sectors, namely Contact 

Centres, Domestic Services and Fashion, have less than 100 employers each.  

 

Table 3: Number of Employers per Subsector 

Sub Sector 

Number 
Sub Sector 

Employers 

(2011) 

Employers 

(2012) 

Employers 

(2013) 

Employers 

(2014) 

1 Hiring Services  1859 2 020 2 041 2 110

2 Household Services 92 106 110 135

3 Domestic  Services 11 12 13 22

4 Cleaning Services 1 446 1 481 1 490 1 545

5 Marketing and Communication 2 582 2 647 2 677 2 794

6 Contact centres 29 33 34 37

7 Postal services 267 273 273 284

8 Labour Recruitment  Services 2 530 2589 2 621 2 693

9 Collective services 550 574 580 684

10 Business services 120 109 124 311 126 193 133 139

11 Project management 39 98 101 111

12 Hair care 6 301 6 321 6 337 6 377

13 Beauty treatment 997 1017 1033 1069

14 Funeral services 480 493 494 509

15 Fashion 6 6 7 9

16 Real estate services 10 895 11 082 11 207 11 652

 
Unallocated 339 253 253 253

Total 148 532 153 316 155 464 163 423

Source: Services SETA employer database (2011-2014) 
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Table 5 provides typical employers located within the sub-sectors. It aims to give an understanding 

of the sub-sector by unpacking its typical membership base. 

 
Table 4: Subsector descriptions 

Services SETA employers and their services 

Hiring Services Truck and construction plant hire; building and construction equipment; earthmoving, excavating 

and crane hire; hire function, office supplies and equipment; small tool hire; video hire; clothing, 

garment, costumes and other equipment hire. 

Household Services Garden maintenance - maintain the general health or condition, and the presentation of a garden; 

lawn mowing, lawn repair and renovation; pruning, spraying pesticides, fertilising or soil care, 

replacing old or sick plants, maintaining indoor plants, tree surgery 

Dry cleaning and laundering - family and commercial laundries; garment pressing; and agents and 

other laundry facilities. 

Domestic Services The employment of hired workers by private households for the performance house cleaning, child 

care, cooking, gardening and personal services. The performance of similar tasks for hire in public 

institutions and business, including hotels and bordering houses 

Cleaning The provision of cleaning services to individuals, households, and businesses (contract cleaning): 

general cleaning services; cleaning of carpets and upholstery; industrial cleaning and pet care. 

Marketing Includes marketing and public relations. Identifying client needs; planning and executing services to 

meet clients’ objectives; promote a company’s image or products amongst the public, researching, 

promoting, selling and distributing products or services; branding – developing public awareness of 

a company and its brand; four key roles - products and services; promotion; distribution and pricing. 

Contact centres A centralised office used for Business Process Outsourcing. The purpose is for receiving and 

transmitting large volume of requests by telephone; administering incoming calls for product 

support or information enquiries from consumers; outgoing calls for telemarketing, clientele, 

product services, and debt collection. 

Postal Services Activities related to the this service are national postal activities; banking via the Post Office; mail 

handling and courier services; connecting with the world by distributing information, goods, 

financial and government services. 

Labour 

Recruitment 

Services 

Companies offering employment services; permanent and temporary employment agencies; labour 

recruitment and provision of staff; labour broking – the provision of persons with skills needed by 

employers for a defined period of time; companies offering outsourced human resources services  

Collective Services Bargaining councils; collective bargaining on terms and conditions of employment; the negotiation 

of collective agreements; conciliation, mediation and arbitration services. 

Business Services Management consultants; business advisors; management and outsourcing of payroll services; 

administration services; quality management; Black Economic Empowerment (BEE) verification 

agencies; organisations and independent consultants providing services in a particular area such as 

quality management, general management, payroll, the environment, technology, human 

resources, marketing, communication, engineering etc. 

Project 

Management 

Methodical approach to planning and guiding project processes from start to finish; five stages: 

initiation, planning, executing, controlling, and closing. Project managers oversee teams working on 

individual projects in a variety of fields, including construction, engineering and business. An 

effective project manager needs a diverse skill set. 

Hair Care Hairdressers, hairstylists and cosmetologists offer beauty services, such as shampooing, cutting, 

colouring and styling hair. Cosmetologists may be trained to give manicures, pedicures and scalp 

and facial treatments, provider make-up analysis and clean and style wigs and hairpieces.                                                                                                 

Beauty Treatment Beauty treatment, nail technology, product distribution and marketing and sales. 

Funeral Services Burial and cremation of human or animal corpses. Related services include burial services, the 

rental of equipped space in funeral parlours, undertaking services, the rental or sale of graves and 

the upkeep and maintenance of graves.  

Fashion Fashion and modelling requirements are not dictated by the fashion trade but by the clientele. The 

main modelling categories are editorial, fashion and commercial.   

Real Estate 

Services 

Residential, commercial, and industrial property management for buying and selling; interior 

design; construction businesses requiring real estate services specialists; professional valuation 

services; auctioneers; developers adding to or replacing buildings; leasing of property; property 

management: managing a property for its owner(s), which includes facilities management; real 

estate marketing; real estate investing; any business performing a task regulated in terms of the 

Estate Agency Affairs Act 112 of 1976 and the Property Valuers Profession Act of 2000. 
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2.3 Roleplayers in other Sectors   
 
The Services SETA value chain is linked to other sectors of the economy such as the Transport Sector, 

in terms of postal courier and distribution; the Mining and Transport Sector for plant and operator 

hiring; and the Chemical and Manufacturing Sectors for products used in hair care. For this reason 

the Services SETA must work closely with these and other related sectors for the identification and 

delivery of industry-specific programmes. Table 6 demonstrates the Services SETA linkages with 

other sectors of the economy.  
 

Table 5: Linkages with other sectors 

Sub-sector Linkages to Other Sectors 

Hiring Services The Mining Sector typically hires plant and other equipment. Due to the 

seasonality and project nature, the Construction Sector hires plant and 

machinery from the Hiring services sub-sector to complete their assignments. 

Tourism and Transport Sectors interface with the sub-sector through hiring of 

vehicles  

 

Household Services Typical customers are from the Tourism, Hospitality and Environmental Sector 

 

Domestic Services Typical customers are from the Tourism and Hospitality Sector 

Cleaning The Cleaning sub-sector provides its services to the Property Sector and 

hospitals while cleaning supplies are sourced from the Chemical and 

Manufacturing Sector 

Marketing and 

Communication 

Marketing Services are required by all sectors of the economy, typically by 

organisations that do not have an internal marketing function or those that 

prefer to augment their internal skills through external expertise 

 

Contact Centres Most organisations across all sectors have internal contact centres and those 

that do not, generally outsource the function to this sub-sector 

Postal Services The Postal Service relies increasingly on the Transport Sector (courier, 

distribution) to deliver mail and parcels timeously. The provision of banking 

services through the Post Office links this sub-sector to the Banking Sector 

(Financial and commercial services). It is also linked to ICT, Marketing and 

Communication. 

Labour Recruitment 

Services 

Labour Recruitment is a service that is offered to all sectors of the economy 

either 

for permanent, temporary or seasonal employment services. This includes 

headhunting and specialist recruitment of staff. 

 

Collective Services Bargaining Councils, Associations, Federations and Umbrella Bodies all 

represent collective formations across all sectors of the economy 

Business Services Business Services, business consulting, management, payroll, administration and 

secretarial services are required by all organisations across all sectors. 

Project Management Project management is a wide field and is a function required by all sectors of 

the economy to deliver projects of various forms or sizes 

 

Hair Care This sub-sector relies heavily on the Chemical and Manufacturing Sectors for hair 

care products. Other sectors are the Health and Welfare, Wholesale and 

Retail and manufacturing sector 
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Beauty Treatment This sub-sector relies on the Chemical and Manufacturing Sectors for beauty 

treatment products. Other sectors are Health and Welfare, Wholesale and 

Retail, Tourism and the manufacturing sector 

 

Funeral Services The Funeral sub-sector value chain typically includes the Manufacturing Sector, 

Transport Sector and the Insurance Sector 

 

Fashion 
 

The Fashion sub-sector interfaces with the Clothing and Textiles Sector, 

Wholesale and Retail Sector, motion picture industry and Tourism Sector.  

 

Real Estate Services The Real Estate Services value chain includes the Agriculture, Banking, 

Construction, Development Finance, Energy, Environment and Waste, Forestry 

and Paper, Insurance, Public Sector Entity, Retail, Tourism and Leisure, Utilities 

sectors 

 

2.4 Growth in Services SETA Subsectors 
 
Levy income data indicates that the Services SETA experienced a steady growth between 2006 and 

2012. Levy income serves as a good indication of the general increase in payroll from year to year 

across the various sub-sectors. It is a reasonable proxy to gauge the level of earnings within the 

sector, and in this case it shows a slight decrease in total employee earnings from 2012 to 2013. This 

decline could be a result of reclassification as employers moved to other SETAs.  

 

An analysis of each of the 16 sub-sectors in terms of paid levies for the period 2005-2013 provides 

contrasting findings.  There appears to be no clear trend. What is evident however is the substantial 

increase in levies paid between 2005 and 2013, in both nominal and real terms.  

 
Figure 2: Growth in Skills Development Levy income over 9 years 

 
Source: Services SETA employer database 2005- 2013 
 

The table below, using data above, shows the total percentage increase in paid levies for each sub-

sector for the period 2005 to 2013.  

 

  



 

 

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 19 

 

Table 6: Percentage growth in paid levies by Subsector 2005-2013 

Sub-sector Percentage growth in  levies, 2005-2013 

*Hiring services            152 

*Household services            821 

Domestic services          3 277 

Cleaning             105 

Marketing             97 

*Call centres       10 494 

Postal services             61 

Labour recruitment services            -80 

Collective services             161 

*
1
Business services            204 

*Project management           552 

Hair care              21 

Beauty treatments            128 

Funeral services            109 

*Fashion             226 

Real estate services             52 

 

From this table, it is evident that sub-sectors of concern are ‘labour recruitment services’,  ‘hair 

care’, ‘postal services’, and ‘real estate services’, and to a lesser extent, ‘marketing’. In the case of 

labour recruitment services, postal services, and marketing, it is possible that they may have 

relocated to another SETA. With the hair care sector, it is likely that many enterprises may have 

downsized to a point where they are not required to pay the levy. Real estate services are more 

likely to be affected by changes in the growth cycle – given South Africa’s growth rate during this 

period. 

 

On the positive side, several sub-sectors, in particular, Beauty Treatments, Business Services, Call 

Centres, Cleaning, Collective Services, Domestic Services, Fashion, Funeral, Hiring Services, 

Household Services, and Project Management all show encouraging trends in the growth of the levy 

payments. It is probably more useful to look at the medium term pattern in the growth of levy 

payments (say 2005-2013), rather than the short term picture, as there could be many 

(isolated/temporary) factors influencing the latter. 

 

Given the consistent trends, it would appear that the following sub-sectors may represent the 

growth areas that SSETA needs to focus on: call centres; household services; project management; 

fashion; hiring services; and business services. 

 

There are however, two other critical drivers. The first is economic growth. Economic growth is both 

a ‘cause’ and a ‘consequence’. Higher and more sustained growth will undoubtedly have a significant 

effect on demand for services covered by Services SETA such as real estate, beauty treatments, 

fashion, and domestic services. On the other hand, growth of these sub-sectors in and of itself, can 

contribute to overall growth. Here the second factor, namely government policy and 

implementation, particularly with regard to industrial policy and small and medium businesses is 

critical. 

 

  

                                       
1 *Growth areas 
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Figure 3: Levy payers vs. Non levy payers 

 
Source: Services SETA employer database, May 2014 

 
The predominance of small and micro-sized enterprise in the sector implies that turnover is likely to 

be low and jobs not labour intensive. In terms of levy payment figures available, 74% comprise of 

non-levy payers employers. This is an increase of 2% from the previous financial year. There are 21% 

of levy payers with 10% paying less than R5000.  

 

While some sub-sectors which have shown a steady growth in the number of employers not paying 

levies, sub-sectors fluctuated. The services sector has grown over the period 2005 to 2014 along 

with the SMEs across the sub-sectors. This is mirrored in the number of employers that are not 

paying levies, which has increased from 90 942 in 2005 to 126 701 in 2014.  

 

While there has been an overall decrease, some sub-sectors such as Contact Centre, Household 

Services and Domestic Service demonstrated consistent annual growth between 2006 and 2014. The 

increase in Cleaning Services can be attributed to wage increases, expansion of companies and easy 

of entry into these sub-sectors. Companies, based on their core business activities, choose the SETA 

to which they pay their skills levies, based on their SIC code. Companies should not change their 

SETA unless there is a fundamental change in their core business.   

 

Figure 4 shows that 90% of the employers in the sector have between 1-49 employees. Those with 

between 50 and 150 employees constitute 2% of all employers. Large employers with more than 150 

employees made up 1% of all employers. Employers that have not verified their business size 

constitute 7%.  
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Figure 4 : Companies by size catergories 

 
Source: Services SETA employer database, May 2014 

 

The number of micro-enterprises appear to be increasing in the Services sector. Small enterprises 

account for 4.78% of employers while micro-enterprises account for 84.8% of the total employers in 

the sector.  

 

2.5 Workplace Skills Plans (WSPs)  
 
In 2014 the Services SETA received 2 787 WSPs, out of 36 722 levy payers in the sector, which was a 

decrease of 119 (-4%) from the previous year. The majority of these came from the Business Services 

sub-sector. The figures that follow are based on the WSP analysis. 

 
Figure 5:  Number of Employees by Occupational Group 

 
 Source: Services SETA WSP Submissions 2014 

 

According to 2014 WSP data by occupational group, 735 407 employees were employed by the 2 

787 employers. The highest number of employees was from the Elementary  

Workers band, who constituted 31.6% (198 809), Clerical support workers constituted 16.9% (87 

349) and Plant and Machine Operators and Assemblers 10.6% (61 003). There was a 1.6% drop in 

Elementary Occupations (from 198 809 to 153 399), a 0.9% increase in the Managers’ occupational 

band (from 30961 to 29 568) and a 1% decrease (from 53 178 to 48 300) in Technicians and 

Associate Professionals when compared to the previous year. This could signal that elementary jobs 
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have been lost while the sector is moving towards higher level occupations.  Prior to 2010 employers 

were not using OFO codes in their WSPs and hence the employee categories for the prior years are 

not comparable with the OFO codes used recently. The WSP submissions should be read with some 

caution as some employers may choose not to submit a WSP in one year and do so in another. 

 
 Figure 6: WSPs received from 2010 – 2014  

 
Source: Services SETA 2010-2014 WSP submission 

 
The number of WSPs submitted between 2010 and 2014 decreased. Services SETA currently have 

around the same submission rate as 2010.  

 

Figure 7: Employment statistics 

 
 
Source: Services SETA 2006-2012 WSP submissions 

 

It is reasonable to conclude that the employers submitting WSPs are the larger employers with 

resources, therefore they are likely to be employing the majority of workers in the sector. 
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2.6 GDP by Region 
 
South Africa’s economic profile is characterised by three developed and industrialised regions in 

Gauteng, KwaZulu-Natal and Western Cape. Estimates from Stats SA indicate that the highest 

economic growth rates per region for 2012 compared with 2011 were recorded in the Western Cape 

at 3,2%, Gauteng at 2,9 per cent and KwaZulu-Natal at 2,8%. In terms of contribution to GDP, 

Gauteng is by far the largest provincial economy contributing close to 40% of the national output.  
 
Figure 8: Growth rate of Gross domestic product per region 

 
Source: Stats SA Gross Domestic Product, 3rd Quarter 2013  

 

The profile of the Services Sector mirrors the three dominant provinces with 83 447 (51%) of 

employers located in Gauteng, 18 382 (11%) in the Western Cape and 11 662 (7%) in KwaZulu-Natal. 

These three provinces collectively contribute nearly two-thirds to the South African economy. The 

provinces with more remote areas such as Limpopo and Northern Cape had around 1% of Services 

Sector employers, indicating that the economy in these provinces is based largely on primary and 

secondary economic activities.  

 

Figure 9: Employers distribution by Province  

 
Source: Services SETA employer database, May 2014 
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Table 7: Employers by province and Subsector 

Row Labels EC FS GT KZN MP NC NP NW U WC Grand 
Total 

Beauty 
treatments 

38 30 445 104 19 3 10 29 162 229 1069 

Business 
services 

3733 1809 71857 8499 1670 232 1055 1702 29967 12615 133139 

Call centres   11 8   1  5 12 37 

Cleaning 76 33 525 249 61 6 16 25 315 239 1545 

Collective 
services 

33 17 265 78 24 4 18 17 104 124 684 

Domestic 
services 

  9 2     6 5 22 

Fashion 1  7      1  9 

Funeral 
services 

44 24 117 58 22 7 18 28 137 54 509 

Hair care 248 159 2524 454 118 31 47 131 1413 1252 6377 

Hiring 
Services 

130 90 714 272 93 11 31 45 320 404 2110 

Household 
Services 

8 1 39 16 5  2 4 44 16 135 

Labour 
Recruitment   

82 79 1144 364 110 6 25 91 403 389 2693 

Marketing 110 69 1184 223 29 15 27 53 604 480 2794 

Postal 
services 

13 3 148 31 10 1 3 9 24 42 284 

Project 
Management 

6 2 54 10 1  1  22 15 111 

Real estate 
services 

624 335 4310 1270 301 49 192 304 1817 2450 11652 

(blank) 22 11 94 24 12 11 18 4 1 56 253 

Grand Total 5168 2662 83447 11662 2475 376 1464 2442 35345 18382 163423 

Source: Services SETA employer database, May 2014 

 

The majority of the 16 sub-sectors (12) are represented by employers in all nine provinces, while the 

remaining sub-sectors have employers in provinces where industry supports mainly tertiary sector 

activities.  For example, the location of  Contact Centres has become immaterial due to the nature of 

the business and as such can be situated anywhere. Contact Centres were situated mainly in 

Western Cape, Gauteng and KwaZulu-Natal. The focus group discussions conducted by the Services 

SETA highlighted that the Call Centre sub-sector in South Africa had potential for growth due to the 

exchange rate of the Rand, the multilingual population, and the convenient time zone.  

 

2.7 Employee Workforce Profile 
 

Race, gender, disability, class, HIV prevalence (Transformational imperatives) 

The Constitution of the Republic of South Africa read in conjunction with the Employment Equity Act 

of 1998 (EEA) prohibits any form of unfair discrimination in the workplace in terms of race, gender, 

disability, class, HIV status and pregnancy. The EEA requires the employment profile of 

organisations, particularly in terms of race and gender, to mirror that of the economically active 

population of the country. The EEA further requires employers to “reasonably accommodate” 

people with disabilities. 
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Analysis of data collected from WSPs demonstrated that the majority of the Services 

Sector’s employees are Africans followed by Whites, Coloureds and Indians. In 2014, 

Africans constituted 71.7% (527 286) of the sector, Whites 14.5% (106 634), Coloureds 9% 

(661 86) whilst Indians represented 4.5% (33 093). Between 2006 and 2012 there were no 

significant changes to this racial pattern. In comparison to the population as a whole, 

Whites are somewhat over-represented and Africans are underrepresented.  

 
Figure 10: Employee by Race 

 
Source: Services SETA 2011-2014 WSP submissions 

 

According to the Commission for Employment Equity (CEE) 2011-2012, the Community, Social and 

Personal Services Sector was ranked as the most progressive sector in relation to employment equity 

at the top management level in terms of race and gender.  

 

Figure 11 shows the employee gender. The employment of males has seen an increase from 57% in 

2011 to 59.8% (439,773) in 2014, however it declined by 0.6% from 2013. One possible reason for a 

lower percentage of females in the industry is due to the nature of the sectoral activities. There is a 

slight increase of 0.6% in females in 2014 which accounted for 40.2% (295,633) of employees. 
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Figure 11: Employee gender split 

 
 Source: Services SETA 2011-2014 WSP data 

 

In terms of data collected from WSPs, there were 1 375 people employed with a disability in the 

sector in 2014. The figure below illustrates the types of disability in the sector.  

 
Figure 12: Distribution of disability (by type) in the sector 

 

 
Source: Services SETA 2014 WSP data 

 

HIV and AIDS have a significant impact on employment in South Africa. According to Statistics SA's 

mid-year estimate for 2014, an estimated 10.2% of the total South African population was HIV 

positive. For women in their reproductive ages (15-49), this proportion was approximately 18.5%. 

HIV rate increased by 0.2% from the previous year.  

2.8 Characteristics of Services Seta Employment 
 

Due to the problems with WSP data, Services SETA commissioned the 2014 labour market analysis in 

an attempt to develop a more accurate demographic profile of employment in the Services Sector. 

This research suggests that employment within the Services Sector grew at an average annual rate of 
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4.6% per annum—or more than 200 000 jobs—between 2011 and 2014. Specifically, employment 

increased from 1.4 million in 2011 to 1.7 million in 2014. The majority of the employed are African 

(71.6%), with Whites accounting for 15.8% of employment and Coloureds 9.2%. Employment growth 

for Africans in the sector has been robust: Africans account fully for the increase in total 

employment in the sector in the Services Seta, with growth averaging 6.9% annum. Employment 

growth for the remaining three race groups was not statistically significant. 

 

Table 8:Demographic composition of employment in Services Seta, 2011-20142 

  2011 2012 2013 2014 Change 

2011-2014 

('000s) (%) ('000s) (%) ('000s) (%) ('000s) (%) ('000s) %  

Total  1 440  100.0   1 508  100.0   1 592  100.0   1 647  100.0   208  4.6  * 

By Race            

African  967   67.1   1 027   68.1   1 057   66.4   1 179   71.6   213   6.9  * 

Coloured  114   7.9   132   8.8   170   10.7   151   9.2   37   9.7   

Asian  49   3.4   42   2.8   72   4.5   56   3.4   8   5.1   

White  310   21.5   307   20.3   293   18.4   261   15.8   (50) (5.6)  

By Gender            

Male  889   61.8   892   59.2   906   56.9   950   57.7   61   2.2   

Female  550   38.2   616   40.8   686   43.1   697   42.3   147   8.2  * 

By Age            

15-24 years  174   12.1   144   9.5   158   9.9   140   8.5   (33) (6.9)  

25-34 years  527   36.6   572   37.9   568   35.7   610   37.0   84   5.0   

35-44 years  411   28.6   433   28.7   525   33.0   544   33.0   133   9.8  * 

45-54 years  217   15.1   255   16.9   235   14.8   238   14.5   21   3.1   

55-65 years  111   7.7   105   6.9   106   6.7   115   7.0   4   1.2   

By Education            

No secondary  122   8.5   113   7.5   106   6.7   97   5.9   (26) (7.5)  

Incomplete second.  500   34.7   528   35.0   545   34.2   581   35.3   81   5.1   

Complete second.  485   33.7   520   34.5   547   34.4   605   36.7   120   7.7  * 

Diploma/Certificate  176   12.2   196   13.0   180   11.3   179   10.8   2   0.5   

Degree  146   10.1   139   9.2   178   11.2   160   9.7   15   3.2    

Source: Services SETA Labour Market Analysis Research Report 2014, based on first quarter editions of Quarterly Labour 

Force Surveys (Stats SA) 

 

There are more male workers than female workers in the Services Seta, with males making up 

almost six out of every ten workers (57.%) in the Services SETA. There has been a slight increase in 

the share of female workers in the Services Seta since 2011, up 4% points from 38.2% in 2011.  

 

Employment in Services Seta subsectors in 2014 is concentrated between the ages of 25 and 44 

years, with this age group accounting for 70% of employment. This age group also fully accounted 

for the growth in employment since 2011: 35 to 44 year olds alone accounted for more than 60% of 

employment growth, growing at close to 10% per annum. The remaining 30% of workers is split 

between those aged 45 and 54 year (14.5%); 15 and 24 years (8.%); and those aged between 55 and 

65 years (7.0%). The data clearly shows that workers in the Services Seta are mostly early- to mid-

career workers, with only a small proportion of within ten years of retirement age (65 years).  

 

                                       
2 Data weighted according to the latest weights based on Census 2011. Proportions may not add to 100 due to rounding. No secondary 

education includes all individuals who have progressed no further than grade 7 within the schooling system. Diplomas/Certificates includes 

N4, N5 and N6 qualifications, as well as diplomas and certificates with and without grade 12. Higher diplomas and post higher diplomas 

are included under degrees. An asterisk (*) indicates sta;s;cally significant changes at the 95 per cent level and a dagger (†) indicates 

changes at the 90 per cent level. 
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QLFS data also shows that the bulk of workers in Services Seta subsectors have either incomplete 

secondary education or complete secondary education (72.0%). Workers with diplomas or 

certificates account for 10.8% of the employed, while those with degrees make up 9.7%. Workers 

with no education constitute a very small share of workers (5.9 per cent), which is also declining 

over time. This is a trend observed generally amongst the employed in South Africa as very few 

young people enter the labour force with no education. Employment growth was particularly strong 

amongst those with matric certificates: employment rose by 120 000 over the period at an average 

annual rate of 7.7% per annum. Overall, then, the `typical’ Services Seta worker is African, male, 

between the ages of 25 and 44 years, and has some level of secondary education. 

 

2.9 Sub sector trends 
 

Communications and Marketing Services 
 
The Consumer Protection Act (68) of 2008 impacts on this sub-sector as it contains many provisions 

relating to the marketing of goods and services. In particular, it provides for a standard cooling-off 

period if goods or services were promoted by way of direct marketing and also prohibits unsolicited 

direct marketing. The Broad-based Black Economic Empowerment legislation is seen as creating 

barriers to entry and resulting in high staff turnover and loss of skills. There has been change in 

government departments who now employ communications staff rather than contracting a 

communications company, thereby reducing the demand for private industry services. The recession 

has had a big impact on the sub-sector as many organisations have cut their budgets for 

communication and marketing. The recession has also resulted in a skills drain, with experienced 

professionals emigrating. There is a decrease in clientele, services, and sales but an increase in the 

scope of work. Multinational are entering the emerging markets in South Africa. These factors are 

resulting in more players in a shrinking market space.  

 

The growth in technologically-driven social media and networks has changed the nature of the 

marketing and public relations business. The consumer market is more easily accessed through 

online marketing and advertising, resulting in the decreased use of specialist marketing, 

communication or public relations enterprises. Digital communication is a growth factor in the 

communication and Public Relations industry.  

 
 
Contact Centres 
 
Contact Centres make up 70% of the business process outsourcing services. It is still a young 

industry, having expanded in the 70s and 80s. Critical factors such as technology upgrades to 

compete internationally; employing persons with disability; social networking (e.g. Twitter, 

Facebook) for which not all of the industry is ready; correct technology to support non-voice make it 

difficult for the sub-sector to keep up to date with technology, especially SMEs. Presently 73% of 

Contact Centres fall within the small business category.  

 

Government initiatives such as tax incentives and rebates for those starting contact centres are 

viewed as falling below the norm of international counterparts, making it less attractive for 

international investors. The industry worldwide is growing at a faster rate with countries like India 

and China being favoured by international investors due to their low labour costs. This has impacted 

on the growth of the domestic market. There is a growing need for contact centre agents to be 

diverse in South African indigenous languages. 
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The industry suffers high staff turn-over as it is seen as a stepping stone to employment by young 

people. Many Contact Centres operate 24/7 and this impacts on the health of employees. 

Employees are more susceptible to illness, fatigue, little family interaction, and a decrease in social 

life. The loss of productivity impacts on profit and many companies are finding a Contact Centre 

difficult to sustain. Staffing providers for the industry are being affected by amendments to labour 

legislation.  Training is essential for all contact centre operators and this has high cost implications. 

There is potential to create employment in this industry, particularly as government has identified 

business process outsourcing and off-shoring as a growth area under IPAP and the National 

Development Plan.   

 
Cleaning Services 
 
A trend in the Cleaning Services sub sector has been an increase in the number of small companies 

entering the market. Big national companies prefer to procure one large cleaning company to 

service all their offices in all provinces. This puts the smaller cleaning company at a disadvantage, 

restricting them to servicing residential clients. Another challenge is that companies that have high 

standards are competing with “fly by night” operators who do not have the required resources, 

knowledge, and ability to fulfil tasks. This makes the industry appear unprofessional and 

compromises consumer trust in the industry.  

 

Career growth is limited and competitive. The regulation around minimum wages for cleaning 

services is rarely followed and is extremely low. South Africans also experience competition from 

foreigners who work at cheaper rates.  

 

Traditionally the cleaning industry has a poor environmental reputation resulting from its heavy use 

of energy, water and chemicals that can cause environmental problems. There has been an increase 

in the number of businesses adopting green policies.  These range from recycling office paper, to 

using green cleaning products. This presents a growth opportunity for the Cleaning Services sub-

sector.  

 

Household and Domestic Services 
 
Critical issues affecting this sub sector relate to hygiene, dangerous chemical knowledge, application 

and knowledge of green cleaning methods. If not addressed, the industry may experience accidents 

and even fatalities as employees engage in hazardous tasks without proper guidance and safety 

rules.  

 

Gardening can be profitable if the individual has proper skills and the business is managed properly. 

In South Africa the majority of garden service workers are untrained labourers without formal 

qualifications. Many business owners require business management training in order to 

professionalise their services and make their business more profitable. The workforce in the 

household, domestic and cleaning services sub-sector has become more organised with employers 

noticing higher levels of union activity. Employers also reported an increase in the number of cases 

taken to the CCMA. Training in this area will be important to support compliance, and in helping to 

develop self-regulation and standards for the industry in relation to good employment practice and 

accountability. In addition training is required for tendering and getting contracts set up for these 

sub sectors. 

  

 
Hiring Services 
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Hiring Services are mainly third party outsourcing services in the private and public sectors. There 

are high costs to entry due to the price of equipment and machinery especially for heavy duty 

vehicles, plant equipment and machinery used for construction and mining. Plant hire is a major 

industry in South Africa and it has been estimated that there are between 28 000 and 30 000 

operators currently in the market place. This sub-sector experiences low profit margins which are 

affected by tax changes which negatively impacts on emerging small operators. The Hiring Services 

sub-sector has the potential to grow and increase employment with government’s planned Strategic 

Integrated Projects, and the continued human settlement development plan. High fuel, 

transportation and maintenance costs also affect the sub-sector. The sub-sector also requires access 

to skilled workers and technicians, many of whom are scarce.  

 

The health and safety regulatory environment is governed by numerous regulations (mining, 

construction, labour and municipal) which are not aligned and in some instances unclear. This 

enables unscrupulous operators to find gaps and get away with operating in these sub-sectors with 

life threatening high risk factors. Adoption of safety standards and regulations are becoming 

compulsory. 

 

Little to no enforcement of occupational standards has also affected the sub-sector. Vehicle 

operators are required to have a minimum Grade 9, Code 10 driving license and licenced operator 

training. Due to the low levels of enforcement unscrupulous operators are providing licences which 

lead to higher fatality incidents. 

 

There is no sectoral determination for the Hiring services sub-sector. Low wages and non-

compliance to basic conditions of employment are widespread. The industry has been associated 

with labour broking. The hiring industry is male-dominated due to its demands for long periods of 

time away from home. The prevalence of HIV and AIDS has also affected the hiring services sub 

sector.  

 
 
Postal Services 
 
There has been a decrease in the government subsidy in the public sector Postal Services. 

Government interventions for the expansion of postal services to rural areas are not being 

implemented as speedily as anticipated. This has been identified as a Strategic Integrated Project 

enabler and an area of growth. Mail volumes have dropped and the Post Office continues to lose 

customers to technology-based communication platforms.  Broad-Based Black Economic 

Empowerment policy has created opportunities for women in the private sector. 

 

Space created for private services has meant competition for public Postal Services. In the private 

sector the services offered include courier services, counter-to-counter at Postal Service offices, 

delivery to private or business addresses and various speeds of delivery. The public Postal Service 

has adapted and expanded services to include Postal Banking. This has had an impact on the skills 

needs of the public postal services as the industry is required to upgrade skills of employees. 

Operations within the sub-sector have become more computer-driven and have felt the effects of 

rising fuel price in transportation for deliveries.  Digital technologies can provide additional channels 

for the market to offer efficiencies on the operational side of the business and bring value-add to 

services.  

 
Labour Recruitment Services 
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The majority (74%) of the industry are SMEs and 68% are non-levy paying companies. A major factor 

affecting the industry is impending labour law amendments and the negative impact stakeholders 

see these as having on the private employment services sector. The legislative changes are seen as 

increasing the administration cost for compliance of business, making smaller businesses difficult to 

sustain. It is envisaged that temporary employment services will become less attractive for clients to 

use. The increased decent work requirement with the legislation will eliminate exploitative practices, 

ensuring health and safety standards for workers. Industry experts have acknowledged that the 

legislation will increase cooperation on wage negotiations, increase skills development, and help to 

achieve decent work standards. Technology has influenced the industry with a growing challenge 

from smaller Labour Recruitment agencies in competition with larger companies who have the 

resources to recruit online.  

  
Real Estate and Related Services 
 
The economic downturn from 2007 to 2009 affected the industry and brought a decline in business. 

Large established businesses dominate the market, making it difficult for new entrants to establish 

their businesses. The employment and remuneration model also affects the industry as it is 

commissioned-based and makes the industry unattractive for potential new entrants.  

 

The sub-sector is challenged by a lack of clarity in sectoral determination in the Estate Agents Act. 

Estate agent employment status as defined in terms of the Estate Agents Act is not aligned with the 

Basic Condition of Employment Act and Section 200A of the Labour Relations Act. This discourages 

new entrants and transformation as well as compliance with paying Skills Development Levies. Over-

regulation and the lack of implementation further create a poor perception of the occupation and 

leaves consumers vulnerable and exposed. The Real Estate sub-sector is characterised by an aged 

workforce and succession plans need to be put into place. The average age of a Real estate 

professional is currently 64.  

 

The Estate Agents Act is viewed as out-dated and does not speak to the Skills Development Act. The 

Sectional Title Eviction Act makes it difficult to evict tenants from a property, resulting in devaluation 

of the property and severe loss of revenue. The Real Estate sub sector has moved to the Department 

of Human Settlement from the DTI’s portfolio. Due to the overlap with the Department of Public 

Works, the Estate Agency Affairs Board has experienced difficulty implementing its mandate.  

 

Talk of nationalisation of land is resulting in investor withdrawal but impacting positively on property 

ownership and development. Debilitating crime (including corruption, lack of security, law and order 

challenges) results in some international investors withdrawing from South Africa.  

 

The National Credit Act is hampering the industry as banks are very strict in providing financing for 

potential property owners and developers. In evaluating home loan applications, lenders are obliged 

to thoroughly assess the applicants credit history, determine whether repayment is affordable, 

supply a quotation and a pre-agreement and ensure that the terms, the content and the implications 

of the credit agreement is understood. One of unintended effects of the NCA is that the approval 

process could take longer than before. High interest rates, inflation fluctuations and high taxation 

(e.g. transfer duties) have added to the growth challenge of the sub-sector. Poor performance of 

municipalities leads to delay in property transfers and poor cash flow makes a real estate business a 

high risk with financial institutions.  

 

The inadequate definition of occupational scope is limited to sales and rentals and does not include 

fractional ownership, time share, and commercial property brokering.  Access to information via the 

internet has diluted the impact of agents. Technology is important for agents but the number of 
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techno-competent agents is limited and the cost of technology set-up is high. A significant number 

of Real Estate agents in the 2013 SSP consultations expressed the need for further capacitation 

linked to computer skills, especially for virtual house viewing which is becoming popular for busy 

clients.  

 

Environmental factors impacting on this sub-sector include lack of water management affecting 

building operations. At present “greening” carries high costs for the industry. The identification of 

relevant green skills addressing the national strategies presents  an opportunity for the Real Estate 

state sub-sector to play a greater role.  

 

 
Funeral Services 
 
Funeral Services has seen growth in private cemeteries and crematoriums. Cremations are becoming 

increasingly the preferred option. The sub-sector is governed by an array of non-aligned legislation 

at national, provincial and local government levels. At the national level the Departments of Home 

Affairs, Health and South African Police Services have legislation that impacts on the sub-sector. 

Each province and its local municipalities have their own legislation but there is a lack of regulatory 

enforcement and unethical operations are on the rise. Health and safety is an issue for the sub-

sector. The lack of regulation has the potential to result in the spread of high risk infections. The sub-

sector also experiences high staff turn-over.  

 
Business Services 
 
The sub-sector comprises of small and micro enterprises of which 91% have fewer than 49 

employees. Large international management consulting businesses are dominating the market 

space. As a result, a high number of smaller business advisors are leaving the country. The economic 

recession has also resulted in emigration.  

 

Entry into the sub-sector is largely dependent on acquiring high-level skills and the trajectory to 

competence for sustainable professional businesses which require a number of years of work 

experience. The sub-sector has yet to determine more accurately the knowledge base competency 

and road map to professional competency. Learning towards competency is reliant on coaching and 

mentoring. Growth of SMEs is reliant on business advice, mentorship and access to finance. 

Continuous professional development programmes are important for the retention of developed 

professional skills.  

 

Government’s development plans create a huge potential for growth in this sub-sector in rural areas. 

The lack of protection for intellectual property rights affects this sub sector. 

 

Collective Services 
 
Except for the CCMA, this sub-sector is made up of voluntary associations; federations; umbrella 

bodies and professional bodies. These bodies are faced with the challenges of struggling for 

relevance, acquiring and increasing membership and funding. They are largely dependent on 

volunteers to run the organisations and those that can, recruit employees with limited basic skills to 

run the organisations. Unless supported by legislation, these bodies will continue to struggle to 

promote their services, social values and membership. The CCMA deals with the complexity of 

labour legislation for which it needs skilled people with both intermediate and high level skills. The 

view of the CCMA is that engagement with higher education institutions is necessary to ensure the 

public receives better services.  
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Project Management 
 
Service delivery and economic growth are dependent on the quality of project management skills 

available in the country especially in the light of the Strategic Infrastructure Projects (SIPs). Project 

Management is a cross-cutting skill needed in all social and economic sectors. Currently there are 

about 200 000 project managers in the public sector. Government’s development projects and other 

large scale and large budget human and social development projects require high quality project 

management skills. The demand for project management skills is increasing. International companies 

have seen the gap and are beginning to take up the space in South Africa and the rest of the 

continent.  

 
Hair Care Services 
 
The Hair Care industry tends to be highly informal and entry into the industry is not controlled. 

Municipalities have health and trading regulations but these are not adhered to and municipalities 

do not have the capacity to enforce these by-laws. Product suppliers are providing short term 

training which is not in line with industry standards. In some of this training, products and ethics, 

health and environmental safety and the handling and disposal of dangerous chemicals are ignored. 

The lack of training standards control means hairdressers with no understanding of the dangers to 

environment and health are practicing. Employers in the sub sector have stated that there are 

products being distributed in the African market that have been banned in Europe and North 

America. These factors contribute to formal businesses closing down.  

 

Trends observed in formal hair care companies suggest a decrease in the number of young new 

entrants, and an increase in the availability of consumer products and hair care practitioners from 

across the African diaspora operating in South Africa. Formalised hair care employers require 

qualified hairstylists. Current and past key trends in employment are that there is an increase in 

contract workers (“renting a chair” approach
3
), high staff turnover, learners providing cheap labour 

and a reduction of client activities during economically difficult periods. Businesses in this sector are 

mainly SMEs (73%) and many employees experience unfair labour practice (e.g. unreasonable 

working hours). Finally there is a growing demand for qualified hairstylists in the Afro hair industry. 

 

The Accounting Authority of the Services Sector Education and Training Authority (SSETA) has 

realised the legacy issues faced by the Hairdressing sub-sector and in response has established an 

internal Hairdressing Task Team for this purpose.  Some of the Hairdressing sub-sector challenges 

are: 

• Delays in certification of learners on the three Hairdressing qualifications prior to 

qualifying to write a trade test 

• Inadequate number of external evaluators 

• Delays in the process of uploading of learner achievements  resulting in backlogs 

• Lengthy verification process that leads to delay in certification 

• Lack of accredited trade test centres 

• Creation of a pool of trade test assessors and moderators through capacitation 

• Updating of the occupational profiles for the Afro-Hair in line with the Minister’s call 

for the SETA to be responsive to the jobs that exist in the sector 

 

Beauty Treatment 
 

                                       
3 A number of hairstylists rent chairs in a salon structure and each is responsible for servicing their own customers who walk into the salon. 

They pay a daily rate to the owner for the sapce they have each rented in the salon 
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The Beauty Treatment industry requires formal education and training, provided mainly at Higher 

Education Institutions. The beauty therapy profession is regulated by the Allied Health Professional 

Council who does not cater for lower entry level occupations. The mandate of the Council also does 

not provide adequate controls regarding setting up operations. This is the mandate of municipalities 

which do not have the capacity to control entry and enforce health and trading by-laws. Other 

challenges are legislation which does not prohibit foreign therapists from opening businesses which 

are usually at cheaper rates. 

 

The sub-sector is a critical value-add for the tourism industry and therefore raising skill standards 

will have an impact on the growth of tourism as well as the creation of employment.  There is an 

increase in demand for Botox treatments as more clients want to look younger. These treatments 

need to be performed by highly skilled therapist. Franchisers, many of whom advertise online, can 

disenfranchise smaller Beauty Treatment businesses. However small Beauty Treatment companies 

still make up 86% of this sub sector although dropping by 2% from 2013. 

 
Fashion  
 
This sub-sector is made up of nine employers most of whom are small companies. This sub-sector 

employs cheap labour and in certain instances, models pay huge sums of money to embark on a 

modeling career. Employers have stated a possible growth area for models is in the filming industry, 

which is experiencing strong growth in South Africa.   

 

Fashion companies engage in business activities that cut across design, manufacturing, marketing, 

retail and enterprise management. These enterprises have also diversified into fashion accessory 

design (e.g. head apparel, jewelry, shoes and bags).  The industry is highly competitive and 

dependent on individual creativity and the protection of intellectual property. Intellectual property 

laws in South Africa are weak and pose a challenge to business sustainability. Employers mentioned 

that traditional beadwork designed and produced in South Africa is used overseas for interior design 

and this “downgrades” the value of some of the local designs and products. There is therefore a 

need for stronger intellectual property rights to protect this value and maintain the competitiveness 

of the local industry globally.  

 

Globally and locally, retail chain stores are diversifying into offering unique designed products which 

traditionally were available through the boutique retail industries. This is an area of growth that the 

local fashion industry needs to tap into. Although the design aspect is highly skilled, the down-

stream skills of pattern-making, cutting, and tailoring are mid-level skills that enable entry at the 

lower end of the sub-sector. This sub-sector has also been affected by technological advances as 

technology based design and pattern-making are becoming more prominent.  

 
Events Management 
 
Events are year-round from funerals to weddings to workshops and concerts. Demand for skills is at 

all levels from Welder to Events Manager. This sub-sector has low barriers to entry and competition 

from smaller companies is on the increase. There is a move towards regulated services and 

standards through government policy and legislation. The Events Bill is in the process of being 

developed and promulgated into law. There is a focus on greening events with the 

acknowledgement that events leave a large carbon footprint. Event organisers are starting to look at 

“greener” events in SA.  

 

Recent economic times have seen corporates cutting their marketing and function budgets which in 

turn affects the sub sector. With a booming middle class in the country, private individuals are 
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increasingly using the services of event management companies for their private functions, parties 

and weddings. There is an increased use of technology in the management of events and often this 

requires sophisticated technological skills, especially when events are broadcast internationally or 

streamed over the Internet. Given the temporary nature of such events, businesses often use 

temporary staff for events with a small core of permanent staff. 
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Section 3: DEMAND FOR AND SUPPLY OF SKILLS IN THE 
SERVICES SECTOR 

3.1 Summary of Section Three 
 
The purpose of this section is to describe the demand for - and supply of - skills in the Services 

Sector.  The key questions answered in this section are therefore: 

 

• What are the political, economic, social, technological, environmental and legal factors 

driving the demand for labour and skills in the Services sector? 

• What is the total number of new jobs anticipated in the sector over the next five years due 

to economic growth (growth demand)? 

• What is the total number of workers anticipated to leave the sector over the next five years 

(replacement demand)? 

• What is the supply of skills into the sector? 

 
The PESTEL analysis suggests that the political, social and legal environment are all impacting 

negatively on the Services Sector, in ways that suggest certain categories of skills development.  The 

greening of the economy and the increasing role of technology both point to growth potential, again 

requiring attention in skills development.   

 

Employment growth in the Services Sector is estimated at an aggregate 14.4% (or an annual 4.6%) 

over the past 3 years.  However, this is highly uneven across sub-sectors.  For example, employment 

in Business Services grew 20.1%, whereas employment in Hiring Services shrank by 15.4%.  

Replacement demand in the Services Sector is estimated at roughly 10% per annum.  On the current 

workforce of 1.7 million, replacement demand would therefore be roughly 170 000 new entrants 

required by the sector each year; added to the roughly 70 000 new entrants required to fill new job 

opportunities. The Services SETA sub-sectors have grown with a bias towards medium and low-

skilled occupations in the past three years.  

 

It has not been possible to link supply-side data closely to the demand-side data in this SSP Update, 

due to misalignment between SOC codes, OFO codes and qualifications.  However, the supply-side 

data does point to strikingly low retention and achievement rates in TVET programmes, HEI 

programmes as well as in Services SETA-funded interventions.   

 

3.2 PESTEL Analysis 
 
PESTEL analysis is a standard analytical framework that examines the political, economic, social, 

technological, environmental and legal factors in the environment.  This section is a summarises the 

environment impacting on skills in the Services Sector.  It has been informed by the labour market 

analysis. 

 

3.2.1 Political Analysis 
 

Until the global economic crisis of 2009, South Africa had enjoyed sustained, albeit moderate, 

growth. The recession caused a loss of more than a million jobs, specifically those of unskilled and 

semi-skilled labour. At the same time, the lack of a well-qualified workforce is the primary factor 
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limiting the continued development of the economy. For these reasons, education and training are 

at the top of the political agenda. In this regard, much more attention needs to be paid to improving 

the quality of primary and secondary education. When the workforce has benefited from better 

quality education, investment in skills development is much more cost-effective. 

 

The labour relations climate following the Marikana tragedy raises cause for concern especially 

because of its potential implications for investment in the country and sustainable economic growth 

in the medium to long terms. The need for a ‘social compact’ between government, labour and 

business to drive a coordinated strategy for growth and development is now increasingly urgent. 

 

The extent of poverty and inequality in the country represents probably the greatest challenge to 

the South African government and the largest threat to economic and social stability. Using a very 

conservative measure of poverty (a household income of R2090 for a family of five in 2009 prices), 

the National Development Plan showed that almost 40% of the country’s population is currently 

below this low income level. In the medium term, poverty can only be addressed through a 

sustained effort to improving education and health outcomes, enhanced skills development, and 

promoting economic growth that is much more inclusive so that those who are currently excluded 

can be drawn into the formal economy in much greater numbers. 

 

There is considerable evidence also to show that South Africa is one of the most unequal countries, 

irrespective of whether inequality is measured in terms of income or wealth, or the distribution of 

other assets such as land and education. Moreover, there is growing evidence that demonstrates 

that inequality is a serious impediment to growth, and is furthermore a source of social stability, 

reflected in higher crime levels, lower social mobility, and higher levels of child and maternal 

mortality. The challenge to address inequality with appropriate political, economic, and social 

measures has thus become increasingly important and urgent. 

 

3.2.2 Economic Analysis 
 

The services sector is particularly crucial in the South African economy because the manufacturing 

sector has yet not been able to develop to a point that is in line with its status as an upper middle- 

income country. Hence, the contribution of the services sector to GDP and employment is relatively 

high.  

 

By comparison, among fast growing developing countries, India is distinctive for the role of the 

services sector. Where earlier developers grew by exporting labour-intensive manufactures (e.g. East 

Asian countries such as Taiwan, Singapore, South Korea, and more recently China), India has relied 

to a greater extent on services. Although there are other emerging markets where the share of 

services in GDP exceeds the share of manufacturing, India stands out for the dynamism of its 

services sector. However, there are some critics who have raised doubts about the quality and 

sustainability of the increase in services-sector output. Moreover, employment in services is 

concentrated in the informal sector, personal services, and public administration, where the scope 

for adding value to GDP and productivity improvement is limited. The main criticism here is whether 

shifting labour from agriculture directly to services confers the same benefits in terms of 

productivity growth and living standards as the more conventional path of shifting labour from 

agriculture to manufacturing in the early stages of economic development. 

 

The services sector in South Africa reflects the dualism of the country’s economy. On the one hand, 

there is a ‘first-world’ services sector comprising, for example, the IT, communications, real estate, 

and financial sectors. On the other hand, there is a significant ‘developing country’ services sector, 

comprising ‘lower level’ activities in which the scope for productivity is much lower. Nevertheless, 
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given the high levels of unemployment in South Africa, the services sector, particularly that 

component of the sector for which the SSETA is responsible, represents an opportunity for the 

development of some medium-, to high-level skills to enhance employment creation particularly in 

small and medium-size enterprises. 

 

3.2.3 Social Analysis 
 
According to the latest population estimates provided by Stats SA from the Census 2011 South 

Africa’s population is estimated to be 51.77 million disaggregated by province as follows: 

 
Table 10: Population estimates by province 

 
Province Population Estimate % of Total Population 

Eastern Cape  6 562 053 12.7% 

Free State  2 745 590 5.3% 

Gauteng  12 272 263 23.7% 

KwaZulu-Natal  10 267 300 19.8% 

Limpopo   5 404 868 10.4% 

Mpumalanga  4 039 939 7.8% 

North West  3 509 953 6.8% 

Northern Cape  1 145 861 2.2% 

Western Cape  5 822 734 11.2% 

Total  51 770 560 100.0% 

 

Source: Stats SA Census 2011 Statistics, 2012 

 

Women comprise approximately 51.3% of the population. The largest province is Gauteng followed 

by KwaZulu-Natal whilst the Northern Cape continues to remain the province with the lowest 

population. Nearly one-third (29.2%) of the population are younger than 15 years and approximately 

5.3% (2.7million) are 65 years or older. Of those younger than 15 years, approximately 23% (3, 66 

million) live in Gauteng and 19, 4% (3, 07 million) live in KwaZulu-Natal.  

 

The National Development Plan, Vision 2030 provides a synopsis of demographic trends that all 

national planning, including sector skills planning, needs to take into account (NPC, 2011). It is 

expected that by 2030 the population will reach 58.5 million with about 70% living in urban areas. 

Although the precise number of immigrants in the country is not clear, estimates are that 

immigration will add another 0.1% and 0.2% to the country’s population. HIV and AIDS infection 

rates have stabilised at about 10% and improved treatment has reduced the death rate, whilst life 

expectancy is rising again. The metropolitan areas of Gauteng, eThekwini and Cape Town are the 

fastest growing regions. The country is experiencing declining fertility rates. It is expected that by 

2030 the number of 0-5 year olds will decline by 400 000, six year olds will stabilise and 7 to 17 year 

olds will decrease by 500 000.  

 

The distribution of the population across the rural-urban divide and across provinces, as affected by 

the migratory patterns emerging, will have implications for the growth of the Services Sector which 

will affect skills development planning and human resource and infrastructure planning over the 

next five years.  
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HIV and AIDS have a significant impact on employment in South Africa. Stats SA reported 

approximately 10.6% of South Africa’s population or 5.38 million people were living with HIV in 

2011. HIV and AIDs infection rates have since stabilised and improved treatment has reduced the 

death rate. Life expectancy is rising again. However the sub-sectors are still feeling the effects of HIV 

and AIDS resulting in absenteeism, scheduling challenges, stigmatisation and discrimination and the 

impact of decreased productivity on profit loss.  

 

Expanded social assistance and other grants by the Department of Social Development have greatly 

improved the lives of millions of beneficiaries, including women and children. Government increased 

grants from 1.9 % of GDP in 2000/01 to about 3.3 % in 2007/08 and the number of beneficiaries 

rapidly grew from 3 million to 12.4 million.(15) This change in social grants policy decreased the 

incidence of poverty amongst individuals by at least 15%.(16) Despite these progressive changes in 

the living standards of some individuals, many continue to live in shacks and informal dwellings 

scattered across all cities in the country. There are currently 16.2 million grant recipients in South 

Africa. Treasury expects the number of grant recipients to rise to 16.6 million by 2016/17, which will 

cost the government R137 billion in grant expenditure.
4
  

 

3.2.4 Technological Analysis 
 

Technology is driving growth in Africa, especially in the poorest areas (Forbes Africa, 2014).  In the 

Services Sector context, technological developments can put new demands on companies, or 

provide new possibilities for developing or improving market activities as well as products. Some 

jobs that exist today did not exist a decade ago. The Services SETA needs to identify those jobs that 

will become obsolete in the future as well as technology-based jobs that will be in demand.  

 

In the future employers will require fewer workers but they will need to have acquired multiple 

skills. It is projected that workers will be required to rotate around different projects and managers 

will need to be skilled to guide projects, measure performance, encourage innovation, manage 

talent and communicate effectively. This presents new skills development challenges for the Services 

Sector.  

 

South Africa has a bandwidth limitation. According to the latest Akamai State of the Internet report, 

South Africa ranks 80th worldwide for average internet connectivity speed at 2.1 Mbps. An 

additional challenge is that South Africa has low literacy levels and user sophistication limitations. As 

a result computer literacy and social media skills are in high demand. This is in corroboration with 

the 2013 focus group sessions and survey. 

 

Social media is a collective term used to describe a variety of online platforms that allow users to 

interact, create and share online content. Sites like Facebook, Google +, Twitter, YouTube, LinkedIn, 

Myspace as well as millions of blogs and forums have been used to market businesses. Facebook has 

more than 900 million active users and Twitter has almost 300 million. Skills development in terms 

of training on the different social media platforms should be included in in the short term. 

 

3.2.5 Environmental Analysis 
 
The primary purpose of “green occupations” is to reduce the negative environmental impact and 

contribute to environmental, economic and social sustainability. Green occupations are related to 

                                       
4
 Eighty20 Bottom of the Pyramid Report 2014, SANT Budget 2014 Vote 19 Social Development 
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national initiatives that require a shift in its focus to contribute to processes, systems, and activities 

related to: 

 

• Developing and adopting renewable sources of energy; 

• Reducing the consumption of energy, fossil fuels and raw materials; 

• Enhancing energy and resource efficiency; 

• Reducing greenhouse gas emissions; 

• Decreasing waste and pollution; 

• Recycling materials; and  

• Preventing the loss of biodiversity and restore ecosystems. 

 

The Department of Environmental Affairs (DEA) compiled the “Environmental Sector Skills Plan for 

South Africa” in 2010. According to the DEA, macro-economic trends such as the Green Policy Paper, 

which strives to install 5 million solar power panels by 2020, creates a demand for skilled resources, 

training and development and environmental enterprises development. The 2015 target in the 

National Waste Management Strategy is that 69 000 new jobs would have been created in the waste 

sector and 2 600 additional SMMEs and cooperatives would be participating in waste services 

delivery and recycling. Goods and Services marketed currently contribute between 1% and 1.6% of 

the country’s GDP. This has been identified as one of the projected growth areas in the next few 

years as it drives the need for environmental skills. This presents new economic development 

possibilities, influencing the skills demand associated with greening the economy. 

 

The Services SETA has identified Cleaners and Hairdressers as jobs that contribute to the green 

economy through the use and disposal of chemical products and the demand on environmentally 

friendly products.  

 

The Services sector also forms part of the value chain of the green economy by assisting with 

business, project management, marketing and sales skills and will support green initiatives by 

offering these skills through partnerships.  

 

3.2.6 Legal Analysis 
 

In his National Budget Speech (February 2013), the Minister of Finance recognised economic 

competitiveness as central to growth and the creation of jobs. The country’s high rate of 

unemployment has led to various initiatives in an effort to stimulate job creation, namely:  

 

• A revised youth employment incentive 

• Funding for the Special Economic Zones (SEZ) Programme 

• Continued simplification of the tax requirements for small, medium and micro-enterprises 

(SMME) 

• R827 billion budgeted for various infrastructure projects over the next three years 

• The Industrial Policy Action Plan (IPAP) 2013/2014  

 

Key related developments enhancing skills development and directly impacting on the operations of 

the Services SETA are the following: 

 

The Quality Council for Trades and Occupations (QCTO): Various policies have been developed 

around implementation of the QCTO, including Development Quality Partners (DQPs), Assessment 

Quality Partners (AQPs) and curriculum and assessment which will have implications for Services 

SETA planning.  
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BBBEE codes: The revised BBBEE codes were released in October 2012 for public comment and 

include a key provision to revise the skills development element, increasing the weighting from 15% 

to 20%.  

 

Grant Regulations: The new Grant Regulations were released on 3 December 2012. The main 

purpose of the regulations is to improve the focus, management and effectiveness of SETA grant 

spending. The regulation limits spending on administration to 10.5% with a maximum of 0.5% 

allocated to the QCTO for the roll out of PIVOTAL programmes. It reduces the allocation from 50% to 

a maximum of 20% for mandatory grants to qualifying levy paying employers. At least 80% of the 

discretionary grants are to be spent on programmes that address scarce and critical skills needs for 

the sector. The remaining 20% is for interventions designed to implement the SSP. Implementation 

was effective from 1 April 2013.  

 

The White Paper for Post-School Education and Training: The Paper focuses on improving the 

quality of the TVET colleges by developing appropriate programmes; upgrading lecturer 

qualifications; capacity building for management and governance; improved learner support; 

utilising appropriate information technology systems for learning and management; and building 

strong partnerships between colleges and employers in the public and private sectors.  

 

The Services SETA is currently forging strategic partnerships with 12 TVET Colleges, as one of its 

strategic focus areas, aimed at ensuring improved access to quality learning programmes, increased 

relevance of skills development interventions and building strong partnerships between 

stakeholders and social partners. 

 

Other Relevant Policies:  A summary of other policies relevant to skills development – and their 

implications for the Services Sector - is provided immediately below.   
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Macro Policies Implications for the Services Seta 

New Growth Path (NGP): The NGP sets out the overarching 

government strategy for achieving inclusive growth through 

large scale employment creation. The goal is to create 5 million 

jobs over the next 10 years. 

The strategy aims to forge a consensus on the new 

opportunities within South Africa, across the continent and 

globally, and how these can be used to achieve socially 

desirable and sustainable outcomes. There is focus on exports, 

to the region and other growing economies, of South African 

goods and services. 

Services SETA’s response would be to identify: large infrastructure projects where sector industry 

players were involved and assist in finding development and employment potential; where employment 

creation is possible, including along the value chains in the services sector; potential for small business 

expansion, rural development opportunities and areas of the economy where the services sector can 

contribute to green industry and environmentally friendly production processes. This will be discussed 

further in the SIP section 

 

The National Industrial Policy Framework (NIPF) and 
Industrial Policy Action Plan (IPAP). IPAPII sets out seven sets 

of critical policies: stronger articulation between macro and 

micro economic policies; industrial financing; leveraging public 

and private procurement, including alignment of BBBEE and 

industrial development initiatives; trade policies including 

tariffs and measures such as SQAM (standards, quality 

assurance and metrology); competition and regulation to 

lower costs for investments and poor households; skills and 

innovation policies. 

The review of IPAPII highlights the role of the Services Sector to include: small business development; 

linking the services sector and other industrial sectors where growth is being planned; and the growth of 

South African services throughout Africa and abroad.  From a Services SETA perspective IPAPII requires 

assistance with skills development during the expansion phase. Services SETA is currently engaged in the 

DTI-Monyetla Project, which involves training contact centre personnel. The key lessons learned will be 

used to inform future projects of a similar nature. 

 

The biggest challenge facing Services SETA is its engagement with the broader services sector and that 

includes ICT and financial services, utilities, public services and tourism, and their relevant SETAs. This 

way forward should be coordinated by IPAPII. The Services SETA will engage with the DTI and DHET to 

consider the collation of a coherent “services sector development strategy” that defines the roles of the 

various SETAs and addresses some of the interface issues that will also impact on IPAP implementation. 

The National Skills Accord is one of the first outcomes of social 

dialogue between Government and social partners on the New 

Growth Path. The commitments are to expand training using 

existing facilities; to place interns; to set training ratios; to 

increase investment in training; to set annual targets for 

training in state-owned enterprises; to improve SETA 

governance and financial management; to align training to the 

NGP and improve SSPs; and to improve TVET College 

performance. 

The Services SETA Strategic Plan is already aligned to a number of these commitments such as 

internship placements, the improvement of SETA governance and financial management, aligning 

training to the NGP, and improving SSPs. The National Skills Accord aims to empower South Africans to 

implement the accord’s commitments by mobilising the private sector, organised labour, communities 

and government in a partnership to expand skills in order to create five million new jobs by 2020, in 

support of the New Growth Path. 

The Youth Employment Accord was signed on 18 April 2013 to 

address youth unemployment in the country by expanding 

employment opportunities and empowering youth in the 

The Services SETA seeks to supports the Youth Employment Accord with training interventions. 
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economy. Some of the strategies include: 

• Job creation 

• Training, internship, apprenticeship and private sector 

commitments 

• Youth Brigades who would serve communities and in 

turn provide work experience and training 

Human Resource Development Strategy (HRDSSA) 2010-
2030: The strategy aims to enhance employee skills and 

knowledge to increase productivity and in turn support 

economic and social development.  

The Services SETA will play a role in contributing to reducing the poverty and unemployment; 

to provide skills and knowledge to the workforce and enable transformation; and to improve national 

economic growth through competitiveness of the South African economy by skills development and an 

increase in NVC to support and increase SMEs and the strategy. 

Rural Development and Land Reform The strategy focusses on 

building communities, strategic investment in old and new 

infrastructure and the land reform programme. 

 

Different regions have different characteristics such as the 

tenure of the land, availability of water, proximity to markets, 

and migration, settlement patterns and local legislation. For 

this reason it is necessary to develop local strategies rather 

than a broad-based implementation plan. 

Development of Services SETA  Provincial Development Plans through Provincial forums. The Other 

assistance would be to build the supply chains for rural economic growth. Through working with TVET 

Colleges located in rural areas, the Services SETA could assist with skills development specific to area 

requirements. Key industries that have been identified to open job opportunities for the youth in these 

rural districts are Hairdressing, Funeral Services, Cleaning and Gardening maintenance, Project 

Management and Business Administration Services. In order to maximize the impact of rural 

development interventions, the Services SETA has selected six rural, economically underdeveloped 

districts to support as part of the rural development strategy. The districts are Vhembe District, 

Limpopo; uMkhanyakude District, KZN; O.R Tambo and Alfred Nzo District, Eastern Cape; Thabo 

Mofutsanyane District, Free State; and  Gert Sibande District, Mpumalanga 

Strategic Integrated Projects (SIPs) In 2012 Government 

adopted an infrastructure project that was intended to 

transform the economic landscape by creating a number of 

new jobs, strengthening the delivery of basic services, and 

supporting the integration of African economies. Headed by 

the Presidential Infrastructure Coordination Commission, plans 

culminated in 18 Social Infrastructure Projects (SIPs) that have 

been developed and approved to support economic 

development and address service delivery in the poorest 

provinces. An amount of about R 850 billion is being 

committed to these SIPs over a period of three years. 

The Services SETA has an integral role to play in terms of using the SIPs as a training platform. The 

nature of the Services SETA constituent industries is that they follow economic activity. As the SIPs are 

being implemented they will invariably interface with Project Management Services, Hiring Services, 

Labour Recruitment, Cleaning Services, Gardening Services, Collective Services such as dispute 

resolution and wage negotiation services, Business Services and Real Estate Services. While some of the 

Services SETA sub-sectors may only interface with the SIPs as service providers and not fully partake in 

the projects, the scale of these projects will require the Services SETA to carefully develop plans for 

coordinating skills development efforts and ensuring optimal impact 

Poverty Alleviation Strategy By offering Skills development at rural districts, the Services SETA will contribute towards poverty 

alleviation in the country. 
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3.2.7 Themes Emerging from the PESTEL Analysis Relevant to the Services Sector 
 
The challenges facing the sub-sectors are diverse but common threads have emerged from the 

PESTEL analysis.  

 

Formalisation affects many industries within the Services Sector. Informal employers are at risk of 

their skills needs not being communicated to or catered for by the Services SETA. In addition there 

may be no agreed standards with regards to scope of occupations, work standards and ethics as well 

as education and training. In order for the sector to have a coherent and standardised framework of 

qualifications and training programmes as well as career development pathways it will be necessary 

for occupational and professional standards to be agreed for various work contexts of the sub-

sectors. The Services SETA is committed to assisting the Hair Dressing, Cleaning, Beauty Treatments 

and Funeral Services sub-sectors to work towards professionalising their occupations in the long 

term.  

 

The limited professional statutory regulation or self-regulation that exists in the Services Sector 

affects businesses operation.  Except for the Real Estate, Labour Recruitment and Contact Centre 

sub-sectors, all other sub-sectors lack a strong enforcement and regulatory regime. As a result there 

is an absence of agreed standards in terms of: wage determinations, quality processes and systems, 

entry into the sector, quality management systems for how organisations in the sector should 

operate health safety and environmental standards, uncoordinated organised employer formations 

and minimal organised labour formations. Where professional bodies exist attention is also given to 

ethics and the setting of ethical standards, and this is often lacking in parts of the sector.  

 
The sector includes many SMEs and is open to high levels of job insecurity. Employers tend to rely on 

contract work from both the private sector and government which can be inconsistent and may lead 

to periods of forced staff retrenchment. These employers are vulnerable to economic changes and 

increased costs – e.g. fuel, transport, equipment, products etc. This is particularly evident for Hair 

Care, Postal, Cleaning and the Hiring sub-sectors.  

 

There are few labour bodies representing the employees in the services related sub-sectors. 

However this is indicative of the Services Sector internationally. For example domestic workers are 

generally not in trade unions and private households would tend not to come together in an 

employer association. For different reasons some occupational groups, for example real estate 

agents and management consultants, would tend to regard themselves as professionals and turn to 

professional bodies to protect and advance their interests rather than trade unions. So whilst there 

are sub-sectors where there is some level of collective organisation (cleaning and contact centres) 

generally the situation is one of poor levels of unionisation. The Services SETA’s role will be to help 

sub-sectors to identify and capacitate stakeholder structures around these issues.  

 

Stakeholders identify strict labour laws and interference from government as a negative factor in the 

growth and stability of the sector. There will be an on-going need for training in relation to labour 

law and changes in labour law as they occur.  

 

The use of technology has become an imperative especially with regard to competitiveness. This 

means that across the sub-sectors, Services Sector enterprises find that they have to invest in 

technology. These advancements have resulted in some job losses but also provide opportunities for 

growth. Skills development planning will need to address both enabling existing employees to adapt 

to new methods and processes, and to position companies to increase their market share using 

technology to give them a competitive advantage.  
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Through the sub-sector and chamber consultations, sub-sectors such as Hiring Services, Domestic 

and Household Services, Cleaning, Hair Care, Beauty Treatment, Funeral Services and Real Estate 

Services identified environmental health and safety as issues that required more attention. Related 

issues include hygiene, the handling of dangerous chemicals and goods, waste management and 

innovative green solutions. General health and safety are reflected in the critical skill list and more 

specialised occupations such as Waste Manager and Pest Control Specialist are in the scarce skills list 

- this will be discussed in more detail in section 4.  

 

The Consumer Protection Act of 2011 has had a profound impact on how companies conduct their 

business. This Act applies to the supply of all goods and services (including importers, distributors, 

retailers and other role-players in the supply chain), as well as to the promotion and marketing of 

these goods and services. It regulates common business practices like advertising, marketing, 

contracts, standard terms and conditions, product labeling, promotional competitions, pricing 

policies, returns policies, franchises, business names, product liability and product safety. Businesses 

will have to take greater care when interacting with customers to ensure that transactions are fair, 

reasonable and honest. Companies  not abiding by the CPA face penalties of a fine of up to  10% of 

turnover, or fines and a prison sentence of up  to 10 years where orders of the authorities are not  

complied with. 

 

 

3.3 Growth Demand in the Services Sector 
 

3.3.1 Economic Growth in the Services Sector 
 

Section 3.2 identifies the environmental factors impacting on the industries who fall under the 

Services SETA.  Section 3.3 now turns to the demand for skilled labour within the sector.  Projected 

growth in employment is known as “growth demand”, and is essentially derived from projected 

growth in sector output.   

 

In terms of the economic data available for the major division Finance, Real Estate and Business 

Services from Stats SA, the GDP for the sector increased from around R249 billion in 2002 to over 

R400 billion in 2012. This represents a weighted average annual growth rate of 5.53%. Within this 

group the Services SETA Business Services Cluster accounted for 22.4% of South Africa’s GDP, 

positioning it as an important contributor to the South African economy with its contribution of 

R415 billion in 2012. 
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Figure 13: Finance, Real Estate and Business Services Sector GDP 

 
Source: Stats SA Gross Domestic Product, 4th Quarter 2013: 25 February 2014 

 
In the fourth quarter of 2013, growth in this major division was reportedly due to increased activities 

of the commercial bank and contributed 0.5% of a percentage point based on growth of 2.4% of the 

economy. 

 
Figure 14: Sector contribution to GDP growth rate 

 
Source: Stats SA Gross Domestic Product, 4th Quarter 2013: 25 February 2014 

 

Figure 14 illustrates the percentage change in GDP for the Finance, Real Estate and Business Services 

Sector and the Personal Services Sector, against the percentage change in GDP for the economy as a 

whole. Finance, Real Estate and Business Services contributions were the largest at 19.3%, while 

personal services during the fourth quarter were measured at 14.9%. Growth in GDP for the Services 

sector outperformed the economy in several quarters between 2012 and 2013. It is necessary for 

the Services SETA to conduct economic research in the future to disaggregate and understand the 

contribution made by each of the Services SETA’s 16 sub-sectors in the economy. 

 
The Services Sector has shown sustained growth in the last two years, in terms of job creation and 

expansion of services into other African countries. The Services SETA forms part of this wider sector.  

The Services Sector accounted for approximately two-thirds of Gross Domestic Product (GDP) and 

70% of employment in 2010. (Stats SA, 2010).  Figure 16 indicates that the tertiary (services) sector 

of the economy witnessed positive, consistent growth quarter on quarter, with the exception of the 



 

 

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 47 

 

first and second quarters of 2009. In contrast, in the primary (mining and agriculture) and secondary 

(manufacturing) sectors volatile growth patterns persisted.  

 

Figure 15: Value added growth rates in industry Sectors  

 

 
Source: Stats SA Gross Domestic Product, 4th quarter 2013 

 
Stats SA reported the largest industries, as measured by their nominal value added in the fourth 

quarter 2013.  These were Finance, Real Estate and Business Services (21.2%); General Government 

Services (18,3%); the Wholesale, Retail and Motor Trade and Catering and Accommodation Industry 

(17.3%) and the Manufacturing Industry (11.7%). During 2012 and 2013 the global economy 

continued to feel the effects of the global financial crisis.  
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Figure 16: Gross Domestic Product by Sectors 

 

 

 

 

 

Source: South African Reserve Bank Annual Economic Report 2013 

 

As illustrated in Figure 16, the tertiary sector demonstrated resilience relative to other sectors of the 

economy in the recession of 2009. Growth in the real value added by the finance, insurance, real-

estate and business services sector increased from a rate of 2.9 % in 2012 to 3.3 % in 2013. Growth 

in the tertiary sector, which constitutes around 60% of total GDP, lost some momentum in 2012 

although still contributing 1.9% to the overall economic growth. This level of stability acted as a 

protection against job losses experienced in other economic sectors.  

 

Overall, South Africa experienced a slow rate of economic growth in 2012 and the first quarter of 

2013. However the tertiary sector recorded the strongest and most consistent pace of growth since 

the global recession in 2009. This trend shows that the sector is relatively more stable than other 

sectors of the economy and acts as a buffer during economic downturns. It also shows that the 

sector is a key contributor to economic growth, skills upgrading and job creation. The Services SETA 

thus has a major role to support skills development in a steadily growing sector. It requires the 

Services SETA to scale up and expand its activities as the economy and workforce shifts towards the 

sector. The Services SETA strategy for the next five years must ensure it supports the stability shown 

by the services sector during economic downturns through appropriate skills development. The 

Services SETA must also support SMEs as they can be employment creators in the economy.  

 

3.3.2 Employment Trends in the South African Labour Market 
 

While the impact of the Global crisis on South Africa’s economy was relatively benign, its impact on 

the labour market was dramatic: close to one million jobs were lost during the first three quarters of 

2009—in both the formal and informal sectors—and total employment was as low as 13.7 million in 

the third quarter of 2010. As a result, unemployment rose rapidly, the response to a massive 

increase in the number of non-searching unemployed (also referred to as discouraged work seekers). 
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Figure 17: South African labour market trends since 20085 

 
Source: Services SETA Labour Market Analysis Research Report 2014, based on Quarterly Labour Force Surveys (Stats SA) 

 

In the three years to the first quarter of 2014, employment growth has averaged 2.7 % per annum 

however only 42.6% of the working age population were employed in 2014. The World Bank (2014) 

reports the employment-to-population ratio for individuals aged 15 years and older in 2012 at 39 %, 

compared to 63% in upper middle-income countries (of which South Africa is one), and 65 % in sub-

Saharan Africa. 

 

Table 12: Labour market indicators, 2011 and 20146
 

 2011Q1 2014Q1 Change 

Absolute Ave. Ann. Growth Rate 

Total population Aggregates (‘000s)  51 322   53 429   2 108  1.4  

Working-age population  33 535   35 432   1 897  1.9  

Employed… of which …  13 927   15 084   1 157  2.7 * 

Formal non-agricultural  9 799   10 798   999  3.3 * 

Informal non-agricultural  2 284   2 342   58  0.8   

Agriculture  629   710   82  4.2   

Private households  1 216   1 234   18  0.5   

Unemployed (official definition)  4 599   5 068   470  3.3 * 

Narrow labour force  18 526   20 153   1 627  2.8 * 

Unemployed (expanded definition)…of which 

… 
 6 842   7 424   582  2.8 * 

Non-searching unemployed  2 243   2 355   112  1.6   

Expanded labour force  20 769   22 508   1 739  2.7 * 

Rates (per cent)      

Employment-to-population ratio  41.5   42.6   1.0  0.8   

Labour force participation rate      

Official definition  55.2   56.9   1.6  1.0 * 

Expanded definition  61.9   63.5   1.6  0.8 * 

Unemployment rate (official definition)      

Overall  24.8   25.2   0.3  0.4   

Youth (15-24 years)  50.2   53.2   3.0  1.9   

Unemployment rate (expanded 
definition)Overall 

 32.9   33.0   0.0  0.0   

Youth (15-24 years)  61.0   62.9   1.8  1.0   

 

Rising labour force participation rates have increased unemployment rates as labour force growth 

slightly outpaced employment growth over the period. The unemployment rate has increased since 

                                       
5
 Data are weighted according to the latest weights based on Census 2011. 
6 Data are weighted according to the latest weights based on Census 2011. Proportions may not add to 100 due to rounding. Asterisk (*) 

indicates statistically significant changes at the 95 per cent level and a dagger (†) indicates changes at the 90 per cent level. 
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the first quarter of 2011, reaching 25.2% Youth unemployment rates are considerably higher and 

appear to have been rising more rapidly than the overall unemployment rates, although these 

increases are not statistically significant. 

 

Within total employment, the tertiary (or services) sector is the largest sector, accounting for 71.7% 

of employment nationally in 2014. This is followed by the secondary sector (20.8 % of) and the 

primary sector, which accounts for 7.5 % of employment. Three of the four largest employment 

sectors in the economy are located within the tertiary sector: CSP services employs 3.4 million 

individuals (22.8 %of total employment); Wholesale and retail trade employs 3.2 million (21.2 %) and 

Financial and business services employs 2.1 million (13.6 %).  

 

Table 13: Total employment by industry, 2011-2014 
7
 

  2011 2012 2013 2014 Ave. Ann. 

Growth Rate 

2011-2014 

(‘000s) (‘000s) (‘000s) (‘000s) (per cent) 

Agriculture  629   694   766   710  4.2   

Mining and Quarrying  335   363   394   424  8.1   

PRIMARY  964   1 057   1 159   1 135  5.6 † 

Manufacturing  1 909   1 838   1 861   1 808  -1.8   

Utilities  100   96   124   130  9.1   

Construction  1 095   1 043   1 086   1 200  3.1   

SECONDARY  3 104   2 976   3 071   3 138  0.4   

Wholesale and Retail Trade  3 125   3 214   3 034   3 195  0.7   

Transport, Storage and Comm.  778   834   872   897  4.9 † 

Financial and Business Services  1 742   1 859   1 918   2 050  5.6 * 

CSP Services  2 993   3 098   3 301   3 433  4.7 * 

Private Households  1 216   1 262   1 222   1 234  0.5   

TERTIARY  9 853   10 267   10 347   10 808  3.1 * 

TOTAL  13 927   14 308   14 580   15 084  2.7 * 

Source: Services SETA Labour Market Analysis Research Report 2014, based on Quarterly Labour Force Surveys (Stats SA) 

 
Over the past three years, employment growth has been most rapid in the primary and tertiary 

sectors. The primary sector has grown at an average annual rate of 5.6 %, with the tertiary sector 

growing at 3.1 %. Job creation in the secondary sector remains weak, with the level of employment 

in 2014 virtually unchanged to 2011. However, the Tertiary sector has accounted for more than four 

in five (82.5 %) of net job creation since 2011. Growth in this sector was driven by particularly rapid 

growth in Financial and Business Services (5.6 % per annum); Transport, storage and communication 

(4.9 %) and Community, Social and Personal (CSP) services (4.7 %). These three sectors combined 

accounted for 75 % of net job creation with 40 % of net job creation occurring in the CSP services 

sector over the three-year period. 

 

 
 

                                       
7 Notes: Data are weighted according to the latest weights based on Census 2011. Proportions may not add to 100 due to rounding. An 

asterisk (*) indicates statistically significant changes at the 95 per cent level and a dagger (†) indicates changes at the 90 per cent level. 
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Table 14:Total employment by occupation, 2011-20148
 

  2011 2012 2013 2014 Ave. Ann. 

Growth Rate 

2011-2014 

(‘000s) (‘000s) (‘000s) (‘000s) (per cent) 

Managers  1 216   1 169   1 202   1 347  3.4   

Professionals  796   795   936   880  3.4   

HIGH SKILLED  2 012   1 964   2 138   2 226  3.4   

Technicians  1 557   1 640   1 614   1 584  0.6   

Clerical  1 403   1 503   1 532   1 612  4.7 * 

Service and sales  2 018   2 078   2 077   2 285  4.2 * 

Skilled agricultural workers  79   68   75   65  -6.3   

Crafts  1 718   1 703   1 677   1 740  0.4   

Operators and assemblers  1 222   1 177   1 314   1 266  1.2   

SKILLED  7 998   8 169   8 290   8 552  2.3 † 

Elementary  2 961   3 188   3 179   3 306  3.7 * 

Domestic workers  956   986   974   1 000  1.5   

LOW SKILLED  3 918   4 174   4 152   4 305  3.2 * 

TOTAL  13 927   14 308   14 580   15 084  2.7 * 

Source: Services SETA Labour Market Analysis Research Report 2014, based on Quarterly Labour Force Surveys (Stats SA) 

 

Growth in employment since 2011 was most rapid amongst low-skilled and amongst high-skilled 

workers, although the change for the latter is not statistically significant. Roughly one-third of net 

job creation occurred in low-skilled occupations, driven by rapid growth in the employment of 

elementary workers of 3.7% per annum. Strong growth was also observed for service and sales 

workers and clerical workers, which accounted for 23.1% and 18.0% of net job creation respectively. 

In each instance, the occupational category’s share of net job creation exceeds its 2014 share of 

employment by a considerable margin.  

 

It is therefore clear that employment growth over the past three years has been relatively strong in 

Services SETA sub-sectors. Further, the occupational composition of employment growth indicates 

that it has been relatively broad based, with growth evident at all skill levels and, in particular, in 

occupational categories generally covered by Services Seta. This growth in employment implies 

increased demand pressure on the supply of skills and, if these growth trends continue, demand 

should remain strong. 

 

3.3.3 Employment Growth in the Services Sector Labour Market 
 
The Quarterly Labour Force Survey (QLFS) data was also used in this analysis to examine and 

understand employment trends within the Services SETA sub-sectors. As noted, this data is not 

disaggregated as per the Services SETA’s scope of coverage.  For the purposes of the analysis, the 

following Services Seta labour market SIC codes only were therefore included: 

 

• 751 (postal and related courier activities); 

• 841 (real estate activities with own or leased property); 

• 842 (real estate activities on a fee or contract basis); 

• 851 (renting of transport equipment); 

• 852 (renting of other machinery and equipment); 

• 853 (renting of personal and household goods n.e.c.);
9
 

                                       
8 Notes: Data are weighted according to the latest weights based on Census 2011. Proportions may not add to 100 due to rounding. An 

asterisk (*) indicates sta;s;cally significant changes at the 95 per cent level and a dagger (†) indicates changes at the 90 per cent level. 
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• 881 (legal, accounting, bookkeeping and auditing activities; tax consultancy; market 

research and public opinion research; business and management consultancy); 

• 889 (business activities, n.e.c.); 

• 951 (activities of business, employers’ and professional organisations); 

• 952 (activities of trade unions); 

• 959 (activities of other membership organisations); and 

• 990 (other service activities). 

 

“Other service activities’ (SIC 990) category includes, amongst others, beauty treatments, funeral 

activities, cleaning, call centres, hair care, fashion, household services and some business services. 

These SIC codes do not fully represent the sub-sectors as there are codes that have been excluded 

from the QLFS including Business Services (880), Real estate activities (840), Rental activities (850) 

and Marketing (900), which suggests that these industries could be underrepresented.  

 
Table 14 presents employment by sub-sector for the first quarters of 2011 to 2014. Growth in 

employment was 14%, similarly to national employment growth for that period. Employment 

growth was partly driven by the business activities n.e.c category (20.1%) and the Activities of 

Membership category (24.3 %). The Business activities n.e.c category includes temporary employees 

that are employed through labour broking agencies. These sub-sectors show the highest growth 

rates and also make up the largest proportion of workers in the Services SETA which speaks to the 

significant growth of labour broking activities over the past decade.
10

 The second largest sub-sector, 

although less than a third of the size of business services, is the ‘Other service activities’ category. 

Growth in this sub-sector, has also grown through small business, particular, informal business. 

 

Table 15: Employment by sub-sector, 2011-201411
 

  2011 2012 2013 2014 Growth 

(‘11-‘14) 

 (‘000s) (‘000s) (‘000s) (‘000s) (per cent) 

Postal and related courier activities 68 67 73 70 2.1 

Real estate activities 79 81 88 80 1.2 

Renting of equipment, machinery and goods 44 39 48 37 -15.4 

Legal, accounting, bookkeeping and 
consulting 

150 140 184 170 13.9 

Business Services N.E.C  808  915 901 971 20.1 

Activities of business, employers  18  15 9 18 4.9 

Activities of trade unions  7  10 12 7 6.5 

Activities of  and associations  43  52 50 53 24.3 

Other service activities  223 188 228 240 7.7 

Total  1 440   1 508 1 592 1 647 14.4 

Source: Services SETA Labour Market Analysis Research Report 2014, based on Quarterly Labour Force Surveys (Stats SA) 

 

Rental activities shows a decline in employment levels (-15.4 %) in the period whilst real estate 

activities (1.2%) and postal activities (2.1 %) showed marginal growth. Economic growth over the 

past twenty years has favoured growth in the services sector over sectors such as manufacturing 

which have stagnated and primary sectors such as mining and agriculture which have declined. This 

implied a decline in employment opportunities for low and medium skilled workers. The sub-sectors 

considered within the Services Seta however, tends to grow with a medium- and low-skill occupation 

bias.  

                                                                                                                       
9 The abbreviation “n.e.c.” stands for “not elsewhere classified”. 
10

 It should be noted that not all sub-sectors that labour brokers operate in are included in the scope of the Services Seta (e.g. nursing and 

construction). However, given the nature of the data, these activities may or may not be included under the SIC code 889. 
11

 Notes: Data are weighted according to the latest weights based on Census 2011. Proportions may not add to 100 due to rounding. 
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Table 16 describes employment by occupation in the first quarter of 2014. The bulk of employment 

is made up of medium-skilled occupations with the bulk in Services (38.12 %) and the rest in 

technician, clerical, craft, and operator type occupations. In particular, the Postal (70.43%), Real 

Estate (63.89%), Business services n.e.c (63.91%) Activities of unions (91.08 %) and other service 

activities (61.85%) categories are made up to a large extent of medium skilled occupations. Around 

22.42% of the combined sub-sectors are made up of low skilled occupation. Elementary occupations 

have been driven by activities of business (26.42 %), business services n.e.c (26.27 %), other service 

activities (26.%).  

 

The growth trajectory of South African labour market demand, particularly through the growth of 

financial services over the last twenty years, has tended towards high skilled labour (Bhorat et al. 

2014). A predominant share of high skilled occupations through professionals (and to a lesser extent, 

managers) is only observed in the legal, accounting and consulting category (51.35%) and activities 

of memberships and associations (46.50 %). Both of these sub-sectors have exhibited growth in high 

skilled occupations accompanied by the business activities n.e.c sub-sector although, this sub-sector 

shows higher growth in medium skilled occupations. 

 

A number of sub-sectors have yielded decidedly higher growth in medium-skilled occupations such 

as crafts (69.78%) and skilled (85.82%) activities between 2011 and 2014. In particular, highest 

medium-skilled growth is observed in trade unions (613.09%), Business activities n.e.c (333.24%) and 

the other services category (236.24%). Growth in the Business n.e.c category has been driven by 

labour broking activities whilst growth in the ‘other’ category has grown through increasing informal 

sector employment and the growth of small business. However, when considered on an aggregated 

basis, medium skilled occupations have experienced lower growth between 2011 and 2014 than low 

skilled occupations, 17.83 to 19.18 % respectively. Growth in low-skilled occupations has been 

observed in real estate (231.94%) and activities of trade unions (88.89 %) and activities of other 

memberships (66.27%). 
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Table 16:Occupational and skill composition of employment by sub-sector, 201412
 

 Postal Real estate Rental of equipment & goods Legal, accounting, consulting Business service n.e.c. 

Thousands Per cent Thousands Per cent Thousands Per cent Thousands Per cent Thousands Per cent 

High Skilled  8   11.5   15   18.9   14   38.4   87   51.4   95   9.8  
Managers  8   11.5   14   17.5   13   36.1   18   10.8   54   5.6  

Professionals  -   -   1   1.5   1   2.3   69   40.5   41   4.2  

Medium Skilled   49   70.4   51   63.9   23   61.6   75   43.9   620   63.9  
Technicians  -   -   8   10.0   2   4.8   29   17.2   57   5.9  

Clerical  30   42.4   10   12.1   6   15.1   -   -   93   9.6  

Service  2   3.1   32   40.5   -   -   46   26.7   426   43.9  

Skilled agricultural  -   -   -   -   5   14.1   -   -   3   0.3  

Crafts  -   -   1   1.3   6   16.0   -   -   17   1.8  

Operator  17   24.9   -   -   4   11.7   -   -   24   2.5  

Low skilled  13   18.1   14   17.2   -   -   8   4.8   255   26.3  
Elementary  13   18.1   14   17.2   -   -   8   4.8   255   26.3  

Total  70   100.0   80   100.0   37   100.0   170   100.0   971   100.0  
 Activities of business Activities of unions Activities of membership 

assoc. 
Other service activities Total 

Thousands Per cent Thousands Per cent Thousands Per cent Thousands Per cent Thousands Per cent 

High Skilled  4   21.5   -   -   25   46.5   27   11.3   276   16.8  
Managers  1   7.0   -   -   3   5.2   27   11.3   139   8.5  

Professionals  3   14.6   -   -   22   41.4   -   -   137   8.3  

Medium Skilled   10   52.0   6   91.1   19   35.0   149   61.9   1 002   60.8  
Technicians  6   32.6   4   59.2   5   9.9   4   1.7   116   7.0  

Clerical  3   16.8   2   31.9   8   14.2   17   7.1   168   10.2  

Service  -   -   -   -   6   10.8   116   48.3   628   38.1  

Skilled agricultural  -   -   -   -   -   -   -   -   8   0.5  

Crafts  0   2.6   -   -   -   -   3   1.2   28   1.7  

Operator  -   -   -   -   -   -   9   3.6   55   3.3  

Low skilled  5   26.5   1   8.9   10   18.6   64   26.8   369   22.4  
Elementary  5   26.5   1   8.9   10   18.6   64   26.8   369   22.4  

Total  18   100.0   7   100.0   53   100.0   240   100.0   1 647   100.0  

                                       
12 Data are weighted according to the latest weights based on Census 2011. Proportions may not add to 100 due to rounding. Very small cell sizes mean that this data should be treated with caution. 
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Source: Services SETA Labour Market Analysis Research Report 2014, based on Quarterly Labour Force Surveys (Stats SA) 

 

 

 

 

Table 17: Growth in occupation by sub-sector (per cent), 2011-201413 

 
  Postal Real Estate Rental of 

property 

equipment 

and goods 

Legal, 

accounting 
Business 

Activities 

N.E.C 

Activities of 

business, 

employers 

Activities of 

trade unions 
Activities of 

other 

membership 

Other 

service 

activities 

Total 

High Skilled -100.0 -4.2 -46.6 133.6 135.5 -58.1 -100.0 108.6 -95.5 -1.1 

Managers 0.0 72.8 -14.0 146.9 -31.7 -49.6 0.0 114.2 4.5 -6.1 

Professionals -100.0 -77.1 -32.6 -13.3 167.1 -8.5 -100.0 -5.6 -100.0 4.5 

Medium Skilled 31.6 -26.8 -88.1 -19.8 333.2 42.9 613.1 237.2 421.4 17.8 

Technicians -100.0 -73.5 -37.0 43.4 17.3 240.1 762.8 29.8 66.7 3.2 

Clerical -19.2 -19.0 76.7 0.0 22.8 -28.2 -49.7 274.2 254.7 -4.9 

Service 123.5 65.8 -100.0 36.9 21.4 -100.0 -100.0 33.2 -2.7 26.0 

Skilled agricultural - 0.0 -2.2 -100.0 -30.6 - - - - 85.8 

Crafts - - -48.6 - 150.5 31.0 - -100.0 63.5 69.8 

Operator 27.3 - 22.9 - 151.9 -100.0 - - 39.3 28.2 

Low Skilled 94.5 231.9 0.0 9.7 17.3 41.5 88.9 66.3 5.3 19.2 

Elementary 94.5 231.9 0.0 9.7 17.3 41.5 88.9 66.3 5.3 19.2 

 

Source: Services SETA Labour Market Analysis Research Report 2014, based on Quarterly Labour Force Surveys (Stats SA) 

 

 

                                       
13

Data are weighted according to the latest weights based on Census 2011. Proportions may not add to 100 due to rounding or omitted unspecified and ‘do not know’ categories. Cells shaded in grey denote 

significant changes at the 95 per cent level of confidence. Very small cell sizes mean that this data should be treated with caution. 
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These results provide signals regarding the impact of the growth trajectory of the economy on 

workers with different skills. The Services SETA sub-sectors have grown with a bias towards medium 

and low-skilled occupations in the past three years. Growth in Service, Skilled, Operator and 

Elementary type occupations have surpassed national employment growth, which has slowed in 

many sectors as a result of the financial crisis in 2008. This suggests that with further economic 

growth, these sub-sectors could have the potential to absorb the unemployed into low and medium 

skilled occupations. This is an interesting result, given that at broad aggregate data, the Service 

sectors exhibits growing demand for high skilled workers which has not matched the skill level of the 

unemployed resulting in persistently high levels of unemployment. These sub-sectors however, offer 

an opportunity for lower skilled workers to gain employment.  

 

Figure 18 is based on 2014 CareerJunction Index vacancy levels and shows strongest demand in 

Information Technology and Finance.
14

  

 
Figure 18: Industries with major demand, 2014 

 
Source: CareerJunction (2014) 

 

Of interest is the assessment of difficulty of recruitment by industry, based on estimated numbers of 

potential jobseekers per vacancy. Findings are presented in Table 17 and show a number of services 

sectors—such as Sales and Human Resources and Recruitment—having relatively low numbers of 

jobseekers per vacancy. Business and Management is moderately difficult.  
 

                                       
14

 It should be noted here that it is not clear from the CareerJunction Index report, what the percentage refer to, although it would seem 

most likely that they refer to the proportion of total vacancies advertised on the site. 
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Table 17: Relative ease of recruitment across industry on CareerJunction website 

  Index Supply 
Demand 

  Demand 
Trend 

  Potential 
Career 
seekers per 
job advert 

Information Technology 111.81 -1% - 11% + 4.04 

Travel and Tourism 116.46 -2% - 14% + 10.11 

Financial 106.43 1% + 8% + 15.86 

Building & Construction 124.83 -2% - 23% + 17.76 

Business & Management 127.39 3% + 31% + 18.37 

Medical 100.59 -1% - -1% - 21.16 

Motor 133.63 3% + 37% + 21.57 

Sales 94.22 -3% - -9% - 27.73 

Human Resource & Recruitment 115.19 1% + 16% + 29.73 

Design 132.62 -4% - 29% + 31.31 

Telecommunication 103.62 0% + 4% + 35.57 

Transport & Aviation 107.12 -7% - 1% + 37.74 

Legal 103.16 2% + 5% + 37.87 

Manufacturing, Production & Trades 124.54 -3% - 22% + 38.87 

Agriculture 101.79 -3% - -1% - 39.48 

Beauty 183.63 -6% - 77% + 41.81 

Hospitality & Restaurant 69.19 -2% - -33% - 42.93 

Engineering 114.04 -3% - 11% + 44.75 

Arts & Entertainment 101.43 -4% - -2% - 46.30 

FMCG, Retail & Wholesale 99.21 -3% - -4% - 46.48 

Distribution, Warehousing & Freight 123.56 -3% - 20% + 47.46 

Property 122.69 1% + 21% + 50.53 

Sport & fitness 202.39 -9% - 93% + 57.07 

Science & Technology 106.90 -3% - 3% + 57.99 

Maritime 63.05 18% + -19% - 61.93 

Marketing 94.56 -3% - -8% - 68.93 

Safety, Security & Defence 119.18 -13% - 6% + 81.28 

Media 127.91 -3% - 25% + 83.99 

Government & Local Government 104.01 -2% - 2% + 91.03 

Petrochemical 87.54 6% + -6% - 106.58 

Admin, Office & Support 128.97 1% + 28% + 108.93 

Education 128.60 -6% - 23% + 113.66 

Social & Community 118.24 1% + 19% + 124.14 

Botanical 152.74 -21% - 32% + 141.23 

Mining 100.08 -4% - -4% - 144.27 

Commercial Services 141.01 3 + 44% + 275.43 

     Source: CareerJunction (2014) 

  

  



 

 

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 58 

 

3.4 Replacement Demand in the Services Sector 
 

3.4.1 Replacement Demand by Industry 
 
Examining employment growth provides the net employment change demanded by occupation over 

time. This net change is translated into the number of new job openings for an occupation by 

allowing for the replacement of existing workers as they leave the workforce. Using data from the 

Quarterly Labour Force Survey undertaken by Stats SA, a preliminary replacement demand model 

has been developed to estimate the replacement numbers by economic sector and occupation for 

the period 2013-2023.  The key input factors in the model are: a) population growth; b) changes in 

labour force participation due to retirement and death; and c) estimates of the outflow by industry 

and occupation.  

 

The base population is advanced each year by using projected survival rates and net migration by 

single year of age, sex, and ethnic group. Estimating replacement demand is sensitive to the data 

sources used. Ideally, detailed data on labour market outflows and transitions (mainly retirements 

and occupational mobility) would be required to analyse replacement demand more accurately. The 

QLFS data collected by Stats SA provides adequate information to analyse the retirement rates and 

persons who left their occupation. Table 18 shows the estimated replacement demand by economic 

sector for the period 2013-2023.   

 
Table 9: Replacement Demand by Economic Sector 

Economic Sector  Total RD (2013-2023) Average annual RD 

Agriculture, hunting & forestry           479 410          47 940 

Mining           535 482          53 550 

Manufacturing        1 373 707        137 370 

Electricity, gas and water             75 954            7 600 

Construction        1 655 407        165 540 

Wholesale and retail trade        2 430 724        243 000 

Transport, storage and communication           495 990          49 600 

Finance and business services        2 244 619       224 460 

Community, social and personal services        2 439 997       244 000 

Private households        1 261 152       126 115 

Source: Services SETA Economic Research Report, 2014.  Based on Quarterly Labour Force Surveys 2014Q1 (Stats SA) 

 

From the above, we see that Finance and Business services, Community, Social and personal services 

and Domestic services, shows growth areas for Services SETA sectors. 

 

3.4.2 Replacement Demand by Occupation 
 

Table 19 provided the projected Replacement Demand by occupation. In terms of occupation and 

skill level, skilled workers—who number almost 8.6 million individuals and account for 56.7 % of 

employment—dominate South African employment . Low-skilled workers account for 28.5 % of 

employment in 2014, with high skilled workers accounting for 14.8 %. Elementary workers account 

for just over one-fifth (21.9 %) of employment nationally, making it the largest occupational category 

in South Africa. Sales and services occupations (2.3 million workers) and craft and related trade 

occupations (1.7 million workers) are the next largest occupational categories within total 

employment.  
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Table 10: Replacement Demand by Occupation 

Occupation Total RD (2013 – 2023) Av. Annual RD 

Legislators, senior officials and managers          229 936       23 000 

Professionals          319 624       32 000 

Technical and associate professionals       1 062 571      106 300 

Clerks       1 293 730     129 400 

Service workers, shop and market sales 

workers 

      1 608 299     160 800 

Skilled agricultural and fishery workers             60 315         6 000 

Craft and related trades workers       1 897 346     189 750 

Plant and machine operators and 

assemblers 

         930 749       93 100 

Elementary occupations       3 015 960     301 600 

Domestic workers       1 047 913     105 000 

Source: Services SETA Economic Research Report, 2014.  Based on Quarterly Labour Force Surveys 2014Q1 (Stats SA) 

 

3.4.3 Replacement Demand by Age 
 

One of the challenges for employers in terms of skills planning, relates to the age profile of the 

employed. Industries that do not continuously take on young people can find themselves with 

relatively old employment profiles, which has important consequences for recruitment and skills 

transfer as increasingly large numbers of workers reach retirement age. Monitoring replacement 

demand—the demand for new workers to replace retiring or leaving workers—is therefore 

important in informing skills planning. 

 

In order to an indication of replacement demand, figure 19 presents a breakdown of employment in 

Services Seta subsectors by age for 2014. It includes age distributions of employment for the Tertiary 

sector as a whole, and for total employment. What is immediately clear from the figure is that 

employment in the Tertiary sector is quite similar to total employment in terms of the age 

distribution, while employment within the Services Seta subsectors appears to be quite different. 

Specifically, employment in Services Seta subsectors is more concentrated in younger ages than it is 

in the other two groups: each cohort from the late teens to the early forties accounts for a larger 

proportion of employment in Services Seta subsectors than it does in either tertiary sector or total 

employment.  
 

The figure suggests that replacement demand in Services Seta subsectors arising from a need to 

replace retiring workers is weaker relative to that likely in the tertiary sector as a whole.  
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Figure 19: Approximate age distribution of employment, 2014/15 

 
Source: Services SETA Labour Market Analysis Research Report 2014, based on Quarterly Labour Force Surveys (Stats SA) 

 

3.5 Employment in the informal services sector 
 
The services sector includes many informal business activities which are not recorded in the national 

accounts, and not subject to formal rules of contract, licensing, labour inspection, reporting and 

taxation. In many parts of South Africa the "informal sector" is a significant contributor to the 

economic welfare of individuals, communities and society. Despite its apparent size and scope, the 

extent to which this sector has the potential to transform into an important source of sectoral and 

national economic development remains unclear. Much of what is called “informal” is often seen as 

a basic survival activity, creating little in the way of employment or wealth. However there is growth 

potential in a number of Services SETA sub-sectors in the informal services sector.  

 

Some Services SETA industries operating in the informal sector are: 

 

• Funeral Services 

• Hair Care  

Beauty Services  

• Postal Services  

• Hiring Services 

• Cleaning Services 

• Domestic Services 

• Household Services 

 

Table 20 looks at various characteristics of employment for the tertiary sector as a whole and within 

Services Seta subsectors, in 2011 and 2014. Estimates of informal sector employment in the tertiary 

sector and within Services Seta range between 16.5% and 18.5%. This is in line with the national 

proportion, which was 16.4%  in the second quarter of 2014. The rate of Trade Union Membership, 

at 19.6%, is significantly lower within Service Seta subsectors than within the broader tertiary sector. 

 

Two-thirds of employees in the two sectors have permanent contracts, although this proportion has 

declined amongst those employed in Services Seta subsectors from 68.9% to 61.4%. There has also 

been an increase in the proportion of employees with limited duration contracts of around five 

percentage points, echoing an increase of similar magnitude within the broader tertiary sector. The 

                                       
15 Data are weighted according to the latest weights based on Census 2011. The age profiles presented are smoothed using the lpoly 

command in Stata (degree of polynomial used for smoothing: 0). 
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data does not suggest a reason for this, but it may be related to relatively weak economic growth 

and a reluctance of employers to take new workers on in permanent positions. Close to 90% of 

employees in the Services Seta subsectors have written contracts in 2014. This is significantly higher 

than the proportion within the broader tertiary sector. 
 

 

Table 11: Characteristics of employment in tertiary sector and Services Seta, 2011 and 201416 

  Tertiary Sector Services Seta Services Seta:  

2011 vs 2014 

Tertiary v. 

Services 

2011 2014 2011 2014 2014 

Informality       

Informal sector 17.6 16.6 17.6 18.3   

       

Contract Duration       

Limited Duration 10.1 14.0 14.1 19.7 * * 

Permanent Nature 66.5 63.2 68.9 61.4 *  

Unspecified duration 23.4 22.8 17.0 18.9  * 

       

Contract Type       

Written contract 78.0 81.4 87.2 89.6  * 

       

Benefits       

Medical aid 34.4 32.2 19.1 17.6  * 

UIF contributions 50.1 56.2 75.9 76.6  * 

Pension contributions 47.8 48.6 43.1 43.3  * 

Paid leave 65.7 64.5 69.1 65.5   

Paid sick leave 66.6 69.1 69.1 72.7  † 

Paid maternity leave 55.0 55.1 57.0 59.0   

       

Hours of Work       

1-19 3.3 4.1 2.1 2.2  * 

20-39 13.2 12.3 6.3 5.9  * 

40-44 41.0 42.9 36.9 37.8  * 

45-49 23.5 22.6 27.1 25.1   

50+ 19.0 18.1 27.6 29.0  * 

       

Union Membership       

Trade union membership 29.4 28.2 19.1 19.6   * 

Source: Services SETA Labour Market Analysis Research Report 2014. Based on Labour Market Dynamics Surveys 2011 

and 2012 (Stats SA) 

 

There are mixed results in terms of the list of six benefits which are: 

 

• medical aid • UIF contributions • pension contributions 

• paid leave • paid sick leave • and paid maternity leave 

 

Employees in the Services Seta subsectors are enjoying higher rates of access than employees in the 

tertiary sector. Employees in Services subsectors enjoy superior rates of access to UIF contributions 

(76.6% in 2014) and to paid sick leave (72.7%). Two-thirds of employees in the two sectors have 

                                       
16 Data are weighted according to the latest weights based on Census 2011. Proportions may not add to 100 due to rounding or omitted 

unspecified and ‘do not know’ categories. An asterisk (*) indicates sta;s;cally significant changes at the 95 per cent level and a dagger (†) 

indicates changes at the 90 per cent level. Apart from informality, which covers all types of workers, all other statistics in this table refer to 

employees only, while paid maternity leave relates only to female employees. 

 



 

 

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 62 

 

access to paid leave; while between 55% and 60% of female employees have access to paid 

maternity leave. Services Seta employees, though, are relatively less likely to have employers making 

pension contributions on their behalf or to be entitled to medical aid benefits from their employers. 

Relative to their counterparts in the tertiary sector, employees in Services subsectors work relatively 

long hours. In 2014, more than half (54.1%) of the latter group worked 45 hours a week or more, 

compared to 40.7% the former group. In terms of those who work less than 40 hours per week, the 

proportion of tertiary sector employees is twice that of their Services Seta counterparts (16.4% 

compared to 8.1%t respectively). Importantly, three in ten employees in Services Seta subsectors 

report usually working 50 hours or more per week, more than 10 percentage points higher than in 

the broader tertiary sector. 

 

Overall, then, the picture is mixed. On the positive side, employees in Services subsectors are more 

likely than their tertiary sector counterparts to have written, rather than oral, contracts; and they 

are more likely to have access to paid sick leave and to have employers that are making UIF 

contributions on their behalf. On the negative side, they are more likely to be employed on contracts 

of limited duration; they are less likely to be entitled to medical aid benefits from their employers; 

they are less likely to have pension contributions made on their behalf by their employers; and they 

tend to work longer hours. 

 

In terms of remuneration of workers, Table 21 presents statistics from the Labour Market Dynamics 

Survey (LMDS), which is essentially a combination of the four quarterly waves of the QLFS for a given 

calendar year. About three-fifths of Services Seta workers earned up to R4 500 per month (in 2012 

Rands) in both years. In 2011, the proportion is very similar across all workers, tertiary sector 

workers and Services Seta workers. However, in 2012, the proportion of Services Seta workers 

earning up to R4 500 was slightly higher than was the case overall and in the tertiary sector. Perhaps 

the biggest difference between wages in Services Seta subsectors and in the tertiary sector and total 

economy more broadly is that there are relatively few Services Seta workers earning below R1 000 

per month, with relatively more earning between R1 001 and R4 500. 
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Table 12:Monthly wages (2012 Rands), 2011 and 201217 

 2011 2012 2011 
vs 

2012 
Overall Tertiary Services 

Seta 

Overall Tertiary Services 

Seta 

Up to R1 000 14.6 15.4 9.0 * 13.6 14.2 9.1 *  

R1 001 - R2 500 30.7 28.9 34.5 * 26.9 25.5 29.4 * * 

R2 501 - R4 500 17.0 16.0 19.6 * 17.8 16.8 22.5 * † 

R4 501 - R8 000 13.8 13.5 13.2  13.7 13.4 12.7   

R8001 -R16000 14.8 16.4 12.8 * 14.6 16.0 11.6 *  

R16 001+ 8.2 8.7 10.3  8.5 9.1 10.0   

Unspecified 1.0 1.2 0.6 * 5.0 4.9 4.8  * 

          

Mean  6 284   6 531   7 290    7 035   7 424   7 530    

25
th

 per centile  1 420   1 420   1 704  -  1 516   1 516   2 000  - - 

Median  2 871   2 871   2 871  -  3 033   3 200   3 000  - - 

75
th

 per centile  7 477   8 045   7 430  -  8 000   9 000   7 000  - - 

 

Source: Services SETA Labour Market Analysis Research Report 2014. Based on Labour Market Dynamics Surveys 2011 

and 2012 (Stats SA) 

 

In both years, mean wages in Services Seta appeared to be slightly higher than in the tertiary sector 

and total employment. Looking at the 25
th

 per centile, the median (or 50
th

 per centile) and the 75
th

 

per centile, it is apparent that the distribution of wages in Services Seta is compressed, relative to 

the tertiary sector and total employment. For 2012, for example, the middle 50% of Services Seta 

workers earned between R2 000 and R7 000, compared to a range of R1 516 to R9 000 for the 

tertiary sector as a whole.   

 

3.6 Supply of Skills to the Services Sector 

3.6.1 Challenges with Supply-Side Data 
 
As noted in Section 1 of this SSP Update, the demand for skills is derived from SIC codes (through the 

QLFS data) and WSPs (which are linked to OFO codes).  The SIC codes and OFOs are not yet aligned.  

A similar challenge exists in relation to the supply-side data.  Most qualifications in the Services SETA 

are not yet aligned to the new QCTO requirements, and hence are not aligned to OFOs.  Also, the 

TVET and HET qualifications are also not aligned to OFOs.  For purposes of the 2014 SSP Update, 

Services SETA therefore has commissioned research to establish the relationships between SOC 

codes, OFO codes and qualifications.  Once this project is complete, it will be possible to link the 

supply-side data more specifically to the scarce and critical needs of the sector.  At this point, 

however, available data on provider capacity and throughput rates relevant to the Services Sector is 

provided below.   

 

3.6.2 Services SETA-funded Programmes 
 

The enrolments across the six learning interventions funded by Services SETA -are summarised in the 

table below.  These also report on the equity categories for all beneficiaries.   

                                       
17 Data are weighted according to latest weights based on Census 2011. Proportions may not add to 100 due to rounding. An asterisk (*) indicates 

statistically significant changes at the 95 per cent level and a dagger (†) indicates changes at the 90 per cent level. Sta;s;cal significance indicated in the 

Services Seta columns refers to differences between Services Seta and the tertiary sector. 
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Table 13: Enrolments across transformational imperatives 

Enrolments 2012/13 2013/14 Unemployed Female Black Disability Youth  Rural 

Learnerships 314 5682 3087 3564 5379 98 4386 404 

Bursaries 0 744 98 394 646 0 184 73 

Skill Programmes 200 1032 30 681 1026 2 592 251 

Internships 1026 1172 1172 865 1144 52 1146 354 

Artisans 0 100 0 13 12 0 0 0 

RPL 0 1314 0 913 915 2 712 0 

AET 0 578 0 404 575 2 366 255 

Total 1540 10622 4387 6834 9697 154 7386 1342 

Services SETA, Annual Report 2013/14 

 

Due to a backlog in learner certification, reliable figures for the retention and achievement rates can 

only be reported in next years SSP.   

 

3.6.3 Technical and Vocational Education and Training Colleges 
 

There is increased focus of TVET Colleges as a way to increase post-school qualification.  This has 

seen enrolment increase from 30,000 in 2011 to 550,000 in 2013.  Attempts to source the retention 

and achievement rates on TVET retention and achievement rates were unsuccessful.  However, 

aggregate achievement rates for TVET Colleges are known to be extremely low.   

 
 

Figure 20: TVET College Enrolment: Forecast 

 
Source: National Skills Conference, 2013 Summary of progress made on NSDS III 

 

The target set for 2014 is 1,000,000 and 2030 is 4,000,000. Increasing the appeal of TVET has been 

noted as a significant policy challenge both nationally and globally. Enrolment in 2011 in HET was 

938,200, while TVET Colleges was 300,000, approximately a third of Higher Education enrolments. 

The total enrolments for TVET colleges and HET institutions combined are approximately a third of 

the total number of NEETs. This indicates the great urgency to increase access to education for all. 

 

3.6.4  Higher Education and Training Programmes 
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An analysis of the Higher Education Management Information System (HEMIS) database are 

provided in the table immediately below.  These point to extremely low retention and achievement 

rates. Compared to the enrolment figures for the same year, the pass rates for 2011 were very low. 

There is a higher number of learners graduating with Business Administration, Management and 

Operations qualifications (11 098). Generally the graduate rate figures relative to first year 

enrolment are low. Graduates completions are low in comparison to graduate enrolled.



  

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 66 

 

Table 24: HEMIS Enrolment and Graduate Figures for 2011 in Services Seta Related Qualifications 

 
2ND ORDER 

CESM 

CATEGORY 

BUSINESS 
ADMINISTRATI
ON, 
MANAGEMENT 
AND 
OPERATIONS 

BUSINESS/CORPOR
ATE 
COMMUNICATIONS 

ENTREPRENEURI
AL AND SMALL 
BUSINESS 
OPERATIONS 

HUMAN RESOURCE 
MANAGEMENT AND 
SERVICES 

MARKETING REAL ESTATE GENERAL 
SALES, 
MERCHANDISI
NG AND 
RELATED 
MARKETING 
OPERATIONS 

SPECIALISED 
SALES, 
MERCHANDISING 
AND MARKETING 
OPERATIONS 

BUSINESS, 
ECONOMICS AND 
MANAGEMENT 
STUDIES, OTHER 

 Enrol Grad Enrol Grad Enrol Grad Enrol Grad Enrol Grad Enrol Grad Enrol Grad Enrol Grad Enrol Grad 

Occasional 1 292 3 25 0 76 5 523 0 342 19 8 0 19 0 0 0 209 1 

UG Dip/Cert 

(1 OR 2Yyrs) 

97 3 555 18 13 9 146 0 2 021 185 1 

192 

0 301 0 188 0 9 0 5 

UG Dip/Cert 

(3yrs) 

32 678 3 182 32 135 1 267 125 16 232 790 9 346 710 635 6 1 140 0 20 41 5 37 

1ST Bach 

deg (yrs) 

43 744 1 693 620 1 595 16 3 995 1 028 3 385 445 59 72 8 22 318 0 702 12 

1
st
 bach deg 

(4yrs+) 

5 130 417 3 0 36 16 2 507 233 1 202 229 151 0 32 15 0 7 36 22 

Pg/Dip/Post 

Dip/Cert 

858 0 0 0 20 0 426 0 541 0 0 0 16 0 13 0 43 0 

Pg Bach deg 0 902 0 27 0 47 0 254 0 198 0 7 0 0 0 1 0 16 

Honours/Nh 

Dip 

3 577 239 27 3 86 13 454 76 293 46 7 3 0 0 2 1 33 27 

Masters/ 

Masters dip 

5 617 1 058 24 4 178 20 787 137 339 67 85 7 0 0 4 0 191 36 

Doctorate 560 49 12 1 23 4 99 14 44 6 1 0 0 0 3 1 5 0 

Total 93 553 11 
098 

761 184 2 289 391 25 022 4 552 15 676 2 
913 

946 395 1 214 225 360 61 1 224 155 

Source: HETMIS, TVETMIS DHET 2011  

 

From the above table, we can clearly see that there are insufficient students enrolled in Entrepreneurship and Small Business Operation, Real Estate and 

Specialised Sales, Merchandising and Marketing operations. The oversupply of Business Administration, Management and Operations mirrors the Career 

Junction index data in section three.
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Figure 21: HET Enrolment and Graduates 

 
Source: DHET HETMIS database 2010 - 2013  

 

The above figures show that there has been a steady growth in enrolment during this period. 

Enrollment increased from 892,936 in 2010 to 978,548 in 2013. However only 17% of those enrolled, 

graduated. 2013 saw 18% of those enrolled, graduating.   
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Section 4: SCARCE AND CRITICAL SKILLS IDENTIFICATION 

 

4.1 Summary of Section Four 
 
The objective of this section is to compile a list of scarce and critical skills for sub-sectors of industry 

that are covered within the scope of the Services Seta. The key questions answered in this section 

are therefore: 

 

• What does the research and consultation suggest should be the priority scarce and critical 

skills for the sector? 

• What are the challenges that will need to be addressed if these skills are to be delivered 

effectively? 

 

4.2 Defining Scarce and Critical Skills 
 
The Grant Regulations (03 December 2012, Gazette Number 35940) require each SETA to allocate 

80% of its available discretionary funding to PIVOTAL programmes that address scarce and critical 

skills of its sector. PIVOTAL programmes were first introduced in NSDS III. They are those 

programmes that result in qualifications or part qualifications on the National Qualifications 

Framework (NQF). The scarce and critical skills outlined in the chapter are considered in relation to 

PIVOTAL programmes. 

 

Scarce and critical skills are defined by the Department of Labour, Seta’s and the NSA in 2007 as 

below:  

 

“Scarce skill” refers to the inability to find suitably qualified and experienced workers to fill 

occupational vacancies either at an absolute level of scarcity (no suitable people available) or 

at a relative level of scarcity (no suitable equity candidates available) 

 

“Critical skill” refers to the inability of workers to perform to the level of occupational 

competence required due to gaps in their skills profiles.  

 

In 2014, a new definition of scarce skills, which refers  

 

to those occupations where there is a scarcity of qualified and experienced people, currently 

or anticipated in the future, either because: 

 

(a) Such skilled people are not available (absolute scarcity); or 

(b) They are available but do not meet employment criteria (relative scarcity). 

 

The list of scarce and critical skills was developed through qualitative and quantitative assessments 

undertaken by the Services SETA as well lists compiled in other forums or organisations. The sample 

of firms where information has been collected remains small and is subject to bias. In order to 

mitigate this, the lists compiled by the Services SETA were validated by various association bodies 

and by consultation with Chamber Managers. This process has similarly been adapted from 

W&RSETA and TETA where all occupations considered for the scarce skills list were evaluated by 

stakeholders according to the six criteria discussed in section one of the SSP.   
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4.3 Factors influencing supply and demand 
 
The supply and demand for skills in this sector lends itself to a number of factors, some of which are 

internal to companies and others external, stemming from the industry as a whole. These factors 

range from regulation, economic business cycles, technological changes and nature of skills available 

in the South African labour market. These factors are articulated in the table below. 
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Table 25: Factors influencing labour supply and demand per Subsector 

Sub-sector Labour Supply Labour demand  

Hiring Services The capital outlay and cost of machinery is high which is a disincentive to 

getting into the hiring business. The business requires constant technology 

upgrades to remain competitive 

Fluctuating market needs depending on events and business activities. 

Requires compliance with safety regulations.  

Household Services Large cohort of low skilled unemployed workers and large cohort of 

workers with elementary skills. 

Increased demand due to expanding middle class 

Tourism has had an impact on demand for services 

Domestic services Large cohort of low skilled unemployed workers and large cohort of 

workers with elementary skills. 

Increased demand due to expanding middle class 

Cleaning Services 
 

Large cohort of low skilled unemployed workers and large cohort of 

workers with elementary skills. Gaining employment often dependent on 

skills development and whether workers can be up-skilled to fit a specific 

role.  

Increased demand for outsourced cleaning services through labour brokers. Increased 

demand for specialised cleaning services – e.g. mould remediation, floor care, window 

washing, trauma cleaning 

Demand for supervisory level skills, cleaning machine technicians and waste management.  

Marketing and 

Communication 
The supply of labour may not meet the technological needs required by 

this industry.  

Decline in experienced senior staff. Increasing demand for skills development in social 

media, online marketing and mobile marketing. 

Contact Centres Low level of skilled applicants. International competition for BPO activities from other emerging markets.  

Postal Services  Declining demand due to email and other technologies. 

Labour Recruitment 

Services 
 Amendment to the Employment Services Bill has affected Temporary Employment services 

(TES) 

Collective Services Skills demanded by employers are of an advanced professional nature, not 

necessarily matched by labour supply.  

 

Business Service  Demand is pro-cyclical and therefore determined by economic business cycles.  Demand 

for labour is also price sensitive. 

Project Management  There is demand in large-scale infrastructure development projects and service delivery 

projects through the government and private sector. 

Hair Care Present industry is made up of qualified as well as non-qualified informal 

operators increasing competition. 

Growth in black middle class has spurred on a growing market for ethnic aesthetics and 

particularly hair care.  

Beauty Treatment  There has been an increase in the number of beauty franchises; increasing middle class 

makes use of these services. Tourism has also had an impact on labour demand.  

Funeral Services Low level of skilled applicants. 

 

Formalising the industry changes the job opportunity dynamics. 

An increasing mortality rate suggests that demand is constant. 

This industry requires skilled undertakers.  

Fashion  South Africa is becoming a destination of choice for film production making use of local 

fashion industry; demand in also affected by business cycle.  

Real Estate Services Regulation of qualification for estate agents and property evaluators has 

an impact on the number of workers that practise in this field.  

Property demand and development is dependent on favourable economic conditions  

Source: Focus groups 2013 Information supplemented in 2014 with Labour Market information
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4.4 Trends Analysis for Scarce Skills 
 
Prior to 2013, the Services Seta relied primarily on qualitative information to determine scarce skills  

identified through the WSP data.  This presents a problem in terms of determining the magnitude of 

scarcity in particular occupations. It was therefore difficult to conduct a credible trend analysis for 

the sector. For the trends analysis requirement of DHET, the Services Seta attempted to evaluate 

SSP’s from as far back as 2010. From the 2010 SSP update, it appeared that in some instances, all 

occupations applicable to a sub-sector were listed as scarce. In 2010 and 2011, the scarce skills data 

was not sorted and clustered into categories of a few sub-sectors, making it difficult to compare 

individual sub-sectors to 2013. The re-organisation and reduction from ten chambers to six 

chambers further contributed to the challenge of the trends analysis. In 2013, firm level survey data 

was collected in relation to this; however, the sample was small and not fully representative of the 

industry. In addition, scarce skill data was only collected for a select few occupations - this is not 

representative of the full list of scarce skills occupations in this sector. For this reason, past 

qualitative information was used, the magnitude of scarce skills data collected in 2013 and scarce 

skills lists compiled through other organisations for the purpose of this analysis. 

  

Table 24 presents a list of top 20 scarce skills that has been derived from the available data 

presented in Table 25. The general trend from the list below suggests that the scarce skill 

occupations are those of a higher skill level including small business managers, co-ordinators, 

property valuators and project managers. In addition, health and hygiene cleaners and hairdressers 

are found amongst the top five scarce skills in the list below. The following findings were derived:  

 

• Scarce skills in the business sector are of a high-skilled nature including small business 

managers; programme of project manager; project co-ordinator or administrator and to a 

lesser extent monitoring and evaluation specialists, economists and ICT systems co-

ordinators. From 2010 to 2012 business occupations in demand were business managers, 

remuneration managers and payroll managers, as well as administrators and receptionists. 

Project managers and financial managers also form part of the DHET and SIPS scarce skills 

list whilst others include financial planning, research and development and training 

specialists. The growing demand for these skills has come from an increasing number of 

government departments and small businesses.  

• The contact centre sub-sector has been having difficulty attracting skilled workers and has 

had to compete with offshore contact centres. Whilst contact centre managers have been 

on the Services Seta scarce skills list from 2011 to 2013. Bilingual (African languages) call 

centre agents were in demand in 2013. At present, the data on call centre scarce skills is too 

limited to identify the magnitude of scarcity.  

• The cleaning services sub-sector has witnessed a decrease in demand for managers but a 

parallel increase in professionals and specialists. This sector has however, observed an 

increase in the number of businesses that use their services with the growth of small 

business (Services Seta, 2012). The scarce skills list in cleaning services changes annually. In 

2010 cleaning service managers were listed; in 2011, healthcare, window, domestic, 

commercial and work at height cleaners were listed; and in 2013 chemical mixers (pest 

controller), cleaning machine technicians, health and hygiene cleaner. Health and hygiene 
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cleaners have had the largest magnitude amongst all scarce skills occupations indicating a 

real demand for this skill.  

• The collective services sub-sector has been identified as a driver for equity in the labour 

market, a decrease in the number of entities providing similar services and a lack of 

affordable, skilled and experienced staff across the industry needs due to the technological 

aspect of skills required, Within this sub-sector, the occupation economist has been on the 

scarce skills list since 2010. However, too little information was provided to understand the 

magnitude of this demand. Whilst business analyst is on the list, it does not form part of the 

top 20 scarce skills list below.  

• The hair industry has been characterised by increased competition, increasing informality 

and therefore a decline in the number of students being trained as many operate without 

qualification. Those that have qualifications are in short supply and have better 

opportunities abroad. Skilled hairdressers and barbers are therefore ranked at number 5 of 

the top 20 scarce skills list. This has been on the scarce skills list for the past two years. 

• Whilst certain occupations remain on the scarce skill list for the beauty sub-sector including 

nail technicians, cosmetologists and massage therapists, the magnitude of such demand is 

unknown.  This sub-sector however, places greater emphasis on a multi-skilled employee 

than those with single skills, given the increasing number of beauty salons that offer multiple 

services. 

• Better regulation of the real estate sub-sector has resulted in fewer, fully qualified real 

estate agents and therefore there is a scarcity in skills. Property leasing manager (also on 

DHET list) and property evaluator are amongst those on the top 20 critical skills list. 

However, this industry was negatively impacted by the 2008 financial crisis and the resultant 

slowdown in the property market which meant that currently fewer people are employed in 

the industry.  

• The hiring services sub-sector (renting of machinery and equipment, without operator and 

of personal and household) observed an increase in competition and difficulty in finding 

skilled staff over the past five years. Reasons for this include a lack of practical training 

centres and the high cost of trade qualifications. Specifically,  earth moving plant operator in 

hiring services is part of the top 20 critical skills list as well as the DHET and SIPS scarce skills 

list.  

• The market and communication services sub-sector has largely been driven by technological 

change and thus employment demand increasingly requires these skills. Among those 

occupations listed on the scarce skills list include market researcher and communications 

coordinator for the past two years. Presently, an advertising specialist forms part of the top 

20 list.  

• The funeral services sub-sector has been characterised by informal employment as well as 

informal operators and specialist training in this industry was found to be lacking (Services 

Seta, 2012). Funeral Services has required embalmers since 2010 and morticians since 2011. 

At present, a mortuary attendant is also on the list and part of the top 20 list.  
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TOP 20 Pivotal Skills 
 

SETAs are required to allocate 80% of its available discretionary grants to PIVOTAL programmes that 

address Scarce skills in their sector. To encode this purpose, the list is named the “SETA’s PIVOTAL 

Skills List”.  The Services SETA top twenty Pivotal skills were built on from the previous scarce skills 

list through quantitative and qualitative data and verification with Associations. In 2014, projections 

were recalculated using a different model (I���������	
�������� = ������	����
���� ÷
��

���� ��
) and was thereafter compared with the SIPS identified skills and the DHET top 100 

Occupations in Demand in order to gain higher confidence of results. Based on these the Services 

SETA top twenty PIVOTAL skills are:
18

 

 
Table 26: Top 20 Scarce skills 

Ranking  OFO 
Code 

Scarce Skill Occupation SIPS Top 
100 

Qual 
in 
dev 

Sub sectors 

1 811202 Health and Hygiene 

Cleaning 

Health and Hygiene 

Cleaners 

    X Cleaning Services 

2 134903 Entrepreneurial /Business 

skills 

Small Business 

Managers 

      Business Services 

3 121905 Programme or Project 

management 

Programme or Project 

Manager* 

X No.5 X Project Management 

4 441903 Planning and organising Project Co-ordinator or 

Administration* 

X     Project Management 

5 514101 Hairdresser-afro Hair 

specialisation 

Hairdressers and 

barbers 

    X Personal Care Services 

6 333401 Rental Management Property Leasing 

Manager 

    X Real Estate Services 

7 331501 Property valuator Property Valuer       Real Estate Services 

8 5151 Supervision Cleaning 

Supervisor/Team 

Leader 

      Cleaning Services 

9 243101 Sales skill Advertising specialist       Marketing Services 

10 251101 IT ICT Systems 

Coordinator* 

  No.27   Business Services 

11 734201 Plant Operations Earthmoving plant 

operator* 

X No.78   Hiring Services 

12 121909 Monitoring and 

evaluation 

M&E Manager       Business Services 

13 333402 Sectional title Specialist Real Estate agent       Real Estate Services 

14 333301 Recruitment and 

Marketing 

Recruitment 

Consultant 

      Labour Services 

15 242101 Negotiation Business Consultant       Business Services 

16 226302 Health and Safety SHEQ Practitioner*   No.37   Cleaning Services 

17 333901 Auctioneering Auctioneers       Real Estate and Related 

Services 

18 516305 Mortuary 

attending/cleaning 

Mortuary attendant       Funeral Services 

19 No OFO 

code 

Cleaning Machine 

Technical Assistance 

Cleaning Machine 

Technicians 

      Cleaning Services 

20 243102 Researching Skills Market research/ 

Research analyst 

      Business Services, 

Marketing and 

Communication Services 

 

                                       
18 * Higher confidence level  
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Occupations listed in the table above may be hard to fill based on a number of reasons including: 

 

• poor conditions of employment 

• low wages 

• casual work arrangement 

• lack of social protection 

• high staff turnover 

• lack of qualified applicants 

• lack of work experience 

• lack of qualifications and skills programmes 

 

In order to calculate the projected magnitudes of scarce and critical skills, the assumption that the 

survey responses were representative of the population of firms of known size (i.e. small, medium 

and large firms) we made. Given that size distribution of the remaining firms is unknown, the 

conservative position taken here is to remove them from the projections. On this basis, the 

projected magnitudes presented below are biased downwards in that they do not include 

information for firms of unknown size. Projected magnitudes are calculated based on the estimates 

of scarce and critical skills derived from the survey using the following formula: 

 

• ���������	
�������� = ������	����
���� ÷
��

���� ��
 

• Where � is the number of respondents, ��  is the total population of employers and ��  is 

the number of employers of unknown size in sub-sector �. 

 

It is important to note here that these projected magnitudes do not take into account the potential 

effects of underlying sub-sectoral growth patterns on scarce and critical skills. 

 

The Scarce skills list is provided in Table 27. 
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Table 27: Scarce skills list 

OFO Code Scarce Skill Occupation Magnitude Interventions 
NQF 
Level 

Institutions 

BEAUTY TREATMENT 

142103 Strategic planning Manager 58 

74512 National Certificate: 

Generic Management: Strategic 

Management 

5 SDP 

Bursary: Degree 7 HET 

514204 Nails Nail Technician Research required 
48744: TVET: Beauty Nail 

Technology 
4 TVET /Uot, HET 

514207 Somatology Somatologist Research required Bursary: National certificate 4 TVET 

514202 Massages Massage Therapist Research required Bursary: National certificate 4 TVET 

514201 Cosmetics Cosmetologist Research required    

BUSINESS SERVICES 

263101 Strategic planning Economist 3 216 Bursary: Degree 7 HET 

441903 Planning and organising Project Co-ordinator or Administration 8 186 Learnership 5 TVET 

242101 Negotiation Business Consultant 585 Skills programme  SDP 

121909 Monitoring and evaluation M&E Manager 1 169 Bursary: Degree 8 HET 

251101 IT ICT Systems Coordinator 1 754 Bursary: Diploma 5 TVET 

134903 Entrepreneurial /Business skills Small Business Managers 26 898 

23655/23833 Business 

Administration Service 

23953 TVET: NVC 

5 TVET 

Skills Programme  SDP 

121905 Programme or Project management Programme or Project Manager 9 356 
Bursary: Degree or 50080 TVET: 

Project Management 
6 HET 

242208 Risk management Organisational risk management
19

 Research required TBC   

122301 Research and development Research and development manager Research required Bursary: Degree 7 HET 

121904 Contracting skills Contract Manager Research required Bursary: Diploma 5 UoT 

241301 Financial Planning Financial Planner Research required Bursary: Diploma 5 UoT 

243102 Research Market research Research required 
Bursary: Degree or 20894 - NC: 

Marketing Research 
7 HET 

 Quality systems Quality systems manager Research required    

CLEANING SERVICES 

                                       
19

 Critical green skills: Occupations requiring additional “Critical Green Skills” are those that require a shift in its focus to contribute to processes, systems and activities related to the : Development and adoption 

of renewable sources of energy, reduction of consumption of energy, fossil fuels and raw materials, enhancing energy and resource efficiency, reducing greenhouse gas emissions, decreasing of waste and pollution, 

recycling of materials and preventing the loss of biodiversity and restore ecosystems 
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OFO Code Scarce Skill Occupation Magnitude Interventions 
NQF 
Level 

Institutions 

121905 Project Management Project Managers 211 

Bursary: National Certificate 

50080 - TVET: Project 

Management 

5 HET/TVET/SDP 

5151 Supervision Cleaning Supervisor/Team Leader 2 057 
Bursary: National Certificate 3 TVET/SDP 

Learnership 4 SDP 

134901 
Chemical/Product Waste 

Management 
Waste Manager

20
 97 Bursary: National Certificate 5 HET/TVET/SDP 

862915 Chemical Mixing Pest Control Specialist 32 Bursary: Diploma 5-6 HET/ UoT 

No specific 

OFO code 
High Level Rope Access Work at Height Cleaners 

81 
Qualification in Development  

Qualification in 

Development 

No specific 

OFO code 

Cleaning Machine Technical 

Assistance 
Cleaning Machine Technicians 

292 
No unit standards exist  None 

226302 Health and Safety 
Health and safety 

officer/supervisor/practitioner 567 
Bursary: National Certificate 4 TVET/ SDP 

811202 Health and Hygiene Cleaning Health and Hygiene Cleaners 

32 395 

57937 GETC: Hygiene and 

Cleaning (New qualification in 

development)  

 
Qualification in 

Development 

653301 Industrial Machinery Mechanic Industrial machinery mechanic To be confirmed Artisan Trade Trade 

COLLECTIVE SERVICES 

242101 Business Advising Business analyst 114 Bursary: Degree 7 HET 

242202 Policy Policy analyst Research required Bursary: Degree 7 HET 

121908 Quality systems Quality systems manager Research required Bursary: Degree 7 HET 

263101 Economic research and analysis Economist Research required Bursary: Degree 8 HET 

CONTACT CENTRES 

524401 African language Contact centre salesperson Research required Skills Programme 2  TVET/HET 

143905 Management 
Contact centre manager/workforce 

manager 
Research required Qualification in Development    

242402 Trainer Occupational instructor/ trainer Research required Skills programme  SDP  

DOMESTIC SERVICES
21

 

811202 Frail Care Frail care Practitioners Research required Qualification in Development  tbc 

EVENTS MANAGEMENT 

333201 Event Planner Event manager 46 
Learnership  SDP 

Bursary: Diploma 5 UoT 

                                       
20

 Green occupations: Green occupations have as their direct purpose the nationally identified priorities and initiatives of reducing negative environmental impact and contribute sustainably to environmental, 

economic and social sensitive enterprises and economies. 
21

 Since there were no respondents in the domestic services sub-sector, magnitudes could not be estimated. 
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OFO Code Scarce Skill Occupation Magnitude Interventions 
NQF 
Level 

Institutions 

216601 Graphic Designer Exhibition / Display Designer 46 Bursary: Degree 6 HET 

343201 Decoration Stage Scenery Designer 15 Skills programmes  SDP 

641502 Carpenter 
Carpenter

22
 

Research required Artisan 
Trade 

test 

Accredited trade 

testing centres 

 Fitter and turner Fitter and turner Research required    

FASHION 

216301 Designing Designers Research required TBC    

FUNERAL SERVICES 

516303 Embalming Embalmer 160 Tbc  Linked to 516303 

516305 Mortuary attending/cleaning Mortuary attendant 385 Qualification in Development  tba 

516306 Operator Crematorium Operator Research required Bursary: National Certificate 4 TVET/UoT, HET 

516304 
Preparation and make-up of dead 

bodies** 
Mortician 112    

HAIR CARE 

514101 Hairdresser-afro Hair specialisation Hairdressers and barbers 3 535 Artisan 

2-4 and 

trade 

test 

TVET or SDP 

HIRING SERVICES 

653306 Mechanic Diesel mechanic  56 
Bursary: National Certificate 

/Artisan 
4 SDP 

734201 Plant Operations Earthmoving plant operator 1 179 Bursary: National Certificate 2-3 SDP 

651202 Welding** Welder 112    

732201 Professional drivers/Hire car driver** Chauffeur 449    

HOUSEHOLD SERVICES 

 None      

INTERIOR DESIGNING 

683401 Upholstering Upholsterer  Research required Artisan 4   

683101 Tailoring Tailor  Research required Artisan 4   

661801 Handicrafts 
Textile, Leather and related materials 

Handicraft workers 
Research required Bursary: National Certificate 4   

                                       
22

 Trade: An occupation where a qualified person applies a high level of practical skills supported and re-enforced by underpinning and applied knowledge to: Manufacture, produce, service, install or maintain 

tangible goods, products or equipment in an engineering and/or technical work environment (excluding process controllers and operators) Use tools and equipment to perform of his/her duties. Measure and do fault 

finding on process, manufacturing, production and/or technical machinery and equipment to apply corrective or repair actions. Apply and adhere to all relevant health, safety and environmental legislation. Has an 

accumulative learning period covering knowledge, practical and workplace learning that is equivalent to three or more years. 
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OFO Code Scarce Skill Occupation Magnitude Interventions 
NQF 
Level 

Institutions 

641502 Carpentry Carpenter  Research required Artisan 4   

682201  Cabinet maker  Research required Artisan 4   

643101 Painting Painter Research required    

LABOUR RECRUITMENT SERVICES 

333301 Recruitment and Marketing Recruitment Consultant 649 Skills programmes  SDP 

MARKETING AND COMMUNICATION SERVICES 

264202 Editing Editors 535 TBC    

243102 Researching Skills Market research/ Research analyst 214 Bursary: Degree 7 HET 

243101 Sales skill Advertising specialist 1 390 Skills programme    

2641 Writing Writers Research required TBC    

264201 Writing Copywriter Research required TBC    

216601 Graphics Graphic designers Research required TBC    

243201 Communication Communications coordinator Research required TBC    

243202 Marketing / Communication Marketing/Communication Strategist Research required TBC    

 Credit Credit analyst Research required    

 Sector-specific sales representative Sales representative Research required    

 Web design Web designer Research required    

POSTAL SERVICES 

  Postal branch manager Postal branch manager Research required TBC    

121101  Financial managers Research required TBC    

242211  Internal Auditors Research required TBC    

PROJECT MANAGEMENT 

242101 Management consulting Management consultant Research required Bursary: National Certificate 5 TVET, UoT 

441903 Project management Programme or Projects Administrator Research required Bursary: National Certificate 4 TVET / SDP 

 Computer network and systems Computer network and systems 

engineer 

Research required    

 Rural development expert Rural development expert Research required    

REAL ESTATE AND RELATED SERVICES 

333901 Auctioneering Auctioneers 448 Internship 4   

331501 Property valuator Property Valuer 2 242 Bursary: Degree 7   

122101 Sales and marketing Sales and marketing manager Research required Skills programme    

333401  Property managers Research required Qualification in development    

333403 Arranging real estate transactions Property portfolio officer Research required TBC    

   Facilities manager Research required Qualification in development    

333402 Sectional title Specialist Real Estate agent 897 Qualification in development    

333401 Rental Management Property Leasing Manager 2 690 Qualification in development    
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Currently from the SIPS scarce skills list, the following Services SETA skills have been identified: 
 

Table 28: Service SETA scarce skills as informed by SIPs 

Occupational Cluster Critically scarce (50-100%) Significantly scarce (20-50%) 

Management   
121908 Quality Systems 

Management (100) 

Professionals and associate 

professionals 

121905: Programme or project 

manager (350) 
 

Plant and machine operators  
734201: Earthmoving plant 

operators (250) 

Elementary and non-trade 

production workers 
 611302:Landscape Gardener (150) 

 
In corroboration with the Services SETA scarce skills needs, the occupations listed above have also 

surfaced in the SSP research and are reflected in the scarce skills list, providing a higher confidence 

level that these are absolute scarcities.  

4.5 Critical skills 
  

The SETA’s labour market forecasting initiatives, linked to the HSRC project, will in future enable 

more sound estimates and projections for critical skills. In order for the Services Seta to be able to 

plan appropriately to meet the demand of critical skills, a sound understanding of the extent of 

critical skills needs as well as the extent of skills development interventions is required. Services Seta 

will need to define these critical skills in more detail and develop and improve programmes to meet 

the sub-sector needs. Table 29 has the list of critical skills of which skills programmes are most 

applicable to the Services Seta. Table 30 below has derived the top twenty skills data from the data 

collected in the 2013 round of surveys. The critical skills that are prevalent on the list tend towards 

higher skilled management and administrative or co-ordination type occupations.   

 

Table 29: Top 20 Critical Skills  

Ranking OFO  Critical Skill Occupation 

1  333402 Virtual Space skills: computer technology, photos, internet 

skills, Databases Analytics 

Admin personnel and Real Estate Agent 

2  411101 Computer Literacy Administrative Assistant 

3 333910 Computer Literacy Business Support Coordinator 

4 134903 Business skills, plan and writing skills Small Business Manager 

5 121, 

1219 

Finance for non- Financial Managers Business Services and Administration 

Managers 

6  331301 Finance Bookkeeper 

7 134903 Proposal writing Small Business Manager  

8 242101 Problem solving skills Business Consultant 

9 412101 Communication -office Admin Secretary 

10 734205 Plant hire operators Excavators and graders 

11 514201 Professional Conduct (Time management etc.) Skin Care Therapist 

12 1121 Leadership  Managing Directors and Chief Executives 

13 684401 Chemicals Pest Controllers 

14 121901 Technology, computers, gadgets Line/Operation managers 

15 243202 Fundraising Fundraising or Corporate Coms Manager 

16  411101 Quality management Admin Officer 

17  243102 Networking  Marketing Research Executive 

18 5151 Supervisor Supervisors 

19  516301 Marketing and sales Funeral Director 

20  516305 Cleaning Mortuary Technician / Assistant 
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Table 30: Critical Skills list 

OFO Code Critical Skill Specialisation/Occupation Magnitude Interventions 
NQF 
Level 

Institutions 

BEAUTY TREATMENT 

 514201 Health, safety and hygiene   Skin Care Therapist Research required Skills programme 4 TVET or SDP 

 514201 
Professional Conduct (Time 

management etc.) 
Skin Care Therapist 2 141 Skills programme  TVET or SDP 

BUSINESS SERVICES 

121, 1219 Finance for non- Financial Managers 
Business Services and Administration 

Managers 
8 186 Bursary: Diploma 6 HET and UoT 

331301 Finance Bookkeeper 7 309 Bursary: Diploma 6 HET 

243202 Fundraising Fundraising Manager 877 TBC    

134903 Proposal writing Small Business Manager  6 725 Skills programme 5 TVET 

134903 Business skills, plan and writing skills Small Business Manager 8 771 Skills programme 5 TVET 

412101 Communication -office Admin Secretary 2 924 Skills programme 4 TVET 

242101 Problem solving skills Business Consultant 3 801 Skills programme 5 TVET or HET 

1121 Leadership  Managing Directors and CEO 1 754 Skills programme 6 TVET or HET 

 Understanding of PPPFM  Research required Skills programme   

 BBBEE   Research required Skills programme   

 242208 Compliance Skills  Risk Compliance Manager  Research required Skills programme 4   

 411101 

333910 
Computer Literacy 

Administrative Assistant 

Business Support Coordinator 
20 466 Skills programme 4 TVET or learnership 

CLEANING SERVICES 

226302 Occupational Health and Safety Skills Safety and Health officer/practitioner 275 Bursary: Diploma  2-3, 5-6 TVET / SDP 

811202 Frail Care Practitioners Care Givers 162 Qualification under Development  TVET / SDP 

No specific 

OFO Code 
Cleaning at Heights Cleaning Supervisors 275 Qualification under Development  

TVET / SDP 

715702 Operators of Machines Dry Cleaning Machine Operators 373 No unit standard   Not known 

524901 
Recycling (refilling containers, toilet 

paper) 
Material Recycler 32 No unit standard   Not known 

121901 Technology, computers, gadgets Line/Operation managers 1 085 Bursary: Diploma  3 
UoT/ Private 

Training providers 

5151 Supervisor Supervisors 486 Learnership 3 TVET / SDP 

CONTACT CENTRE 

 Graphic designer skills BPO Graphic designers Research required TBC   

1121 Leadership  Managing Directors and CEO Research required TBC   

422206 Accent training Contact Centre Agent  Research required TBC   
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OFO Code Critical Skill Specialisation/Occupation Magnitude Interventions 
NQF 
Level 

Institutions 

422206 Negotiation skills Contact Centre Agent Research required TBC   

422206 African language  Contact Centre Agent Research required TBC   

143905 Supervisory skills Contact Centre Supervisor Research required Skills Programme 5  

143905 Operations management skills Contact Centre Workforce Manager Research required Skills Programme 5  

  Coaching and training labour law  Research required Internship   

  Telephone etiquette Contact Centre Agent Research required    

DOMESTIC SERVICES
23

 

515201 Cooking Domestic Workers Research required Skills programme  1 - 4 TVET / SDP 

515201 Early childhood development Domestic Workers Research required Skills programme  4 TVET / SDP 

FASHION 

 514201 Make up application  Make-up Artist Research required Skills programme  TVET / SDP 

 524101 Etiquette  Models Research required Skills programme  SDP 

 5241 Wardrobe arrangement Fashion Stylist  Research required Skills programme  SDP 

 216301 
Designing accessories using 

technology 
 Fashion Designer Research required Skills programme 5 F TVET 

FUNERAL SERVICES 

516301 Grief Counselling 
Bereavement Councillor / funeral 

director /Undertaker/mortician 
64 Skills programme  SDP 

 516305 Cleaning Mortuary Technician / Assistant 455 Skills programme 2 TVET / SDP 

 516301 Marketing and sales Funeral Director 481 Skills programme 4 TVET / SDP 

 242402 Occupational health and safety Occupational Instructor / Trainer 48 Skills programme 3 TVET / SDP 

 516301 Social marketing Funeral Director Research required Skills programme  TVET / SDP 

 516301 Training in counselling Funeral Practitioner Research required Skills programme  TVET / SDP 

 No code 
Transporting bodies - advanced 

driving  
Mortuary drivers 289 Skills programme  TVET / SDP 

 516301 Planning and management skills Funeral director 257 Skills programme 4 SDP 

  Hearse drivers Drivers 80 Skills programme    

  Funeral cleaning Funeral cleaners 80    

HOUSEHOLD SERVICES 

684401 Chemicals Pest Controllers 1 144 Bursary: National Certificate 3 HET/ TVET 

HAIR CARE 

 514101 Product knowledge Hairdressers  Research required Skills Programme  Workplace training 

 514102 
Health and safety, hygiene and 

handling of hazardous material 
 Hair Salon Assistant Research required Skills programme 4 TVET / SDP 

                                       
23

 Since there were no respondents in the domestic services sub-sector, magnitudes could not be estimated. 
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OFO Code Critical Skill Specialisation/Occupation Magnitude Interventions 
NQF 
Level 

Institutions 

HIRING SERVICES 

734301 Specialised Plant Driving Techniques Crane Drivers Research required 
Bursary: National Certificate  4 and 5 TVET / SDP 

Bursary: Diploma   

734205 Plant hire operators Excavators and graders 2 696 Qualification under development    

INTERIOR DESIGNING 

 231101 
Practical experience for lecturers at 

universities of technology 
 Lecturers Research required Skills Programme   

LABOUR RECRUITMENT SERVICES 

 121204 
General business management and 

recruitment 
Recruitment managers 137 Skills programme 5 TVET 

MARKETING AND COMMUNICATION SERVICES 

 4111 Researching Skills General Office Clerks 321 TBC   

 216601 Graphic Design Graphic designers 214 TBC   

 343101 Photography Photographer 321 TBC   

 243102 Networking  Marketing Research Executive 535 TBC   

  Writing and editing skills  Research required Skills Programme 4  

  Presentation skills  Research required Skills Programme 4  

  

Stakeholder management, 

Measurement of ROI of 

communication 

 Research required Skills Programme 5  

  FAIS and FICA accreditation  Research required Skills Programme 4  

POSTAL SERVICES 

 421105 Customer Services Postal Frontline Service Worker 122  TBC   

  Quality management Admin Personnel 608  TBC   

  Operations management    Research required skills programme 5  

PROJECT MANAGEMENT 

 121905 Project scheduling  Project manager Research required Skills Programme   

 121905 Project planning  Project manager Research required Skills Programme   

REAL ESTATE AND RELATED SERVICES 

 333402 

Virtual Space skills: computer 

technology, photos, internet skills, 

Databases Analytics 

Admin personnel and Real Estate Agent 91 138 Skills Programme 5  

 333403 Portfolio skills Property Portfolio Officer Research required  TBC   

 333402 Social media skills Estate Agents Research required  TBC   
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Using focus groups discussions with stakeholders, the following list of critical skills was compiled for 

the services sector: 

 

• General management skills (short term planning, strategic planning, business and proposal 

writing); 

• Administration skills; 

• Professional etiquette; 

• Communication and interpersonal skills; 

• Computer literacy;  

• Customer services;  

• Bookkeeping and basic financial management; 

• General business skills; 

• Health, safety, and environmental management skills; 

• Human resource management and labour relations; 

• HIV/AIDS in the workplace; 

• Problem solving skills; 

• Project management; 

• Relationship management;  

• Planning, sourcing and procurement; 

• Sales and marketing; 

• Secretarial skills; 

• Research skills; 

• Supervisory skills; 

• Social network training; 

• Time management; 

• Marketing; 

• Contract management; and 

• Basic business principles 

 

4.6 Limitations in relation to scarce and critical skills 
 
Section One of this SSP Update noted challenges in using available data sets to calculate scarce and 

critical skills very precisely in the Services Sector. It is for this reason that Services SETA has 

committed to strengthening its own data sets, including WSP data and an employer survey.   

 

A process is underway to clean Services SETA data including the training of skills development 

facilitators and employers. DHET is in the process of developing other institutional mechanisms to 

strengthen the quality of data collection and analysis for skills planning. This is being done in 

partnership with international and national research bodies, and the local statistical bureau. The 

projections from the skills planning system will enable better allocation of resources and improved 

skills planning. 

 

Scarce and critical skills lists, including the projection of numbers and scenarios, must for the 

purpose of this SSP be regarded as a continuous work in progress; further research is planned for 

2014/2015. These lists will inform the allocation of Services SETA discretionary funds. Scarce skills 

lists will inform decisions on the learnerships, internships and bursaries that the Services SETA will 

make available. The critical skills list will inform the development of skills programmes and their 

funding. This section of the SSP is the start of the entire skills development cycle through which 

Services SETA delivers on its mandate, as summarised in Section 5.   
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Section 5: IMPLICATIONS FOR PLANNING 

5.1 Summary of Section Five 
 

This section of the SSP aims to answer the following questions: 

 

• What are the main challenges facing skills development in the Services sector currently? 

• How does the Services SETA plan to address the challenges? 

• What are the processes and timeframes through which scarce and critical skills priorities of 

the sector will be delivered? 

• How will the SSETA Accounting Authority and executive management monitor and govern 

the achievements? 

 

This SSP Update has identified a set of scarce and critical skills that are required in the sector. These 

will be addressed through the skills development cycle through which the SETA delivers on such 

priorities.  However, the system used to deliver skills in the sector itself has a number of 

weaknesses.  The system is not delivering the numbers required; major improvements in economy, 

efficiency, effectiveness and equity will be required.  The Accounting Authority has therefore 

established a set of core performance indicators, through which it will hold the SETA accountable for 

improving the system through which skills are delivered.  The Services SETA strategic objectives and 

performance indicators are also the mechanism through which the Services SETA will deliver on the 

priorities of NSDS III. 

 

To ensure more rigorous planning and budgeting, further analysis of each priority scarce and critical 

skill will be undertaken in the planning phase for each learning intervention.   

 

5.2 What are the main challenges facing skills development in the Services 
Sector? 

 

The data, analysis and stakeholder consultation reported in Chapters 1 – 4 of this SSP suggest that 

there are a number of challenges with how skills development has been delivered in the past.  The 

most important of these are: 

 

• Not enough people are benefitting from skills development.    The total number of Services 

SETA-funded beneficiaries planned for the 2014/15 financial year is roughly less than 20 000. 

Yet employment growth in the sector is estimated at 70 000 and replacement demand at 

170 000 each year. In other words, it is likely that the sector will fall further behind in the 

“skills crisis” which the HRD Council argues the country is facing.  Clearly, the Services SETA 

and the sector cannot approach the challenge through “training as usual”.  Services SETA 

needs to explore ways of reducing costs; increasing scale; increasing levels of investment; 

and innovating approaches to education and training.   

 

• Retention, achievement and absorption rates are poor.  One of the best ways of reducing 

costs and increasing benefits is by improving retention (i.e. decreasing the number of drop-

outs) and achievement rates (i.e. pass rates).  Services SETA needs to investigate the causes 

of the staggering number of drop-outs and high failure rates reported in Section 3; and to 

initiate strategies to address these.  Services SETA does not have system-wide data on 

absorption rates (how many trainees are employed after training).  Yet widespread 

anecdotal evidence and stakeholder consensus is that absorption rates are very low.  In 
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essence, training is not resulting in employment.  The SETA does not have control over all 

factors influencing employment growth, but does need to explore whether it can manage 

learning interventions in ways that improve absorption.   

 

• To achieve transformation, skills development efforts need to reach new audiences, in new 

places and perhaps through new means.  NSDS III outlines the target beneficiaries of skills 

development funding, in line with employment equity policy and socioeconomic 

development policy more widely.  To meet these transformation targets and better support 

the socioeconomic development of the country, Services SETA needs to expand provision to 

learners with disability; rural learners; learners in SMMEs and cooperatives in particular.  

(Against other equity targets, Services SETA is performing relatively well).  Failure to reach 

these target audiences more effectively in the past is perhaps indicative of the problem that 

traditional skills development practices may not be appropriate for reaching such audiences.  

Provider capacity may also be required in new parts of the country to reach such audiences.   

 

• Services SETA and the sector are mostly using traditional skills development practices.  

Some skills development in the sector is “best practice”; but a great deal is very traditional.  

Internationally, skills development has changed significantly over the past few decades in 

response to technology and in relation to various challenges.  For reaching urban and well-

resourced constituencies, e-learning and blended learning have developed significantly, and 

offer the potential to significantly increase scale and reduce costs.  The Services SETA may 

consider to explored providing education and training opportunities to those constituencies 

who have access to such technology.  This has the potential to significantly increase scale 

and reduce costs.  The reduction in costs would leave more resources available for 

constituencies that do not have access to technology, or for whom costs are intrinsically 

higher.  Similarly, working with poor people, rural people or any socioeconomically 

marginalized group is more expensive, and requires different strategies.  Working with 

public TVET and HET providers may reduce costs and reach these constituencies better than 

private providers.  Assistive devices and support for learners with disability requires money 

and ETD practitioner development.  Working with rural learners increases travel allowances 

and sometimes changes curriculum.  Working with cooperatives and small businesses 

usually requires programmes to be delivered more flexibly and creatively than for other 

learners.  In all these instances, it will become important for Services SETA to support 

innovation in the sector skills systems.   

 

• There are mismatches between demand and supply in the sector.  Any scarce and critical 

skills shortage of course reflects a “mismatch” between supply and demand:  the shortage 

would not have arisen if supply and demand were perfectly matched.  Until the supply—side 

data can be more closely linked to the demand-side data, the exact mismatches cannot be 

known.  However, the scale and character of the scarce and critical skills needs in the 

Services sector do reflect quite a severe mismatch.  

 

• Sector capacity to participate in delivering the scarce and critical skills is uneven, and 

mismatched to policy objectives.  There are gaps in the OFOs and qualifications required to 

deliver the priority scarce and critical skills.  Consequently, there are also gaps in the 

provider capacity to deliver such programmes.  On the demand-side, workplaces are not 

taking in enough interns, bridging them effectively into workplaces or supporting the 

workplace experience component adequately.   

 

• Growing sector support for the skills development strategy is crucial.  Services SETA is in 

direct managerial control of less than half the amount of money spent on skills development 
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in the sector; and cannot deliver even that expenditure without the energy and capacity of 

providers, employers and service providers in the sector.  Stakeholder feedback is that there 

is some unhappiness about Services SETA currently.  Nevertheless, goodwill remains; and 

the Accounting Authority and executive management have committed to mobilising the 

sector behind the challenges.   

 

• Skills development efforts are not always embedded within wider growth and 

development strategies.  International and South African experience has repeatedly shown 

that skills development is most effective when embedded within wider organisational 

development and socioeconomic development efforts.  When attempting to grow SMMEs or 

cooperatives, for example, access to training needs to be linked to access to support, access 

to capital and access to markets in order to be most effective.   

 

• Partnerships are key to taking forward skills development efforts in the sector.  To achieve 

the above objectives and grow sector capacity, a range of partnerships may be required.  In 

taking forward learning interventions aimed at learners with disabilities or cooperatives, 

partnerships with the disability and cooperative social movements may be most effective.  

To take forward elearning, partnerships with parts of the sector with some experience in 

elearning may be useful.  To take forward supporting SMME growth, partnerships with DTI 

and small business funding agencies could be explored.   

 

• Services SETA itself will need to be capacitated to address the kinds of challenges listed 

above.  Although Services SETA has been moving in the direction of addressing many of the 

above challenges for some years, at least some of the kinds of changes may need staff to be 

recruited or developed to do so more effectively.   

 

It is important to note that the description of the challenges above illustrates possible solutions to 

each challenge.  The actual solutions adopted may be very different – these possible solutions are 

provided only to further elaborate on the nature of each challenge.   

 

Section 5.4 below summarises how these challenges will be addressed in the Annual Performance 

Plan.  Section 5.5 summarises how Services SETA will undertake the delivery of the scarce and critical 

skills identified in Section Four.   

 

5.3 How does Services SETA Plan to Address the Challenges? 
 

Services SETA has synthesised the challenges identified with the current skills development system 

into a set of core performance indicators for the organisation, linked to the strategic objectives.  

Preliminary performance indicators are provided in Table 30 below, and the links to the challenges 

(or “change drivers”) are explained.   

 

Specific interventions through which the challenges will be addressed are further elaborated in 

sections 5.5 – 5.7, and are fully detailed in the Annual Performance Plan.  
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Table 31: Services SETA Strategic Goals and Outcome Indicators Linked to Change Drivers 
NSDS Goals Services SETA Strategic Goal 

Statements 

 Outcome Indicators Links to Change Drivers 

4.1 Establishing a credible 

institutional mechanism for skills 

planning 

C. Improving sector capabilities to 

identify needs, plan and 

implement responses C.i 

%stakeholder 

representatives involved 

in planning 

 

C.ii 

quality rating of research 

conducted 

4.2 Increasing access to 

occupationally-directed 

programmes 

B. Improving the flow of skills into 

the sector 

B.i 

% qualifications aligned to 

priority skills 

The performance indicators here indicate Services SETA’s 

intention to: 

• address the current mismatches between supply 

and demand; 

• bridge supply-side and demand-side capabilities 

more effectively; 

• grow public provider capacity in areas where it is 

needed; 

• reach new audiences, possibly in new ways.   

B.ii 

capacity rate of providers  

to deliver priority skills 

demand 

B.iii 

% correlation between 

uptake of qualifications 

and priority skills 

B.iv throughput rate of 

qualifications for priority 

skills 

B.v %employers conducting 

workplace education and 

training 

4.3  Promoting the growth of a 

public FET college system that is 

responsive to sector, local, 

regional and national skills needs 

and priorities 

C. Improving sector capabilities to 

identify needs, plan and 

implement responses 

C.i % recognised employer 

organisations and 

organised labour actively 

engaged 

The performance indicators here indicate Services SETA’s 

intention to: 

• establish the partnerships required to address the 

priority scarce and critical skills interventions; 

C.ii %contribution of 
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functional partnerships to 

priority skills and 

transformational 

imperatives 

• educate, mobilise and organise the sector behind 

the SETA and the skills development strategy for 

the sector; 

• build the demand-side capacity to better plan, 

manage and report on work-integrated learning; 

• strengthen the demand-supply bridges. 

 C.iii 

%sector employers 

capacitated 

4.4 Addressing the low level of 

youth and adult language and 

numeracy skills 

to enable additional training 

A. Improving the skilled and 

capable workforce in/available to 

the Services sector 

A.i % change in enrolment The performance indicators here indicate Services SETA’s 

intention to: 

• increase the number of learners benefiting from 

learning interventions; 

• improve enrolment, retention, achievement and 

absorption rates; 

• address the equity targets more effectively.   

To achieve these objectives, Services SETA will aim through 

all interventions to improve efficiency, effectiveness, 

effectiveness and equity rates. 

A.ii % change in completion 

A.iii % change in achievement 

A.iv 

% change in labour 

absorption 

A.v % change in number of 

sector employees being 

trained annually 

4.5 Encouraging better use of 

workplace-based skills 

development 

B. Improving the flow of skills into 

the sector  B.v %employers conducting 

workplace education and 

training 

 

 

C.i % recognised employer 

organisations and 

organised labour actively 

engaged 

 

C.ii %contribution of 

functional partnerships to 

priority skills and 

transformational 

imperatives 
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C.iii 

%sector employers 

capacitated 

4.6 Encouraging and supporting 

cooperatives, small enterprises, 

work-initiated, NGO and 

community training initiatives 

C. Improving sector capabilities to 

identify needs, plan and 

implement responses  

C.ii 

%contribution of 

functional partnerships to 

priority skills and 

transformational 

imperatives 

 

4.7 Increasing public sector 

capacity for improved service 

delivery and 

supporting the building of a 

developmental state 

C. Improving sector capabilities to 

identify needs, plan and 

implement responses  

C.ii 

%contribution of 

functional partnerships to 

priority skills and 

transformational 

imperatives 

 

4.8 Building career and vocational 

guidance 

C. Improving sector capabilities to 

identify needs, plan and 

implement responses  

C.i % recognised employer 

organisations and 

organised labour actively 

engaged 
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5.4 How Will Services SETA Deliver the Scarce and Critical Skills Priorities?  
 

Services SETA – like other SETAs – uses the skills development cycle as a basis for planning the work 

that needs to be done in relation to each scarce and critical skill.  The cycle essentially maps the 

value chain for delivering a skill, from developing the qualification and accrediting the provider 

through to monitoring the learning and “exiting” the learner.  This cycle is reflected in the diagram 

below, and explained in the text which follows.   

 

The skills development cycle is however the same value chain through which scarce and critical skills 

have been addressed in the past.  Key to addressing the problems in the sector outlined in section 

5.2 above will be interpreting these as “change drivers”, which may have implications for some or all 

aspects of the cycle.   

 

Services SETA therefore aims to ensure these challenges are addressed during implementation of 

the cycle through setting performance indicators to drive the transformations required.  The set of 

performance indicators – and their links to individual change drivers – are detailed in Table 30 

above; and also represent the managerial instrument through which the Accounting Authority will 

ensure the SETA management and staff deliver on the vision.   

 

 
Figure 22: Skills Development Cycle 

 
 

 
The cycle begins with identifying the scarce and critical skills priorities in the sector.  This takes place 

through the research and consultation as reported in this SSP.  Once a skills development need has 

been agreed as a priority, Services SETA: 

  
1. 

Qualifica ons 

and curricular 
*career 

pathing 

2. Skills 
Development 

Providers 

3. Moderators 
and Assessors 

4. Guidance Counselling *career 
pathing 

5. Partnerships 

6. Investment 
and 

Contrac ng 

7. Enrolment 

8. Monitoring 

9. Exi ng 

Scarce    skills    Cri cal    Skills    

Impact    
Change in scarce and cri cal 

Absorp on into labour market 

Public 

Private 

SSETA 

Employers/Others 

4 – 8 months 

3 – 6 months 

1 – 6 months 

On-going 

1 – 3 months 

6 – 36 months 
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• Establishes the availability of OFOs, qualifications and provider capacity to deliver the skills, 

and undertakes the planning, scheduling and budgeting requried.  The process for this is 

mapped further in Table 30 below.   

 

• The SETA then Initiates the development or review of the associated OFOs, qualifications 

and curriculum.  This takes a minimum of 4 – 8 months where OFOs exist, but may take a full 

year where they do not.   

 

• Ensures providers are accredited, where they are needed.  This takes 3 – 6 months, but may 

take longer in the case of public providers.   

 

• Registers the assessors and moderators for purposes of accreditation.  This takes between 1 

– 6 months, although this runs concurrently with provider accreditation processes.   

 

• Guidance and counselling is provided throughout the process. 

 

• The SETA enters into partnerships for delivering the priorities, and contracts or invests in the 

capacity requried to deliver the priorities.  These processes take between 1 – 3 months.   

 

• Learners are then enrolled, according to the timeframes of the providers; and training is 

provided.  This may take 6 – 36 months, including quality assurance of learner achievement.  

In the case of bursaries, it may take up to 3 years.   

 

• Learners are exited from the system.   

 

• The feedback into the cycle takes place through review and impact assessment of the 

interventions, which may feed back into changes to any one of the stages of the cycle.   

 
The first step in the cycle is requires analysis of what is required to deliver the qualification.  The 

process of analysis is exemplified in the example below.   

 

This analysis is required both for scheduling activities, and for budgeting purposes.  The three 

examples provided aim to illustrate the different aspects of planning and budgeting.  Quality 

managers have been identified as a priority scarce skill in the SIPs projects.  The OFOs and 

qualifications for this already exist, as does accredited provider capacity.  Thus the schedule for 

delivery is able to fast-track to the processes for entering partnerships, contracting and enrolling 

learners.  However, the qualification is a B.Tech in Quality Management, which takes 3 years.  This 

has implications both for budgeting as well as scheduling.  

 

The Cleaning Machine Technical Assistant on the other hand has no existing OFOs or qualifications 

available; and no accredited provider capacity exists.  The schedule for delivering this priority scarce 

skill will thus need to start with a minimum 8 month process of developing the OFO and 

qualifications, and take into consideration the provider capacity-building required.   

 

The SHEO practitioner required for cleaning services has OFOs, qualifications and provider capacity 

in place.  However, there are standards for professional registration required; and Services SETA will 

need to ensure that the required arrangements are in place with the relevant statutory body.   

 

These three examples are intended to illustrate the analysis which Services SETA intends to 

undertake in linking the learning interventions, the funding model and the targets for each priority 



 

 

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 92 

 

scarce and critical skill.  The analysis illustrates how the generic skills development cycle is 

interpreted in relation to each priority scarce or critical skill, for purposes of operational planning, 

scheduling and budgeting.   

 



 

 

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 93 

 

 

Table 32: Sample Analysis Required Before Planning to Deliver the Priority Scarce and Critical Skills 

 

EDUCATION PRACTICE WORKPLACE EXPERIENCE ASSESSMENT 

Scarce or 

Critical Skills 

Occupation 

Entry 

requirement 

for theory 

Education 

Qualification 

Simulated 

Practice 

Is Workplace 

Experience 

Compulsory? 

Minimum 

Duration 

Are standards 

for workplace 

set?  

Body 

responsible 

for assessing 

Designation 

or License? 

121908 

Quality 

Manager  

(100 needed) 

 

Business 

Services) 

Grade 12 

Certificate 

Bachelor of 

Technology in 

Quality 

Management 

Yes Yes  1 year Yes   Quality 

Manager 

226302 SHEO 

Practitioner  

 

Cleaning 

Services 

Grade 12 

Certificate 

National 

Certificate:  

NQF Level 4 

Yes  Yes   Yes  NOSA SHEO 

Practitioner 

Cleaning 

Machine 

Technical 

Assistant 

 No OFOs or 

unit 

standards 

exist 
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5.5 Learning Interventions through which Services SETA will address the 
Priority Scarce and Critical Skills 

 
The Services SETA makes funding available to learners and training institutions to address scarce and 

critical skills needs. The Services SETA has different learning interventions geared towards 

addressing scarce skills. These include the funding of learnerships, internships, apprenticeships, AET, 

RPL programmes, skills programmes and bursaries. Currently the Services SETA has 106 

qualifications and 93 registered Learnerships of which 46 are active. It is through these interventions 

that Services SETA will aim to improve enrolment, retention, achievement and absorption rates.    

 

5.6 Priority Qualifications Development for 2015-16  
 

Under the QCTO, the system for developing and quality assuring qualifications by Standard 

Generating Bodies and Assessment Quality Partners with Development Quality Partners, has 

replaced the Seta Education and Training Quality Assurance bodies (ETQA). One of the consequences 

is that SETAs must phase out legacy qualifications and develop the new occupational qualifications 

required.   

 

Currently there are ten occupational qualifications in development that respond to the needs of the 

employers, outlined in Table 33 below.   All qualifications currently being developed are aligned to 

the scarce and critical skills list as identified in the previous SSP. It is anticipated that new 

occupational qualifications will be registered within a few months. Table 31 lists the priority 

qualifications that were being developed in 2013/14. The qualifications are at the stage of 

verification with stakeholders.  

 
Table 33: Development of Occupational Qualifications: Phase 1 2013 – 2014  

QUALIFICATION  OFO CODE  

Hairdresser 514101 

Call or contact Centre Manager Workforce Manager  143905 

Mortician 516304 

Health Care Cleaner 811202 

Real Estate 333401 

Recruitment Manager 121204 

Project Manager 121905 

Postal Front Line Worker 421105 

Quality Manager 121908 

Garden Worker 821401 

 

The priority scarce and critical skills which do not yet have OFOs or qualifications in existence will be 

the focus of occupational qualifications development in the 2015-16 financial year.   
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5.7 Provider Capacity Development 
 

As part of the Services SETA plan to ensure the supply of skills development practitioners, additional 

assessors and moderators will be registered to strengthen provider capacity, and additional training 

providers will be accredited.  Public and private learning institutions and training providers will be 

mobilised, developed and capacitated in the following ways to offer quality assured qualifications 

and learning programmes expanding access to targeted beneficiaries:  

 

• A national Further Education and Training Capacitation programme will be developed and 

implemented. 

• A national skills development provider capacitation programme will be developed and 

implemented. 

• A national career guidance and development programme will be developed and 

implemented. 

 

5.8 Partnerships for 2015/16  
 

NSDS III encourages strong partnerships between employers, public education institutions (TVET 

Colleges, Universities, and Universities of Technology), private training providers and SETAs. The 

need for partnerships has thus been identified as one of the “change drivers” required in the sector.  

Services SETA will be building partnerships with public providers and other bodies to address supply-

demand mismatches.  In the process,  Services SETA will explore ways of addressing poor retention, 

achievement and absorption rates.  

 

Particular attention will be paid in these partnerships to transformation imperatives that aim to 

address the needs of persons with disabilities, to support the development of small enterprises, 

cooperatives and non-profit organisations, to promote responsiveness of TVET and HET Institutions, 

to build skills for rural development and to improve the employability of youth and those not in 

employment and not in education and training (NEET).   These partnerships aim to provide funding 

and placement opportunities for learners enrolled at TVET and HET institutions to enter the labour 

market.  

 

The purposes these partnerships will serve are: 

 

• To provide additional support and opportunities for learners with disabilities to enter the 

labour market 

• To promote growth and sustainability of  small levy paying employers, non-profit 

organisations and cooperatives through mentorship and training  

• To expand access to SETA qualifications through public providers at intermediary levels 

• For collaboration in programmes implemented through the HET system 

• To provide funding and placement opportunities for learners enrolled at both TVET and 

HET Institutions 

• To provide opportunities for rural learners in a competitive labour market 

• For collaboration in skills development programmes and to stimulate rural development; 

• To facilitate access to skills development interventions in remote areas; 

• To generate skills to support successful implementation of the Strategic Integrated Projects 

and to address identified scarce and critical skills within relevant occupational clusters; 

• To facilitate programmes to improve the employability of youth; 
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• To enable the youth and the NEET group to access and participate in skills development 

initiatives; 

• To provide an alternative route for experienced practitioners to receive formal recognition 

of the knowledge, skills and experience already acquired. 

 

Table 34 identifies the strategic partnerships, with targets linked to the transformational 

imperatives. 

 

Table 34: Strategic partnerships with targets linked to the transformational imperatives 

Strategic Partners Purpose of partnership APP 2014/15 Target % 

Public Further Education and 
Training Colleges 

To increase access to education and training 

at intermediary level 

Expanding the footprint of SETAs in 

provinces and in particular rural areas. 

30% of learners to be 

enrolled in public education 

institutions 

Public Higher Education and 
Training Institutions 

To increase access to education and training 

at higher level 

Development agencies Maximize on the investments made in the 

support and development of small 

enterprises and non-governmental 

organisations 

 

Youth organisations 
 

 30% of learners enrolled 

must be youth 

Apex bodies representing 
cooperatives and non-profit 
organisations 

Provide support to cooperatives and non-

profit organisations 

 

National and provincial 
disability organisations 

Mainstream disability and facilitate 

absorption of persons with disabilities into 

the labour market 

4% of learners enrolled must 

be learners with disabilities 

District and Local 
Municipalities in the targeted 
rural areas 

To stimulate the rural economies by ensuring 

that skills development is linked to key 

economic growth areas 

20% of learners enrolled 

must be within rural areas 

Relevant government 
departments and state owned 
entities 

To support public sector delivery 5% of learners enrolled must 

be placed within the public 

sector 
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5.9 Servicing Rural Areas 
 
The Services SETA has specifically selected public TVET Colleges linked to the rural development 

strategy and is in the process of signing MOUs with these Colleges. The Services SETA has identified 

the following interventions for rural learners: 

 

• Hairdressing and Beauty Treatment 

• Cleaning Services  

• Gardening Maintenance 

• Funeral Services  

• Business Management and Administration 

• Project Management 

• Call Centre 

 

Services SETA will endeavour to support people in rural areas to develop their skills, to develop the 

skills of the unemployed, and to contribute to local economic development.  Workplace learning is 

an integral part of vocational programmes and establishing effective partnerships would provide for 

workplace training and ensure that skills have labour market relevance and that young people are 

exposed to the world of work. Ultimately, the Services SETA intends to work with all 50 TVET 

Colleges nationally.   

 

The second type of partnership identified by the Services SETA is to improve relationships with key 

role players for the purposes of aligning skills development efforts with wider socioeconomic 

development interventions, and to mobilise stakeholder support.  Stakeholders include government, 

business organisations, trade unions, constituency bodies, public bodies, employers, trade and 

professional bodies, public and private training providers, community-based organisations, 

cooperatives and NGOs.  

 

Organised constituencies for partnerships are: 

 

• Business – Chambers of Commerce, industries and professional bodies. 

• Government – National government departments and public entities. 

• Labour – Trade Unions and federations. 

• Civil society – civil society organisations. 
 

Furthermore, in the past four months SSETA conducted a baseline analysis of 37of SA’s 50 TVET 

colleges and established their most relevant qualification demands, as well as their support needs.   

 

Plans are being actioned to assist 26 of these colleges to complete the documentation for 

accreditation for the Certificate in New Venture Creation, NQF Level 2.  Free courseware materials 

have been obtained for this qualification and will be evaluated prior to distribution to participating 

colleges.  Free materials are being sought for Hairdressing 2, 3, and 4, and Business Administration 

NQF Level 4.  Once verified, the materials will be distributed to a further 14 colleges, who will then 

complete their applications for accreditation with SSETA. 
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5.10 Services SETA Commitment to the SIPS 
 

The Service SETA has been nominated as an Intermediate Body (IB) to coordinate Occupational 

Teams. These teams will assist in addressing the SIPS scarce skills gap by identifying pathways that 

can be followed from entry to expertise and also to identify where courses relating to the scarce 

skills will be held. The Service SETA as an Intermediate Body is responsible for the Store Person and 

Project/Programme Administrator occupations.   
 

5.11 How the Sector Skills Plan and the Annual Performance Plan Contribute 
to the Goals of NSDS III 

 
The Services SETA has aligned its organisational plans in the Strategic Plan to the NSDS III goals and 

the seven transformational imperatives. The SETA has identified key learning interventions to deliver 

through specific programmes with targeted groups. The figure below illustrates their strategic 

thrusts, learning interventions and targeted beneficiaries in line with the NSDS III goals and 

transformational imperatives on which the Strategic plan is based. There are five sets of learning 

programmes (Learnerships, Bursaries, Skills Programmes, Internships and Apprenticeships) 

embedded within the 6 priority programmes which are: 

 

1. Persons with Disability 

2. Small enterprises, cooperatives and non-profits 

3. TVET & HET Institutions 

4 Rural Developments 

5. Strategic Integrated Projects and  

6. Youth & NEET 

 
The priority programmes thus link closely with the seven transformational imperatives identified in 

the NSDS III.  The specific links between NSDS III Goals and Objectives and the Services SETA Annual 

Performance Plan are detailed in Table 32 below.   

 

 

 

 

 

 

 



  

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 99 

 

REFERENCES 

 
Bhorat, H. Goga, S. Stanwix, B. (2013). Occupational Shifts and Shortages, Skills Challenges Facing the 

South African Economy, Labour Market Intelligence Report, HSRC. 

 

CareerJunction, 2014. The CareerJunction Index: Executive Summary. Available [online]: 

http://www.careerjunction.co.za/cji/exec-pdf/CJI_Executive_Summary.pdf 

 

Department of Environmental Affairs, 2010. Environmental Sector Skills Plan for South Africa: 

A systems approach to human capacity development and sector skills planning (2010) Pretoria 

 

Department of Economic Development, 2010. New Growth Path Framework (2010). DeD. Pretoria: 

Government Printer. 

 

Department of Economic Development. 2011. New Growth Path: ACCORD 1 National Skills Accord. 

[Available at: http:// www.dhet.gov.za/LinkClick.aspx?fileticket= acWcy%2b nG0 Rg 

%3d&tabid=479&mid=1377] 

 

Department of Higher Education and Training (2013). National Skills Conference 2013: Summary of 

progress made on NSDS III. 

 

Department of Higher Education and Training (2013). White Paper for Post-School Education and 

Training. Pretoria: DHET. 

 

Department of Trade and Industry (2011). Industrial Policy Action Plan (IPAP 2011/12-2013-/14). 

Pretoria: the dti 

 

Department of Labour. 2012. Commission for Employment Equity 2011 – 2012 Annual Report. 

[Available at: http://www.info.gov.za/view/DownloadFileAction?id=174047] 

 

Department of Labour. 2007. National Skills Authority – Briefing Paper Scarce and critical Skills. 

[Available at: http://www.labour.gov.za/DOL/downloads/documents/useful-documents/skills-

development-act/3-Scarce%20and%20Critical%20Skill%20 (2).pdf]  

 

DHET, 2011. National Skills Development III 2011 – 2016, January. Department of Higher Education 

and Training. [Available at: 

http://www.dhet.gov.za/LinkClick.aspx?fileticket=WHM8cYAB0U4%3d&tabid=479&mid=1377] 

 

DTI. 2007. National Industrial Policy Framework, Department of Trade and Industry. Pretoria: 

Government Printer. 

 

DTI. 2009. Industrial Action Plan 2010/11 – 2012/2013, February, Department of Trade and Industry. 

Pretoria: Government Printer. 

 

EE Research Focus. 2010. Learning Programme Participation. June 2010: Services SETA  

 

Forbes Africa. 2014. eLearning A lesson. August 2014 (page 58) 

 

Gross domestic product, Annual estimates 2002 – 2010, and Regional estimates 2002 – 2010 Third 

quarter 2011. STATSSA. [Available at: 



 

 

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 100 

 

http://www.statssa.gov.za/publications/P0441/P04413rdQuarter2011.pdf] Accessed on 16 

November 2012  

 

HRDS SA. 2009. Human Resource Development Strategy for South Africa 2010-2030, 09 March, 

Pretoria: Government Printer. 

 

International Monetary fund. 2012. Regional Economic Outlook: Sub Saharan Africa: Maintaining 

Growth in an Uncertain World. [Available at: 

http://www.imf.org/external/pubs/ft/reo/2012/afr/eng/sreo1012.pdf] 

 

IPSOS Makinor. 2008. Baseline Study into the Public Relations and communications management 

industry. May: Services SETA 

 

KNC & Associates. 2010. The roles, responsibilities and functions of a Quality Professional Body. 31 

March: Services SETA. 

 

Labour market dynamics in South Africa 2013. http://beta2.statssa.gov.za/publications/Report-02-

11-02/Report-02-11-022013.pdf 

 

Quantec (2010) 

 

Services SETA SQMR Report 2010/2011. Services SETA: Johannesburg 

 

Services SETA SQMR Report 2011/2012. Services SETA: Johannesburg 

 

Services SETA. 2011. Services SETA Annual Report 2010-2011. Services SETA: Johannesburg. 

 

Services SETA. 2011. Services SETA Employer Database (Retrieved in November 2011). 

 

Services SETA. 2012. Services SETA Employer Database (Retrieved in November 2012). 

 

Services SETA. 2013. Services SETA Employer Database (Retrieved in July 2013). 

 

Services SETA. 2013. Services SETA Employer Database (Retrieved in May 2014). 

 

Services SETA. 2012. Sub-sector Chamber Workshops 2012. 

 

Services SETA 2013 Regional visit focus groups 2013 

 

Services SETA 2013 Regional visit survey 2013 

 

Services SETA 2012 Skills Symposium registration forms November 2012 

 

Services SETA. 2012. Sub-sector In-depth Interviews 2012.  

 

Services SETA. Work place Skills Plan, 2012 

 

Services SETA (2013) Regional Visit report  

 

Services SETA (2013). Sector Skills Plan Update: 2013. 2011-2016. www.serviceseta.org.za  

 



 

 

Services SETA Sector Skills Plan 2015/16 submitted 30 September 2014 101 

 

Skills Development Levies Act (Act 9 OF 1999). Government Printer. 

 

Services SETA. 2013. Services SETA Employer Database (Retrieved in May 2014). 

 

South African Reserve Bank. 2013. Annual Economic Report – 2013 [available at 

http://www.resbank.co.za/Publications/Detail-Item 

View/Pages/Publications.aspx?sarbweb=3b6aa07d-92ab-441f-b7bf-

bb7dfb1bedb4&sarblist=21b5222e-7125-4e55-bb65-56fd3333371e&sarbitem=5831] 

 

South Africa’s Narrative Report submitted to the United Nations Economic Commission for Africa on 

the 15th Anniversary of the Adoption of the Beijing Declaration and Its Platform for Action in 2010. 

[Available at. www.dwcpd.gov.za]. 
 

Statistics South Africa. Gross Domestic Product, Second quarter 2013  

 

Statistics South Africa. Gross Domestic Product, First quarter 2013 [Available at 

http://www.statssa.gov.za/publications/P0441/P04411stQuarter2013.pdf] 

 

Statistics South Africa. Gross Domestic Product, Second quarter 2013  

 

Statistics South Africa (Stats SA) 2010. Monthly Earnings of South Africans, 2010. [Available at 

http://www.statssa.gov.za/publications/P02112/P021122010.pdf] Pretoria 

 

Statistics South Africa. 2014. Gross Domestic Product, fourth quarter 2013. [Available at: 

http://beta2.statssa.gov.za/publications/P0441/P04414thQuarter2013.pdf 

 

Statistics South Africa. 2014. Mid-year population estimates 2014 [Available at: 

http://www.statssa.gov.za/Publications/statsdownload.asp?PPN=P0302] 

 

Statistics South Africa. 2014. Quarterly Labour Force Survey, quarter 4. [Available at: 

http://beta2.statssa.gov.za/publications/P02114thQuarter2013.pdf

 
South Africa’s Narrative Report submitted to the United Nations Economic Commission for Africa on 

the 15th Anniversary of the Adoption of the Beijing Declaration and Its Platform for Action in 2010. 

Page 5. [Available at www.dwcpd.gov.za] 

 

Statistics South Africa, 2014. Quarterly Employment Statistics (QES). Statistical Release P0277, March 

2014. Pretoria: Statistics South Africa.  

 

Statistics South Africa, various years. Quarterly Labour Force Surveys. Various rounds. Dataset. 

World Bank, 2014. World Development Indicators 2014. Online database. Available [online]: 

http://data.worldbank.org/data-catalog/world-development-indicators. 

 

 

 

 


	btnOpenRubric: 


