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TETA COVERING LETTER - Final SSP ANNUAL UPDATE - 2016/17.
Dear Sir / Madam,

Please be advised that the following has been undertaken is¢cenddraft of the
2016/2017 SSP updafdugustsubmission)

1. Additions to the SSP include:
V Consultations with the Stakeholders and an update of part of stakeholder
engagement
V An update orpartnerships with TVETS, Universities, SETAs and other research
institutions
V Inclusion of the Continuous Improvement Action Plan for 2016 /17 as
Annexure “A”;
Data collection instruments, data sampling and updated data;
Inputs into the Pivotal SkillsListor 2016/ 17 as Annexur e
2015/ 16 Belgian Cooperation (BTC) funded South African Candidates Tracer
study high level findings;
V An update of part of WSP and ATR data;
V An adjustment to all chapters of the SSP as instructed by thetiSETA
Planning Reew Panel and the Deputy Director of SETA support and
Learnership Unit.

< <<

2. Thefollowing data gaps were realized:

V There are low participation rates into the submission of the WSP
V The WSP questionnaire itself, omits question which are critical to thersecto
skills plan
V The time provided to collect data from other key sources sudhes
Department of Labour, PresidentiafrastructureCoordinating Commission
etc., was not sufficient
The recourse and plans for all these gaps have beait déth in detailin Annexure 3f the
SSP document.

Yours Faithfully,
CHIEF EXECUTIVE OFFICER CHAIRPERSON: TETA BOARD

Mrs Maphefo Anno-Frempong Mr June Dube
Date: 01 August 2016 Date: 01 August 2016



FOREWORD

The Transport Sector Education and Training Authority (TETA) is a social partnership, led by
TETA Board from business, trade unions and government. Our strategic objectives are to:

. Ma x i mimgae of erhpioyment and skills development interventiomogrammes

and employer behaviour to support jobs and economic growth and to have an
internationally competitive skills base in the Transport Sector;

e Work with TETA employer constituencies to
which leverage greatdnvestment in up skillingpeople in the Transport Sector;

* Provide out st dnrelligentegvhithddips TETA cuomstituereey employers

and peopleto make the best choices for them.

The TETA 2016/17 Sector Skills Plan (SSP) Update hgaé&eared in accordance with the
National Skills Development Strategyadl well aghe Department of Higher Education and
Training Guidelines and Framework for the development of Sector Skills Plans.

The SSP is developed based on thorough research awdirad information base. It is a
comprehensive statement of the labour market trends, supply and demand dynamics and
growth prospects of the entire transport sector in South Africa. A thorough research process
involving interviews with a large selection ®&ctor Key Informants and a survey of member
companies was conducted in May to June 2016. Focus Groups Discussions (FGDs) with
members of the eight subectors were integrated into this year’'s SSP.

Sharing the findings of our research and engaging witr audience is important to further
develop the evidence on which we base our work. Evidence Reports are our chief means of
reporting our detailed analytical work.

We hope you find this report useful and informative. If you would like to provide any
feedback, or have any queries pleasenail: liza@teta.org.za, quoting the report title or
ISBN number or Volume.

CHIEF EXECUTIVE OFFICER CHAIRPERSON: TETA BOARD
Mrs Maphefo Anno-Frempong Mr June Dube
Date: 01 August 2016 Date: 01 August 2016
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DBSA Development Bank of Southern Africa
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Executive Summary

TheSector Skills PlaisEPis a sector report which serves as a guiding document for skills
improvement. Itis a continuously improving record of the performancerahsport Sector
Educationand Training AuthorityTETAas per Act 97 of 1998. In compiling the 2016/17
SSHor Transport, data were gathered through mixed methods from a variety of sources,
surveys and desktop literature reviews.

Key Findings:

The transport sector contribugesignificantly to the economy of South Africa in terms of the

c 0 u n Gnosg Danestic Product (GE#AY employment. Since 2012, the Transport

sector contributes approximately 9% to the <c
increased from R 24illion in 2012 to about R 256 billion in 2015. At the same time, this

sector is home to 6% of the working labour force of the country. Gauteng Province serves as

the provincewith the highest economic and labour activity for the transport sectbe

coastal provinces dfwazuluNatal Western Cape and Eastern Cape, which are largely

driven by oceamelatedbusiness, trail directly behind Gauteng.

As noted in earlier SSPs, the Transport sector continues to be among the least gender
transformed sectorBetween 2015 and 2016, gender and racial transformation was
estimated to have increased by less than 1% of total employment in favour of previously
disadvantaged groups. Consequently, it is recommended that TETA continues to review
interventions aimed aempowering the formerly disadvantaged groups in order to monitor
achievements of intended goals.

Statistics South Afric&TATSA and South African Revenue ServicBaRBhave identical
definitions of the sector which covers all transport forms. Oa ¢ther hand, the definition
provided byDepartment of Higher Education and TrainibdHEYand TETA tends to include
other support businesses whose core business is not transport. The differences in
definitions have the potential to mislead tieETAluring allocation of skills development
funds. The study also found some inconsistencies with sector data management. The
nomenclature in Standard Industry ClassificatiSiCrodes used by DHET to allocate
various businesses is not consistent with the onedusg STASSA for the same subsectors.
This disparity will always manifest itself as a challenge in sector comparisons both
domestically or with internationally based sectors.

Similarly, the study also found that the definition of scarce skills wasaodistently

applied in the eight subsectors. TETA has a universal definition of skills scarcity. Integration
of the definitions from all subsectors into the current universal definition will provide both
TETA and DHET the basis on which the labour gcahould be understood.

Demand andupply of labour in the sector are highly affected by seetonomic and policy
factors such as education levels and government regulations (Broad Based Black Economic
Empowerment).

TETAand its subsectors has a ke as a support sector to all other sectors to play in the

country’s development and growth strategy as
TheWorkplace Skills PlaivSH and Annual Training Repo(ATR survey dictate very small
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samples for sk demand estimations and lack the ability to capture emerging sectorial
trends, the sector ought to consider a different reporting framework to increase coverage.
The traditional education institutions are not adequate suppliers of sector skills demand.
Smaller and privately owned training institutions appear better positioned to accommodate
sector context in their curriculum than traditional education institutions. S&#

recommends the sector needs to work towards building the capacity of key training
institutions such as Universities and TVET colleges in developing curriculums that are
relevant to sector needs.

TheSSHnakes the following recommendations:

TETA is urged to coordinate the process of standardizing the definition and industry
classificatbn codes in order to improve communication and coordination among the various
institutions, namely DHET, SARS and SBATS

It is recommended that TETA reviews its sector information collection process to iacreas
the sample size and colledatawhich ismore indicative of industry trends

TETA should coordinate capacity building in data collection systems, monitoring and
evaluation among the TETA subsectors

It is recommended that TETA should facilitate the process of curriculum modification; a
processwhich should be a joint effort between employers and training providers.
Interventions to improve the participation of formerly disadvantaged population groups
appear to be having small effect and therefore more effort is required to achieve greater
effectiveness.

A number of TVET colleges are supported by TETA throughout the provinces to build the
capacity of assessors, moderators and facilitators, and yet there is need to standardize and
improve the quality of the training programmes from the TVETSs.

CHIEF EXECUTIVE OFFICER CHAIRPERSON: TETA BOARD
Mrs Maphefo Anno-Frempong Mr June Dube
Date: 01 August 2016 Date: 01 August 2016
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Design of the Study

A cross sectional study design was adopted as appropriate for responding to the Sector Skills
Plan (SSP) for 2016 to 2017. This design is relevant since the data is required for a
“situational status” for a shordredduengitheed pe
months of March to June 2016. Similarly, the approaches were mixed methods consisting

of literature reviews of secondary data analysis, using qualitative and quantitative
approaches.

Theliterature review has played a key role in theguts to the five chapters which seek to
discuss the sector profiles, key skills issues, skills mismatch, sector partnerships and a
description of priority actions. Reports and databases were important sources of data for
statistical analyses that prowed inputs to the five chapters.

Statistical software (for example, STATA) was used to synthesize data gathered through the
Workplace Skills Plan (WSP) and the Annual Training Report (ATR).

Qualitative data gathered through group discussions and-gepth interviews have formed
an important input into this report.

Objectives of the study

The objective of the study was for TETA to meet its obligations as outlined in the Skills
Development Act (Act 97 of 1998) which requires TETA to prepare and subngtits S
Skills Plans (SSPs) to the Department of Higher Education and Training. According to the
Act, the TETA is expected to submit an annual plan on the status of skills in the Transport
Sector.

Data collection tool

Most of the data were gathered fronsecondary data sources; namely, government
departments and institutions, universities and similar entities that gather data targeting
national levels. Reports gathered from these institutions provided raw data for the plan
document.

Two tools were deveped to gather data. Thgrst tool was used to gather data from
planning workshops. The workshops solicited inputs from representatives of the different
transport subsectors.

The workshops were conducted with key stakeholders in provinces where thea high
volume of stakeholders. Hence, the workshops were conducted in Port Elizabeth (Eastern
Cape Province), Cape Town (Western Cape Province), Durban (KiNaial)u Polokwane
(Limpopo) and Johannesburg (Gauteng) in the months of April and Ma#y 20
The purpose of the tool was to gather data along the lines of the 10 key question that
sought data on the following;

V Alist of 12 scarce skills in the ssiéctors.
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V Factors that “drive’ S c a ssextors?y(E.go Huratork of | | s
training).

V The relationship between subsector human resource decisions versus government

policies , competition in the industry, BBBEE, Growth of SMEs (quantity ramdyti),

change in Technology, Climate Change

Performance of university graduates in the industries.

Response of training institutions in providing appropriate skills in the transport industry.

How the education and training systems can be fimeed to poduce a skilled

workforce to make firms competitive?

V General listing of most critical skills for your industry.

V How human resource investment in training and capacity building positively affected
human development as far as this skill is concerned arplaeations of how the
industry has dealt with this.

< <<

The second tool, directed at professional bodies and captains of industries was used to

gather data through a survey. The survey was conducted of the professional bodies
corresponding to the 8 subsectwpf TETA as well as captains of the Transport industry. The

data gathered were structured along the lines of the chapters of the report as required by

DHET.

The indicators were expected to gather data on broad topics such as, economic
performance of thesector, employer profile and labour market issues.

1. Sample Size and Scope of the study

1.1 Sampling from Workplace Skills Plans (WSP) & the Annual Training Reports (ATR)

The transport sector consists of 8 subsectors. On an annual basis, TETA gathetatigeanti
data from the 8 subsectors. The data is compiled into a database that is classified according
to number of employees in the company, its provincial location, chamber or subsector, SIC
code and SDL number. Though the database is with varying ciemeds, it has been used

to calculate the response rate of the companies in each of the subsectors (Table 1.0).

As with WSP, TETA expects to receive annual reports from subsectors, that is, ATRs from the
8 subsectors participating companies.  Table 1.0 provides an estimation of companies that
participated in the TETA reporting systems for 2016. From the tébis, noted that
response rates for the WSP and ATR are only a small fraction of the total from all subsectors.
For instance, from an estimated 16,940 companies, just less that 5 percent of companies
provide data for reporting.  Similarly, just over Sqent of companies report their ATRs.
Therefore, the table serves to indicate the level of completeness of the data.

Given the state of databases, the number of cases used from the WSP and ATR databases
depend more on the completeness of the report dads on a designed sample.

1.2 Sampling Scheme from the survey research

Primary data were also gathered from professional bodies or individuals who represented
professional bodies. Initial data indicated that there were 87 individuals that could

Page |11



represen associations linked to the TETA. It was the aim of the survey research to gather
data from all the individuals, that is, a census was aimed for. A combination of an
electronic data gathering system combined with phone call interviews were used hergat

the data. The number of individuals representing professional bodies is indicated in Table
1.0.

The data collection instrument was designed to gather data according to the DHET SSP
chapters. The data was mainly qualitative and indicators were soogiather new data for

SSP or to validate some of the data gathered through group discussions -alegtim
interviews.

Table 1.0: Estimated completeness of subsectors WSPs and ATRs (2016/2017)

Subsector Name Estimated Estimated % Estimated % Number
Number of response rate to response rate professional
Members the WSP to the ATR bodies+ Experts
702 8.8% 8.1% 8
1. Aerospace
2. Freight
forwarding and 944 12.6% 12% 6
clearing
1290 8.5% 13.2% 5
3. Freight
handling
4. Rail 143 80.4% 16.8% 12
5. Road 6043 1.2% 3.1% 11
passenger
6396 4.1% 4.3% 23
6. Road freight
1102 7.2% 6% 8
7. Maritime
320 3.1% 1.9%
8. Taxi 14
otal 16 940 4.9% 5.3% 87

2. List of data sources and data sets used

2.1Primary Data Sources
2.1.1 The workshops
2.1.2 The interviews
2.1.3 WSP
2.1.4 ATRs

2.2 Secondary data Sources
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3.

4.

2.2.1 StatsSA Publications

2.2.2 Infrastructure Development Plans

2.2.3 The White Paper on Post School Education and Training
2.2.4 Labour statistics

Time Frame of the study:

The time frame for putting together the different aspects of SSP was largalgd) by

the guidelines provided by the Department of Higher Education and Training. The
guidelines set SSP planning cycle outputs and the timelines.

Specifically, data for compiling the SSP were gathered in the months of March to June
2016.

Limitations of data and methods

The strength of conclusions strongly hinges on the quality of data that were gathered.
Therefore, it is important to note the limitations of the data gathering processed of the data
that fed into the SSP. Some of these are outlibetbw.

Vv

The data had gaps in terms of the key elements of data quality, that is, validity,
reliability, Integrity, precision, timeliness and completeness. These elements of data
quality were not tested for all the data used. One of the elements that aegrig was
completeness as was evident from the ATR and the WPS. The data also had duplicated
cases that needed to be checked.

The lack of standardization in the data gathering process is a gap that will need
attention. For instance, the workshops wikked to be standardized for participation
and the tools for gathering qualitative data also need standardization. The process will
involve a quality improvement process which will use the previous instrument to
improve the next one.

The response rate fahe first attempt to gather data from associations associated with
the TETA subsectors yielded an extremely low response rate.

Therefore, the issue of reporting data may call upon TETA to train the chamber members on
how to improve their data gatheringrocesses, analysis and reporting at their levels.
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1 Chapter 1: Sector Profile
1.1 Scope of Coverage

1.1.1. Introduction

Chapter one outlines theSouthAfrican economy within the contexif the TransportSector,
providing a synopsis of econonperformance,employer and employeerofile, trends and
patterns, skills supply and demanth the sector. This chapter will alsdnighlight the
implications relaing to Skills Development. Therefore, cover on the reporting based on the
TransportEducation and Training Authority (TETA) using Standard Industrial Classification
codes (SIC codes).

1.1.1.2. Scope of the Transport Sector

The definition of thissector includes the provision of passenger or freigimansport
whether scheduled or not, by rail, pipeline, road, water or air and associated activities such
as terminal and parking facilities, cargo handktg Included in this section is the renting of
transport equipment with a driver or ammperator, postaland ®urier activities STATSA
2013). According to the Standard Industry Classificatj@sspublished by botSTATSA and
SARS this sector excludes maintenance and repair of motor vehicles andepth
transportation equipment (see classes 4520 and 3315 of the SIC, respectively), the
construction, maintenance and repair of roads, railroads, harbours, airfields (see classes
4210 and 4290n the STATS SA SIC codas well as the renting dfansportequipment
without driver or operator (see classes 7710 and 7730ATSA 2013.

On the other hand, th@ransportEducat i on and Tr aini ndgecrut hor i
includes all of the provision of passenger or freiglainsport whether schedled or not, by
rail, pipeline, road, water or air and associated activities such as terminal and parking
facilities, cargo handling, and even postal and courier activities.
However, the definition provided by th&ransportSector Education and Trainidgithority
(SETAalso includes support business such as, repair madhtenanceof harbours and
airponts, Forwarding and Clearirgc.; whereas the STATSAand SARS excludes saefas
indicatedabove)
The TETA definition is synonymous to the Internalomdustry Classification definition
which includes the following:

1 LandTransport Transportvia Pipelines

1 WaterTransport

1 AirTransport

1 Supporting and AuxiliarjransportActivities; Activities of Travel Agencies

1 Post and Telecommunications (ILO, 2016)
TheTransportSETA, together with other SETAS, however, is governed by the Department of
Higher Education and Training (DHETe official South African Standard Industry
Classification Codes (SICs) which are normally publishe8TBy SSA are actually not
compatible to the SIC codes used to classify the ssaotors andsubsectos by DHET to
allocate different businesses to threlevant SETAs. Table 1.1 shows a sample of the South
African SIC codes as published by Statistics SA, describihtatigportSector
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Table 1.1: STATS SA Official SIC codes

Code Description of activity \

Section H Transporation

49 LandTransportand Transportvia pipelines

491 Transportvia railways

4911 Passenger ralfransport interurban

49110 Passenger ralfransport interurban

49110 Passengerransportby interurban railways (for passengé&ransportby urban
and suburban transit systems, see 4921)

49110 Operation of sleeping cars or dining cars as an integrated operation of railw

companies (for operation of sleeping cars or dining cars when operated by
separate units, see 5590, 5610)

49120 FreightTransporton mainline rail networks as well as shtirte freight railroads

492 Other landTransport

4921 Urban and suburban passengbmansport(for passengef ransportby inter
urban railways, see 4911)

49210 Urban and suburban passengbransport(for passengef ransportby inter

urban railways, see 4911)
Source: STATS SA Sector SIC Cp0E8
On the other handTable 1.2 shows a sample of SIC codes as applied by the Department of
Higher Educatioand Trainindgor the use ofvarious SIEAS.

Table 1.2: DHET Official SIC Codes
Transport Education and Training Authority

SIC Description
Code

13100  Ocean and Coastal Fishing
71112 Railway Commuter Services
71200 Other Landlransport

71201 LandTransport

71211 Urban, Suburban and Intddrban Bus and Coach Passenger Lines
71212 School Buses

71221 Taxs

71230 FreightTransportby Road

71232 Freight Forwarding and Clearing
71300 Transportvia Pipelines

72000 Water Transport

72111 Coastal Shipping

SourceDHET SETA SIC codes, 2016

Table 1.1 and 1.2 above are intended to describe the s&®etor However,it can be
observal how distinct the SIC codes are from each ottlerugh describing same activities

This disparity in coding has the potential to become a challenge in both business operations
and for purposes of research.
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The mismatch in datelassificatioramong the three key organizations (DHET, SBAT&d
SARSjan pose difficulties in thplannng process difficult. It can alexasperateT ET A’ s
efforts in intervention designing and financial planning.

1.2 Key Role-Players

1.2.1 Key Employers and Contributors

According toSARS016 annual SDL (Skills Development Lewport, the top 20 biggest
contributors to skills developmengevyin the TransportSectoraccount for about 47% of the
market share (by revenue) of ttigector Table 1.3 below shows top 20 biggest contributors
according to theisubsectos.

Table 1.3: Location of the top 20 Levy Contributors by subsector

Subsector Number of Businesses

Aerospace
Freight handling

Rail

Road freight
Road passenger 3
Total 20
Source: SARS 20A6nual SDReport

wWio I IN o

Figurel.l. below showssector contribution to skills development levy in 2016 sybsector
It is noted that the biggest contributor is the ralibsectoras far assector skillslevy is
concerned. Thdigure also shows that although thexisubsectoris known to be the most
common ad historically the most important locaransporer of millions of employees
across the contry; the subsectormakes the lest contribution to skills development

Figure 1.1: Total Levy contribution by subsector

Figure 1.1 : Total levy contribution by subsector
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SourceTETA SSP, 2016/2017

Furthermore,out of the list of levy contributorsTable 14 below showsthe top twenty
biggest employers in th€ransportSectorin 2016
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Table 1.4: The Top 20 Employers in the Transport Sector
Employer Trading Name

TRANSNET SOC LTD 12803 41521 54324
TRANSNET SOC LTD (TFR) 8069 28993 37062
TRANSNET SOC LTD 3 (TE) 2660 8782 11442
TRANSNET SOC LTD (TPT) 1869 5583 7452
Imperial Logistics Shared Services a division of 933 5663 6596
Imperial Group Ltd
South African Airways Pty Ltd 2702 2624 5326
Wits Metrorail 1845 3101 4946
Phakisa Freight Management Services pty ltd 858 3427 4285
Cape Metrorail 1614 2537 4151
G4s Cash Services Sa Pty Ltd - Head Office 1212 2749 3961
TRANSNET SOC LTD (TNPA) 1159 2501 3660
Putco Ltd 445 3144 3589
719 2800 3519
Vector Logistics Pty Ltd
Uti 1107 2118 3225
Airports Company Limited1 1269 1556 2825
Tfd Network Africa Pty Ltd 660 2085 2745
Golden Arrow Bus Services_pty Ltd 395 2192 2587
Ram Transport South Africa 489 2028 2517
Swissport South Africa 697 1643 2340

Source: TETA WSP, 2016/2017

From TBble 1.4 above the top four biggest employersre stateowned entities. This

certainly makes the statparastatalsa key stakeholder in skills developmenthis can also
suggests that thelransportSETA (which is also staierned) can have potentiallynore

politicalleveragewhenmaking and implementing policiesd, perhaps less resistance

1.2.2 Other Role Players
1.2.2.1 Trade Unions

Trade unions in South Africa have a history dating back to the 1880s. From the beginning
unions could be viewed as a reflection of the racial disunity of the country, with the earliest
unions being predominantly for white workers. Through the turbulent years of 1B2i&L

trade unions played an important part in developing political and ecanassistance, and
eventually were one of the driving forces in realising the transition to an inclusive
democratic government

Today trade unions are still an importaiorce in South Africa, with 3million members

representing 25.3% of the formal woftrce (STATSA, 2015)In the transport sector 4%
of the work force is registered with a tradmion, whiles theaverage acrosall sectors is
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35% (STATSA, 2015). Figure2 below shows that the Transport sectortlse fourth most

unionized sector out of 10 sectors.

Figure 1.2: Degree of Sector Unionization

Mining and quarrying

Community, social and personal servic

Electricity, gas and water suppl

Transport, storage and communicatio
Manufacturing

Financial, insur

Wholesale and retail trade

Figure 1.2: Degree of Sector Unionization

Construction 10,50%
Agriculture, hunting, forestry and fishin 9,60%
Private households with employed perso 3,40%

78,50%

56,90%
55,70%
48,20%
38,30%
24001 estate an
23,70%

Source: TETA SSP, 2016/2017

In theory, a strong trade union presence in a sector idylikehave the following effects on

skills development and econonperformance

Table 1.5: Implications of Union Activity

Effect Implication to Skills development \

Unionsnormallymake it difficult to fire
existing employees

Unions can complicate the hiring pess
and increase hiringosts.

Unions increase the human resource b
by increasing the nowage costs of
employees

Unions generally stimulate and drive th
up-ward movement in salary levels,
sometimes notwithstanding business
performance

Unions are a way to balance power
dynamics in the labour market

Unions can help regulate critical labour
relation issues and protect employer
rights.

Source: TETA SSP, 2016/2017
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The recruitment process is not perfect.
Employers may get reluctant to recruit
unexperienced candidates if it will be toc
stressful to replace them, or if it is too
costly and time consuming to hire in the
first place

Artificialincreases in cost of labour can
destabilize the economic performance o
business and exaggerate the cost of
developing skills.

This assures fair treatment of employees
(especially new and wxperienced
individuals).



According to SARS labour report of 2016, an average of 74.9% of employees who are
registered with unions hatheir salary increases negotiated by the unions. Applying this in
the Transport sector, it means only 3%90482 x 0.749f the total work force in the
Transport sector had its salary increases negotiated by unidns.certainly dilutes the
extent and grength of union influence in the transport sector.

Whereas trade unions are primarily for the benefit and protection of employees (demand
side); professional bodies serve to regulate and standardize professional conduct; thereby
settingemployee performace standards. This is done through the regulation of operating
licences and technology appropriateness within specific subsectors.
Consequentlyprofessional bodies aleaders indentifyingskill needsdeveloping new

skills and driing certification ofspecialized skills. In the Transport sector, subsectah as
Maritime and Rail depend on many specialized skills and therefore rely on various
professional bodies to regulate matters of skill development keehcing
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1.3 Economic Performance

Transport Sector plays both a direct and an indirect role in South Africa economic
performance. Tablel.6 below shows a summary of revenue contributions to South African
GDP pefSector as measured by total turnover. It is noteworthy that thensportSectotr s
revenue contribution has been on an increase in nominal terms since 2012, contributing R
242 bill in 2012 to about R 256 mil in 2015. However, $eetorhas not grownin relative
terms; the percentage contribution has remained the same.

In the year 2015the TransportSectorwas the 7' largest contributor in the country, above
Mining and Quarry, Personal Services and Construction.

Table 1.6: Contribution of the Transport Sector to the GDP

Sector % 2012/13 % 2013/14 % 2014/15 % contribution 2015/16
contribution (R bill) contribution (R bill) contribution (R bill) 2015/16 (R bill)
2012/13 2013/14 2014/15

Finance, real estate 21% R 561 22% R 578 22% R 591 22% R 607

and business

Services

General 17% R 437 17% R 451 17% R 464 17% R 468

Government

Services

Wholesale, retail 15% R 398 15% R 405 15% R 411 15% R 416

and motor

trade;catering
andaccomodation

Manufacturing 14% R 376 14% R 378 14% R 379 14% R 379

Transport, storage 9% R 242 9% R 247 9% R 252 9% R 256

and

communications

Mining and 8% R 221 9% R 230 8% R 227 8% R 234

quarrying

Personal services 6% R 155 6% R 158 6% R 160 6% R 162

Construction 4% R 98 4% R 100 4% R 103 | 4% R 105

Agriculture, 3% R 668 3% R 678 3% R 716 2% R 656

forestry and fishing

Electricity, gasand = 3% R 688 3% R 683 3% R 683 2% R 676

water

Total value 100% R 2621 100% R 2682 100% R 2722 100% R 2763
SourceSTATSA 2016

1.4 Employer Profile

Businesses in the Transport sector cover operation in many diffesectors.According to

records from the South African Revenue Services (SARS), the Transport Sector consists of a
total of 16252 registered businesses.

Figure 1.3 below depicts the percentages of formally registered businesses within the
Transport Sector.
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Figure 1.3: Percentage Distribution of formally registered businesses within the Transport
Sector

Figure 1.3 Percent Distribution of formally registered
business within the Transport Sector ( n=16252)
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Source: SARS, 2016

Of the 16252 active businesses in the Sector, a subsector with the highest number of
registered businesses is Road Freight, closely followed by the Road Passenger subsector;
each constituting over 35% of the Sect&alier, it was shown that th&oad Feight and

Road Passenger subsectors are only the third and fourth biggest contributors (about R130
140 mil). This suggests that the level of competitiveness between the Rail and tlotd
based subsectors is “pol ar asgeagersubsectas appedn e
to be highly competitive whereas the Rail subsector shows symptoms of a monopolistic
market. The following hierarchy Figuredldepicts the flow of information and level of Skills
Development participation in the Sector.

Figure 1. 4: Number of businesses disaggregated by reporting status

16 252 Registered
businesses

4 228 Businesses Pa 12 024 Businesses d
SDL NOT Pay SDL

(26%) (74%)

852 Businesses
Participate in the WS
Survey

(5%)

Page |8



Source: TETA WSP, 2016/2017

Figure 15. below shows proportions of skills development |gayersacross alsubsectos.
Therail contributes the most amount of m@y inRands,though ithas the least number of
contributing companiesThe Road Freigtsubsectothasbeen confirmed as having theast
number of contributors to SDL (36%). Road Passengesectorfollows with 30%. Again,
the Taxisubsectorhas the smallest participation (in terms of number of business) in skills
development levy.

Figure 1.5: Proportion of SDL payers across subsectors

4 228 Businessg
Pay SDL

(26%)

Aerospace Forwarding and

Clearing
0,
(6%) (9%)
Freight Handing Maritime
(5%) (8%)

Rail
(1%)

Road Freight
(36%)

Wrong Allocated|
Businesses

(1%)

Road Passenge
(30%)

Source: TETA WSP, 2016/2017

1.4.1 Employer Sizes

Figurel.6. Belowshows proportions by size of companies who pay skills development levy.
The size idbased onnumber of employeesThe figure illustrates the significance of small
enterprises within eaclsubsector This significance is illustrated by the relative sizthef

blue space (representing small enterprises classified as si83. @ is notedthat the blue
space takes up the biggest proportions with each of the egylitsectos. In light of this
finding, the report can conclude that the process of skills development as led by TETA
primarily enjoys the biggest participation from small enterprises.
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Figure 1.6 : SDL Paying Businesses within the Transport Sector

Figure 1.6 : SDL Paying Businesses within Subsectors

m0-49 m150+ m50-149 m No Size Indicated

il
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and Handing Handling Freight Passenger Allocated
Clearing to TETA

Source: TETA WSP, 2016/2017

1.5 Location of Employers

As transport forms an integral part of each of the other sectors, it is only natural that its
operations are mostly found in areas which show high levels of economic activity. In South
Africa,big MetroProvince such as Gauteng, Western Cape, Eastern @agh&wazulu

Natal are formed on the basis that they attract high levels of business activity.

Thus, it is not surprising théigure 17 below; showing the spread all transport

companies byrovince shows thathe four Provinces hosting the most tnasport

companies are those listed above. The spread of companies depicted below is likely to have
the following implications:

1 Skills development plans and resources are likely to be crowdadcordance to
provinces with the highest levels of economicigties (Kwazulu Natal, Gauteng,
Western Cape and Eastern Cape)

1 With little economic activity observeitherefore, little attention paid to the other
Provinces; TETA is unlikely to learn about developmentstagids happening in
theseProvinces.
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Figure 1.7. Percentage of Companies

Figure 1.7 Percentage of Companies
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Source: TETA WSP, 2016/2017

1.5.1 Future Outlook of the Sector
In her article* | n v e s t Needed in T8angpdrtlinfrastructurd,indaDoke mentions
t hat South Africa’s transport sector is a ke
global markets. Its five modalities-road, rail, sea, pipeline and aiare the biggest and
most efficient transport networks in Africa, servicing industriegtispan the continen
Thus, thesector is seen by government as a crucial engine for ecangroiwth and social
development (Doke, 2015).
Both the government andther interestedkey stakeholders the private sector anticipate
the following plans forhe transport sector:
T aR33& i |l i on plan to expand South Africa’s
generate a significant increase in freight volumes (Doke, 2015)
1T Department of Transport'®'s partnership wit
Vocational Edaation and Training colleges to enhance the capacity of the South
African society towards the development of a sustainable transportation system for
the country (D. Peters, 2015)
1 A 20 yeainfrastructurebuilding project, categorized intogeographicStraegic
Integrated Projects (SIPs). A mibillion Rands projects which will unlock thousands
of jobs across all eight subsectd®CC, 2016)
A sample of projects |isted above has direct
the Transport secto The Transport SETA is likely to play a much bigger role in meeting such
an increase irskills demand in the next 20 years.

Page |11



1.5.2 Labour Market Profile Dynamics and Spread of Employment in the
Sector

Below Figure 18 describes the labour market profile tife sector employment in the year
2015.

Figure 1.8: Sector Employment performance in the year 2015

Transport and
Storage
6%

Figure 1.8: Sector Employment in the year 2015

Mining
3%
Private households

Trade 3%
20%
Manufacturing
11%
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23% 1%
Construction
Finance 9%
—— Agriculture

5%

Sources: STATS SA Labour Annual Report, 2016

The Transport Sectoris the 7th largest employer out of the ten select&kctos. Its
contribution is higher than that of Mining, Agriculture and Utiliti8ectos. It is also
observed that although th&ransportSectorcontributes more production to the GDP than
the Construction Sector (see above; it does this with lesshuman resources. This
observation can suggest one of the following:

1. That theTransportSectortends to be more productive as a unit of human resources,
given equal levels of technology and mechanization.
2. The TransportSectoris more reliant on techology and mechanization than the

construction industry.
In order to testthe secondassertion,the research team ran some accounting ratios. In
particular, the ratios are called; Asset expenditure to revenue (A/R) ratio and Labour cost to
revenue ratio (IR). These were run for afectos. The team usedectoraccounting
statements as published by STFHA for the year 2015/2016. The explanationghefratios
are as follows:
AR 0w ]
Expenditure on machinery and othel The full cost to companies of employi
equipment excluding building struates| human resources. These are all divided
and equity. This includes rental expendity total revenue
on machinery and equipment. These are
divided by total revenue.
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Figure 1.9 below shows comparisons of the two ratios across Sdrtos including the
TransportSector It shows that theTransportSectorspends equal proportions on both
labour and mechanization. However, compared t8ectorwhich employs significantly less
people (at least 1% less), such as Mining, Tn@nsportSectorseems to be receiving its
labour for a comparatively less amount. While at the same time,Mi@ng Sectots asset
expenditure is relativiy less tharthat of the TransportSectorfor each rand of revenue.

This gives rise to yet anothassumption that the skills levels required to operate relatively
expensive machinery in th&ransportSectorare cheaper than those necessary for the
Mining Sector Thus, his finding potentially implies that, the expansion of theansport
Sector(given the same labour and asset to revenue ratios) seems to be more in favour of
number of jobs produced thaSectos like mining.

Figure 1.9: Human Resource Cost vs. Technology & Mechanisation Cost Ratio to Revenue
(2025/2016)

Figure 1.9: Human Resource Costs Vs. Technology & Machanization Cost
Ratio to Revenue in 2015/2016
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Source: TETA SSP 2016/2017

Figurel.10 belowshows the employmerdt two time points (2014 & 201%) the Transport
Sectorper province for 2014 and 2015. Between 2014 an@i3@here is no indication of a
change in the level of employment. Tissthe case for every provinckn comparing 2014

and 2015 data shows that Gauteng remains the province employing the highest number of
people in theTransportSector This is flowed by the coastal provincess they have high
involvement of the maritimesubsector

Particularly, all three coast&rovinces are sustained by harbour operations as there is
actually a negligible number of ships which are locally owned; over 90% of the Maritime
Sector s business is actwually Harbour operation
The otherProvinces aremainly driven by the Mining and the Construction business, with
Limpopo, Mpumalanga and the North West mainly driven by the Platinum, Gold and Iron

Ore mining (Besharati, 2014.)
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Figure 1. 10 : Number of Employees in the Transport Sector per province (2014-15)
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SourceStats SA, 2015.

1.5.2.1 Labour Market Share acrossectos: 2013/2015 Financial year
It was very corpelling to try and find @&end in the employment rate fronthe year2013 to
2015 within theTransportSectorat a national level. Based on the observation from the
Table 17 below, it isevident that therehas notbeen any changa a period of three years
as there is stagnant count of 6%r herefore thereis a need to revise strategies of
interventionto improve employment opportunities

Table 1 7: Share of Labour Market: 2013/2015 Financial year

Employment by Industry and Sector (2013/2015)

Years Percentages
Industry 2013 2014 2015 2013 | 2014 | 2015
Agriculture 713 724 891 4,7% 5% 6%
Mining 426 427 443 29% | 3% 3%
Manufacturing 1766 1749 1779 12% | 11% 12%
Utilities 127 104 143 1% 1% | 0.90%
Construction 1204 1334 1322 8% 9% 9%
Trade 3224 3247 3046 21% | 21% | 20%
Transport 961 952 899 6% 6% 6%
Finance 2037 2039 2195 13% | 13% 14%
Community and Social 3450
Services 3470 3501 23% | 23% 22%
Private Households 1244 1219 1288 8% 8% 8%

Not

Other 000/ 24 | ovailable] 33% | 0.16%| 0%
Total 15177 15320 15 459

Source: Stats SA Quarterly Labour Force Survey, Quarter 4, 2013, Quarter 4, 2014,
Quarter 1, 2015. Rounded off to the nearest ‘000
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1.5.2.2 TransportSectorOccupation and Age Distribution in 2015
This section looksat the Transport Sector occupations by age distribution of
workers/employeesacrossprovinces Figuresl.11l and 112 below highlightemployment
proportionsacrosshe various aggroupsover two consecutive years, from 2015 to 2016.
The summary is based on data from the WSP sample. As Wesaliais data, it is befitting
to highlightthree related facts:
1 In South Africa, the youth age is defined as people of the age between 18 and 35
1 Out of a population of people defined as the labour force, youth accounts for more
than 30% of it (Stats SA016)
1 TheGovernmentof South Africa has prioritized youth employment in the country
(NDP, 2012)
In light of the facts listed above, the analysis of the portrayal above will use the proportion
of employees classified as yoyts a point of reference.
Despite the fact that youth constitutes the biggest proportion of the national labour force,
note (in the graph®elow) that this category of employees accounts for the smaller share of
employment across all occupation groups. On average, youth only ascfouri2% share of
employeesacross all occupation groups. Notably, it appears thatftrensportSector
consists of older generations of employees as there is almost a 50:50 split of middle aged
workers (ages between 35 and 55) and workers who are witiariast 15 (fifteen) years of
the official retirement age (65 years).
The second observation made is that there isignificantproportion of employed youth
amongthe occupation groupsSpecificallythe proportions rangsbetween22% and52% in
both years. Finally, over a period of a year, tBectorhas shown very little shifts in
generational transformation in the various occupation graups

Figure 1. 11: Occupation and Age distribution in 2015

Occupation and Age in 2015
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WORKERS OPERATORS AND FORESTRY, PROFESSIONALS
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AND RELATED
TRADES
WORKERS

Source: TETA WSP, 2016/2017
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Figure 1. 12 : Occupation and Age Distribution in 2016

Occupation and Age in 2016
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Source: TETA WSP, 2016/2017

1.6 Employment by Race and Gender in the Transport Sector

The figure 113 below demonstrates the gender profile of tlgansportSectorin 2014 and
2015. As is demonstratedhe data shows thatmales have a consistent dominance in
employment in the Sector (80%) while females similarly maintain a consistentder
representation o20%employment in theSector

Figure 1.13 : Number of employees in the Transport Sector by Gender
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1.7 Some Measurable Trends
1.7.1.1 Racial Transformation

Table 1.8: Change in racial Proportions (2015-2016 Financial year)
CLERICAL  ELEMENTARY MANAGERS PLANTAND  PROFESSIONALS SERVICE
SUPPORT  OCCUPATIONS MACHINE AND SALES  AGRICULTURAL,
WORKERS OPERATORS WORKERS ~ FORESTRY,
AND FISHERY, CRAFT
ASSEMBLERS AND RELATED
TRADES
WORKERS

SKILLED TECHNICIANS
AND ASSOCIATE

PROFESSIONALS

Racial Group

0.0% 0.2% 0.2%

1.3%

African 0.2% 0.4%

Coloured 0.1% 0.0% 0.1% 0.4% 0.0% 0.0%
Indian 0.1% 0.9% 0.0% 0.3% 0.1% -0.3%
White 0.2% L :0.3% 0.5% 0.5% 0.1%

Source: TETA SSP, 2016/2017

The table above shows movements in employment levels within each occupation group and
across four racial classifications from 2015 to 2016 financial year. As can be observed in the
table above, the movement within th&frican racial group has been positive throughout all
occupation groups. However, the rate of transformation is very low, less than 1% on
average. Of interest, note that there is a general decline of White labour in all occupation
groups but one, furthesuggesting that there is progress as far as racial transformation in
the sector is involved (however, little it is).

Between 2014 and 2015, females maintained 20% of employment irSdator Gender
transformation appears to be static hence not much tramsfation has taken place. This
illustrates the need tcescalategender transformation in thélransportSectorto ensure
more involvement of females in employment opportunities.

Table 19 provides a breakdown of employment in tAieansportSectorby racegroup and
gender between 2013 and 2014. There is an increase in employment of Africans (both
males and females) between the two years. This sttt there is some racial
transformation taking place in th8ector No matter how minimalit is a step tovards the
right direction. Indian females appear to have increased their participation ifi rduesport
Sectoras they have the highest increase in involvement inSleetoras compared to the
other races. Furthermore, employment of coloured females ahides appear to be
decreasing in th&ector

Table 1.9 : Employment by Race and Gender (2013-14)

Population groug Gender ggnguarter ;gtl(d?uarter OcA;lange
African/Black Male | 502 770 561 244 10.4%
Female| 95 159 103209 7.8%
Total 597 929 664 454 10.0%
Coloured Male |66 101 64 860 -1.9%
Female| 26 791 24 719 -8.4%
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Total 92 892 89 579 -3.7%
Indian/Asian Male 26 856 25 320 -6.1%
Female| 9 129 11721 22.1%
Total 35 984 37 041 2.9%
White Male | 66 312 67 814 2.2%
Female| 38 582 36113 -6.8%
Total 104 895 103 926 -0.9%
GRAND TOTAL 831 700 895 000 7.1%

Source: Stats SA, Nesstar, QLFS, 2nd Quarter 2013 & 1st Quarter 2014

Figurel.14 below shows the trend of employment by gender from 2013 to 2014. Generally,
it is illustrated that in both years, male employment in thectorwas dominant across all
races while female employment remained low. It was found that between 2013 and 2014,
the TransportSectorhas absorbed 16% of black females and 84% of black males. This
further expands on the need to exacerbate gender transformation withinSieetor

Figure 1.14 : Employment by Race and Gender proportion in the Transport Sector (2013-14)

Figure 1.14: Employment by Race and Gender
proportion in the Transport Sector (2013-14

m Employment proportion by gender-2013  m Employment proportion by gender-2014

84%84%
7106 72% 75%
68% o
639,65%
37% a0
29% 289 32% >
8% 25%
16%16%
Male Female Male Female Male Female Male Female
African/Black Coloured Indian/Asian White

Source: Stats SA, Nesstar, QLFS, 2nd Quarter, 2013 & 1st Quarter 2014

1.7.1.2 TransportSectorEmployment Brformance (2014 to 2015)

During a difficult economic period in the country, and given the broad level of market
exposure cargd by theTransportSector the Sectorhas shown strong and positive
performance as far as retaining and growing employment are concerned. Over the years
2014 to 2015, while some of the other k&gctos showed a negative employment outlook;
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the TransportSectorcontinued to show significant increases in the number of informal jobs
(21,000 jobs). However, at the same time, thertor shed 25000 formal jobs.

Figure 1.15 : Change in Employment numbers across Sectors (2014-15)

Movement in Job numbers
2014 to 2015
250000
200000 =
w 150000 —
2 100000 —
= 5000(5) — —
©
° -50000
= -100000 E
-150000
-200000 Manot r— T
Mining anutac - iities ONSTUC 1rade ransPol Einance| Services
turing tion t
m Movement in Informal Jobs 26000 | -114000| -32000 | -12000 | 108000 | 21000 | 24000 | 147000
® Movement in Formal Jobs 4000 -27000 0 53000 7000 -25000 | -1000 79000
Net Movement in Jobs 30000 | -141000| -32000 | 41000 | 115000 | -4000 23000 | 226000

1.8 Lessons from chapter 1

In conclusion, this chapter has illustrated the significant contribution offiaasportSector
both in terms of revenu€9% contribution to GDRnd employment in the countnyGauteng
province is the highest employer of ti8ectorat 38% not surprisinggiventhat it is thehub
of economic activity. What has also been noteworthy from this chapter is the need for
further gender and racial transformation within tf&ectorgiven that black employees and
females involvement still remas low.

In thedescription of theSectorprofile whichhas been provided abovelt is clear that the
TransportSectorplays a critical role in its support of oth8ectos of the economy. The
eightsubsectos contri bute to the country’”s gross dc
Perhaps, thevalue ofthe sectorsis under estimatedjiven thatnot all the businesses are

registered, paying levies submitting their WPS and APRs. The development of skills in

the TransportSectorhas wide ranging implicatiorm the economy at large.
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2 Chapter 2: Key Skills Issues

2.1 Introduction

The objective of this chapter is to identify factors that will drive change in the Transport
Sector, thus influencing demand and supplgkifls.

2.2 Research Methods Applied

To address this objective, data were gathered through desktop reviews of existing public
domain information from different sources. Specifically, national documents such as the
National Development Plan (NDP), the Hunfaesource Development Strategy for South
Africa Il (HRDSSA) were used. Stakeholder engagement workshops with key representatives
from the eight suksectors complemented the desktop review data. The workshops
provided indepth and practical interpretatio of the findings from the desktop reviews.

2.3 The Change Drivers

The demand and supply of labour in the South African Transport Sector is highly influenced
by the socieeconomic landscape, technological advances, environmental interests and
policy factorsin the country. Like with other sectors, Government regulations, technology,
globalization, the business environment are some of the drivers of skills scarcity and
occupational patterns in the transport sector. The key drivers in the transport secor ar
outlined below.

2.3.1 Government legislation and regulations

The Department of Transport is responsible for the legislation and policies for all relevant
subsectors. Most transport functions at the national level are implemented through public
entities that are overseen by the Department of Transport (DoT). The \\Md8& Paper on
transport defines the different subsectors in the Transport Sector.

2.3.2 Entry of SMMEs into the industry

The Government of South Africa promotes the formation of SMMESs as vehicles of growth to
address poverty, unemployment and inequality per the NDP. Hence in 2014, the
Department for Small Business Development was formed. The establishment of the
department and support to establishment of small businesses will affect the existing players
in the subsectors of the Transport industry.

In capital intensive sutsectors such as maritime, freight handling and clearing, it is very
difficult for small businesses to enter the market. Therefore, there is very little interference
of SMMEs or competition from SMMEs for businesses. However, in teeo€aail, which is
dominated by the state through Transnet, there has been competition from SMMEs. With
respect to SMMEs, commercial competition manifests itself not only in competition for
business but for scarce labour as well. This situation, in temgs to perpetuate scarcity of
skills in the susector.

Given their relative sizes and position in the Sectors, and their eagerness to remain
competitive in a tough market, SMMEs tend to take an innovative approach in their
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operations and in a way they anage scarce skills. They have been known to help their
employees to quickly gain experience and eventually excel in areas or fields where they
operate. In this way, the businesses can acquire a wider range of skills with minimal head
counts and cost to th small business. The unintended consequence of this is that a new
“breed” of skilled individuals is getting e
the market, this trend quickly becomes a standard for the subsector; that is, a new market

with a canbination of skills as well as being adaptable. Given that formal training does not
necessarily catch up with market changes fast enough, this further exacerbates the scarcity

of skills and difficulties in filling vacancies.

The bulk of the maritme ssbect or° s core business directly
ability to adequately satisfy the various shipping and clearing needs of internationally based
businesses. Therefore, there is a compelling need for players in thiSestibr to
continuously keep up with consistently evolving operating standards of various
multinational organizations. This also has a direct consequence on the operating
certification and licensing of key individual working at the local ports.

The following are some of the irhgations on Skills Development:

o Training institutions are unlikely to keep up with changing curriculum requirements in
such a dynamic environment

0 Local organizations face competition for skilled labour from international companies
who, in most cases, pamployees in stronger currencies

o There is a shortage of skilled and experienced individuals to serve as training instructors,
even when local companies try to close the skills gaps themselves.

0 Since most experts are usually from international organizatigmevision of skills
training for unexperienced individuals is both expensive and difficult to organize
logistically.

Discussions with participants in the SSP workshops showed that the Transport Industry is

aware of the need for adjustments to responddbanging patterns in the global economy.

They have to take account of the effect of climatic changes and carbon emissions. They also

mentioned that osts were expected to escalate because of climatic changes and required

adjustments.

The importance of Sanree, Technology, Engineering and Mathematics (STEM) for training to

address shortage of skills in the Sectors was evident. These subjects are required for the

Sector to recruit candidates who are able to understand the new technologies and to

respond adeqately.

2.3.3 Black Economic empowerment

A highly debated factor in | abour supply to
the BroadBased Black Economic Empowerment (BBBEE). BBBEE is an instrument by the
South African Government that it uses as dieke to redress the effects of social and
economic exclusion policies that were propagated during the Apartheid era. Therefore,
BBBEE is a systematic as well as accelerated process to proactively provide economic
opportunities for previously disadvantageacial groups in the country (SA Act 53, 2003).

This policy covers (in an explicit manner) issues of skills development and provides guide
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lines and regulation around how employers should contribute to the development of

wor ker s’ skilttlse naot itchn so fmaBBBREE directly
decisions and it certainly is one of the key drivers of labour demand and scarcity in the
Transport Sector.

2.4 Green Economy
Chapman (2007jndicates that transport accounts for 26% of globabear emissions and
that emissions in this sector are still growing. With greater concern over climate change
as expressed through many international conferences (e.g Kyoto Protocol) in the past two
decades, the transport sector will have to adapt to newvgoment legislative
frameworks and policies which will likely lead to technological and behavioural changes.
Therefore, in the long run, attempts to change individual attitudes and behaviours will
affect choices made within the sector and consequently @uedskills to sustain it.

2.5 Technological advances

The transport sector will continue to have an impact on the transport sector directly to
improve its efficiency and effectiveness. The development of the Hyperloop and magnetic
levitation trains,autonomous vehicles and smart cars are some of the developments which
will have an impact on the type of skills to drive the industry. Concurrently, the
development and access to technology by communities will also affect how the transport
sector is used.F o r the wusers, the devel opment of
lifestyles will affect the way people use transport. Ease of connectivity between transport
drivers and passengers, through smartphones and transport applications, is leading-to ride
sharing services (e.g. Uber and lyffThis technology is affecting how people use cars, the
different skills that will drive the sector.

Communicable Diseases (CDs) and Non-Communicable Diseases (NCDs)

In the class of communicable diseases, the nsigificant are HIV/AIDS and TB while non
communicable diseases include diabetes, hypertension and cancers. Though currently
mediated by population access to AiRetroviral Therapy, HIV/AIDs has been acknowledged
as an important determinant of availabitiof skills in many sectors, including the transport
sector. The impact of HIV/AIDS remains a core underlying focus area of the majority of
Government initiatives and the private sector as the disease has direct impact on the
mortality, morbidity, produadtity, morale and skills of the people in the South Africa.
Though not yet receiving prominence, NCDs are increasingly posing threats to the workforce
and calling for outlay of more resources. It is imperative for the Transport Sector to factor
the costof CDs and NCDs on the sector in order to determine the skills development needs
and initiatives of the Sector.

Scarce Skills

11 Chapman, Lee. Transport and climate change: a revieunal of Transport Geography
Volume 15, Issue, September 2007, Pages 38467
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http://www.sciencedirect.com/science/journal/09666923
http://www.sciencedirect.com/science/journal/09666923/15/5

2.6 Strategic Integrated Project (SIP )

Strategic Integrated Project (SIP) is a twenty year planning frameworkdcodatate a
myriad of state infrastructure projects in 17 integrated projects to prevent st
patterns of development.

Facts Issues Skills Development
Priorities
A New Growth Path A Transprt provides|A Bigger focus ol
(NGP) targets th§{ the good learnerships  and
creation of 20 million  opportunities for job apprenticeships
jobs by 2020 creation. for youth.
identifies  structurall A There is aneed for|A Focus orhigh end
problems in the  TETA to work with Sl skills developmen
economy and pointy co-ordinators closely. programmes.
to opportunities in| A There is a need t{A Management
specific sectors an identify skills supply training and
markets. and demand for SlI development is
A The first driver i and determine skills vital because o
infrastructure— laying gaps. weak
the basis for jod A TETA should scale { implementation by,
creation, economig its internal operations state.
growth and| to focus on SIP. A TETA shoul
inclusivity. A Discretionary projects identify SIP
A SIP is aligned to ski shoul d *“1tae& projects to
development and A Special measure participate.
human settlement  should be taken byA There should be «
planning as cross TETA to draw yout focus on RPL
cutters. into SIP. ESDAs and bursa
A The Transport Sectd A Strategic Plan and S¢ schemes.
is a crossutter, but should incorporatgA Dialogue with SIF
there will be a focus SIP priorities. partners.
on road, rail, portg
and logistics.
A Al SIP have
implications for the
Transport Sector.
A There is an acut
need for largescale
skills training in the
taxi industry.

2.6.1 Southern African Rail Network

A heavy haul network stretching from Botswana through Zimbabwe and into Mozambique
and Malawi could prove a game changer in regional logistics and exports for SADC. The
proposed 1100km southern African rail netwondhich has many links to it, will have huge
downstream spiroffs for the region.
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Facts

Issues

Skills Development Priorities

The project is ta
begin in 2012 at at
expected cost of $]
billion and will take
10 years.
The main funders
are the World Bank
IMF, IFC and minin
companies.

Transnet is unde
fire from the private
sector for its
operational

inefficiencies of itg
rail network and
bottlenecks at ports
Growth is the mining

sector is  being
stymied by
unreliable rail
networks.

Mining companieg

can move 90million
tons of coal through
Richards Bay by
Transnet can onl
support 60 million
tons on its ralil

network.

This project provide
the good
opportunities for job
creation.

The mega rail an
port is likely to
reduce the reliance
on freight and roag
networks.
The project has thg
potential to inject
economic growth in
rural regions of
SADC.

There will be a nee
for all levels of skill
— low, middle and
high — for this

project.

There will be spin
offs for other
industries in the
economy.

TETA needs t
position itself for

this project.

A Better

A Increasing use of ne

A Management

A TETA

A Higher order skilling is key f

strategies for ski
development will assist i
developing more creativ
career pathways.

technologies is a primar
driver of the need for training
of all categories 0
employees.

taining and
development is vital fo
employers as mog
enterprises in the transpor
sector are micro and small.
should  encourag
employees and enterprises {
move up the value chain.

the future of transport.
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2.7 Alignment with National Strategies and Plans

The growth strategies of the Transport Sector should be viewed in the context of the
Government’'s National Devel opment Pl an ( NDF
reduce inequality by 2030. TH¢DP identifies the role to be played by different Sectors of

the economy. In particular, the strategy recognizes the role that Transport plays for
achieving better livelihoods for the population in terms of access to employment locations,

water, and eduation and health services. Therefore, the Government has followed the NDP
with plans for substanti al i nvest ment in Tr
publ i c Transport”. Similarly, t he New Gr ov
Government m November 2010, seeks to address unemployment, poverty and inequality.

With its ambitious plan to reduce unemployment to 15 percent, the plan seeks to create
250,000 jobs per year totalling 5 million jobs by 2030. Other plans such as the National
Infrastructure Plan, the Industrial Policy Action Plan seek to consolidate and complement

the NDP. Crossutting in these strategies is recognition of the role of infrastructure which

is defined to include energy, water, and Transport.

The National Infrastructe Plan, adapted by the South African Government in 2012, is
drawn from the NDP and outlines a variety of infrastructure plans grouped into 18 Strategic
Integrated Projects (SIPs). The projects cover infrastructure development of rail to support
mining andmineral extraction in Limpopo, Mpumalanga and the North West provinces.
Further, the project envisages expansion of the Durban and Cape Town ports; improvement
of roads and construction of an Aerotropolis to encourage and support the tourism business
and many others. Furthermore, the NDP is clear about its support for education
infrastructure and support of vocational training to sustain all these infrastructure projects.

V A sample of projects

The Department of Transport is responsible for conductingd8aesearch, formulating
legislation and policy to set the strategic direction of subsectors, assigning responsibilities to
public entities and other levels of Government, regulating through setting norms and
standards, and monitoring implementation. Catent with the developmental plans cited
above, the department can influence delivery of services and consequently the way the
Transport Sector develops.

There are a number of public entities that report to the Minister of Transport and these play

an important role in the sector. Some of the key players are the Airports Company South
Africa (ACSA), Air Tr af fi c-Boadar®adNTaanspagtat i o n
Agency (CBRTA), PRASA. Commercial role players include, Transnet, South African Airways
(SAA), SA Express (SAX), Passenger Rail Agency of South Africa, and the Gautrain. When
changes in plans and operations occur in these entities, they likely to affect the
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operations of the relevant subsector. lllustrative examples of plans and strategies are
provided by the Gautrain and BRT systems.

The GautrainThe Gautrain is an 80 klang mass rapid transit railway system that links
Johannesbug, Pretoria and OR Tambo International Airport. The possible rapid rail
extensions follow from the Gauteng 2%ear Integrated Transport Master Plan. This plan
will ensure integration of Transport with spatial patterns as well as the integration between
various Transport modes to move people effectively.

The Bus Rapid Transport (BROyer the next few decades, South Africa plans to expand its
Bus Rapid Transit (BRT) systems. Examples of the growth of some of these services are
provided by the My Citi in Cape Town, Rea Vaya in Johannesburg, A Re Yeng in Pretoria and
Go George in Gege. The BRT Programme is the rbaded component of the Public
Transport Strategy that was approved by Cabinet in March 2007. It is designed to move
large numbers of people to all parts of a city quickly and safely. Government wants to
ensure that by 200, most city residents are no more than 500 m away from a BRT station.
Service providers in the transport sector will have to work within the government plans and
strategies. The system will feature dedicated {mnty lanes, as well as bus stations thaa¢

safe, comfortable, protected from the weather and friendly to passengers with special
needs, such as children, the elderly, and those impaired with sight and hearing.

In light of this, it is easy to deduce that the NDP will have a direct effectkdis

development in the transport business. The following are some of the likely implications:

V The Transport Sector is likely to experience business expansion. Firstly, the sector will
provide logistical support for the implementation of the infrastru plans and
construction. Secondly, after the construction of the infrastructure, the transport sector
will provide expanded transport capacity because of improved infrastructure.

V The plans raise higher expectations regarding the process of skillsogewsit in the
Sector. With an already pressurized skills environment, expansion in business is likely to
worsen the situation.

In summary, the implementation of the SIPs implies that the Transport Sector may be forced
to consider alternative ways to levagge their skills supply. This may include looking to other
countries for scarce skill with an added intention to build local skills capacity for the future.
The National Skills Development Strategy (NSD) 111

The NSD Il builds upon the lessarerht from NSDS | and Il and aims at ensuring improved
access to quality learning programmes. The NSD Il has made commitments to address skills
shortage in South Africa through the following strategies: establishing a creditable
institutional mechanism for skillplanning; increasing access to occupatioralisected
programmes; promoting growth of a public TVET college system; seeking to improve the low
level of skills in language and numeracy; encouraging better use of workpdeses skills
development; encouraigg and supporting cooperatives, small enterprises, woikérated,

NGO and community training initiatives; increasing public Sector capacity for improved
service delivery and supporting the building of a developmental state, and building career
and vaational guidance among youth.
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Further, the National Skills Fund, operated under the framework of the Human Resource
Development Strategy for South Africa Il (HRDSSA) and NSD llI, will be one of the strategies

to address skills shortages in line with theals of the NSDS Ill. The HRDSSA has made
commitments to address shortages in priority skills needs and seek to meet demands of
South Africa’s emerging and soci al devel opme

2.8 Conclusion

This chapter focused on some key skills issues fotrdresport sector. This chapter has
illustrated the drivers of change that influence the demand and supply of skills within the
sector. It is of paramount importance to note that Government regulations play a significant
role in driving the supply and deand of skills within the Sector. This is through policies such
as the NDP, NSD Il and the BBBEE which regulate the skills environment.

The Government developmental strategies and plans suggest that the transport subsectors
should be poised for expansion. The operations of the stakeholders have to follow the
government framework though challenges are noted in implementing programmes under

BEE. Other challenges that will confront the industry are; scarcity of skilled human
resources, variable fuel prices, stricter carbon requirements and a need to respond to
changes in climate change and public health issues (NCDs and CD).

A multipronged approach to developing skills is suggested. The National Infrastructure Plan
suggests different strategies such as easing immigration in Sectors linked to-skidisce
categories, developing or strengthening partnerships with universities and otkgtuitions

that conduct training or sharing a pool of scarce skills between public Sectors.
Implementation of the strategies will have to be tested to determine the best one for the
subsectors.
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3 Chapter 3: Extent of Skills Mismatches

3.1 Introduction

This chapter sets to identify and understand the occupasipacific skills and mismatch
between demand and supply of skills for employers in the transport sector. Understanding
the dynamics of skill mismatch, with analysis of the link between the slatisiand skill

supply, is important for policies that aim to reduce inefficiencies in the transport sector
labour market. Skills Mismatch is defined as the gap between an individual's job skills and
the demands of the job markéfthe Skills Mismatch cridigs forced millions of workers to

seek new jobs but their skills are often not those that employers are seeking, and this is one
of the contributory factor affecting the unemployment levels in the country, including the
transport sector.

Empirical for futire skills planning, the TETA need to gather information and understanding
of the skills outlook of the transport sector and provide insights into how the sector can
contribute to the policy goal of anticipating and matching skill ne&gdglentifying and
understanding the occupatieapecific skills and mismatch between demand and supply of
skills for employers in the transport sector, the following topics will be discussed

1 Extent and nature of Demand in the Transport Sector

1 Extent and nature of Supply the Transport Sector

1 Identification of skills gaps

1 Pivotal Skills

Research Methods

Multiple research methods were employed to determine the extent of skills mismatches in
the Transport Sector. The methods included the following:

. Workshops and focugroup discussions with stakeholders.

. Interviews with key informants in the Sector

. Review of workplace skills plans and annual training reports;
. Review of existing data and information sources;

. Literature search of studies in the Sector;

. Analysiof industry market reports;

. TETA Annual Report and Strategic plan documents

. TETA 2015/16 SSP Update

The use of multiple research methods enables triangulation of findings and corroboration of
research evidence. Through a process of data analysis frorkpldce Skills Plans, existing
figures and graphs on the industry profile a
demand, supply and identification of skills gaps wenalysed

3.2 Extent and nature of Demand in the Transport Sector

In highlightng the Extent and nature of Demand in the Transport Sector. Using findings of
the stakeholder engagements workshop, including the results of the WSP data analysis as
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indicated above this section will attempt to give answers to the following questionswithi
the Transport Sector:

. What occupations have vacancies?

. Which occupations are hard to fill and why?

. What are the occupational employment trends?
. What are conditions of employment trends?

. How is migration impacting on the Sector?

3.3 What occupations have vacancies and Which Open Vacancies are hard
to fill?

In ideal circumstances, the process of estimating demand would have only included a
straight forward count of the number of open (unfilled) vacancies from each of the
individualbs i nesses representing a *“
2016). It is usually unrealistic to get to each business in the Transport Sector and conduct a
count. The Workspace Skills Plans (WSPs) questionnaire which was circuldited to a

reported” popl

regi stered Sector businesseseftecetiedédsubspaon

the business in the Sectors. On average, only 5% of the known businesses in the Transport
Sector responded to the WSP. It would be misleading to gather a lmasit af open

vacancies from businesses which responded to the survey and report the totals as the
official Sector estimate of skills demand

The Sample information from the WSP survey was used to estimate population information
whereby the WSP data analysis through the Extrapolation methodology explored the
possibility of using a statistical and mathematical method to use sample estimates. The
rationale inferences about the full population was made in order to produce demand
estimates which speaks to the actual size of the population of businesses in the transport
sector.

There are various types of extrapolation, and each type requires spassicnption about

the characteristics of the population. The proportion of the sample size to the stated
population size was used as the basis of extrapolation and then used the proportion as an
adjustment factor to transform sample demand sizes to popafaestimates. With limited
knowledge about sectorial skills demand trends, this extrapolation method assumes that the
sample is an exact reflection of the population i.e. we expect that demand proportions of
the sample will stay the same if the entire poation completed the WSP questionnaire.

The following are sector skills demand:

The sample reported a total of 347 open vacancies classified as scarce skill across the all
eight subsectors and occupations.
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Table 3.1: Estimate of Sector Skills Demand

C D 0 De C D O
Aerospace 702 115 573 4,98 3498
Freight forwarding 944 265 545 2,06 1941
and clearing
Freight handling 1290 79 870 11,01 14206
Maritime 1102 74 272 3,68 4051
Rail 143 62 4869 78,53 11230
Road freight 6396 119 3683 30,95 197954
Road passenger 6043 110 1476 13,42 81086
Taxi 320 10 59 5,90 1888
Total 16940 834 12347 14,80 250789

Source: TET8SP, 2016/2017

The estimated demand for each subsector and the sector itself is calculated based on skill
demanded by sample of registered companies. The sample size (n) shows representative
sample of companies from each subsector. Hence, the sampteropanies from each
subsector indicated their demand as indicated in the sample demand (y). Then, the average
skill demand is calculated by dividing sample demand (y) by its respective sample size (n).
For instance, the average skill demand for freighbhdiag subsector is 11.01 (i.e 870/79).
Assuming the sample companies are representative of the total registered companies, it is
possible to estimate the skill demand for all companies. This is done by multiplying the
average demand for each subsectortby t a | number of registered
indicated in the table 3.lit is estimated that the total skill demand for Transport sector is
about 250,789.

The study estimates a total skills demand of Z89 individuals across the sector. i.asked

on the 2015 sector employment count, the sec
24% to meet its skills demand.

The quantitative discrepancies within the Transport Seatdrere the demands and

competency requirements of employers regarding reletvskills and competencies

possessed by work seekers diverge. The current skills shortages and deficiencies and
inadequate training contributes to the Skills Mismatch crisis and affects increase on
unemployment trends.

The following highlights thecaupations that have vacancies and Open Vacancies which are
hard to fill in the transport sector

Page |30



Table 3.2: Annual estimate of skills Surplus and Deficit

SKILLED

PLANT AND
CLERICAL SUPPC  ELEMENTARY MACHINE SERVICEAND SAl AGRICULTURAL) TECHNICIANS AN

Year MANAGERS PROFESSIONALS FORESTRY, FISHE ~ ASSOCIATE
CRAFTAND RELA"  PROFESSIONAL
TRADES WORKEI

WORKERS OCCUPATIONS OPERATORS ANI WORKERS
ASSEMBLERS

Year 2013
Year 2014
Year 2015
Year 2016
Source: TETA SSP, 2016/2017

Training of employees is requiredonder to meet up with increasing requirements.

Training opportunities for employees are limited (especially foréalucated and old

workers), but improving.

The Job quality contributes to the working image of a Sector and/or profession and by that
to the possibilities to recruit and retain personnel. A distinction can be made between
employment and work quality depending of occupational levels.

Employment quality is affected by delocalisation of Transport jobs and social regime
competition practices. Tout costs, pension and early retirement schemes are being
restructured thus also affecting the employment trend. Working times are often irregular
and in particular many Transport workers have to cope with irregular and (very) long
absences from home andrg hours of driving on the road. The Possibilities for{iare
work in the Transport Sector are less than in other Sectors.

Lastly, the work autonomy in the Transport Sector is relatively low. Problems caused by

heavy physical work have been replacedsbyss derived from timgpressures and

efficiency improvements, thereby shifting from physical to social or psychological problems.

The Transport Sector is considered a dangerous activity due to occurrence of accidents,

public violence, and organized cemWork intensity has increased due to, amongst others

to increased traffic congestion and the use
scheduled Transpogervices

3.4 What are the occupational wage trends?

The two figures (Figuré.1& 3.2)below have been summarized from the Quarterly
EmploymentStatistics QES) reports as published by Stats SA (one in 2014 and one in 2016).
The figures below shows average monthly salaries (including benefits) of the Transport
sector. Itis noted that, @n though the figures show the same data during common years
(2013 and 2014), the monthly salary estimates in the QES 2016 are two times higher than
estimates in QES 2014. This may be largely due to differences in sample compositions in
each report. Nonételess, the difference makes it difficult to rely on trend information
provided by it. It is also typical example of a data gaps experienced in the sector.
Notwithstanding the difference in datas highlightedit below clear that salary levels seem

to fluctuate from one year to the next; i.e. the salary levels increase in one year and then

Page |31



decreases the next year. Secondly, the data is an aggregation of different occupations in the
TETA, thus making it difficult to discern levels and trends.

Figure 3. 1: Average Monthly Earnings including Bonuses (QES, 2014)

Average Monthly EarningS Including Bonuses
(QES, 2014)

18 600 18 483

18 400

18 200 18 179

18 000

17 800 17725
17 600 17 515

17 400

17 200

17 000
2013 2014 2015 2016

Source: Stats SA Quarterly Employment Statistics, 2014

Figure 3.2: Average Monthly Earning including bonuses (QES, 2016)
Ave. Monthly Earning Including Bonuses (QES, 2016)
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3.5 What are conditions of employment trends?

The conditions of employment in the industry are broadly governed by the legislative
framework of the country. Specifically, the main labour laws of South Africa aieitie
Conditions of Employment Amendment Act Number 11 of 2002, the Labour Relations Act 66
of 1995, the Skills Development Act of 97 of 1998, Employment Equity Act 55 of 1998, the
Occupational Health and Safety Act 85 of 1993 and others. These amts thg

framework for fair labour practices, wages and salary bargains. In this context, the
employers and the employees can bargain for salaries and conditions of work.

There are many drivers and determinants of work conditions. However, one of the aomm
determinants are the characteristics (revenue, size, and product and service type) and
behaviour of the employer. In particular, it is the extent to which the employer abides to the
standards and regulations as dictated by the acts listed above. Aigabekxample of a
determinant of work condition is the category to which a business belongs.

In South Africa, there areMo broad categories of business operations; i.e. a business can
either operate as an informal business (thereby categorized undeintbemal sector), or
operate formally (thereby categorized under the formal sector). These categories have
definitions and implications as explained below:

Informal employment identifies persons who are in precarious employment situations
irrespective ofwhether or not the entity for which they work is in the formal or informal
sector. Persons in informal employment therefore comprise all persons in the informal
sector, employees in the formal sector, and persons working in private households who are
not entitled to basic benefits such as pension or medical aid contributions from their
employer, and who do not have a written contract of employment.

Informal sector: The informal sector has the following two components:

i) Employees working in establishmernhat employ fewer than five employees, who do not
deduct income tax from their salaries/wages; and

i) Employers, owsaccount workers and persons helping unpaid in their household business
who are not registered for either income tax or valagéded tax TATS SA, 2016).

Figure3.3below depicts information on the formal and informal job types within the
Transport Sector.

Figure 3. 3: Formal vs. Informal Employment in the Transport Sector

Job Types in the Transport Sector

Transport

Sector mal
Em n

Transport
Sector Formal
Employment

73%

Source: STATS SA Annual Labour Report, 2016

Page |33



Formal employment constitutes the majority of employment in the transport sector. Given
the definition of informal employment and informal sector, the informal employment of
more than 25% has two implications for TETA.
1 Although TETA is providing its skill development interventions, it is not earning
revenue from the informal sector.
1 Moreover, there is an opportunity for workers to be placed in unregulated working
condition.
There is a need to devise a strategy thagages with Department of Trade and Industry in
formalizing the informal sector as the role of SMMEs in the transport sector is significant.

3.6 How is migration impacting on the Sector?

The Transport Sector is directly affected by country and internationgtation. In country
migration tends to be from rural to urban areas or to areas of commercial or industrial
concentration. Such migration leads to population concentration which results in higher
demand for Transport services. International migratioetween countries by land also
leads to demand on land Transport (buses, Taxis, rail). This is the same with air travel;
increased migration directly leads to increased demand. Therefore, in general, migration
tends to increase demand in the Transporduistry.

3.7 The extent of occupational skills supply in the Sector

The extent of occupational skills supply in the Sector reviews the effect of under education
on productivity and highlights the loss of competitiveness for firms when necessary skills are
in short supply leading to production bottlenecks i.e. the analysis on total factor productivity
and firm performance (e.g. output per head, valagded per worker).

Furthermore, discussing the extent of occupational skills supply in the Sector consequently
touches on quality of training of learners and graduates supplied by the Training

institutions. The sector is faced with the issue of skills shortages and skill gaps which leads to
inadequate readily competent graduates to enter the labour market.

To inker the consequences of mismatch on productivity, For example, findings from the

TETA WSP/ ATR data analysis indicates that wo
their jobs, therefore they may need additional training for which the employerdhailé to

bear part of the cost.

As is the case with other Sectors, the Transport Sector relies on both the formal education

and training institutions and the vocational and/or private training institutions to train and

supply the much needed skills foreh Sect or’ s operations. The fo
institutions include traditional universities, technical universities and TVET colleges. These
institutions generally operate independently and therefore enjoy academic and (most

importantly) currimlum autonomy. They may choose to respond to specific industry needs
(normally in the case of TVET colleges). The
is incentivized by factors which are not adequately responsive to Sectorial skills demand.

The two main operating incentives for these education institutions are:
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1. High enrollment and throughput (Mass production)
2. High research output (knowledge production)

In highlighting the extent of occupational skills supply in the transport sectors#uson
will respond to the following questions:

1 What is the extent of occupational skills supply in the sector?
1 What is the state of education and training provision?
1 What supply problems are firms experiencing?

3.7.1 What is the extend of occupational skills supply in the sector

Figure 3.4 indicates aggregate skills mismatch of demand and supply of occupational skills.
The Figure indicates the levels of total demand and supply for the years 2013 to 2016. For
the years 2014 and 2015, the total demand wasreatedto be less than supply. This
suggests a possible availability of skills but not may not necessarilynpesteds of the

sector.

Figure 3. 4: Skills mismatch

Figure 3.4: Skills Mismatch
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3.7.2 What is the State of Education and Training Provision

The fact that the traditional education institutions are seen as not adequate in their

curriculum direction and training approach (they respond to some of the appropriate

Sectorial needs) opens them up to criticism from the Sector and therefore, makesahem

weaker supplier of skills appropriate for the Transport Sector. To further elaborate this

finding, the research team conducted a stakeholder workshop engagement followed by a

survey based research targeted at employers and recruiters in the Transpbotr.Se

The findings of the engagement of key stakeholders in the sector, related to skills supply,

are summarized as follows:

1 The curriculum relating to the Transport Sector operations in traditional education
institutions are irrelevant and outdated arate therefore set to produce graduates
which are not work ready
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1 Traditional universities are not flexible enough to keep up with changes and needs in the
Sector

1 Most university or college graduates arrive to the work place without any practical
training which is a necessary requirement for work readiness

1 Companies which have volunteered themselves to provide practical training often have
unrealistic expectation that graduates should be able to be productive during the
training period, thereby signaling amfused message to the trainee

1 New Graduates (especially traditional university graduates) often have unrealistic
expectation of remuneration relative to their ability to be productive in their first year of
work, thereby reflecting nostudious attitudetowards their training

1 It is a general feeling (of key stakeholders) that a lot of the Transport businesses are
forced to take on graduate training (or apprenticeship) without any incentive to do so;
and are purely doing so to meet regulation. This is ntheecase during an unfavorable
economic situation

1 A few big organizations within the Sector (Transnet) have taken on the responsibility to
become accredited training providers. A general impression is that (although this has
high cost implication to the usiness) this produces high quality training and a supply of
work-ready individuals for the Sector. Much better than the alternative.

On the other hand, the vocational and private training institutions are classified as all
privately owned training servicproviders which are registered with TETA as vendors. These
institutions generally provide very specialized and specific courses which are usually tailor
made to suit the functions of a single businesses or a group of businesses. The duration of
these couses can range from 1 (one) day to two years. Most courses are SAQA accredited.
The TETA therefore regulates its accredited training providers for compliance

The ‘business’ mo d el of these privatelry owne
them to respond to industry changes and maintain relevance to the needs of the Transport
Sector. These skill developers are incentivized by the following:
1. Sector relevance of their respective curricular and certification. It is important that
they are ndustry compliant where licensing is necessary
2. The number of ‘“graduates
Sector
3. The number of businesses they have a relationship with (and the strength of the
relationship with employers)

they actually

Despite the may challenges faced by these smaller institutions, it easy to recognize that
they have more potential to satisfy the SecHt
which the Sector experiences when dealing with such institutions. The difficulgeasa
follows:
1 As small training institution usually relies on one or two key individuals who are critical
to its operations; such individual are normally either founders of the organizations or
the continuation of the organization relies entirely on theantinued involvement. It is
generally risky for Sector businesses to have a long term relationship with these
institutions.
1 These small training institutions are unable to produce large numbers of graduates at a
time.
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To illustrate the point made earlieabout the extent to which these small training
institutions track Sector operations to maintain relevance in order to get business; the
following section describes geographical spread of the organizations and compares it to the
concentration of Transpoitusiness activities.

Figure3.5 shows the spread of TETA approved and active skills training institution (public
and private). From this figure, it is clear that Gauteng region enjoys the biggest proportion
of skills training support, followed by KwaZulu Natal and the Western Cape.

Theefore, the two figures together immediately show that supply side measures tend to

follow or are attracted by the rate of Transport business activity.

Figure 3. 5: Concentration of TETA Training Providers by Region

Figure 3.1: Concentration of TETA Training
Providers
By Region

%_Training _Institutions

Gauteng 54%
KwaZulu-Natal 16%
Eastern Cape 5%
Western Cape 12%
Mpumalanga 5%

Limpopo 3%
North West 2%
Free State 3%
Northern Cape | 0%

Source: TETA WSP 2016

The Sector still has a long way towards producing skills at the correct level of quality. This
calls for further research and evaluation of some of the successful training models within
the Sector, and how the rest of the Sector can learsdale up from these.

3.7.3 What Supply Problems are firms experiencing

When there is a match between the occupatispecific skills in terms of demand and
supply, then the Sector is in equilibrium. On the other hand if demand exceeds supply, then
there is ascarcity of the occupation skills. When the supply exceeds demand then there

exists an excess of skills in the market.

The estimation of demand and supply is problematic because of inadequate data,
unavailability of data and sometimes its quality is 0ba high standard. Hence there is an
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attempt to use different sources of data to estimate the levels of mismatch and its
characteristics.

Some of the mismatch indicates that scarcity is associated with high level skills, such as
engineering and sinal technical skills. Then there is a shortage of occupations requiring
management and specialist skills. Certain groups continue to experience a mismatch
between demand and supply for different reasons. For instance, women in the technical
skills, blacken management and higher supervisory levels are not easily available.

The employment statistics is available in various forms from a number of statistical sources.
For instance, Stats SA and secondary data sources from TETA provide some proxies to
measure the utilization of labour in the Sector, but that not give information about its
demand or supply. That suggests that in the long run regular forms of data systems from
monitoring data and evaluations should be built to provide these data.

Duringthe SSP workshops, the stakeholders were asked to indicate the scarce skills as well
as critical skills. The fact that they continue to indicate scarce skills is a clear confirmation
that there is a gap between the demand and supply of skills in specifigpations. This
remains a perpetual problem.

3.8 Identification of Skills gaps

3.8.1 Introduction

According to the DHET framework, Scarce Skills refer to those occupations in which there
are a scarcity of qualified and experienced people, currently or antagpan the future,

either (a) because such skilled people are not available or (b) they are available but do not
meet employment criteria (DHET, 2016). The DHET framework further elaborates that
scarcity can be due to a selection of factors.

The framewaok divides the driving factors into two categories, namely the absolute factors

and relative scarcity. With respect to the first category, absolute factors which generally
means that skilled individuals cannot be found in the market. For this categasycdbld be

a result of a shift in the market and there is an emerging occupation, or a change in
technology.

The second group is relative scarcity, which generally means that skilled individuals exist in
the market, but they do not meet the employmentteria. Factors which can influence this
range from geographical challenges (people are not willing to relocate), to the fact that
employers have to wait for a pool of potential candidates who are undergoing training. It is
worthwhile to note that this ddhition (which for now serves as the South African
definition) is not explicit about the normal market driver, which is salary. It also mentions
very little about the matching function and matching efficiency.

In considering the scarce skills definitidime following ought to be carefully considered:
a. Inefficient matching (and hence skill shortages) may reflect a range of factors including
limited and asymmetric information and the heterogeneity of both individuals and jobs.
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If either or both parties aredo specific in their requirements there is likely to be
inefficiency in matching although insufficiently careful matching also has welfare costs

b. A skill shortage within an occupation is always dependent upon the scope for
substitution across occupationsand also substitution between different qualification
levels.

c. When applicant numbers swamp the jobs available, the efficiency of the labour market
suffers and skill shortages can thus coexist with high unemployment levels. This can be
particularly problenatic when employers are geographically clustered.

d. If employers are pessimistic about the skills available in the labour market and so do not
attempt to recruit at the requisite level, which may cause skill shortages to be under
reported.

e. The actual levebf skill shortages in the economy will depend both on the institutional or
micro-economic factors picked up by the Matching Function and by aggregate demand
conditions, driven by macreconomic factors such as inflation and the policy of the
central bank.

Elaboration on identification of skills gaps within the transport sector will give response to
the following questions:

1 What is the extent of scarcities within the Transport Sector?

1 What are the skills gaps in the sector that need improving?

1 What is the impact of shortages on firms?

1 How employable are graduates in the sector?

3.8.2 What is the Extent of Scarcities within the Transport Sector

In light of a local labour market dynamic introduced above, and for the reason of
maintaining market appropriatenestje research team explored this definition of skills
scarcity during stakeholder consultation workshops. The definitions from five of the eight
subsectors were consistent with the universal definition.

The definition “scarce skills” according to the Taxi Chamber

The Taxi industry is historically an informal industry in its original design. It is evolving slowly
in its role which it played historically as the dominant means of stlistance Transport for
black South Africans during the Apartheid dayshas rendered itself almost completely
impossible to regulate, mostly because the state did not understand the business model,
(until very recently). It is the only Sector in the country which is fully controlled by the
historically disadvantaged group ofidé South African population with all owners being
either black or coloured South African.

This industry in undergoing transformation from an informal to a more formal industry.
South African statutes provide a clear guideline as to how this transformairocess
should be done (Act 5 of 2009 NLTA). In patrticular, this statute states that, as the industry
goes through transformation, the values and results of transformation should first benefit
active players (individuals) in the industry.

These includé, but not limited to current owners, current queuwarshals, clerks, current
drivers and their immediate families. And, although this transformation is a national matter,
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each association or a collection of associations has a clearly specifiagsttietion needs
definition which in most cases can be isolated by way of geography and, therefore,
membership.
Taking into consideration the dynamic explained above, it is intuitive to follow the logic of
the Taxi industry scarcity definition provided abovehéN the Taxi industry declares a skill
to be scarce, the industry actually means the following:
1. First of all, this is a formal skill which will be useful to the Sector in its formal
state
2. A skilled individual cannot be identified from a population of amsgem
membership or their immediate family members.
3. The association will not look for any qualified individual outside the-due
restriction of the association.
Therefore, the issue of scarce skill is not essentially shortage of skill for this industay bu
skills gap. A skills gap occurs when an organization is unable to identify a specific skill from

or within its existing pool of employees or
The definition “scarce skills” according to the Road Passenger Chamber

“A scarce skill exists when it is difficult
race) to fill a position’

Of allthe sub-Sectors, the definition provided by the stakeholders of the Road Passenger
chamber is perhaps the list sophisticatedtbat the same time, a statutorily appropriate
one. And perhaps, this is the very reason it was compelling for the team to highlight its
departure from the universal definition elaborated above.

This subSector complies with the government requiremerdasd guide lines regarding
employment and skills development equity. It is by no surprise that this is the case as the
Government owns a significant proportion of
parastatals. Therefore, it [Government] hadirect and significant control over hiring and

labour demand. So, this Sector makes employment decisions based strictly on demographic
elements (in accordance with BBBEE codes and requirements) such as gender, age and race;
which can sometimes make it alhenging to identify skilled candidates to recruit into
occupations.

Therefore, to expand and el aborate the subse
sub-Sector is driven by equity based employment policies, i.e. when this Sector dexlares
specific skill scarce, what they actually mean is that:
1. there is not a sufficiently skilled individual who represents a previously
disadvantaged subet of the population
2.unl i ke the Taxi i ndustry, a skil larb® i ndi v
obtained anywhere in the country as long as the candidate is a South African citizen.
Geography is therefore not a limitation nor is it a driver.

The driver of scarcity for this stfector (factor influencing the scarcity of skills) has some
implications about its ability to increase supply. One obvious implication is that the supply of
skilled | abour mainly depends on the market
individuals (gender, age and race).

Page |40



Secondly, the power/bargaining dgmics as far as skills development in the Sector is

concerned, are skewed in favour of the Government; both as amaker and a significant

and direct ‘player i n the market. This furt
govern, on the parof the Government.

The definition “scarce skills” according to the Maritime Subsector

“A scarce skil!l occurs when it is difficult
recruitment channels. It is often the case when older and technically mxperienced

individuals leave the market. Such positions are almost impossible to replace as this is a
highly technical i ndustry”

In contrast to the Road Passenger sbdctor, the Maritime susector is by far more
operationally sophisticated and complex far as skills shortage and skills development are
concerned. As much as this s8ector has a very high potential to create much needed job
opportunities in large numbers (see description in the background above); it comes with
challenges. When consideg matters of skills shortages for this s8kctor, the following

points were identified as obstacles and drivers of skills scarcity during stakeholder

consultation:

a. This is a highly technical environment with an intense use of specialized machinsry. Thi
means that the Sector is likely to be ve
selection. There is an inherent need and tendency to select individuals who generally
have some notable technical skills or aptitude for technical education. In a South
African context, this is particularly tricky as the education system battles to produce
individuals who are exceptional in technical subjects such as Mathematics and Science
(Besharati, 2014 and HRDC, 2014)

b. Although the state owns all the ports land throughet National Ports Authority
(Transnet, 2007), the marine operations and economic activity is still predominantly
controlled by private business. The businesses in the Sector are mostly foreign owned.
In fact, licencing and standards are controlled interoaally, that is, the SA marine
companies are forced (through their role and interaction during trade with
international business) to adhere to international standards and norms, and so should
individual employees. This can complicate skills training éndibimestic South African
market.

c. With rapidly changing technology and a dynamic skills needs environment, perpetuated
by the fact that many of the big machinery used in marine operations (ships), it is
difficult to train new individuals domesticallyecause acquiring trainers who qualified
is a challenge on its own.

d. It is very expensive to train individuals (HRDC, 2007) in the Sector and it is equally
difficult for businesses to keep qualified individuals. Further, local businesses have to
compete wth international ones which generally pay more for the same skills levels
due to stronger currency.

e. In light of the matters listed above, there is a need to view thisSabtor as an outlier.

Its drivers of scarcity are unique and complex and will nequ higher level of
attention.
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3.8.2.1What are the Skills Gaps in the Sector that need Improving

Subsector industries were asked to report the demand of scarce skills in their subsectors.
Based on the data from the WSP, (Tables below) present thedarcesskills by subsector

as well as demand.

In light of the discussion of scarcity above, the following are the scarcest skills gaps in each
sub Sector, together with an estimate of relative demands per skill that needs improving.
The study has taken the tof{ten) most scarce skills for each subsector.

Below is the identified top 10 Scares skills list from the 8 Transport subsectors participating
in skills development within TETAhe detailed list of subsector’s scarce skills list is
attached in Annexure 2.

Table 3.3: Transport Subsectors 10(ten) most Scarce Skills List

Aerospace
Occupation Demand OFO Number
Aircraft Maintenance Mechanic 3580 653201
Air Traffic Controller 2400 315401
Avionics Mechanic 1280 672101
Aeroplane Pilot 1140 315303
Aircraft Structures Worker 480 653202
Training and Development Professional 400 242401
Aeronautical Engineer 360 214403
Meteorologist 300 211201
Telecommunications Engineer 200 215301
Aeronautical Engineering Technician 180 311503

Freight forwarding and clearing

Occupation Demand OFO Number
Import Administrator 2620 335402
Clearing and Forwarding Agent 2160 333101
Customs Officer 1620 335101
Supply Chain Practitioner 800 333905
Dispatching and Receiving Clerk / Officer 680 432102
Freight Handler (Rail or Road) 560 833301
Sales Representative (Business Services) 280 333903
Call Centre Salesperson 200 524401
ICT Business Development Manager 200 243402
Importer or Exporter 140 142101
Freight handling
Occupation Demand OFO Number
Freight Handler (Rail or Road) 6600 833301
Truck Driver (General) 1260 733201
Office Supervisor 1100 334101
Store Person 1020 833402
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Ship’s Master

Ship's Officer
Crane or Hoist Operator

Supply and Distribution Manager
Warehouse Manager
Forklift Driver

Maritime

Occupation
Marine SaTVETy Officer

Fishing Hand
Deck Hand

Skipper (Fishing Boat)

e N

Ship's Officer
Education or Training Advisor

Clearing and Forwarding Agent

e N

Ship's Master
Ship's Engineer
Diver

Occupation
Train Driver

Railway Signal Operator

Welder

Electrician

Diesel Fitter

Train Controller

Programme or Project Manager
Electrical Engineering Technician
Railways Assistant

Sheet Metal Worker

Road freight

Occupation
Truck Driver (General)

Supply and Distribution Manager
Freight Handler (Rail or Road)

Logistics Manager

Delivery Driver

Mechanical Engineering Technician
Transport Clerk

Diesel Mechanic

Dispatching and Receiving Clerk / Officer
Sales Representative (Business Services)
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800 315201
800 315202
640 734301
480 132401
440 132404
400 734402
Demand OFO Number
700 325702
580 821601
500 735101
440 622201
340 315202
320 235101
240 333101
240 315201
220 315101
200 684101
Demand OFO Number
28580 731101
15460 731201
13020 651202
9060 671101
8000 653304
3080 731202
2680 121905
1280 311301
1000 862920
1000 651301
Demand OFO Number
50360 733201
4500 132401
2880 833301
2140 132402
1240 732101
1160 311501
1080 432301
980 653306
940 432102
940 333903




Road Passenger

Occupation Demand OFO Number
Passenger Coach Driver 15240 733103
_Bus Driver 7200 733101
Diesel Mechanic 2160 653306
Mechanical Engineer 720 214401
Electrician 600 671101
Charter and Tour Bus Driver 460 733102
Intelligence Officer 400 242201
Transportation Electrician 300 671208
Vehicle Body Builder 280 684905
Mechanic's Assistant 260 862919
Taxi
Occupation Demand OFO Number
Taxi Driver 800 732202
Receptionist (General) 160 422601
Elected Official 80 111401
Finance Manager 40 121101
Accounts Clerk 20 431101
Call or Contact Centre Manager 20 143905
Customer Service Manager 20 122105
Fleet Manager 20 132405
Training and Development Professional 20 242401

Source: TETA WSP, 2016/2017

3.8.2.2What is the Impact of Shortages on firms

Production of goods and services depends on various levels of skills as an input to
production. When business does not have the required skills, they will substitute them with
less skilled personnel or they import the skills at a higher cost or delayptiod of their

goods and services. The lack of skills to perform at the required level has an impact on the
guantity and quality of outputs of goods and services.

The business captains indicated that that the outputs of their products were affégtdack

of skilled human resources at technical, management and any other levels. Productivity,
defined as the rate of output per unit input increases as the labour (a component of input
becomes less skilled). For instance, the time required to produoagutput is increased

thus leading to higher costs.

Another important impact of lack of skilled human resources is the inability for the South
African industry to compete effectively in the international arena. With improved
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communication, the consumerd products search for the best quality products at the
lowest prices. Therefore, since higher labour inputs are likely to lead to higher product
costs, the products from the country then are likely to remain uncompetitive.

Therefore, it can be concludebat shortages of skilled human resources have, in long run,
an effect on the economy in terms of its employment, gross domestic products and other
economic measures.

3.8.2.3How Employable are Graduates in the Sector
While various training models are lauded sidaessing skills shortages, the SSP stakeholder
consultations indicated concerns about the quality of training and work readiness depicted
by graduates who were not involved in complementing theory with practice.

A sumnary of the views was as follows:

* Most graduates arrive at the workplace without any practical training which is a necessary
requirement for work readiness

e Companies which have volunteered to provide
expectations that graduates should be ableéb®productive during the training period,
therebysignalinga confusing message to the trainee

* New Graduates (especially university gradua
remuneration relative to their ability to be productive in their fisgtar of work.

e It is a general feeling that a | ot of the
training (or apprenticeship) without any incentive to do so; and are purely doing so to meet
Government regulations. This is more the case durimgrdavorableeconomic situation

A few big organizations within the Sector (
responsibility to become an accredited training provider. A general impression is that this

has high cost implications to the businesd this model produces high quality training and

a supply of workready individuals for the Sector.

In Conclusion; In light of the points listed above, the training institutions and providers are
working hard to meet the needs of the industry through titamhal training as well as short

term courses. The quality of the courses is supplemented by short terms courses illustrating
that the practical component for university graduates may not be adequate. More
collaboration between the Sectors will, in theng run, produce skills at the correct level of
quality.

As indicated by the SSP participants as well as documents reviewed, it is the case that there
is a scarcity of some skills and the training systems are not yet able to cope with the
demand. Isges related to the quality of training that students receive before employment
was identified in the discussions and participants identified some of the gaps in the output
(trainees, graduates) from training institutions (the supply side).

The estimation of scarce and pivotal skills will continue to be a process that will require
refinement with time. The estimation will involve the different stakeholders, namely, the
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employers, the TVET and different Government departments. The processdrted but
will need for continuous improvement.
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a. PIVOTAL LIST

The transport and storage sector has relied on both the Workplace Skills Plan survey and a
separate survey in compiling the PIVOTAL list. The processes of compiling the list were as
follows:
1. The SETA summarized a list of discretionary funding requests from the sector
businesses to the SETA through the WSP. The prerequisite of the application process
is that each business has to identify skills gaps within respective businesses

2. The SEA then compiled a shorter list from this summery. The shorter list consisted
only of skills for which TETA has received the highest rates of funding requests.

3. Once the list was shortened, TETA then circulated the list back to all the sector
businesses foconfirmation and possible adjustment

4. Based on corroborated responses from the sector businesses, the final list PIVOTAL
list was compiled.

Table 3.4: The resultant PIVOTAL list is as follows:
OCCUPATION SPECIALISATION/ ALTERNATIVE INTERVENTION  NQF  NQF QUANTITY  Qty to be
TITLE PLANNED BY THE LEVEL ALIGNED NEEDED supported
SETA by SETA

Mechanical Engineer§ Air-conditioning, Heating and Bursary
Ventilation (including fire) Engineer;
Automotive Engineer; Diesel
Engineer; Fluid Mé@nics Engineer;
Forensic Engineer; Heating and
Ventilation Engineer; Machine
Design and Development Engineer;
Maintenance Management
Engineer; Mechanical Engineer
(Mines); Mechatronics Engineer;
Piping Engineer; Pressurised Vesse
Engineer; Rotational &ht Engineer,
Structural Steel Engineer;
Thermodynamics Engineer;
Transportation Systems Engineer
Diesel Mechanic Diesel Electrical fitter; Diesel Fitter Apprenticeships 4
mechanic; Diesel Fuel Injection
Mechanic; Diesel Fuel Injection
Technician; Diesel Injector; Field
Service Technician (diesel); Truck
Mechanic;
Transportation Auto Electrician; Automotive Apprenticeships 4
Electrician Electrician; Automotive Electrical
Fitter;Autotronics Technician;
Locomotive Electrician; Ships
Electrician; Transport Electrician;
Vehicle Electrician; Aircraft
Electrician
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Supply and
DistributionManager

Electrical engineer

LogisticsManager

Mechanical
Engineering
Technician

Driver

Facilities Manager
Driver/ Operator

Principal

Provincial Inspector
Assistant Director &
Deputy Director:
Provincial Transport
Management, Vehiclg

Technical Compliancq

Officer & Assistant
Manager: Vehicle

Inspectorate Support

Acquisitions Manager; Depot
Manager; Freight Forwarding
Customs Clearing Manager; Freigh
Manager; Goods Clearance
Manager; Parts Manager;
Procurement Manager; Purchase
Manager; Supply Chain Executive;
Supply Chain Manager; Supply Lea
Manager

Chief engineer (< 750kW port
operations), Chief engineer (<
1500kW port operations), Chief
engineer officer (port operations),
Engineer officer, Second engineer (
3000kW), Chief engineer (<
3000kW), Second engine&thief
engineer, Electro technical officer,
Chief engineer officer (special grad
Control Engineer; Electrical Design
EngineerElectrical Engineer
(Mines); Electric Power Generation
Engineer; Electromechanical
Engineer; lllumination Engineer;
Power Distribution Engineer; Powel
Systems Engineer; Power
Transmission Engineer; Railway
Signal Engineer

Dispatch Logistics Manager

Aeronautical; Automotive
Engineering Technician; Fuel Cell
Technician; Marine Engineering
Technician; Naval Technician;
Mechanical Instrument Technician.
Freight Operator, Lorry Driver,
Tanker Driver, Truck Driver
(general), Tilt Tray Driver, Petrol
Tank Driver, Cement Mixer Driver,
Road Train Driver, Logging Truck
Driver, Plan Operator.

Facilities Supervisor; Campus
Administrator/Supervisor

Plant Operators / Truck Drivers

Instructors / Facilitators

Facilities Supervisor; Campus
Administrator/Supervisor

Source: TETA WSP, 2016/2017
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SCMLearnership 6

Bursary (Tertiary 6
qualification) /
Learnership /

Skills

Programmes /
Workplace
Experience

Bursary

SCM Learnership 6

Bursary/ 6
Apprenticeships

Learnership

Bursary
Learnership
ETDP Diploma

Bursaries: Fleet
Management




As part of the completion of the WSP Discretionary grant application, each business is

required to indicate what intervention is recommended to close the identified skills gap. It

t hen became t he t rcansiderpach recornteddéd intervehntionim t o

relation to the corresponding skills gaps. The Transport SETA internally assessed each
intervention separately to determine the eas
likelihood to close the skills gap. @re bases of this assessment, the final list of

interventions was compiled.

With this PIVOTAL list, the SETA understands that very specific skills gaps have been

identified by sector employers. The SETA further understands that these skills gaps, if not
“closed”, |likely to hamper sector producti vi
addressing the identified skills gaps the SETA will provide the sector with the necessary skills

to increase productivity, enhance economic performance and potentiady ghe South

African economy.

The demanded quantities indicated in the table above are a result of requests from

individual businesses that completed the WSP. From these quantities, TETA then formulated
skills development targets based on its abilitydaad availability of funding. This PIVOTAL

|l ist contains all skills gaps classified as
itself is not put in any order. Each skill is as important as any other skill on the PIVOTAL list.

3.9 Lessons from Chapter 3

This chapter has offered the following lessons:
1 Through a process of linear extrapolation, it was estimated that the Transport sector
demands over about 25000 different skilled individuals to fill vacant positions
1 The quality and quantity of skills training does not need the skills needs of the sector.
In particular, traditional education institutions are seen to be too theory based and
lack practical components in curriculum development.
1 Small and private skillsainers are perceived to be potentially more appropriate to
become relevant sector skills training providers
1 There are worrying data gaps as far as wage/salary trends are concerned. The sector
ought to collect its own primary data
About a third ofthesectr ° s empl oyment i s categorized
Training provider are concentrated in provinces with high levels of economic activity
(Gauteng, Western Cape, Eastern Cape and Kwazulu Natal)

= =
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4 Chapter 4: Sector Partnerships

4.1 Introduction

The purposeof this chapter is to assess the effectiveness of existing TETA partnerships and
to determine the outcomes of new partnerships the Transport Sector. It is important to
understand the nature of the TETA partnerships in order to assess their effectiveness in
addressing the skills development requirements of the sector. For this section, data from
desk reviews of data gathered from chamber heads and other secondary data were used.

4.2 Existing Partnerships

TETA is committed to forging partnerships with TVET @gadland Universities to up skill the
Transport Sector. We have rolled out a number of projects with TVET Colleges country wide
ranging from training of assessors to the development of quality management systems. The
TVET Colleges have the advantage ofigiog training in rural areas at an affordable cost.
Their occupationally driven curricula fit in well with developing sskilled and unskilled
workers in the Sector.

TETA seeks to strengthen its effectiveness; it works with a wide range of TVET and higher
educational institutions. The Universities of the Western Cape and the Witwatersrand
(CLEAR AA) are strategic research partners for TETA. The objective of theepsinip is to
provide credible research for Sector skills planning and build research capacity within the
organisations.The universities of Cape Town and Kwa Zulu Natal also locate Centres of
Excellence for the Transport Sector. These institutions, funbledthe Department of
Transport, fulfil the primary objective of increasing the supply of engineering skills in the

Sector.Table 4.1 illustrates the partnerships with TVETs and universities.

Table 4. 1: TETAexistingpartnershps with Universities and TVET colleges

PARTNERSHIPS WITH TVET & HET INSTITUTIONS

Province College Deliverables

KZN UmfoloziTVETeThekwini Training for assessors, moderator
Gauteng Victory TVETEkhurulenTVET facilitators in line with ETD unit
Limpopo LephalaleTVET CapriconTVET standards

Free State Motheo TVET GoldfieldTVET

Western Cape

College of Cape Town, False Bay,
Northlink

Mpumalanga
Northern Cape
Western Cape
Mpumalanga
Northern Cape

Gert Sibandd VET

Northern Cape UrbamVET
Collegeof Cape town, False Bay,
Northlink

EhlanzenTVET

Northern Cape RurdlVET

TETA to provide QMS toolkit for
programme approval

Mpumalanga
Gauteng
Northern Cape
Western Cape

Gert SibanddVETEhlanzenTVET
Victory TVETEkhurulenTVET
Northern Cape UrbamVET
College of Cape town, False Bay,

Development & delivery of the
learning materials within TETA
mandate

Page |50




Eastern Cape

Northlink, Boland, West Coast
College
Ingwe TVET

North West
Gauteng
Eastern Cape
Western Cape

Taletso College

EkhuruleniTVET

Ingwe TVET

False Bay, Northlink, College of Ca
Town

Assist 30 learners pdVETo obtain
driver licenses

North West
Gauteng
Eastern Cape
Western Cape
North West

Orbit TVET

Victory TVETEkhurulenTVET
IkhalaTVETIngweTVET

College of Cape Town, False Bay,
Northlink, South Cape College,
Taletso College

Support & moderate the assessment
line with SAQA criteria to meet learne
endorsements on the NLRD

Western Cape

KZN

University of Cape Town
University of Western Cape
University of KZN

University of Western Cape

Centres of Excellence (funded by De
of Transpor). Research Partner
Centres of Excellence (funded by De
of Transpor)

Source: TETA CIP, 2015

4.3 Existing partnerships from the subsectors/chambers (2015/2016)
TETA has established specific annual relationships with some TVETs and the intention is to

expand this relationship further to other training institutions.
with TVETSs in Limpopo. For these institutions, the objective ofthen u a |

This is especially the case

strengthen partnership with TVET colleges as per NSDS 111 in order to introduce Transport

rel at ed

gualifications

within

the coll eges

Typically the mechanism that has been useashbeen to have a Memorandum of
Understanding between TETA and the TVET. Currently, MOUSs, signed in 2015, exist and are
still valid with Lephalale TVET, Capricorn TVET, Vhembe TVET in Limpopo.

In KwaZuluNatal, a postschool strategy for Youth fdurther access and work experience

to improve employability is being negotiated. The plan is to improve the employability of
Youth by putting them on a workplad®ased training. A dedicated team is working with the
EThekwini TVET College.
Achievements aréeing expected from the colleges but there are weaknesses. Contracts to
train facilitators and moderators were signed in March 2015 but there is lack of capacity to
manage the contracts on the side of TVETSs. This will affect the delivery of outputthifFom

colleges.
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Table 4. 2: Maritime subsector partnerships withTVET, HET and SETA

Specific objectives

The qualifications listed

TVET

UMFOLOZI COLLEGE

below have been
developed by TETA,

SAMSA & industry-
partners for submission to

HOD Mechanical Engineering: Mr NC Strau:

035 9029603iko.strauss@umfolozi.edu.za

Elsie Du Toit (Director Academic Services)

035 902950k Isie.dutoii@umfolozi.edu.za

the QCTO for registration

Project Manager: Mr Wimpie Britz 035

on the NQF. The project

9029541wimpie.britz@umfolozi.edu.za

aims to build the capacity

081 0397970

of 6 identified TVET

colleges to deliver
maritime education and

ELANGENI COLLEGE

Assistant Director: Curriculum:

training.

The development of these

Ms Kessni Uphadaya 031 7166700

Kessni.uphadaya@elangeni.edu.za

Faculty Head: IT Engineering:

qualifications is part of a

Andrew Duthie 082 051487

Government initiative
called Operation Phakisa
which aims to accelerate
the implementation of
Government policies and
initiatives to fast- track
poverty alleviation and
decrease unemployment.
The national occupational
qualifications
development project will
form the stepping stone to
aligning education to
international regulatory
requirements and ensuring
highly competent
individuals to enter the
labour market. This will
provide more people with
access to Maritime
Education and Training.

The qualifications are:
U  Able Seafarer Engine;

deck & fishing.
U Marine Motorman

Higher Grade with
Grade 2 & Grade 1.

U  Second Engineer
Fishing and  Chief
Engineer Port
Operations < 1500kW.

U  Chief Engineer
Fishing; Chief

Engineer  <3000kW
and Chief Engineer

Port Operations.

U Master <500GT &
Master Near Coastal;
Mate <500GT; Mate
Near Coastal; Master
<200GT; Master near

coastal <200GT;
Skipper Fishing <24m;,

TAayvc jv<o

Adrew.Duthie@elangeni.edu.za

ESAYIDI COLLEGE

Ms Lungili Mbele 082 7772471

lungimbele@gmail.com

HOD Mechanical: Engineering: Mr Mocke

Peter 039 6854825
petermocke58@gmail.com

PORT ELEIZABETH COLLEGE

Mr Brian Mackenzie 073 0100496

Brianm@pec.edu.za

Chris Van der Merwe (Mech HOD) 041

401380@hrisv@pec.edu.za

COLLEGE OF CAPE TOWN

Louis Van Niekerk (Principal& CEQ) 021

4046708lvanniekerk@cct.edu.za

Pat Lawrence (Campus Manager) 021

5319124 lawrence@cct.edu.za

WEST COAST COLLEGE

Ms Rhozia Hamza 083 6587993

rhamza@westcoastcollege.co.za

Mr Ben Ritter (Mech HOD) 022 7133167

britter@westcoastcollege.co.za

Province

KZN Richards

SWOT Analysis

In recent months a project has been running parallel w

Bay

the QualificationDevelopment and this project has beel
assessing the infrastructure in six TVET Colleges with
regards to:
1. Staff qualifications and readiness for maritin
programmes.
2. Infrastructure with regards to virtua
classroom operation.

KZN Durbar  The project is guided by a &tieng committee consisting
KwaDabeka & of DHET/SAIMI/SAMSA (TETA to be included) to prep
KwaMashu for the next steps.
Completion of learning material for the Maritime Speci
subjects linked to these approved qualifications is bein
explored via possible partnerships twitarious industry
training providers. The TVET Colleges can provide ma
KZN Port of the required engineering subjects except for maritin
Shepstone specific subjects. These and navigation related subjec

Eastern Cape

Western Cape

Western Cape

require expert facilitator input. The team is exploring a
route to overcome this challenge and that is by using a
“virtual classroom” and
dedicated network that is staffed by suitably qualified €
mariners. Such a network will also provide the platforn
for a series of rdanimesddrup t
skilling TVET College staff facilitators.

A preliminary repor{from contracted experts, who have
been carrying out inspections and site visits),the
findings and recommendations has been presented
which will be followed by a detailed rept and budget
for implementation.This will provide information on the
following:
1. Colleges infrastructure and how equipped thi
are for offering maritime subjects.
2. The IT situation with regards to receivir
lessons into a virtual classroom.
3. Staffing ad how well equipped they are fo
offering the required subjects.
4. Train the Trainer needs.

5. Estimated budget

:I'hereafter it is planned to provide feedback to the TVE
Colleges and to have a workshop to be attended by alll
role players and stakeholders.

Another area that is being looked into is the provision ¢
Learning Material. In this regard discussions have alre
been held with certain SAMSA accredited service
Providers to gauge their willingness to help. So far the
response has been positive withgards to sharing their
material with the colleges, the problem will be protectir
intellectual property and copyright. The TVET Colleges
might receive funding directly from DHET and from the
funds, if budgeted for, could pay the private service
providers for whatever services they contract to providi

The other area under discussion is the provision of vid
learning material for use on the proposed network, an
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Skipper Fishing >24m;
Deck Officer Fishing
<24m; Deck Officer
Fishing >24m.
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ongoing exploration.

:I'he Work Experience component will not be handled k
the colleges

It is hoped that we will be in a position to run a pilot
programme for one qualification in two colleges during
the last quarter of 2016, and be ready to introduce
maritime programmes into all six colleges in 2017,
having all the developed qualifications registered on
the National Qualification Framework, NQF.




Memoranda of Understanding (MoU) have also signed between TETA and other
organisations, including SETAs. The Partnership between TETA and Other Organisations
table has been attached as an annexure in @mntinuoudmprovement Plan (CIP

4.4 Achievements and Challenges

TETA is building partnerships with differesubsectos to improve the planning for the
Transportindustry. A number of TVET colleges spread throughout the provinces are working
with TETA to build the capacity of assessors, moderators and facilitators while the
universities form centres of excellence and provide research capacity fosebwor TETA
hassignedMo’ s wi th TVET coll eges, HEI and ot her

The implementation process is slow because of lack of project management capacity in the
TVET colleges. Contracts to train facilitators and moderators were signed in March 2015 but
there is lack otapacity to manage the contracts on the side of TVETs. Lack of equipment of
the TVET colleges tends to affects the timely delivery ofraohoutputs as defined by MoU
between TETA and TVETS.

4.5 New Partnerships

TETA isommitted tocontinually identifystrategic partners and forge partnerships upskill

the transport sector.Partnership with QCTO

The SETA has also established a working relationship with the Quality Council for Trades and
Occupations (QCTO) and actively working with the QCTO to register occupationally
directed qualifications for the Sector.

Partnership with Department of Environmental Affairs

TETA has identified a need to form a partnership with Department of Environmental Affairs
regardingGreen Economy. The DEA is the lead agent for the Environmental Sector and the
partnership will solicit avenues that can be undertaken to identify key areas of
environmental skills demand and funding green skills learning programmes.

Partnership with Industry and Labour

TETA works closely with industry and Labour on the SSP development prodessiew
partnership with these stakeholders will contribute in accelerating the implementation of
Post School Education and Training under NDSBTA will ab forge partnership with

employer associations. The collaboration between TETA and the associations are important
for a number of reasons such as industry policy formulaéiod Identification of industry

skill needs and gaps

Research Partnerships

TETAwiIll also continue to foster research partnerships with HEIs and other reséasdd
institutions, such as HSRC, CSIR and othEESTA will embark on a process of appointing a
Research Chair who will exercise authority on the review of all researclogatspand shall

in conjunction with the Research and Knowledge Manager, determine the suitability and
appropriateness of the proposal for implementation and advice the relevant authorities
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accordingly. The criteria for the Research Chair appointment shalire that only
relevantly qualified researchers are contracted to conduct research studies.

The Research Committee will be established and its role among other things will be to
provide technical oversight over all research studies commissioned by TE& Research
Committee shall review and approve research proposals and completed reports to
determine their suitability for publication and advise the Research and Knowledge manager
on suitable actions. The committee will also be responsible for the bshabent of clearing

house for dissemination of research results especially on sensitive issues requiring clearance
by the Executive and the Board.

Through the Service provider (CLEAMR University of the Witwatersrand) TETA staff
members involved in t SSP development process will be capacitated in Policy Analysis,
ETQA / WSP / ATR Analysis and stakeholder engagement. This is an integral part of the
project plan and takes place through job shadowing throughout the project and through a
specific capaty building course as developed by the service provider. The development of
research skills will be encouraged for staffs who are involved with the SSP development
process

Conclusion

The TETA has a track record of a number of successful partnershipsnweisities, TVETS,
and research. Some partnerships have presented challenges that will help inform a more
successful way forward. TETA will also apply innovative ideas to strengthen partnerships
with TVET colleges and built partnerships with differautt-sectors to improve the skills
planning for the transport sector. Further partnerships are required, in particular to address
the skill development needs of Transport Secteitlf Industry and Labolrand to address
opportunities to realise synergiesthiother SETASs.
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5 Chapter 5: Skills Priority Actions
Findings from Chapter One: The Transport Sector profile

TheTransportSectorcomprises of the provision of passenger or freijransport whether
scheduled or not, by rail, pipeline, road, wateradr and associated activities such as
terminal and parking facilities, cargo handling and storage.

It was noted that the SARS and STATSSA (SIA) Standard Industry Classification codes are
different from those that are used by DHET for the purposes of 8B&3#ifications. Further

to this, theSectordefinition of theTransportSectorused by TETA is wider than that used by
STATSSA. The TETA definition includes some support businesses whose main focus or
purposes is nofransport This makes it difficulbtcorroborate information for research
purposes and it can have the potential to mislead the SETA during allocation of skills
development funds.

As STATSSéports, (STATSSA, 2016) Thransportand storageSectorcontributes 9% to

t he ¢ ount mesticsPro@uctiors urthBrpan increase in revenue has been noted in
the Sectorsince 2012, increasing revenue from R 242 billion in 2012 to about R 256 billion in
2015. Therefore, as Bector Transport Sectowas the %' largest contributor to the

econony of RSA. As SARS reports (SARS; 2016gttwrhas 16252 registered

businesses, with the Road Freight and Road Passenfsectos notably having the largest
numbers.

Further significance of th8ectoris noted by examining employment figures whghow

that the Sectoraccounted for 6% of the national labour market in 2015. In addition to this,

the Sectorprovides big exposure to the oth&ectos, given its contribution to the supply

chains of all the majoBectos. As a result jcontributesps i t i vely t o the coun
market.

Gauteng province is the highest employer of ®e&ctor employing a total of 38%. This is as

a result of the high economic activity as well as availability of skills in the province. The
Coastal provinces followaking into account that the maritimsubsectoris actively

involved in the harbour operations there. As a hub of employment, Gauteng attracts a large
number of international and local migrantSonsequentlymigration has an impact on the
demand and supplof skills in the&Sector

With regards to gender transformation, tAgansportSectoris among the least transformed
industries compared to Services, Utilities, Agriculture, Construction, Finance and Trade. 82%
of the labour market is still dominated by male employees. In terms of racial

transformation, theSectorcontributes 5.9% of emplment to black South Africans.

Therefore, this shows that there is still need for progress inSbetorin terms of racial and
gender transformations.

.TheTransportSectorlargely consists of formal (73%) as compared to informal employment.
Formal empoyment in theSectorhas continued to experience growth in providing jobs

(supply of skills) over the years (202@15) while experiencing a decrease in informal jobs.
This shows that th&ectorc ont i nues t o provide sigmaficant
employmentSector

Recommended Actions
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1 The Transport Sector needs to address gender inequality in the workplace, that is,
getting more women involved in the Sector as it is currently male dominated. There
is need to provide career expos that get femsiedents involved, training
opportunities and motivation to get more women involved in the Sector from early
stages of schooling.

1 Employment of more black people in the Sector is also recommended as there is still
a low percentage. This should be consetem the recruitment of new skills within
the Sector.

5.1 Findings from Chapter Two: Key Skills Issues

Desktop reviews with public domain information, SSP Workshops conducted in 5 provinces
with key representatives from thsubsectos and lastly surveys with representatives from
associations in theubsectos where used to collect data. The data was used to provide
information and understand the change drivers that influence the demand and supply of
skills within theSector

The demand and supply of labour in theansportSectoris highly influenced by socio
economic and policy factors in the countovernmentregulations play a key role in

driving demand and supply of labour as well as occupational patterns i8abwr The NDP

is a significant driver of change within the skills demand and supply @e¢htor The
TransportSectorhas a role to play to ensure that the goals of the NDP of alleviating poverty
and reducing inequality are met. The NSD Il has made commismeiddress skills

shortage in South Africa; as a result it plays a significant role in the development of skills
within the TransportSector

The NSD lthandates TETA testablishing a creditable institutional mechanism for skills
planning and enhaneg skills, addressing issues relating to quality, scarcity of skills, youth
career guidance initiatives. The Departmenfadinsporthas influence on the development
of the Sectoras it contributes to regulation of th8ectorthrough setting norms and
standards hence influencing skills and service delivery withirStetor Through the large
array of public entities, the Department contributes significantly to skills and development
of the Sector Therefore, changes in their plans and operations havengadt on their
specificsubsectos.

Further,the BroadBased Black Economic Empowerment (BBBEE) is a kayodiat@our

demand and supply in thBectoras it addresses and provides regulations to issues of skills
development in the country. This is thugh regulating the skills that are brought into
workplaces as it ensures that people from previously disadvantaged backgrounds are given
preference to jobs, this then affects the skills available inTtrensportSector

The entry and growth of other players in the industry also has an impact on skills in the
Sector Somesubsectos such as rail within th&ransport Industrare prone to competition
—both for business and skills labour from the growth of SMMEs which hasgatt on skills
supply and demand in th8ector This contributes to the challenge of scarce skills in the
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Sectora s S MME stieir eanplayees tb gain experience and eventually excel in areas or
fields where they operate.

A constantly changing wodnvironment encompassing globalisation and climate changes
also impacts on the skills demand and supply inSketor For instance, in the maritime
subsector there is a need to continuously keep up with constantly evolving operating
standards of the vaous multinational organizations. As a result, this has an impact on skills
and their development as training institutions have to continually readapt with the changes,
compete for skilled labour from international companies, face shortages of skilled
ingtructors as well as hefty training expenses. Technological advancements or changes also
have an impact on skills demand; given that workers have to learn new skills to meet the
technological changes resulting in the demand for more skildse availablenay no longer

be applicable.

Recommended Actions

1 The Transport Sector/subsectors should become more aware of the climatic and
environmental changes to their subsectors and therefore consider this in skills
planning and development initiatives. This dedone by ensuring that training
provided to improve on skills is adaptable and not rigid to suit the changes occurring.

1 To tackle the issue of skills development, the National Infrastructure Plan suggests
easing immigration in Sectors linked to scaskis categories and sharing a pool of
scarce skills between public Sectors.

5.2 Findings from Chapter Three: Extent of Skills Mismatches

The relative degree of importance in answering the question of skills insdxdector

relied deeply on answering the extent and nature of demand in sadisector The study
acknowledged the process of estimating demand would only include a straight forward

count of the number of open (unfilled) vacancies from each of the individuahbsses
representing a “r e jransporeSkétofxhp6c0O) (DHET,i2@016). of t he

In the discussiont was acknowledged that approaches used to gather information such as
the use of questionnaires are not usually reliable as these questionnaires are only circulated
to selected subsections of the population. Only 5% of the known populatidnaofsport
Sectorbusiness responded and hence results and generalization from this group would be
unrepresentative and inaccurate. This is because a basic count of open vacancies from
businesses which respond to the survey and reporting the totals as the oHetal

estimate of skills demand would be insufficient and incomplete.

A more accurate approach was then identified and employed which involved using a simple
statistical method of extrapolation. The idea of this was to create a rational that reflects the
full size of the population. This way the study was to produce estimates that reflect to the
actual size of the population in thEransport Sector The study used sample information
obtained from the WSP survey for 2015 to estimate the population. Usisg#trapolation,
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it was estimated that approximately 12 347 open vacancies which are classified as a scarce
skill across all eiglsubsectos and occupations (with OFO codes) existed.

The extrapolation method also helped to identify total skills dethah246940 individuals
across theSector l.e. based on the 201Sectoremployment count. The method also
identified that across abectos employment needs to expand by about 24% to meet its
skills demand.

The question of what qualifies as a scask#él has been answered differently by each
subsector It was discovered that somgubsectos had their own definition which at some
point deviated from the actual universal definition provided by DHET. There were
concerning findings identified in eashbsectoron what contributes to eacBectorhaving
problems in bridging the skills gap such as geographical challenges ( people are not willing
relocate ), market being a driver ( potential candidates demanding high salaries when they
lack experience

The Taxiindustry, scarce skills are not based on one having a formal qualification, but are
tied to when theTaxiassociation cannot identify a specific skill within the dastriction of
the association. This on its own is very problematic to the questidrow oneSector
understands recruitment toridge the skills gap. Howevavithin the road passenger
subsectorGovernmentregulations play a part in the lenses of hiring, such in accordance
with BBBEE codes and requirements. Thus, this plays a part in the skills gap.

Discussion witlsubsectorepresentatives indicated that TVET, colleges and institutions of
higher learniig are not providing relevant curriculum that responds to the scarce skills and
skills gap that meets the demand of employers in shbsectos. On the other hand
companies which provide practical training often have unrealistic expectations when it
comesto graduates as they expect them to be productive during the training period.

It is a general feeling that a lot of tHgansportbusinesses are forced to take on graduate
training (or apprenticeships) without any incentive to do so; and are purely daoirig meet
regulation. This is more the case during an unfavorable economic situation. A few big
organizations within th&ector(Transnet) have taken on the responsibility to become an
accredited training provider. A general impression is that (althabghhas high cost
implication to the business) this produces high quality training and a supply ofready
individuals for theSector

Recommended Actions

1 To address the issue of skills demand, employees could ensure that they partner
with universites in curriculum development to ensure quality in the skills that are
made available to deal with the demands in their subsectors

1 The importance of STENScience, Technology, Engineering and Mathematics to
address the shortage of skills in the subsectanstt be encouraged from early
educational years. This will, in the long run assist the Sector in addressing skills
shortages. Learners need to stay motivated in these fields.
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1 Quality of training to be reviewed to include more practical work readiaessities.
This will assist in improving on the skills gaps between what is provided in
institutions and what is expected at workplaces.
1
5.3 Findings from Chapter Four: Partnerships
TETA, being committed to provide services that reflect the public need&ligifgy the skills
gap, forges partnerships with TVE®lleges and Universities. It was thought that TVET
colleges previously known as TVET Colleges have the advantage of providing training that is
affordable to rural areas, especially when theacupatonally driven curricula fits in well
with developing semskilled and unskilled workers in ti&ector

Too often the rural areas are ignored in development; this is the reason why TETA in efforts
to bridging the skills gap has embarked on spreadmpartnerships with TVET colleges in

all provinces of the country. It was of paramount importance for TETA to udeSB:S Il as

a guiding tool to define the partnership with TVET colleges and Training higher institutions.
Higher Training institutions sh as universities have been very responsive to helping bridge
the skills gap in all 8ubsectos. Having highlighted that it was discovered that the
mechanism used for collaboration has been memoranda of understanding between TETA
and TVETsCurrently,MoUs, signed in 2015, exist and are still valid with Lephalale TVET,
Capricorn TVET, Vhembe TVET in Limpopo.

While there seems to be a smooth process on the implementation, it was identified in the
discussion that some contracts to train facilitatarsd moderators were signed in 2015 but
there seems to be lack of capacity to manage contraotthe part of TVETSThis problem
retards the delivery of output from the colleges. Moreover, another great concern is that
there is difficulty in responsivesss when it comes to attracting key stakeholdersome
Provincestake part in the projed This was reported by the TETA team in KZN.

Based on the key findings from the chapters in the report, the following are the
recommendations suggested:

5.4 Recommended Actions

* There is a need to capacitate key training institutions such as Universities and TVET
colleges in developing curricula that are relevant to Sector needs. A channel of
communication should be opened between role players in the TETA subsettfotsaining
institutions. This will be a practical exercise for institutions enabling them to build on what is
relevant as the environment is always in constant state of flux.

There is a need to have stakeholder engagement with the key public pekejyapers when
it comes to the policies affecting companies as it istkay policy should reflect what
concerns the public not to disadvantage them in performing their rolengsloyers.
1 Organise capacity building workshops that will act as a dialogiskentifying where
real problems are and at the same time enabling active participation which can help
in improving the intervention to reflect the beneficiary perspective.
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Recommended Actions: for Research Methods & Process

1 Given the varihility in indicators value from various data source, this would suggest
that there is a need for TETA to standardize its methodology in developing SSP.

1 To develop a standardized process of engaging key stakeholders to develop the SSP.
(For example, thassociations for the subsections)

1 Synchronize classification of skills by & SARS, DHET etc
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