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01 August 2018 

Cover Letter – Sector Skills Plan Annual Update – 2019/20 

Dear Sir / Madam,  

The final Transport Education Training Authority Sector Skills Plan (SSP) 2019/20 is attached for 
your consideration.  

We have ensured that the structure of the SSP is in accordance with the latest SSP Framework 
as compiled by DHET. We have addressed all minor issues raised on the first draft of the SSP 
2019/20 by DHET on the feedback session held on the 13 July 2018. Numbering of tables and 
figures now corresponds to in-text discussions. Each table and figure displayed in the document 
is succeeded by interpretation and discussion. There is now a clear and direct correlation 
between conclusions in each chapter and findings discussed in the respective chapters. 
Attention has been paid to improving the quality and language of this SSP. Complex statistical 
and economic models which may ‘cloud’ ease of comprehension have been explained.  
 
While adhering strictly to the recommended structure of the SSP, this latest draft only features 
topics which are pertinent to transport sector skills development. Also, the profile of the sector 
takes a holistic account of the entire transport sector as recommended. The PIVOTAL list of the 
transport SETA has been validated by the 8 subsectors and is presented in the template 
recommended by DHET.  
 
In the financial year 2017/18 TETA commissioned three research projects, namely a detailed 
Profile of the Transport Sector, Tracer Study on TETA funded artisans for the period of NSDS III, 
and Skills Mismatch in the Transport Sector. Although we had hoped to include findings of 
these research pieces into the final SSP, the research work is not yet complete due to delays in 
procurement and contracting. This work will therefore be part of the next SSP update. 
 
It should further be noted that there were no new legislations and/or development plans 
recognised as part of this SSP update. However, further alignment of the SSP update to the 
National Development Plan (NDP); National Skills Development Strategy (NSDS) III; The Nine; 
Point Plan; and the Strategic Integrated Projects (SIPs) was ensured. 
 
A conclusion of the findings is included at the end of each chapter, while the final chapter 
provides a list of recommendations. Lastly, we point out the continuous learning process that 
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TETA has derived over the years and that the lessons are being applied to every subsequent 
SSP. 
 
 
Yours Faithfully, 
 

CHIEF EXECUTIVE OFFICER                      CHAIRPERSON: TETA BOARD                  

 

__________________________                                     _______________________ 

Ms. Maphefo Anno-Frempong                                      Ms. Nomagcisa Tsipa-Sipoyo 
Date: 01 August 2018                                                    Date: 01 August 2018 
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Foreword 
 

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

 Provide administrative support service and enable TETA to deliver on its mandate and 
ensure compliance with all governance imperatives.  

 Enable mechanisms for skills planning and research capacity  

 Increase access to occupationally directed programmes within transport sector  

 Strengthen the quality assurance system  
 

The TETA 2019/20 Sector Skills Plan (SSP) Update has been prepared in accordance with the 
National Skills Development Strategy (NSDS) III for the period 2019 to 2020, and the 
Department of Higher Education and Training Guidelines and Framework for the development 
of Sector Skills Plans.   

The Sector Skills Plan (SSP) is developed based on thorough research and sound information. 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 of Sector Key Informants and a survey of member 
companies was conducted early in 2018. A series of Focus Groups Discussions (FGDs) in the 
eight sub-sectors, from all nine South African provinces was utilis        f  m  h   y   ’  S c    
Skills Plan.  Extensive literature review was also conducted. 

I would like to express our gratitude to all our stakeholders for their valuable contribution and 
participation to the SSP development process. I strongly believe that the information captured 
will influence the future direction of skills development in the sector.  

 

CHAIRPERSON: TETA BOARD                  

 

________________________                                                     

Ms. Nomagcisa Tsipa-Sipoyo 

Date: 01 August 2018                                                                  
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Executive Summary 
 
The SSP is a guiding document for skills improvement in the transport sector to facilitate 
delivery of sector specific skill interventions (e.g. TETA & Transport). In its formulation, the SSP 
is a continuously improving record of the performance of the sector and responds to the goals 
 f  h  c     y’ l    l      and planning frameworks such as the Skills Development Act of 1998, 
NSDS III (2011-2018),  the NDP 2030,  National Human Resources Development Strategy  South 
Africa (2010-2030) and the BEE policies. The compilation of the SSP drew from a number of 
data gathering methods such as authoritative documents and literature reviews, in-depth 
interviews, focus group discussions and surveys of companies. 

The findings reveal that a number of factors drive the supply and demand of skills in the 
transport sector. While a number of some determinants are almost constant features, not likely 
to change soon, there are new drivers that are entering the sector.  The new factors are driven 
at the international levels and these are technology innovation and new thinking about the 
green economy. Technology is constantly evolving, and the transport sector is responding to 
new innovations and advancements. Technology has also led to the introduction of new players 
in the sector as witnessed through the growth and popularity of app-based cab services such as 
Uber and Taxify. The introduction of Uber and Taxify services has changed the level of 
competition by making it easier for commuters to directly communicate with ordinary vehicle 
owners who are willing to provide transport services in all locations. Therefore, skills planning 
should be cognizant to emerging domestic, regional and international technological trends in 
order to ensure the supply of skills responds appropriately.  

In the past two decades, there has been an increasing concern over climate change as 
expressed through many international conferences such as the Kyoto Protocol and the Paris 
Agreement.  The transport sector will have to adapt to new government legislative frameworks 
and policies which will likely lead to technological and behavioural changes. Consequently, the 
required skills will have to adapt.  TETA, through University of Venda instituted the green 
 c   my       ch     0  /    h    xpl            ch    “Towards a Green economy in the 
     p    S c       L mp p        c ”.  h        ch f         h w    h      c            c  
benefits in green transport sectors are the existing and emerging skills required to promote 
sustainable green transport.  

With its eight subsectors (Rail, Road Freight, Road passenger, Forwarding and Clearing. 
Aerospace, Freight Handling, Maritime, and Taxi), the transport sector contributes significantly 
to the economy of South Africa in terms of the gross domestic product and employment.  Data 
from Stats SA indicates that since 2012, the transport, storage and transportation sector 
c            pp  x m   ly  %     h  c     y’  G     D m    c      c     (GD ). Further, 
between the years 2014 and 2017, the sector contributed approximately 6 percent to 
employment levels. The constant figures in both the GDP and employment over the years 
demonstrate indicate a lack of growth in this sector.  Higher levels of employment are noted 
with Gauteng dominant at 43% and the coastal provinces of KZN, Western Cape and Eastern 
Cape trailing at 12, 15 and 6%, respectively. The economy of the coastal region is largely driven 
by ocean business and tourism. 
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In 2017, a total of 17717 companies were registered in the transport sector. Of this group, 26% 
are levy paying, and 20% submitted their annual works skills plan (WSP/ATR). The largest 
number of companies is in the road passenger and road freight. In terms of number of people 
employed, the passenger and rail sectors are ranked highest. On the other hand, the taxi 
industry ranked lowest in both indicators. The low percentage for levy paying companies and 
submission of WSP are areas calling for interventions from TETA. 

As noted in earlier SSPs, the Transport and Storage Sector is amongst the least gender-
transformed sectors in the economy. Between 2015 and 2016, gender and racial 
transformation is estimated to be less than 1% of total employment in favour of previously 
disadvantaged groups. Out of all working Africans, the Transport and Storage Sector absorbs 
only 5.9% working Africans. Consequently, TETA is recommended to review its interventions 
aimed at empowering the formerly disadvantaged groups, bringing in a greater number of 
female employees particularly at management levels. 

TETA works through partnerships as a viable way of identifying skills issues in the sector.  
C      ly,     ’  p       h p  h             c           f     yp l     ;  V   c ll    , 
            , O       f  h  S    ,  mpl y       c              h   S   ’ .    

The collaborative approach between TETA and partners has scored some successes albeit with 
some challenges.   Through provincial workshops, greater participation of the partners has been 
recorded over the years, thus demonstrating a recognition of the importance of the SSP.  
Partnerships are increasing in number and they are getting stronger. A few examples of 
potential models of partnerships are emerging.  The partnership between TETA and North West 
University as a potential model to use with other universities has been noted.  The partnerships 
have disbursed bursaries to PDI students of which 90% were immediately absorbed within the 
transport sector after completion of their studies.  With the Eastern Cape Premier, the 
partnership has provided new skills to 500 unemployed young people with divergent skills 
(       ,       ’  l c       c.) through a Working and Integrated Learning (WIL) programme and 
over 70 percent of them have been reported as employed to date. 

Nevertheless, the partnerships have not been immune to challenges.  Some employers perceive 
the WIL programme as a means to access financial funding as opposed to confronting skills 
development challenges of the sector.  Some of the levy paying companies are not responsive 
to the collaboration opportunities availed by TETA.  Other challenges include poor quality of the 
graduates produced, low absorption rate after training, a slow transformational agenda, poor 
innovative research and ill prepared work readiness by graduates.     

The SSP makes the following recommendations: 

 TETA should devise a skills strategy for the sector responding to the rapid changes 
driven by technology.  Lack of preparedness is manifested in how the app-based 
companies are being treated by competing interests.   

• A strategy is required to respond to the lack of transformation in the sector in terms of 
the BEEE legislation, age, and for people with disabilities. This point has been mentioned 
in previous SSPs and yet there is no evidence of change.  
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 Various partnerships are yielding different results but there are some innovations that 
are emerging. TETA should focus on such innovations and use them as case studies to 
define models for expansion. It is also recommended that TETA should facilitate the 
process of curriculum development which should be a result of a joint effort between 
key stakeholders (employers and training providers who are building human capacity). 

 The study recommends the sector to work towards capacitating key training institutions, 
such as universities and TVET colleges in developing curricula that are relevant to sector 
needs.  

 

CHIEF EXECUTIVE OFFICER                                CHAIRPERSON: TETA BOARD 

                                                   

__________________________                                              ________________________ 

Ms. Maphefo Anno-Frempong                                               Ms. Nomagcisa Tsipa-Sipoyo 

Date: 01 August 2018                                                              Date: 01 August 2018 
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Research Process and Methods 
 

This section details the research process and methods TETA utilised in generating findings 
which inform the update of the Sector Skills Plan (SSP). The research process entailed 
consulting primary and secondary sources of data. In order to adequately satisfy the 
requirements of the SSP framework, data were gathered for the SSP using the mixed methods 
approach. The mixed methods approach involves integrating both quantitative and qualitative 
data collection techniques in a single study (Creswell, 2013). 

RESEARCH METHODS: The research methods involved the following:  
 

Method Date Completed 

Focus Group Discussions   

Objective:   The objective of the Focus Group Discussion was to probe 
change drivers, extent of skills mismatches and skills supply, among other 
issues. 
Data Collection Tools: Standard focus discussions were conducted with 
the smaller groups using a focus group discussion guide.   
Sample Size and Scope of Study: A total of 349 individuals represented 
various companies of subsectors of TETA distributed as follows; Gauteng 
(84), KwaZulu-Natal (81), Eastern Cape (45), Western Cape (30), Free State 
(26), Mpumalanga (05), Limpopo (22), North West (30) and Northern Cape 
(26). 
Time-Frame: Workshops were held between April and May 2018.  
 

10 April 2018 
To 

10 May 2018 

Semi-structured In-depth Interviews  

Objective:   The objective of the interviews was to identify occupations 
that are HTFVs in the sector and the reasons for these vacancies, skills 
gaps, change drivers, future skills and priority skills actions.  
Data Collection Tools: A semi-structured questionnaire was administered. 
I  w       l p      l    w  h  h  D   ’  W  kpl c  Sk ll  S    y p l  .   
Sample Size and Scope of Study: 24 in-depth interviews were throughout 
the provinces. 
Time-Frame: The Semi-structured in-depth interviews were conducted 
between April and May 2018. 
 

10 April 2018 
To 

10 May 2018 

Analysis of Secondary Data  

Objective:  The objective of the WSP/ATR analysis was to determine the 
extent of planned and reported training. 
Data Collection Tools: Consolidated WSP/ATR spreadsheets. 
Sample Size and Scope of Study: A total of 1102 WSP/ATRs (2017/18) 
were analysed. The submissions to the WSP by companies provided 
information that feeds into the chapters of the SSP. 

02 April 2018 
To  

25 April 2018 
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Time-Frame: April 2017 to March 2018. 
 

 
Objective:   A review of literature on transport sector publications, annual 
reports, newsletters, and transport sector studies was conducted to 
gather secondary data on economic and labour market profiles, change 
drivers, skills mismatches, supply and demand of skills, HTFVs skills, skills 
gaps and skills development interventions.  
Data Collection Tools: The literature review involved web search and 
document analysis. Secondary data sources were an important source of 
data. The key sources were publications from Statistics South Africa, 
professional research institutions and academic institutions. 
Scope of Study: The literature review gathered information on all 
chapters. 
Time-Frame: The literature review was conducted throughout the 
duration of the study (12 months).  
 

 
Time frame of the study  

The SSP was conducted between April 01 and 10 June 2018. 
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Chapter 1: Sector Profile 
 

1.1 Introduction  

A profile of the transport sector is outlined in this chapter. It discusses several aspects of the 
transport sector, namely, the scope of coverage of the sector, its key role players, its economic 
performance, employer profile and labour market profile, and how it has been evolving. This 
chapter is informed by data collected through primary and secondary research. Sources of 
information include but are not limited to the Quarterly Labour Force Surveys (QLFS), DHET 
Employer File (February 2018), and annual Quarterly Employment Surveys (QES) by Statistics 
South Africa. Further empirical data which captures experiences of the key stakeholders of the 
sector was collected through focus group discussions conducted in the nine provinces.  

1.2 Scope of coverage  

The Transport sector is made up of eight different subsectors including aerospace, forwarding 
and clearing, freight handling, maritime, rail, road freight, road passenger, and taxis.  Table 1 
below provides brief descriptions of each subsector and the official Standard Industry Codes 
(SIC) represented by TETA.  

Table 1: Transport Subsectors and Standard Industry Codes (SIC) represented by TETA 

CHAMBER SIC CODE  DESCRIPTION  

Maritime  13100 Ocean & Coastal Fishing  

72000 Water Transport  

27111 Coastal Shipping  

72112 Ocean Fishing  

72200 Inland  Water Transport  

Rail  71112 Railway Commuter Services  

49120 Freight rail transport 

Road passenger 71200 Other land transport  

71211 Urban, Suburban/inter-urban bus/coach  

71212 School buses 

Taxi  71221 Taxis  

Road Freight  71230 Freight transport by road  

94004 Waste Management  

Freight Handling  71300 Transport Via Pipelines  

74110 Cargo Handling  

74120 Storage & Warehousing  

Forwarding and Clearing 71232 Freight Forwarding and Clearing 

Aerospace 73000 Air Transport  
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  73001 Civil Aviation  

 

1.3 Analysis of Key Role Players 

The table below lists the various types of key role players in the transport sector as well as a 
description and analysis of their respective roles. 

Table 2: Key role players in the transport sector 

KEY ROLE PLAYERS  THEIR ROLES  

EMPLOYERS 

South African Association of Freight Forwarders 
(SAAFF); S   h  f  c       c        f Sh p ’ 
Operators & Agents (SAASOA); Transport & 
Logistics Employers Association(TLEA); Rail Road 
Association(RRA); Road Freight Association 
(RFA); South African Association of Freight 
Forwarders (SAAFF); South African National Taxi 
Council (SANTACO) 

- Influence skills development through the 
submission of the WSP  

- Represented on committees of TETA 
- Represent and articulate employer 

(small, medium and large) interests. 
- Responsible for ensuring workers are 

trained or skilled in specific areas of need  

TRAINING PROVIDERS  

Various training committees 
Universities 
TVET Colleges 
Private training providers 
Community colleges 

- Represent interests of training providers 
– public and private. 

- Contribute to education and training, 
quality assurance, curriculum 
development.  

ORGANISED LABOUR  

South African Federation Dock Workers Union 
(SAFDU); National Certificated Fish & Allied 
Workers Union; Professional Transport Workers 
Union (PTWU);      p         ll    W  k   ’ 
Union (TAWUSA); United Transport Allied Trade 
Union (UTATU)  

- Represented equally on the committees 
of the W&RSETA. 

- Represent and articulate worker interests 
- Contribute to education and training, 

negotiations, public management and 
dispute resolution. 

COMMUNITY 

South African Women in Transport Network;  
Transport Student Logistic Association the Road 
Transport Student Movement; Other civil 
society and transport sector representative 
associations;  Commuter Associations  

- Advocacy for gender transformation 
among transport sector companies. 

- Advocacy for youth skills development 
and employment in transport sector 
companies. 

- Represent interests of communities and 
co-operatives. 

- Contribute to education and training, 
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KEY ROLE PLAYERS  THEIR ROLES  

small enterprise and co-operative 
development, advancement of women. 

 
 

REGULATORY BODIES 

South African Marine Safety Authority (SAMSA); 
South African National Roads Agency Limited 
(SANRAL); South African International Maritime 
Institute  (SAIMI); National Ports Authority; 
Cross-Border Road Transport Agency; National 
Railway Safety Regulator (NRSR); Quality 
Council for Trade and Occupations (QCTO)  
 

- Regulatory bodies ensure that workers 
competently execute their jobs and that 
they have the right to practice 

- Advocate for introduction of skills 
training in scarce skills areas  

GOVERNMENT 

Department of Higher Education and Training 
National Department Of Transport (DoT)  
Provincial and local government transport 
departments 
 

- Represent interests of the state in 
national skills development  

- Policy making for education and training, 
in the transport sector. 
 

OTHER  

Learners (employed and unemployed) 
Public Skills Development Forums 
TETA Staff 

- Beneficiaries of skills development in the 
transport sector 

- Forums which discuss and make 
submissions to relevant authorities on 
matters concerning skills development in 
the sector  

- TETA employees del      h  S   ’   
mandate to facilitate training and skills 
development in the sector  

 

1.4 Economic performance 

The transport sector has a rather unique relationship with national economic performance as it 
doubles up being an enabler of economic activity and a facilitator of internal and international 
trade.  In this respect, the sector is exposed    ch          h  c     y’   c   m c p  f  m  c  
in general as well as direct sectorial issues. Therefore, the transport sector has, what is referred 
     ,   c  c l     l      h p w  h  h  c     y’  economy (Nadiri et al, 2017).  

a) Sector contribution to the economy  

Figure 1 and table 3 below illustrates sector contribution and comparison of the sector with rest 
of the economy  over the five year period (2012 -2017). The transport sector contributed 
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between 8.8 and 9.2 percent to the GDP. With this contribution, the sector ranks sixth out of 11 
subsectors. 

 
Figure 1: Contribution to GDP- Transport, storage and communication sector 

 

Source: Statistics South Africa, Quarterly Economic focus (2017) 

b) Comparison of the sector with rest of the economy   

Table 3 compares the contribution of different sectors to the GDP over a period of six years. 

Table 3: Percent contribution to GDP by sector 

 Year 

Sector 2012 
(%)  

2013 
(%) 

2014 
(%) 

2015 
(%) 

2016 
(%) 

2017 
(%)   

Agriculture, forestry and fishing 2.2 2.1 2.2 2.1 2.2 2.3 

Mining and quarrying 8.2 8.1 7.6 7.0 7.1 7.2 

Manufacturing  11.7 11.6 12.0 12.0 12.0 11.9 

Electricity, gas and water 3.2 3.3 3.3 3.4 3.4 3.3 

Construction 3.5 3.6 3.7 3.7 3.5 3.5 

Wholesale, retail, motor trade and 
accommodation 

13.5 13.4 13.2 13.4 13.3 13.5 

Transport, storage and 
communication 

8.9 9.2 9.2 9.2 8.8 8.8 

Finance, real estate and business 
services 

18.6 18.2 18.0 18.1 18.0 18.1 

General government services 14.9 15.1 15.4 15.5 15.7 15.9 

Personal services 5.4 5.2 5.2 5.2 5.1 5.2 

Taxes less subsidies on products 9.9 10.1 10.3 10.5 10.8 10.3 

GDP at market prices 100 100 100 100 100 100 
Source: Statistics South Africa, Quarterly Economic focus (2017) 

0.0%

2.0%

4.0%

6.0%

8.0%

10.0%

2012 2013 2014 2015 2016 2017
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c) Current performance of the sector  

The stable position of the transport sector likely results f  m           cy    “  lf-h    ” 
against fluctuations in the economy. The sector achieves this through acting as a support 
service to all the other sectors. Thus, for any given financial year, the sector is exposed to the 
movements in economic performances of other sectors at the same time. This way, when one 
of the sectors experiences a downward trend another may be experiencing an upward 
movement in production. Therefore, the net effect is such that the tr   p      c   ’  
performance   m       ch     . I      l       c   l   h    h    c   ’  c               k  
higher than that of mining, construction and agriculture which tend to be traditionally the most 
active sectors in a developing country such as South Africa. 

d) Transport sector future outlook and competition 

It can be established that from official business news sites in South Africa, there are emerging 
trends in the transport sector. The analysis from these sources indicates that the sector is 
experiencing the following developments: 

 There is stiff competition between rail and road transport. Prices of rail and road transport 
have declined in real terms, with the price per ton transported increasing by 4.5% for road 
freight and by 6.7% for rail transport since July 2014. However, general inflation had 
increased by 11.3% over the same period, indicating that both rail and road price increases 
were below the rate of inflation (Cokayne, 2016). 

 Wage increases in both rail and road freight were also between 1% and 2% above the rate 
of inflation, which was partially offset in the road freight industry by the decline in oil prices 
while the rail industry suffered badly because of the 20.6% percent electricity price increase 
(Cokayne, 2016). 

 The entry of the app-based taxi-hailing      c   U          x fy      S   h  f  c ’  l c l 
passenger transport industry has raised important competition and regulatory issues. 
Metered taxi operators have alleged that these apps are using aggressive below-cost pricing 
and operate without metered taxi permits which are charged on an annual basis or as a 
once-off payment (approx. R1 500.00) according to section 54 and 62 of the National Land 
Transport Act No.5 of 2009 (Dube, 2017) 

 Barloworld Transport recently acquired 51% of refrigerated transport company Aspen 
Logistic Services (News 24, 2016). This major merger increases competition in road freight 
business. It also puts more pressure on small logistics businesses in the transport of 
refrigerated products.  
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1.5 Employer profile 

a) Number of businesses represented in the sector and its subsectors 

As indicated by the DHET Employer File, the transport sector has registered 18,382 companies 
to date, a 4% increase from last year in 2017. The breakdown of companies according to the 
various subsectors is presented in Figure 2 below. 

Figure 2: Full Profile of the Sector 

Source: data summarized from DHET Employer File as of February 2018 

The above figure shows a breakdown of the transport sector into subsectors and the different 
roles that they play in the economy. Since the data is drawn from submissions made by 
companies to TETA, this information is likely to be an underestimate of companies playing a 
role in the sector. According to the submissions, the transport sector consists of 18 382 
registered companies of which only a quarter are levy paying. The lack of contribution to skills 
development levies may be attributed to the lack of incentive offered for participation. A small 
proportion of registered companies, only 6%, have submitted their Workplace Skills Plans. As 
shown in Figure 2, the subsector with the highest number of companies is the Road Passenger 
subsector (hosting 8276 companies). Rail and taxi subsectors are ranked lowest in terms of 
number of companies operating in the sector. That the number of taxi companies registered is 
372 is a case of underreporting of the number of operators in the taxi industry in the country. It 

Total number of 
companies 

18382 

Road 
passenger 

8276 (45%) 

Road Freight  

5360 (29%) 

Fowarding 
and Clearing 

1292 (7%) 

Maritime  

1143 (6%) 

Freight 
Handling  

1002 (5%) 

Aerospace 

757 (4%) 

Taxi  

372 (2%) 

Rail 

148 (1%) 

Number of Levy-Paying 
companies 

4623 (25%) 

Number Submitted 
WSP 

1047 (23%) 

Number NOT 
submitted SSP 

3576 (77%) 

Number of companies 
not Paying Levy 

13759 (75%) 

Number Submitted 
WSP 

1080 (6%) 

Number not 
Submitted 

17302 (94%) 
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highlights the fact that, and for different reasons, a large number of taxi operators may not be 
registered as companies.  

When the number of companies from the current figures are compared to those obtained from 
the WSP of 2016, there is marginal increase of 4%. For each of the sectors the growth rates are 
less than 4%, whilst the taxi industry recorded a growth of about 7% though this is from a small 
base.  In terms of increase in number of companies, this sub-sector has been stagnating. 

a) Size of employers  

The transport sector has some of the largest state-owned companies, such as South African 
Airways, Passenger and Railway Agency of South Africa, Transnet etc. which have the financial 
capacity to handle the infrastructural requirements of the sector and employ a huge labour 
force. However,  h    c   ’  largest constituency consists of small companies(those providing 
employment of 1 to 49 individuals). According to the 2018/19 WSP for TETA,  the majority of 
companies can be classified as small (88 %), employing less than 150 people. Large companies 
employing over 150 people constitute  only 5%. The middle range of companies are 7% (Figure 
2). These figures have clear implications of what support should be provided to grow the 
companies and create employment in the industry. 

Figure 3: Breakdown of transport sector businesses by size classification (small, medium or large) 

 

Source: Data summarized from TETA WSP (2018)) 

b) Geographical spread of employers 

Further analysis shows that transport sector businesses tend to be concentrated around regions 
with high economic activity. Take for instance metropolitan cities such as Johannesburg, 
Tshwane and Ekurhuleni in Gauteng, Cape Town in the Western Cape, eThekwini in KwaZulu-
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Natal as well as Nelson Mandela Bay Metropolitan in the Eastern Cape. Transport businesses in 
the coastal areas are mainly driven by the ocean economy, tourism and hospitality.  

c) Start-up and Closure performance  

In estimating the number of transport sector start-ups, the study considered the difference in 
the number of registered companies between the current year and the previous year as 
published by the South African Revenue Services. According to the list allocated to the 
transport SETA, the number of registered transport sector companies has increased by 665 
companies from 17717 in the previous financial year. 
South African company laws permit businesses which are under financial distress to launch an 
application for financial rescue in order to avoid liquidation (closure). Generally, the state 
c                  w  h        f c    m  k   f  c         w  h     l     ly l     ‘p y  ll’ ( c  7  
of 2008). Now, annually, the Company and Intellectual Property Commission release a summary 
report of business rescue applications in South Africa. The summary provides the number of 
companies in business proceedings per sector. 

In this study the business rescue applications data is used as a proxy to indicate business 
closures in the transport sector. The transport sector has been showing a decrease in the rate 
of reported business rescue applications since the financial year of 2014/2015. The sector has 
decreased from 26 applications in 2014-15 to only 14 applications during the 2017/2018 
financial year (Companies and Intellectual Properties Commission, 2018). This is indicative of a 
positive economic outlook in the sector, which in turn, can translate into stable job 
opportunities.  

1.6 Labour Market Profile: Profile of the workforce within the sector 

In this section, a profile of employment in the transport sector is provided. The discussion will 
provide statistics on the number of individuals employed in the sector as well as their 
distribution by various demographic indicators. These include employment by race and gender, 
employment by age, employment of people with disabilities, employment by subsectors, 
provincial distribution of employees and employment by occupational group.  

 

a) Number of Individuals Employed 

 cc          S       c  S   h  f  c ’  q      ly l              c ,  h       p      c        h  
seventh biggest employer out of the ten classified sectors. In 2016, the sector employed an 
estimated total of about 915 000 employees, rising to 987 869 people in 2017 (Table 3). Since 
2014, the sector consistently contributes approximately 6% to total employment.  
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Table 4: Employment across All Sectors over a four year period 

  Jul-Sep 
2014 

Jul-Sep 
2015 

Jul-Sep 
2016 

Jul-Sep 
2017 

Average 
Contribution 
(%) 

  Agriculture 685 725 897 099 881 371 810 468 5 

  Mining 441 092 445 994 437 779 445 979 3 

  Manufacturing 1 740 505 1 774 286 1 683 170 1 749 
022 

11 

  Utilities 118 369 126 989 118 167 153 059 1 

  Construction 1 280 424 1 459 951 1 491 336 1 364 
717 

9 

  Trade 3 196 574 3 199 886 3 197 673 3 285 
634 

20 

  Transport 932 556 898 281 915 291 987 869 6 

  Finance 2 024 355 2 159 845 2 322 987 2 463 
296 

14 

  Community and social 
services 

3 513 516 3 581 822 3 498 878 3 616 
279 

23 

  Private households 1 180 436 1 280 398 1 281 476 1 312 
555 

8 

  Other 3 017 3 888 5 067 2 792 0.02 

Source: Statistics South Africa, Quarterly labour Statistics (2017) 

In order to eliminate unemployment by the year 2030, the National Development Plan (NDP, 
2012) has set ambitious employment creation and placement targets for the country between 
the years 2011 and 2020. Given that the transport sector consistently contributes 6% to total 
employment, and proceeding with the assumption that this 6% contribution will not change for 
the near future, the analysis notes that the potential for expanded employment in the transport 
sector will remain minuscule         h    c   ’  c  c l    elationship to the rest of the economy 
and the effects thereof upon its productivity and employment (refer to Economic performance 
section on page 14). Consequently, it will be quite a challenge for the sector to achieve the NDP 
milestones of 2020. Therefore, more innovative and strategic decisions are required to 
stimulate jobs in the sector in order to move closer to targeted figures. 
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b) Employment by Race and Gender 
 
Figure 4: Employment Proportions by Race and Gender over three Years 

 

 
Source: Workplace Skills Plan (2016-2018) 

Figure 4 shows employment proportions by race and gender. The performance of the transport 
sector in terms of racial and gender transformation has not changed significantly. The transport 
sector is still highly dominated by males across all racial groups. This lack of transformation over 
a period of three years might be due to unfavourable economic conditions in the country. It is a 
popular finding that in a recessionary time, individuals and companies tend to avoid changes in 
how they operate their businesses and how they manage careers. 
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c) Employment by age 

Figure 5: Employment by Age 

 

Source: Workplace Skills Plan (2018) 

The percentage distribution of employees by age is indicated for the years 2015 to 2018 (Figure 
5). Over the three years, a consistent pattern emerges.  The largest proportion of employees 
falls in the age group 35 to 55 years, followed by the under 35 years’ group. The percentage of 
those over 55 years is consistently hovering just over 10%.  The pattern of employment by age 
is consistent since those up to 55 years are the economically active age groups. Unfortunately 
there is lack of evidence to show that there is an increase in numbers of younger people 
entering the market. The percentages continue to be consistent, thus illustrating lack of change.  

d) Employment of People with disability 

South Africa, like most countries globally, is making a conscious effort to improve the 
participation of people with disabilities. Table 5 shows a breakdown of the participation of 
workers with disabilities in the transport sector. For the years 2016 to 2018, the table indicates 
that over half of people with disabilities work in the sector indicated    “cl   c l   pp    
w  k   ”. The second largest category where people with disabilities work, is the category of 
“  ch  c             c        f       l ”.       
  
Table 5: Employment of people with disabilities by occupation and year 

Occupational Groups 2018 Percentage 2017 Percentage 2016 Percentage 

Clerical Support Workers 1738 52  1729 57  1623 52  

Elementary Occupations 291 9  137 5  184 6  

Managers 121 4  129 4  145 5  

Plant And Machine Operators 
And Assemblers 

235 7  204 7  316 10  

Professionals 145 4  124 4  115 4  

Service And Sales Workers 78 2  101 3  62 2  

41% 41% 40% 39% 

48% 48% 50% 50% 

11% 11% 10% 11% 

2015 2016 2017 2018

2015 to 20 18 Comparison 

 AgeUnder35  Age35To55  AgeOver55
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Skilled Agricultural, Forestry, 
Fishery, Craft And Related Trades 
Workers 

139 4  68 2  131 4  

Technicians And Associate 
Professionals 

602 18  540 18  545 17  

Total Disabled Employees 3349 100  3032 100  3121 100  

Source: Compiled from the WSP (2018) 

It is important to note that there is very low level of participation of people with disabilities in 
 h  c      y  f “   f       l , S    c      S l   W  k   , Sk ll       c l    l, F      y, F  h  y, 
C  f        l            W  k   ”.  I   h       c   f             h        l       h    h  
workers have, it cannot be said why they are concentrated in this particular occupational group. 
 

e) Employment by subsectors 

The biggest employer in the transport sector is the Rail subsector with 42% of total number of 
people employed located in that subsector, closely followed by Road Freight at 17.1% (Table 6).    

Table 6: Employment Distribution by Subsector in 2018 

Employment Distribution by Subsector 

Subsector  
2017 

Percentage 
(%) 

2018 
Percentage 

(%) 

Road passenger 89318 28.8 48607 14.4 

Rail  81320 26.2 141469 42.0 

Road Freight  49188 15.8 57642 17.1 

Forwarding and Clearing 30479 9.8 26781 8.0 

Aerospace 27491 8.9 24304 7.2 

Freight Handling  21984 7.1 22522 6.7 

Maritime 9487 3.1 12201 3.6 

Unallocated Companies 837 0.3 2737 0.8 

Taxi  275 0.1 370 0.1 

Total Employment 310379 100 336633 100 

Source: DHET Employer File as of February (2018) 

The taxi subsector shows a low level of employment. This low figure of employment could 
mainly be because of under reporting as well as the informal nature of employment in the taxi 
subsector.  

 
f) Provincial Distribution of Employees 

It is expected that provinces with high economic activity attract higher levels of employment.  
This is reflected in Figure 6 which depicts employment by province for the consecutive years 
2015 to 2018.   High employment concentrations are found in Gauteng, followed by the coastal 
provinces of Kwa-Zulu Natal and the Western Cape. This observation is consistent with the 
trend of the distribution of transport sector companies. Low employment levels are observed in 
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the inland provinces which would also attract low skills development activities in these inland 
provinces. 

Figure 6: Provincial Distribution of Employment 

 

Source: Workplace Skills Plan (2015-2018) 

The figure above shows that the biggest employing province in the transport sector is Gauteng, 
then followed by the coastal areas. This is no surprise as Gauteng remains the economic hub of 
the country with the largest population density. The coastal areas following Gauteng are largely 
driven by the cargo business through marine operations. 

g) Employment by Occupational Group 

Table 7: Employment by Occupational Group 

Occupational Group Employment 

Plant And Machine Operators And Assemblers 100418 

Elementary Occupations 68648 

Clerical Support Workers 42244 

Technicians And Associate Professionals 38745 

Skilled Agricultural, Forestry, Fishery, Craft And Related Trades Workers 24877 

Managers 23791 

Service And Sales Workers 23327 

2% 

2% 

2% 

4% 

6% 

6% 

16% 

21% 

42% 

2% 

2% 

2% 

3% 

5% 

6% 

15% 

20% 

44% 

2% 

1% 

2% 

3% 

5% 

7% 

16% 
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2% 
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6% 

6% 
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Professionals 14583 

Total Number of Employees 336633 
Source: Workplace Skills Plan (2018) 

Table 7 above shows that the majority of employees within the transport sector are employed 
as Plant and Machine Operators and Assemblers, which is a technical function and also 
generally useful to most companies in the transport sector. Elementary occupations as well as 
clerical support workers, which are both also generalist functions, have a huge presence within 
the transport sector. Professional services which include support services such as accounting, 
legal, human resources, are less critical to the sector than the technical occupations. This 
provides an explanation for the lower number of employees within this occupational group.  

1.7 Conclusion 

This chapter has explored a wide range of issues covering the scope of the sector, key role 
players, economic performance of the sectors, the profile of employers and employees. The 
  c    c                f c   ly     h   c   my w  h  h     l,      f    h           p        ’  
subsectors ranking highest in this regard. The taxi industry is represented by low levels of 
employment and this is where the majority of PDI seem to be located, but underreporting in 
this sector is also noted. There has been stagnation in the transport sector since 2012 with the 
sector showing no expansion in terms of contribution to the co    y’  GD . This is a reflection 
of the broader performance of the South African economy during this time. 

The review has also revealed very low rates of social transformation in the sector in the context 
of race, age or gender. Whatever the cause be, it is clear that the status quo has remained 
hardly changed in the past few years and this is demonstrated in the lack of expansion in 
employment to embrace disadvantaged populations. The percent of young and old people 
employed in the sector has remained nearly constant over the years, the concentration of 
employment of people with disabilities in one occupation (clerical support work) is an area of 
concern requiring some attention. At this point, the sector and TETA have very little knowledge 
about the different types of disabilities accommodated in the sector.  Hence there is need for 
research to fill this gap. The scope and coverage of the transport sector is important and calls 
for more support from the government for expansion to increase its production and 
employment capacity. 
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Chapter 2: Key Skills Issues  

 
2.1 Introduction 

The purpose of the chapter is to identify factors that drive change in the transport sector, and 
elaborate on how national strategies and plans are impactful on skills planning in the transport 
  c   .  h  ch p      m           fy      xpl    “k y  k ll        ”  h   h     mpl c       f   
skills development planning within the South African transport sector.  It should be noted that 
the change drivers for the sector are mainly structural and therefore not likely to change within 
a short period of time. Consequently, key change drivers of the previous year remain 
unchanged unless there is a big policy shift at national and international levels. Therefore, the 
five change drivers for the 2019/20 financial period that will be examined are: technology and 
innovation, government legislation and policies, green economy, aging of employees and, entry 
of SMMEs into the industry. The 5 change drivers listed above affect skills planning in the 
transport sector in various ways, implications of each driver to skills planning will be discussed 
in detail below. The discussion will demonstrate how these five major factors affect skills supply 
and demand in the transport sector.  

2.2 Research methods employed to identify change drivers 

Data from different sources were used as a basis for gathering information that examines skills 
issues in the sector. Data were drawn from nine stakeholder engagement workshops which 
were hosted by TETA across all nine provinces of the country. Undoubtedly, TETA has 
broadened its consultative reach in comparison to previous years by promoting inclusion and 
broader geographical representation of the various stakeholder groupings involved in the 
sector. The workshops included Group Discussions with key representatives across both the 
different stakeholder groupings and the eight subsectors within the broader transport sector. 
The discussions provided a context for deeper exploration and interrogation of key drivers of 
change.   The second source of data for this chapter was through exploration of literature, 
policies, strategies, legislation and other secondary data sources towards ensuring alignment 
with national imperatives. 
 
 2.3 The change drivers 
 
Technology and Innovation: The transport sector is heavily influenced by innovation and 
international trends. It is widely accepted that new advancements in the technological space 
are shaping the direction of skills required in the global and domestic labour market (Spulber, 
2016). Technology has led to the introduction of new players in the sector as witnessed through 
the growth and popularity of app-based cab services, such as Uber and Taxify (O'Toole & 
Matherne, 2017). The introduction of Uber and Taxify services has changed the level of 
competition. Literature also alludes to the fact that improvement of GPS technology has made 
it easier for transport businesses to gain real-time information about goods and/or people in 
transit. Hereby improving transit security and improving timing of delivery. 
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Most significantly, technology has shaped competition levels in the sector, placing convenience, 
security, travel-time and affordability among the various considerations in transit services. This 
position has been affirmed by group discussions especially in the North West where it emerged 
that there was a growth of taxi services operating through technology such as in the emergence 
of Eduze (Student Run mobile App for requesting Taxi`s). Flexibility and affordability were the 
main justifications cited for the growth and popularity of technology-driven taxi services. 

With the opportunities presented by technology, there needs to be recognition that there are 
also associated threats to human resources especially on occupations that require low-level 
skills. Continuous automation of industries leads to the reduction of the workforce as many of 
the operations become machine-operated/managed. This is a major area of caution by trade 
unions in various commentaries. It is observed that skills demands are gradually moving 
towards the highly technical end. The automation of some functions poses job-security threats 
to occupations that require low and semi-skilled individuals (Ford, 2015). It is important that 
transport sector skills planning takes into account emerging and future technological trends in 
designing skills development interventions. Undoubtedly, advancements in technology create 
the need for upskilling the existing workforce towards adapting to emerging technological 
tends.  

Government legislation and policies: South Africa`s legislation provides the framework with 
which the transport industry operates. Government legislation and policies provide strategic 
guidance in establishing national priorities and providing the necessary resources towards 
achieving specified targets. The SSP has to align with the NSDS III (2011-2016), NDP 2030, NGP, 
National Human Resources Development Strategy South Africa (2010-2030), and PMFA.  

Changes in the regulatory framework could have implications in the demand and supply of skills 
from employers. The incentivising of employers in the delivery of skills development initiatives 
such as learnerships and internships has created an increased appetite for the delivery of such 
programmes. Although there have been huge outputs of individuals from internship and 
learnership programmes, these are not adequately translating into employment opportunities. 
Insights from group discussions indicate that the low absorption rate is not due to a poor skills 
quality of candidates but because of a lack of employment opportunities.  

Green economy as a change driver in the transport sector: The transport sector accounts for 
26% of global carbon emissions, and emissions in this sector are still growing. With greater 
concern over climate change as expressed through many international conferences (e.g. Kyoto 
Protocol enforced in 2005, the Paris Agreement in 2015) in the past two decades, the transport 
sector will have to adapt to new government 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 the required skills to sustain it. 

TETA, through the University of Venda instituted the green economy research in 2013/14. The 
c        y       ch    “Towards a Green economy in the Transport Sector in Limpopo 
Province”. The central thrust of the research findings was the identification of existing skills in 
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the transport value chain, which would allow people to switch to skills that promote a greener 
transport economy. It is important to undertake high- and low-level skills training to make the 
supply side of skills progressively responsive to future demand. The findings showed that the 
skills gap and requirements lie across the entire value chain in a green economy in the transport 
sector. This includes material sourcing, production, consumption and disposal/recycling 
processes in the eight subsectors of the green economy. 

Aging of employees (replacement demand): There is a growing phenomenon of an aging 
workforce across the various sectors in the economy (Hedge, Borman & Lammlein, 2006). A 
significant amount of the talent pool across industries has been historically dominated by older 
experienced White males (PWC report). An aging workforce in the transport sector poses 
additional strains to skills in short supply. This then compels employers to retain the older and 
more experienced employees much longer, especially those possessing specialized skills and 
expertise. This point was further echoed in focus group discussions as it was revealed that the 
older experienced workforce come back to the labour force as consultants subsequent to their 
exit as employees. There is an emerging competition in the labour market as consultants often 
replace many functions which could have been executed by employed individuals (Sharma, 
2004: 209).  

It is clear that there is a need to integrate the youth in the sector towards ensuring that the 
necessary skills are available in the labour market. However there are barriers that inhibit youth 
entry to the labour market. Firstly are the stringent entry requirements which demand high 
experience levels and are not favourable to the youth. Stakeholders indicated that there is an 
evident disjuncture between entry requirements and skills development programmes offered. 
For instance, most internship programmes usually span for a period of 12 months whereas job 
requirements usually call for individuals with three – five years of experience. Programmes such 
as internships need to be aligned with entry requirements in order to break the barriers that 
inhibit youth entrants in the transport sector. Similarly, there needs to be skills transfer from 
the older workforce to the younger emerging entrants. Although challenges such as resistance 
have been identified in transferring skills, mentorship and coaching could be the ideal 
mechanism in encouraging the transfer of skills to the younger workforce. 

Entry of SMEs into the industry: The government of South Africa promotes the formation of 
SMMEs as vehicles of economic growth to address poverty, unemployment and inequality as 
per the NDP. Hence in 2014, the Department for Small Business Development was formed. The 
establishment of the department and support to small businesses will affect the existing players 
in the subsectors of the transport industry. The transport sector mostly consists of 70% small to 
medium- sized companies altogether. It is thus imperative that the transport SETA leverages on 
SMM  ,               c        h    c   ’  ch  c   f            h  N      l D   l pm     l  ’  
(NDP) employment targets by 2020. In capital intensive sub-sectors 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 SMEs or competition from SMEs for businesses. 

The entry of new players in the sector creates a new demand and supply of skills. Stakeholders 
in various group discussions indicated that minibus taxis were active in the road freight space 

https://www.google.co.za/search?tbo=p&tbm=bks&q=inauthor:%22Jerry+W.+Hedge%22
https://www.google.co.za/search?tbo=p&tbm=bks&q=inauthor:%22Walter+C.+Borman%22
https://www.google.co.za/search?tbo=p&tbm=bks&q=inauthor:%22Steven+E.+Lammlein%22
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especially in domestic and cross-border movement of goods. As new demands for efficiency in 
the delivery of products and services emerges, new entrants emerge to supply the demand. 
Skills planning should observe changes in market competition to develop new and emerging 
skills in ensuring that emerging trends are integrated and capacitated in planning processes.  
 
2.4 Alignment with National Strategies and Plans 

This sub-section discusses alignment and implications of a number of national strategies and 
plans to skills planning in the transport sector. The plans and strategies discussed include: 
National Development Plan (NDP); National Skills Development Strategy (NSDS III); the Nine 
Point Plan and the Strategic Integrated Projects (SIPs). The table below discusses each of these 
policies or plans and how they align with skills development in the transport sector.  

Table 8: Alignment with National Strategies and Plans 

NATIONAL POLICY 
OR PLAN 

IMPLICATIONS FOR SKILLS PLANNING 

National 
Development Plan 
(NDP)  
 

The growth strategy underpinning South Africa`s development is the National Development 
Plan. The plan`s vision is centred around the vision of eliminating poverty and reducing 
inequality by 2030. The NDP identifies the role to be played by different sectors of the 
economy. It is identified as a key vehicle of economic growth and could yield social benefits 
through ensuring affordability and accessibility for low-income households. Low-income 
earners are heavily dependent on public transport which positions the sector as key in 
p  m       q   y  y p         “  f ,   l   l       ff     l  p  l c      p   ”. The 
expansion of public transport services through the introduction of city bus services such as 
the Bus Rapid Transit (BRT) services is key in achieving this vision in promoting affordable 
and accessible transport services especially for the poor and disabled. Operation Phakisa is 
another mechanism which TETA has put in place to implement the National Development 
Plan.  

National Skills 
Development 
Strategy (NSDS) III 
 

The NSDS III has made commitments to address skills shortage in South Africa through the 
following strategies; establishing a creditable institutional mechanism for skills planning; 
increasing access to occupationally–directed programmes; promoting growth of a public 
FET college system; seeking to improve the low level of skills in language and numeracy; 
encouraging better use of workplace-based skills development; encouraging and 
supporting cooperatives, small enterprises, worker-initiated, 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 vocational guidance, 
 m    y   h.  l           lf,     ’          c   j c          c  f        implemented in 
line with the NSDS III strategy and objectives, thus addressing the key skills issues within 
the transport sector. 

The Nine Point Plan 
 

Government has committed to investing in the transport sector as part of its Nine-Point 
Plan to stimulate development and create jobs. The Nine Point Plan comprises the 
following; (i) Resolving the energy challenge; (ii) Revitalising agriculture; (iii) Adding value 
to our mineral wealth; (iv) Boosting industrial development; (v) Encouraging private sector 
investment; (vi) Resolving labour disputes; (vii) Helping small businesses grow; (viii) State 
reform; and (ix) Growing the ocean economy. The last point is crucial because it includes 
upgrading harbours, developing fish farms and supporting local ship building. Considering 
 h   S   h  f  c ’  f                l    ly   p          m     m       p   ,  h  S   h 
African Government through the Nine Point Plan mandated the transport sector to be part 
of a process of quantifying the value of the South African oceans. 
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NATIONAL POLICY 
OR PLAN 

IMPLICATIONS FOR SKILLS PLANNING 

Strategic Integrated 
Projects (SIPs) 

The SIPs act as key drivers of economic growth and social development in the country. 
DHET was then tasked to ensure skills development would take place under the SIPs 
projects. It identified six occupational clusters of which one of the clusters, Plant and 
Machine Operators is the responsibility of Transport SETA together with the Contractors 
Plant Hire Association (CPHA). The CPHA as a recognised Professional Body for the training 
and certification of earthmoving and lifting equipment operators by SAQA has partnered 
with TETA to facilitate skills development in this cluster. 

 
2.5 Conclusion 
 
This chapter has discussed key drivers of change that shape the demand and supply of skills 
within the sector. It can be acknowledged that changes in the technological space are 
influencing consumer preferences thus shaping the direction of skills required in the market. 
The SETA needs to adapt its programmes to respond to technological demands. The review and 
update of current qualifications and skills interventions in technology-intensive subsectors such 
as maritime, aerospace and road freight with relevant technological specialisation is critical. It 
becomes crucial that the SETA aligns its programmes with global technological trends especially 
in subsectors that compete internationally to ensure relevance to emerging trends.  
 
An aging workforce compels the sector to find innovative ways of integrating the youth in the 
sector towards ensuring that the necessary skills are available to service future demands. 
Similarly, barriers of entry need to be broken by making the environment friendlier for youth 
entry. Skills development programmes need to be better aligned to employer demands to 
enable youth entry to the sector. Transport careers also need to be packaged in a manner that 
attracts the youth. Most significantly, there needs to be innovative ways of enabling skills-
transfer from the older workforce to the younger entrants to ensure that necessary skills and 
expertise are transferred to service future demands. Coaching and mentorship programmes 
may be useful in driving the transfer of skills and expertise to the younger workforce.   
 
Many sectors are moving towards greener practices as new legislation is advocating the 
transition to a greener economy. There are numerous opportunities presented by a movement 
to a greener transport economy as highlighted by the findings from TETA`s greener economy 
study. TETA needs to promote a green transport economy in the sector and undertake high- 
and low-level skills training to ensure that the supply of skills within the sector progressively 
respond to current and future demands. Similarly, greater efforts should be channelled towards 
transforming sub-sectors that historically excluded black people. There are evident barriers in 
integrating historically disadvantaged groups especially in industries such as Aerospace, and 
Forwarding and Clearing as echoed in focus group discussions. The SETA should direct more 
resources to breaking the barriers of exclusion as envisaged in transformational guidelines such 
as BBBEE.  
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Chapter 3 Occupational Shortages and Skills Gaps 

3.1 Introduction 

The purpose of this chapter is to demonstrate an understanding of the occupational shortages, 
the extent of skills gap and occupational supply in the sector.  As such, the chapter provides an 
estimation and discussion of occupational shortages and skills gaps in the transport sector. In 
 h   ch p   ,   p             f   l     f “    -to-F ll”  k ll      h       p      c        l   
p       . F   lly  h  ch p    p         h    c   ’  l     f  IVO  L  k ll ,  cc mp       y   
description of processes followed to consolidate the list. According to Reddy et al. (2016), the 
interaction between supply and demand is the basis upon which the nature and extent of 
occupational shortages and skills gaps can be understood. It is only when the complexities of 
the interaction between demand and supply are understood that TETA will be able to make 
resource allocation for interventions in skills development. 

3.2 Occupational shortages and skills gaps 

 

a) ‘Hard-to-Fill’ Vacancies and reasons –presented per chamber  
 

In order to determine which vacancies are hard-to-fill, the research team employed a mixed 
methods approach when collecting and analysing the data. The primary data collection tool was 
the Workplace Skills Plan (WSP), its data was analysed using descriptive statistics to develop a 
list of hard-to-fill vacancies according to the level of need/demand. In the WSP stakeholders 
also provide rationales for hard-to-fill vacancies. Thematic analysis was utilized to analyse this 
data. Secondly, focus group discussions were convened in all nine provinces during the months 
of April and May this year. During these workshops, stakeholders indicated hard-to-fill 
vacancies within their respective organisations and subsectors as well as contributing factors.  

Table 9: List of Hard-to-fill vacancies with reasons (Aerospace) 

Aerospace 

OFO Code Occupation Vacancies Reason 

2017-315401 Traffic Controller 122 Limited people in the field 

2017-315303 Aeroplane Pilot 70 Lack of trained female/Black pilots  

2017-653201 Aircraft Maintenance Mechanic 58 Few suitably qualified technicians 

2017-672101 Avionics Mechanician 49 Equity considerations 

2017-121901 Corporate General Manager 29 Not specified 

2017-432301 Transport Clerk 25 Lack of skilled people/replacement 
demand 

2017-211201 Meteorologist 20 Qualification requires Maths and 
Science 

2017-241107 Financial Accountant 20 Competitive salary packages 

2017-653202 Aircraft Structures Worker 15 Equity considerations 

2017-251203 Developer Programmer 15 Cannot compete for best talent due to 
rigid structures 
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Table 10: List of Hard-to-fill vacancies with reasons (Freight Forwarding and Clearing) 

Freight Forwarding and Clearing 

OFO Code Occupation Vacancies  Reason 

2017-335402 Import-export Administrator 117 Equity considerations/Relevant 

qualification and experience 

2017-132401 Supply and Distribution Manager 107 Legislation changes with regards 

to Customs Requirements 

2017-333101 Clearing and Forwarding Agent 81 Lack of qualified 

candidates/Operational 

requirements 

2017-411101 General Clerk 31 Lack of skilled people 

2017-333905 Supply Chain Practitioner 19 Lack of knowledge/market 

growth/retention 

2017-432102 Dispatching and Receiving Clerk/ Officer 18 Lack of knowledge 

2017-711101 Mining Operator 15 Highly specialised training and 

equipment not found in SA 

2017-333903 Sales Representative (Business Services) 13 Lack of skill and knowledge 

2017-734206 Loader Operator 11 Lack of qualified candidates 

2017-733201 Truck Driver (General) 10 Lack of experience/Language 

barriers 

 
Table 11: List of Hard-to-fill vacancies with reasons (Freight Handling) 

Freight handling 

OFO Code Occupation Vacancies Reason 

2017-733201 Truck Driver (General) 246 Insufficient training and skill 

2017-311501 Mechanical Engineering Technician 90 Lack of skilled people 

2017-833301 Freight Handler (Rail or Road) 51 Lack of female/Black candidates 

2017-432104 Warehouse Administrator / Clerk 40 Equity considerations 

2017-833402 Store Person 34 High turnover/Lack of skilled and 
female candidates 

2017-315202 Ship`s Officer 32 Specialised training and skills 
required 

2017-733211 Remotely Operated Vehicle (ROV) Pilot 30 Highly specialised training and 
equipment not found in SA 

2017-411101 General Clerk 27 Lack of skilled and experienced 
candidates 
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2017-432201 Production Coordinator 27 Lack of qualified and trained 
candidates 

2017-132401 Supply and Distribution Manager 22 Lack of qualified and 
knowledgeable candidates 

 
Table 12: List of Hard-to-fill vacancies with reasons (Maritime) 

Maritime 

OFO Code Occupation Vacancies Reason 

2017-821601 Fishing Hand 120 New SAMSA Regulation/Replacement 
demand/low education levels 

2017-622201 Skipper (Fishing Boat) 62 Equity considerations/Replacement 
demand/sufficient experience 

2017-315101 Marine Engineer 56 Few educational institutions offering 
qualification 

2017-242210 Business Administrator 50 Lack of experience 

2017-315202 Ship`s Officer 50 Lack of interest from Black graduates/Lack 
of specialised skills and 
knowledge/Insufficient sea time 

2017-681104 Fishmonger 25 Lack of skilled candidates 

2017-214405 Marine Engineer 24 Lack of interest from Black graduates 

2017-315205 Boat Driver / Coxswain 23 Insufficient sea time/Replacement demand 

2017-832906 Glass Processing Worker 20 Few enrolments for qualification 

2017-735101 Deck Hand 8 Lack of skilled and knowledgeable 
candidates 

 
Table 13: List of Hard-to-fill vacancies with reasons (Rail) 

Rail 

OFO Code Occupation Vacancies Reason 

2017-671101 Electrician 250 Technological advancements 

2017-731101 Train Driver 165 Technological advancements/Lack of 
skilled candidates 

2017-651202 Welder 102 Lack of skilled candidates and 
training institutions/Specific to Rail 

2017-653304 Diesel Fitter 100 Not specified 

2017-334102 Office Administrator 100 Not specified 

2017-671202 Millwright 70 Not specified 

2017-684905 Vehicle Body Builder 52 Lack of skilled candidates 

2017-311301 Electrical Engineering Technician 43 Qualification requires Maths and 
Science 

2017-731201 Railway Signal Operator 28 Specific to Rail Industry/Lack of 
qualified candidates 

2017-132401 Supply and Distribution Manager 20 Operational Requirement 
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Table 14: List of Hard-to-fill vacancies with reasons (Road Freight) 

Road Freight 

OFO Code Occupation Vacancies Reason 

2017-733201 Truck Driver (General) 1359 Specialised skills required/Lack of 
female candidates/Relevant 
experience 

2017-732204 Oversize Load Pilot/Escort 500 Strict and rigorous selection 
process/Few trained and disciplined 
drivers 

2017-653306 Diesel Mechanic 281 Lack of qualified and trained 
candidates 

2017-132401 Supply and Distribution Manager 181 Lack of qualified and experienced 
candidates 

2017-524903 Sales Clerk/Officer 151 High turnover/Lack of qualifications 

2017-732101 Delivery Driver 128 Specialised courier skills required 

2017-733204 Tanker Driver 76 Specialised skills and certificates 
required/Profession driving skills 

2017-312201 Production/Operations Supervisor 
(Manufacturing) 

73 Lack of skilled and experienced 
candidates 

2017-833301 Freight Handler (Rail or Road) 53 High turnover/Lack of females/Lack 
of qualified candidates 

2017-132402 Logistics Manager 41 Lack of qualified candidates/Lack of 
interest 

 
Table 15: List of Hard-to-fill vacancies with reasons (Road Passenger) 

Road passenger 

OFO Code Occupation Vacancies Reason 

2017-733101 Bus Driver 598 Equity considerations/High 
turnover/Lack of skilled candidates 

2017-733103 Passenger Coach Driver 316 Lack of professional driving skills/Road 
Safety knowledge/Long distance 
experience   

2017-653306 Diesel Mechanic 151 Lack of qualified artisans/Replacement 
demand 

2017-441502 Office Machine Operator 30 Lack of qualified candidates 

2017-862919 Mechanic Trade Assistant 23 Lack of qualified artisans 

2017-335915 Transport Operations Inspector 20 Few within Geographical area/Shortage 
of qualified and experienced candidates 

2017-671208 Transportation Electrician 18 Specialisation/Lack of Black artisans 

2017-671101 Electrician 15 Dependent on project requirements  
and quality of work 

2017-432201 Production Coordinator 14 Lack of qualified, skilled and 
knowledgeable candidates 

2017-684905 Vehicle Body Builder 13 Shortage of training institutions 
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Table 16: List of Hard-to-fill vacancies with reasons (Taxi) 

Taxi 

OFO Code Occupation Vacancies Reason 

2017-732202 Taxi Driver 59 Lack of professional driving skills 

2017-331501 Valuer 1 Not specified 

 
Stakeholders cited both skills-related and non-skills related explanations for hard-to-fill 
vacancies. The transport sector is a highly technical and specialised sector, which often results 
in employers having difficulty finding people who meet the skills, qualification and knowledge 
requirements or having difficulty replacing retiring people with adequately skilled and qualified 
people. Furthermore, the absence of training providers in South Africa who offer specialized 
courses because of their inability to obtain the specialized equipment necessary for the training 
necessitates the importation of skills. Emigration also poses a threat to the sector. Employers 
also have difficulty aligning to the c     y’       f  m             because African or Coloured 
people with the relevant skills and experience are hard to find and in the road freight and road 
passenger industries, female drivers are scarce because of a lack of willingness to drive long 
distances or to spend nights away from their children. Clearly, a myriad of reasons account for 
vacancies not being occupied for long periods of time in the transport sector. This knowledge 
should be used to inform skills planning and development in the sector.   

b) Major Skills Gaps in the Transport Sector 
 

Skills gaps have implications on business growth and competitiveness because employers are 
unable to fill critical positions with individuals who possess the right skills, knowledge and 
capabilities. Table 17 below provides a list of the top 10 skills gaps within the major 
occupational groups within the transport sector. This list was derived from the WSP, and 
verified using data from stakeholder engagements.  

Table 17: Top 10 Most Common Skills Gaps Per Major Occupation Group 

Major Occupational Level Top 10 most common skills gaps 

CLERICAL SUPPORT 
WORKERS 

Drivers 

Project management 

Customer care 

Logistics network planning and management 

Management skills 

Transport logistics 

Handling dangerous goods 

Health and Safety 

Dangerous goods transportation 

 

ELEMENTARY 
OCCUPATIONS 

Managing in regulated environment – both international and local 

Understanding legislation 
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Diversity management/human resource management 

Customer care 

Port management 

Management skills 

Health and Safety 

Project management 

Handling dangerous goods 

Supervisory skills 

 

MANAGERS 

Managers – various 

Customer care 

Logistics network planning and management 

Management skills 

Procurement management 

Transport logistics 

Health and Safety 

Project management 

Supervisory skills 

Understanding legislation 

 

PLANT AND MACHINE 
OPERATORS AND 
ASSEMBLERS 

Drivers 

Dangerous goods transportation 

Handling dangerous goods 

Communication 

Health and Safety 

Logistics network planning and management 

Project management 

Transport logistics 

Warehousing 

 

PROFESSIONALS 

Project management 

Diversity management/human resource management 

Health and Safety 

Skills Development Facilitators 

Assessors 

Coaching and Mentoring 

English communication 

Financial management 

Management and leadership 

Management skills 
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SERVICE AND SALES 
WORKERS 

Health and Safety 

Project management 

 

SKILLED AGRICULTURAL, 
FORESTRY, FISHERY, 
CRAFT AND RELATED 
TRADES WORKERS 

Panel beating 

Spray painting 

Supervisory skills 

 

TECHNICIANS AND 
ASSOCIATE 
PROFESSIONALS 

Management skills 

Customer care 

Managers – various 

Port management 

Project management 

Airport inspection and security 

Financial skills 

Firefighting, rescue and emergency 

Logistics network planning and management 

Management and leadership 

 

Source: Workplace Skills Plan (2018) 
 

Table 17 above indicates that there are critical skills gaps which cut across the majority of the 
occupational levels and are thus deemed crucial to the sector and should inform skills planning. 
For instance, health and safety skills appear to be the most cited skills gap across the 
occupational groups. These were additionally mentioned in many of the stakeholder 
engagement workshops. Other common skills gaps emerging across many occupational levels 
are management skills, project management skills, and knowledge of government and industry 
regulations. In chapter two, it states that stakeholders regard regulations as key change drivers 
of skills demand within the transport sector, and thus, are seen as having huge implications on 
skills planning within the sector. 

3.3 Extent and Nature of Supply 

In this section, an analysis of the extent of supply is provided. The data for this section is taken 
from the Annual Training Reports of companies in the transport sector. Based on companies 
which submitted reports, supply of skills is shown according to occupational groups for each of 
the eight transport sector chambers. This section provides an analysis of the type and quantity 
of skills being generated for the transport sector. The focus will be on whether education and 
training institutions or private providers are producing the appropriate skills and qualifications 
needed in each subsector as well as at each occupational level.  

 

 



27 
  

a) Extent of Occupational Supply  
 

In this section, breakdown of the sector skills supply is provided. This data is based on annual 
training reports received from each employer.  

Table 18: Number of TETA trainees across Chambers 

Subsector Employed trainees Unemployed 
trainees 

Total Trainees 

Rail 152201 5128 157329 

Aerospace 53102 2367 55469 

Forwarding and 
Clearing 

29143 7983 37126 

Taxi 69 2901 2970 

Road passenger 32651 2428 35079 

Freight Handling  19632 1723 21355 

Road Freight  31491 306 31797 

Maritime  5729 560 6289 

Unknown 2179 233 2412 

Grand Total 326197 23629 349826 
Source: TETA Annual Training Report (ART) (2018) 

Table 19 above provides a depiction of number of people who completed training funded by 
TETA in 2018 across the 8 subsectors of the transport sector. This table demonstrates that the 
Rail subsector currently has the largest number of trainees within the transport sector in 2018. 
This rate of training is consistent with the level of employment in the Rail subsector this year, as 
Rail employed the largest number of employees in the sector (see table 6 in Chapter 1). The 
table further illustrates that of the 157 329 trainees who completed the various training 
programmes, 152 201 were already employed in the sector and were being upskilled in order to 
meet the demands of the industry, whereas the remaining 5 128 trainees represent the number 
of unemployed people who received training opportunities based on the demand for skills in 
 h         y    w ll        ’     p         h  N      l D   l pm     l         h     l      
strategies which call for the training and skilling of the unemployed, particularly those from 
disadvantaged groups, in order to increase their employability and thus, to alleviate the level of 
poverty and inequality in the country.  

Aerospace seems to have the second largest number of trainees. This is surprising because 
findings from previous years as well as the current year shows that Aerospace is the fifth largest 
employer in the sector. It may be important for research to be conducted to understand this 
phenomenon. Interestingly, the Road Passenger subsector was the largest employer in the 
sector in 2017 and remains the largest subsector in terms of the number of registered 
companies however has currently received fewer trainees than Rail, which is a reflection of the 
level of employment in this financial year. The Maritime and Taxi subsectors received the 
lowest number of trainees. The latter is in line with the size of the Taxi subsector as it only 
consists of 372 registered companies, however the Maritime subsector is the fourth largest 
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subsector yet due to its technical nature often has difficulty acquiring appropriately skilled 
people to employ. The results suggest that there is a link between current employment rates 
and number of new trainees. 

Table 19: Number of Trainees per Occupational Group 

Occupational Groups Number of Trainees 

Plant And Machine Operators And Assemblers 73975 

Elementary Occupations 19476 

Technicians And Associate Professionals 18806 

Clerical Support Workers 18609 

Skilled Agricultural, Forestry, Fishery, Craft And Related 
Trades Workers 

13366 

Managers 12719 

Service And Sales Workers 10982 

Professionals 8327 

Total Number of Trainees 176260 
Source: TETA Annual Training Report (ATR) (2018) 

Table 20 on the other hand, provides a depiction of the number of people trained within each 
of the occupational groups within the transport sector. Similar to the level/rate of employment, 
table 20 above shows that the majority of people trained within the transport sector this year 
are employed as Plant and Machine Operators and Assemblers. The latter finding is consistent 
with the structural changes that have occurred in the sector which have created a need for a 
larger mid- level skilled workforce. As mentioned earlier, the transport sector consists pre- 
dominantly of people within this occupational group. Elementary occupations are equally 
important to the sector, thus explaining the large number of trainees. Professional services 
require higher level skills which are mainly used for administrative tasks, thus explaining the 
low rate of training. The analysis of the WSP/ATR data as well as the focus group discussion 
data revealed a great demand for managers as many technically- skilled employees lack the 
management and leadership skills to be promoted to management, thus explaining the 
upskilling which has occurred.  
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Figure 7: Number of Trainees completing training in 2018 by Skill level 

 

Source: TETA Annual Training Reports (2018) 

Figure 7 above provides an analysis of the number of individuals who have completed training 
interventions funded by the transport SETA in 2018. This is aggregated across different skills 
levels1. In total, reported training covers a total of 349 826 trained individuals on various 
programmes. Of these individuals, just under 60% consists of training programmes addressing 
entry level skills needs (NQF levels 1 to 3). Notably, programmes addressing highly technical 
skills which the sector and the economy is in desperate need of (LMIP, 2016), only produced 5% 
of the total training output. This translates to only 17 571 of the total. It is therefore apparent 
that lower skills programmes tend to dominate most of the training investment made by the 
transport SETA. The White paper for Post- School Education and Training argues that low level 
skills have serious implications on the economy, and that the skills system, including SETAs and 
National Skills Fund, have not made an effort to overcome the skills issues of the country, for 
which they were established. The latter finding alludes to issues with research methodologies 
and processes used to acquire skills information. It further demonstrates wastage of fiscal 
resources, issues relating to the quality assurance of skills training, and a clear need for 
monitoring and evaluation in order to improve service delivery by TETA. 

In addition to the skills levels of the trainees produced in 2018, figure 8 below suggests that 
 h         cl     ff           ’    h lf  o train and upskill individuals from previously 
disadvantaged groups. The figure shows that both black people and females were prioritised 
when planning and implementing skills programmes. This bodes well for both groups as it 
suggests economic empowerment as well as upward mobility, both occupationally and socially. 

 

 

                                                           
1
 Entry Level – NQF 1 to 3; Intermediary Level - NQF 4 to 6; Advanced Level - NQF 7 to 10 

58.54% 

36.43% 

5.02% 

Entry level Intermidiate level Advanced Level

Number of Trained Individuals
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   Figure 8: Demographic (According to Race and Gender) of New Trainees 

 

Source: TETA Annual Training Reports (2018) 

For the next section analysing enrolments in various institutions and education levels; it is 
important to note that the transport sector employs individuals with qualifications from many 
different disciplines. As an example, cross-cutting skills such as engineering, Finance, Human 
resources, Mechanics etc. are all skills that are featured in the transport sector. This said, it 
would be unpractical to attempt to identify degree/diploma programmes that are transport 
specific among programmes offered in both TVET colleges and HEIs. It is for this reason that, 
the next section provides an overall analysis of enrolments in both TVET colleges and HEIs. 

3.4 Enrolments at TVET Colleges 

In South Africa, there are 50 registered and accredited public TVET Colleges, a large number of 
which are situated in rural areas making them easily accessible to many young people from 
disadvantaged backgrounds (TETA, 2016); thus, making these institutions strategically 
important for TETA to partner with.   

Table 20: Number of Students Enrolled in TVET colleges by Qualification 

Qualification 
Category 

2010 2011 2012 2013 2014 2015 2016 

NC(V) 130 039 124 658 140 575 154 960 166 433 165 459 177 261 

Report 191 
(N1-N6) 

169 774 222 754 359 624 442 287 486 933 519 464 492 026 

Occupational 
Qualifications 

23 160 20 799 62 359 19 000 19 825 20 533 13 642 

Other 35 420 32 062 95 132 23 371 29 192 32 424 22 468 

Total 358 393 400 273 657 690 639 618 702 383 737 880 705 397 
Source: TVETMIS (DHET, 2016) 

69% 

11% 
4% 

16% 

71% 

12% 
6% 

11% 

 African  Coloured  Indian  White

Demographic Analysis of New Trainees 

Male Female
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In terms of the number of enrolments in NC(V) programmes, specifically in Transport and 
Logistics, in 2016 there were 1702 students enrolled in Level 2 NC(V), 808 students enrolled in 
Level 3 NC(V), 464 Level 4 NC(V), and a total of 2974 students were enrolled.  

3.5 Enrolments at Higher Education Institutions (HEIs) 

In South Africa, there are 26 public universities including traditional universities, universities of 
technology and comprehensive universities. In the year 2016, the total number of enrolled 
students at Public HEIs was 975 837. Evidence shows that from the period 2010 to 2013 there 
was a steady increase in enrolment, however there has been a trend of a decline in enrolment 
every two years. Private HEIs, on the other hand, had very low enrolment rates in 2010, and its 
enrolment has increased by 84.4% in 2016. The table below shows that there were 158 891 
new first year students in 2016.  

Table 21: Students Enrolled in HEI by Qualification Level 

Q
U

A
LI
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C

A
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O

N
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YP
E 
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G
EN

D
ER

 

RACIAL/ETHNIC/HOME 
LANGUAGE 
IDENTIFICATION 

  WHITE  COLOURED  INDIAN AFRICAN  UNKNOWN TOTAL 

U
N

D
ER

G
R

A
D

U
A

TE
 

FIRST-TIME ENTERING 
UNDERGRADUATE  

M 9 700 4 258 2 766 53 567 399 70 690 

F 12 037 6 862 3 461 65 342 499 88 201 

U 0 0 0 0 0 0 

T 21 737 11 120 6 227 118 909 898 158 891 

TOTAL 
UNDERGRADUATE 

M 49 355 19 245 15 958 240 811 1 735 327 104 

F 63 298 31 926 23 360 337 735 1 919 458 238 

U 2 1 0 6 0 9 

T 112 655 51 172 39 318 578 552 3 654 785 351 

P
O

ST
-G

R
A

D
U

A
TE

 

POST-GRADUATE 
CERTIFICATE/POST-
DIPLOMA 

M 254 114 69 2 069 255 2 761 

F 415 175 90 2 655 116 3 451 

U 0 0 0 0 0 0 

T 669 289 159 4 724 371 6 212 

POST-GRADUATE 
DIPLOMA/POST DIP-
DIP 

M 1 350 347 378 5 928 62 8 065 

F 2 297 709 774 10 415 110 14 305 

U 0 1 0 0 0 1 

T 3 647 1 057 1 152 16 343 172 22 371 

POST-GRADUATE M 71 6 0 149 0 226 
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BACHELORS DEGREE F 108 22 8 599 0 737 

U 0 0 0 0 0 0 

T 179 28 8 748 0 963 

HONOURS/NH 
DIP/(HEQSF) POST-
GRADUATE DIPLOMA 

M 4 954 1 409 1 299 15 393 471 23 526 

F 6 619 2 450 2 149 27 006 568 38 792 

U 0 0 0 2 0 2 

T 11 573 3 859 3 448 42 401 1 039 62 320 

MASTER'S DEGREE M 6 919 1 573 1 734 16 411 1 067 27 704 

F 7 568 2 108 2 447 16 530 931 29 584 

U 0 0 0 0 2 2 

T 14 487 3 681 4 181 32 941 2 000 57 290 

DOCTORAL DEGREE M 2 670 470 626 7 660 510 11 936 

F 3 180 583 877 4 573 360 9 573 

U 0 0 0 0 0 0 

T 5 850 1 053 1 503 12 233 871 21 510 

  

TOTAL POST 
GRADUATE 

M 16 218 3 919 4 106 47 610 2 365 74 218 

F 20 187 6 047 6 345 61 778 2 085 96 442 

U 0 1 0 2 3 6 

T 36 405 9 967 10 451 109 390 4 453 170 666 

TO
TA

L 
FO

R
 A

LL
 

ST
U

D
EN

TS
 

  M 67 073 23 508 20 331 293 266 4 519 408 697 

F 85 414 38 452 30 119 408 208 4 926 567 119 

U 2 3 0 8 8 21 

T 152 489 61 963 50 450 701 482 9 453 975 837 

Source: HEMIS (DHET, 2016) 

There are several university faculties and courses which have transport- related studies. In 
Business, Economics and Management Studies there is a course called 
“     p        /     p         M     m   ”    w ll    “L      c      M      ls 
M     m   ” wh ch h     c mp         “     p        ”. I             ,  h         c      
c ll   “     p                hw y            ”    w ll    “C   l            ” wh ch h     
“     p        ” c mp         w ll       “     l  m            ” wh ch h     “     p         
 y   m ”.  
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I  “M      l  Sc   c ”  h         “     p             y fl w p  p      ” c mp     . I  L w, 
 h         c      c ll   “L w  f C       ” wh ch    l  w  h  h      y  f  h  l w   l          h  
transport of goods and persons by land and air. In Architecture and The Built Environment, 
 h         c         “C  y/U    , C mm    y            l  l      ” wh ch h     c mp      
   “     p          y   m        ”. I  “       my          phy  c ”,  h         c         
“Sp c  phy  c ” wh ch    l  w  h      p   . I  “Oc       phy, Ch m c l      hy  c l”  h       
  c              p   . I  L      c ,  h       “     p     c   m c ”.  

The latter reveals that transport is a multidisciplinary subject meaning that it may be found in 
multiple different disciplines. Its nature makes transport- related studies difficult to quantify in 
terms of student enrolments and graduations.   

b) State of Education and Training Provision 
 

Education at all levels remains a top priority of government. DHET is responsible for post-school 
education and training in universities, colleges and adult education centers. The department 
has been advocating for a single, coherent, differentiated and articulated post-school education 
and training system. This will contribute to overcoming the structural challenges facing society 
by expanding access to education and training opportunities and increasing equity, as well as 
achieving high levels of excellence and innovation, thus bridging the gaps in the quality of 
education and training provision. The SETA system is part of this wide initiative. 

3.6 Perception of quality 

It is important to note that the SSP consistently collects intelligence and conducts analysis of 
the perceptions of key stakeholders (especially employers) as far as the quality of skills training 
is concerned. Through the SSP research study, in-depth interviews and focus group discussions 
covered questions pertaining to issues of training quality.  

In all workshops where stakeholder engagement took place, there was general consensus that 
traditional universities, TVET colleges and private training providers play complementary roles, 
as opposed to being in competition, particularly with regards to the skills supplied to the 
transport sector. Traditional universities are seen as providing long- term academic training, 
whereas TVET colleges are ideal for technical training, and private training providers are useful 
for short- term training, particularly for soft skills. The following findings were found:  

3.7 Traditional Universities 

The view of traditional universities is consistent across provinces. Traditional universities are 
regarded as theoretical institutions, and thus often do not provide students with practical 
experience or skills. It is the experience of many employers that graduates from universities 
have extensive knowledge however are unable to apply their theoretical knowledge practically, 
even in positions such as mechanics. The greatest value universities are seen as having is that 
they provide higher level skills and more advanced qualifications such as finance and logistics, 
which are essential for administration. Traditional universities also provide technical 
programmes such as engineering which are critical to the transport sector. Other positive 
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characteristics of universities include the fact that they are at the forefront of research, 
technology and innovation. Thus, they are viewed as better positioned to define the transport 
sector. Graduates from traditional universities are said to be equipped with foundational 
competencies in critical and analytical thinking. Therefore, they are better able to occupy more 
strategic, planning- related and leadership positions.  

Despite their positive contributions, traditional universities are generally seen as not relevant to 
the transport sector because the majority of these universities do not offer transport- related 
qualifications. During the Gauteng Workshop however, one stakeholder asserted that the 
University of Johannesburg is the only university in the country that offers a National Diploma 
in Transport Management. Traditional universities are also seen as irrelevant because there is 
no synergy because these institutions and business. Thus, they do not educate their students 
on real- time issues in transport, do not meet the skills demand of the sector, and are not 
cognizant of new regulations. Thus, graduates often possess outdated and irrelevant knowledge 
of the transport sector. The latter however is not the case in the North West as one stakeholder 
stated that the University of North West has a programme which links students in Transport 
Economics courses with industry companies for practical experience and ensures employment 
opportunities for graduates.  

3.8 TVET Colleges  

There was greater debate when it came to TVET colleges because stakeholders held different 
perspectives. Two aspects of TVET colleges which stakeholders were in agreement about are 
that they provide more technical training, and even though the training is theory- based, it also 
has a practical component to it. Thus, they produce competencies in both theoretical and 
practical elements. Many stakeholders stated that TVET colleges form partnerships with service 
providers and industry companies which offer apprenticeships and learnerships so that their 
students have access to practical training in these organisations. One of the greatest needs of 
the transport is artisans, and TVET colleges are said to be meeting this need. TVET colleges are 
also easily accessible to students as admission is less stringent and thus, students who do not 
quality for university entrance are able to gain higher education qualifications at these 
institutions. Stakeholders indicated that some TVET colleges also provide management courses. 
Most importantly however, TVET colleges are praised for providing industry- relevant 
qualifications. 

Some stakeholders hold more negative views of TVET colleges. While some individuals credited 
TVET colleges as having curricula which is accessible to industry and thus, often updated; in 
other provinces such as the Northern Cape however, sentiments differed completely, with 
stakeholders stating that TVET colleges provide outdated content on the sector. Thus, 
candidates are often sourced from other regions such as Gauteng. While many stakeholders felt 
that TVET colleges provide practical experience, others disagreed stating that in the Eastern 
Cape some TVET colleges do not have relationships with industry employers and thus, are 
unable to place students in workplaces where they can gain industry- specific practical 
experience. Representatives from TVET colleges in the Limpopo Province explained that in 
some instances industry employers seek skilled and experienced candidates however are not 
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willing to participate in the training process by providing either their workplaces or equipment. 
In the KwaZulu- Natal workshop, some stakeholders argued that many TVET colleges do not 
comply with regulatory standards. Thus, accreditation should be guided by more stringent 
rules. In the Gauteng, one common theme which emerged about TVET colleges is that many are 
under- resourced and thus, lack appropriate facilities and infrastructure, and even more 
problematic, many have underqualified lecturers. The issue of underqualified lecturers often 
results in issues with the quality of the graduates and thus, makes them undesirable to industry 
employers. The greatest problem with TVET colleges is that their courses are too generic, thus 
even artisans from these institutions often lack specialized skills. This means that even though 
there is a supply of skills, it is not the required/ appropriate skill.     

3.9 Small and Private Training Providers 

Generally, small and private training providers are regarded as the most preferable institutions 
for the transport sector. This is because they offer tailor- made training for specific 
client/industry needs. They are seen as being more aligned to industry needs than any of the 
other training institutions. Private providers also close the gap between theory and practical 
experience by placing trainees in workplaces. Small and private training providers adapt easily 
to the changes in the sector and are thus able to meet its needs. Small and private providers 
often offer training in a specialized field and thus, employers use them to upskill their 
employees. In terms of the types of skills produced, small and private providers provide 
operational skills which are pertinent to the transport sector. Employers also stated that they 
are flexible because they can customize their content, scheduling of classes and can train 
people within respective organisations. One huge positive is that small and private providers 
are easily accessible and affordable for unemployed youth.     

Despite the raving reviews from the majority of the stakeholders, many admit that there are 
several challenges with some small and private providers. The first issue raised is that due to 
financial constraints, some private providers do not train to meet industry needs, instead they 
offer training for the purpose of making money. Also, due to the lengthy duration of unit 
standards, some private providers compromise on quality by offering shorter courses which are 
not full unit standards. Another challenge is that private providers often apply for funding with 
SETAs such as TETA, thus they face problems with bureaucracy, red tape and lengthy processes 
which often result in a loss of money, thus also affecting the quality of facilities and equipment. 
In the Gauteng workshop, one major problem stakeholders had with private training providers 
    h     m      “fly-  y    h ”  p        . Furthermore, there are no legal regulations 
governing private providers, thus, no organisations put in place to hold them accountable. 
Some offer outdated material to trainees. In addition, due to the centralized nature of SETAs, 
stakeholders at the Northern Cape workshop stated that often private providers from different 
provinces are hired, and this creates a massive issue as these providers often lack contextual 
knowledge and understanding of the Northern Cape, and thus do not address the needs of the 
province, and are not aligned to national and provincial strategies. Furthermore, some 
stakeholders argue that there is no consistency in the curricula provided by different providers 
on the same subject, which means that knowledge and skills of trainees sometimes differs.  
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a) Supply Problems Experienced by Firms 

Below is a table which provides explanations for the skills supply problems experienced in the 
transport sector. This data is derived from the research questions which the team added to the 
WS .    p        w      k  , “Wh        h  m j   f c     wh ch      m    m   m        
 k ll    pply     h    c   ?”  

Table 22: Determinants of Skills Supply 

Determinants of Skills Supply 

Access to education funding 32% 

High salary 23% 

Government Regulations 21% 

Relevance of training institutions 16% 

Location of the employer 9% 

Source: TETA Workplace Skills Plan (2018) 

The majority (32%) of the respondents assert that issues with skills supply may be related to 
lack of access to education funding. Since the majority of the government funding for higher 
education and training is preserved for university studies, many students applying to or 
attending TVET colleges or private training institutions may not have access to this funding. 
Even those who do, it is well known and well documented that students often have bursaries 
which are unable to cover all their tuition and expenses, and thus many drop down. This is 
predominantly the case with Black students, which then makes it difficult for companies to 
comply with BBBEE regulations. Thus, resulting in a demand (Reddy et al., 2016, p. 91). 23% of 
the respondents suggest that problems with skills supply may be due to salaries/wages. In the 
workshops, stakeholders argued that they have issues acquiring skilled people because they are 
unable meet competitive salary packages (Reddy et al., 2016: 89). In other instances, employers 
raised the issue that they train people, whether unemployed or existing employees, however as 
soon as they are skilled, many leave to find work elsewhere. Other hindrances to skills supply 
include government regulations (21%) and relevance of training institutions (16%). Government 
regulations and processes are known to impact greatly on operations of private training 
providers. The other determinant of skills supply    “l c       f  h   mpl y  ” ( %). 
Stakeholders asserted that skilled and qualified individuals are often not willing to relocate.       

3.10 PIVOTAL List 
One of the most important skills list in South African Skills Development arena is a list of 
technical vocational skills referred to as the PIVOTAL list. In this section, the document 
describes how the SETA consolidated the final PIVOTAL list as attached as an annexure to this 
document. The section also describes how the SETA intends to intervene in ensuring capacity 
development of individuals for each of the listed PIVOTAL skills. Finally, the section also 
provides an account of the stakeholder consultation in the process of consolidating the list. 

a) Brief description of the method for consolidation of PIVOTAL List 

Figure 9: Methods Employed In Compiling the PIVOTAL List 
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The study adopted a mixed method research approach constituting of both qualitative and 
quantitative data towards the gathering and understanding of perceptions around the PIVOTAL 
list. Quantitative data is the statistical, quantifiable data from the Annual Training SSP (ATR) and 
Workplace Skills Plan (WSP).  

Furthermore, the TETA research & knowledge unit developed an additional survey that aimed 
at recognizing and consolidating the views of other stakeholder types in generating a transport 
  c     IVO  L l   .  h       y w   f  w          h     h       ch m    ’      c        
distribute to the various stakeholders within the transport sector, including employers, union 
representatives, professional bodies, training and research institutions, NGOs, state 
departments etc. This strategy ensures that the views of various stakeholder types were 
captured and consolidated in producing a transport sector skills PIVOTAL list.  

TETA hosted stakeholder workshops across the country, (selection of provinces mainly based on 
p        y   ’         /    k h l     c        ).  h  p     c     cl    ; Gauteng, Free State, 
North West, Eastern Cape, Western Cape, Limpopo, KwaZulu- Natal and Mpumalanga. 
Stakeholders were invited through the use of various databases which were provided by the 
eight chamber committees within TETA. Invitation letters were circulated through e-mail and 
supplemented by follow-up phone calls. The workshops provided an opportune moment for 
conducting interviews with external stakeholders. Respondents (during the interviews) were 
selected and categorized according to the eight chambers and the various stakeholder type 
(employer, union training provider, university etc.). They were selected to fulfil the various 
stakeholder subgroups, at least one representative from each category type in each province.  

A thematic analysis was adopted (deductive coding) as a means of analysing qualitative 
responses for focused group discussions. Thematic analysis allows categories to emerge from 
data.  The data was coded.  The research team examined patterns across data sets into themes 
that were associated with the study. The arising themes subsequently became categories for 

Mixed methods 
Approach 

Quantitative methods 

Sector wide WSP data 
from employers 

Complementary survey 
including training 

providers and other 
stakeholders 

Qualitative methods 

Stakeholder Validation 
and contributions 

Focus group discussions 
with key stakeholders 
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analysis. Such themes were generated from the data based on relevance to the research 
question. The codes were summarized and interpreted.  

Finally, subsector representatives from TETA were subsequently consulted to validate the 
resulting PIVOTAL list. This process is instilled as a measure in recognition that the WSP data 
and data from an additional survey are exposed to sampling bias. 

b) Explanation of prescribed interventions 

The interventions in the PIVOTAL list are solely influenced by the views and perspectives of 
stakeholders. The role of TETA was that of capturing the views and ensuring that a credible 
approach was carried out. The various stakeholders were consulted in gathering their views on 
the skills needs of the transport sector. Stakeholders form a significant part of the sector as 
they engage with the sector on a constant basis. Their views and perceptions were useful and 
were at the centre if the enquiry.  

The research needed to appeal to the views of stakeholders thus feedback sessions were 
conducted in the various provinces to ensure that the captured views were valid and reflect the 
views of stakeholders. The process was consultative to ensure stakeholders shaped the 
understanding and interventions in the PIVOTAL list. 

c) Discussion of Envisaged Outcomes of PIVOTAL Interventions 

The outcomes of training should capacitate individuals and the sector. Consequently, the 
resources invested in capacity building are ideally aimed at producing desirable skills outputs 
towards improving the sector. Thus the interventions were aimed at capacitating and absorbing 
the relevant skillsets within the sector. Since the PIVOTAL list was a product of stakeholders 
identifying key areas of skills needs, the list meant to address such areas and lead to the 
advancement of the sector. Consequently, the envisaged outcomes of the PIVOTAL list are to 
address the identified skills needs through suggested interventions. The interventions should be 
able to produce an adequate number of quality skilled people to address areas of skills need 
within the transport sector. TETA needs to ensure alignment of programme funding with the 
identified PIVOTAL skills to address skills needs in the sector. 

d) Description of applied consultative process 

The process of gathering a transport sector PIVOTAL list involved various consultative 
processes. Firstly, the study analysed WSP and ATR data which is data acquired from 
employers. This process recognised the significant role of employers in shaping the contents of 
the transport sector skills PIVOTAL list. This process recognises employers as strategic partners 
in capacity building within the sector. Employers SSP on the training activities of the previous 
year and articulate their skills plan for the year through the ATR and WSP process. The 2018 SSP 
suggested that only 5% of companies within the transport sector actually submit their WSP and 
ATR. Consequently, a need arose to develop a more inclusive consultative process. The research 
could not only rely on the 5% of companies to shape the contents of the PIVOTAL list which has 
implications for the broader South African transport sector. Thus an additional survey was 
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distributed by TETA chambers to the various stakeholders within their databases. This opened 
up an opportunity for various other types of stakeholders to participate towards the production 
of the PIVOTAL list. This approach recognised the significant role of other stakeholder types in 
compiling the list. The views of such stakeholders were consolidated in gathering a more 
diverse and inclusive understanding to the PIVOTAL list.  

A total of eight provincial workshops were hosted as part of the SSP stakeholder engagement 
process as previously stated. Stakeholders were recruited/invited through various databases 
which were provided by the eight chambers within TETA. This fed the qualitative process of 
gathering research data. One-on-one interviews, unlike surveys, allow the researcher to probe 
and get a clearer understanding of responses. The intimate nature of interviews allows for the 
gathering of information beyond the interview schedule. Respondents often open themselves 
to share experiences and perceptions which cannot be adequately captured through surveys. 

Finally the PIVOTAL list was accepted and approved by the TETA board on the 13th of June 2018. 

e) Factor(s) Informing the PIVOTAL Quantities  

The quantities of the skills in the PIVOTAL list are a result of suggestions from the sector. The 
interventions and quantities come from the analysis of the WSP and the survey. TETA merely 
plays a facilitation role in gathering data and has no influence over contents of the list. Since 
the list influences the sector, it was important that the individuals and institutions within the 
sector define the lengths and breadths of the list. Various stakeholders identified the type of 
interventions that should be in the PIVOTAL list together with the quantity needed. The study 
relied on the expertise and views of stakeholders as subject matter experts. Stakeholders are at 
the forefront of skills development within the sector. Thus it was fitting for stakeholders to 
dictate the content of the list together with quantities of the interventions. 

f) Explanation of the presented List and prioritization 

The PIVOTAL list is listed in terms of frequency as opposed to order of priority. Interventions 
which received the most reference from the WSP and survey processes would be the first on 
the list followed by others which received the most relatively in descending order. This strategy 
ensured that the most required interventions were on top of the list. 

3.11 Conclusion 
In this chapter, a quantified estimation of occupational shortages, skills gaps and occupational 

supply were provided and analytically discussed. In consolidating the list of hard-to fill 

vacancies, the research team applied two methods. Firstly, the extensive information on scarce 

and critical skills provided by employers in the WSP. Secondly, a deductive qualitative data 

analysis approach was employed to analyse the data which emerged from the focus group 

discussions.  

Among the other findings, the chapter summarized reasons behind hard-to-fill vacancies. It was 

found that the four most stated reasons are: 
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 Limited people with relevant experience, 

 Limited number of people with industry- related skills, 

 Equity regulations and considerations, 

 Highly technical environment. 

 

Furthermore, it was revealed that accreditation of curricula poses the greatest challenge as 

every two years curricula is updated to incorporate changes within the sector, however 

accreditation of the curricula is required before it can be implemented. Stakeholders asserted 

that by the time the curricula is accredited, new changes need to be made as this processes 

takes years. The latter finding also emerged in the previous SSP. It is thus recommended that 

the QCTO (Quality Council for Trades and Occupation) evaluates and adjusts the accreditation 

process.  

When determining the extent of skills gaps in the sector, information on occupational demand 

was obtained from the WSP and the information on occupational supply was acquired from the 

ATR. The calculations suggest that there is a supply surplus in the transport sector as the 

number of trained individuals exceeds the level of demand across the majority of occupational 

groups. Matching demand and supply appears to be quite problematic within the transport 

sector as despite the surplus of skills, many skills continue to be in high demand. The three 

types of skills mismatch are used to expound on this finding, and to illustrate the need for 

change in the operation of education and training institutions.  

An in-depth discussion follows regarding the quality of education and training provision for the 

transport sector. In short, there is general consensus that small and private training providers 

are more suited to supplying the skills needs of the transport sector. Traditional universities are 

praised for being at the forefront of technology, innovation and research; and for providing 

administrative staff. TVET colleges stand out due to their associations with industry employers 

and thus, their ability to afford students practical experience. To end the discussion on 

 cc p      l  k ll    pply, “  pply p   l m   xp     c    y f  m ”        c     .  cc          

WSP, there are five major determinants of occupational supply within the transport sector 

including: access to education funding, high salary, government Regulations, relevance of 

training institutions, and location of the employer 

Finally, the PIVOTAL list of the transport SETA has been re-done and validated by the 8 
subsector executive officers, the methodology is thoroughly explained in the chapter and the 
resulting list has been presented in the template recommended by DHET as an annexure. 
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Chapter 4: Sector Partnerships  

4.1 Introduction 

 h   ch p       k             h   ff c          f     ’   x       partnerships, with particular 
emphasis on TVET colleges. The outcome of the collaboration with partners is to ensure that 
the supply of skills to the transport sector is responsive to the demand for skills by the sector. 
C      ly,     ’  p       h p  h    been structured into five typologies as follows:  

 Partnerships with TVET colleges 
 Partnerships with universities  
 Partnerships with Organs of the State  
 Partnerships with employer associations  
         h p  w  h   h   S   ’ .   

The chapter presents     ’  current partnership model. Secondly, it discusses existing and 
prospective (new) partnerships. Each section describes the nature of the partnership, citing the 
successes, challenges and strategies to mitigate identified challenges.  
 

a) Partnership Model 
 

    ’  m   l  p ll        p  c       wh ch MOU’             w  h    p c     p            
stakeholders with the objective to implement the objectives enshrined in the strategic plan. 
Each of the eight industry subsectors enters into systematic partnerships with TETA and the 
partnerships are informed by mutual relationships to address broader and sub sectoral skills 
development issues. The lifespan of the partnership has two pronged contractual tenures; a 
once- off agreement or a fixed three -year agreement, depending on the desired outcomes.  
Considering that TETA is a learning organisation, the Research and Knowledge Unit (R&K) 
developed a monitoring and evaluation mechanism to determine the effectiveness of the 
established partnerships. 

4.2  Existing partnerships 

I  p        f     ’  m                          c     mpl ym     h    h  k ll      l pm    
interventions as spelled out in the Annual Performance Plan (APP), TETA has contractual 
partnerships with private and public sector institutions within the transport sector. The primary 
purpose of the partnerships is to robustly champion the broader development of the transport 
  c   , p    c l  ly f c          k ll      l pm   .         ,  pp  x m   ly    MOU’  h    
been officially signed between TETA and divergent sector partners. The next few sections 
provide detailed analyses of the existing partnerships.  
 

a) Partnerships with TVET colleges 

The first strand of partnerships involves TVET colleges. TVET colleges are pioneers in the 
mitigation of the shortage of identified technical and vocational skills gaps. In redressing the 
skills gaps, the government recognised the importance of TVET colleges. Consequently, TETA 
has aligned its skills development ethos with the prescripts from the national government. The 
White paper for Post-School Education and T                h   “ here will be a concerted drive 
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to bring SETAs and TVET colleges together to plan, design, fund and deliver occupational 
programmes that address scarce skills needs” (DHET, 2013). These partnerships with TVET 
colleges are perceived by the government to be crucial to the development of occupationally- 
directed programmes which facilitate a greater linkage between industry skills needs and the 
skills supplied as these programmes are both theoretical and offer practical workplace learning.  
 
Currently, between 10 and 12 TVET colleges, spread across five provinces have been appointed 
as skills development implementing partners for TETA through a signed MOU.  With these TVET 
colleges, MOU’  h                    w  h   l      l         m l      xpl c  ly  p ll      . 
Inherent in the partnerships is that TETA provides financial support to the TVET colleges which 
in turn, facilitate learnership and internship opportunities for a myriad of skills development 
programmes targeting multiple beneficiaries. These partnerships have provided opportunities 
to an estimated 3363 learners for the period of 2 years (2017-18). The TVET colleges who were 
in the programme expressed overall satisfaction with the administrative support provided by 
TETA towards their programmes.  At the same time, they noted a number of challenges that 
have been encountered in the partnerships. Generally, the challenges include, lack of funding 
and infrastructure to roll out the “        F ll”  k ll    ch    m ch   c . Additionally, they noted 
that most of their trained learners have minimal job opportunities after the completion of their 
training.  
 
Table 22 lists some of the TVET colleges in partnership with TETA. The partnerships are with 
colleges spread over 5 provinces and for only three subsectors.   
   
Table 23: Partnerships with TVET colleges 

TVET College Primary objectives of TVET partnerships 

Buffalo City TVET College o Training of Assessors, moderators, and facilitators 
o Development and delivery of learning materials 
o Work Integrated learning 
o Lecturer capacity building 
o Artisan development 
o Collaboration on academic activities, skills development, 

and youth development 
o Development of occupational qualifications 
o Information sharing 

Flavius Mareka TVET College 

Gert Sibande TVET College 

Ingwe Technical Vocational Education 
Training College 

King Hintsa TVET College 

King Sabata Dalindyebo TVET College 

Mthashana TVET College 

Nkangala TVET College 

South West Gauteng TVET College 

Source: TETA (2018) 
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b) Partnerships with Universities 

TETA has established partnerships with a number of universities with the objective to enable 
previously disadvantaged learners (PDL) to pursue junior and higher level degrees in the 
transport sector. TETA specifically supports some students from the North West University. 
Underpinning the partnership is the plan to provide skills to approximately 150 PDL. It has been 
noted that a 70 percent absorption rate of students after completion has been attained in this 
programme. Some of the TETA funded beneficiaries have been employed to implement the 
Mahikeng Airport City Project that is spearheaded by the North West provincial government. In 
tandem, a sector responsive curriculum approach has been adopted by the North West 
University to fill in the gaps identified by the sector. This partnership provides pioneering 
lessons in terms of  h  c ll             w        ’                       partners. However, 
there is a low uptake of this opportunity by other previously disadvantaged universities which 
have been approached by TETA. The lack of specialised transport academic personnel and the 
bureaucratic posture of universities have been cited as the root cause for the challenges. 
Furthermore, employers posit that university graduates are preoccupied with theoretical as 
opposed to practical skills. This hampers graduates’ productivity and potential contribution to 
m     mpl y  ’   xp c     ns. In redressing these challenges, TETA should explore the 
feasibility of replicating the North West University model of partnership. 
 
Table 23 below presents the universities, and the primary objectives of the partnerships.  
 
Table 24: Partnerships with Universities   

Institution Primary objectives of University partnerships 

North West University o Collaborative research  development 
o Academic cooperation 
o Provision of  bursaries to address scarce and critical 

skills 
o Management and leadership development, 
o Small business development support 
o Science, engineering and technology support 
o Learner career guidance support  
o Centres of excellence 

University of Fort Hare 

Durban University of Technology 

University of Johannesburg 

University of Pretoria 

University of Venda 

Nelson Mandela Metropolitan 
University 

University of Limpopo 

University of KwaZulu-Natal 

Source: TETA (2018) 
 

c) Partnerships with Organs of State 

Cognisant of the Public-Private Partnerships endorsed by the government, TETA has partnered 
with different spheres of government in pursuit of effective and efficient implementation of 
skills development. These partnerships avail opportunities for skills development in the rural 
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areas with a linear focus on prev    ly                        l  ( DI’ ). F         c ,  h  
partnership between TETA and the Eastern Cape Office of the Premier has skilled 500 
   mpl y   y     p  pl  w  h            k ll ,   m ly,        ,       ’  l c     and other 
through a Working Integrated Learning (WIL) programme. Of the 500 learners, approximately 
350 have been employed. Despite this commendable situation, in some cases, the partnerships 
are yet to yield the desirable outcomes. According to the Transnet public official responsible for 
the artisan programme, there is a surplus of skills as most learners have not been employed. It 
was recommended that TETA considers funding a one year workplace exposure programme for 
learners who have completed their apprentice programme. This will enable them to acquire 
supplementary skills which will then enhance opportunities for employability.  
 

d) Partnerships with Employer associations  

Through the creation of employment opportunities, employers play a significant role in the 
transport sector and in building the South African economy in general. As a result, the 
employers demand employees with different skills to execute divergent duties and 
responsibilities in the companies. Consequently, TETA and a wide-ranging number of employer 
associations have signed MOUs for skills development purposes. The number of employer 
associations that have a relationship through an MOU with TETA are listed in Table 23 below. 
This collaboration ensures a structured platform between TETA and employer associations to 
deliberate and tailor programmes to address workplace skills challenges. In contrast, there is an 
observation that employers perceive the Work Integrated Learning (WIL) funding model solely 
as an income generating avenue. Inherent in the employer's perception, is that the quality of 
the skill transfer for new entrants is compromised. This leads to an oversupply of incompetent 
but trained learners who are then not absorbed by the market.  
 
Table 25: Partnerships with Employer associations  

Institution 
Primary objectives of Employer 
Association partnerships 

South African Transport and Allied Workers Union 
(SATAWU) 

o Support skills development and youth 
development in the transport sector 

o Transport sector qualification 
development 

o Learner placement 
o Facilitate and promote economic 

growth characterised by equity, 
competitiveness and decent 
employment 

o Identify and compile transport sector 
scares and critical skills list 

Motor Transport Workers Union ( MTWU) 

Professional Transport Workers Union (PTWU) 

Transport and Allied Workers Union (TAWUSA) 

Road Freight Employers Association (RFA) 

African Trucking Association (ATA) 

South Africa Owner Driver Empowerment 
Federation  (SAODEF) 

South African Express Parcel’s Association (SAEPA) 

Source: TETA (2018) 

 



45 
  

e) Partnerships with Other SETA’s 

TETA has recognised the need of establishing strategic partnerships with other SETAs as they 
have a shared interest towards addressing South Africa`s skills needs. TETA has partnered with 
the Local Government SETA, Agriculture SETA, Construction SETA, Food & Beverages SETA and 
Fiber Processing and Manufacturing SETA. The primary objectives of partnering with other 
SETAs include, learner certification, provider extension of scope, learning programme approval, 
moderating and verifying l       ’ achievements, assessors and moderators registering, 
promote consistency in QA system. The primary objectives of partnering with other SETAs 
include: learner certification, provider extension of scope, learning programme approval, 
moderating and verifying l       ’ achievements, assessors and moderators registering, and 
promote consistency in QA system. 
 

f) Successful Partnerships 

A number of successes in the context of partnerships have been noted. The partnership 
between TETA and North West University has been noted as the pioneering model which TETA 
should consider replicating henceforth. Overall, the partnerships achieved the following 
outputs, inter alia bursary funding dispensed to PDI students who were mostly and immediately 
absorbed within the transport sector after completing their studies. Furthermore, the nascent 
partnership between TETA and Setsotso municipality has successfully produced a 96% 
completion rate. The overarching outcome is that the partnership has increased employability 
chances for the PDI rural youth emanating from the Free State. Consequently, these 
partnerships have contributed towards the advancement of skills development and 
operat    l         ’          c        .  h   f   ,   c ll           pp   ch     k ll  
development as envisaged by the NSDS III is realised through these partnerships.  
 

g) Challenges experienced with Existing Partnerships 

    ’      c      have not been immune to challenges however. It is apparent that employers 
perceive the WIL programme as a means to access financial funding as opposed to confronting 
skills development challenges. Moreover, some of the levy paying companies are not 
responsive to the collaboration opportunities availed by TETA. This deprives the sector of an 
opportunity to effectively collaborate to address the identified challenges, inter alia, poor 
quality of the graduates produced, low absorption rate, gradual transformational agenda, poor 
innovation research and ill prepared work readiness graduates. For example, according to 
employers the quality of the produced graduates and learners does not meet their demand for 
skills. Some of the reasons provided are that the curriculum linearly pays additional attention to 
the delivery of theoretical concepts at the expense of practical knowledge. This hampers the 
 mpl y  ’  k            mpl y       tes. There is a need to develop a systematised and 
coordinated approach to rapidly address the cited challenges.   
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h) Strengthening of Partnerships 

In order to strengthen the existing partnerships, long term collaborations and profound 
discussions are essential to forge effective, beneficial and purposeful partnerships. TETA will 
develop a strategic partnership framework that will guide the establishment and expansion of 
partnerships in a more structured and coherent manner. The roles and responsibilities of each 
partner must be clearly defined in the MOU/SLA to ensure successful p       h p .     ’  
Monitoring and Evaluation Unit must annually evaluate the effectiveness and the relevance of 
these partnerships and use the findings to improve the partnerships. Working groups 
comprising of representatives from the SETAs, colleges and professional bodies must be 
established to facilitate the development and review of curricula, evaluation and upgrading of 
college facilities. 

4.3 New partnerships 
 

 xpl        w p       h p  h    w  p           f   , f    ly,      c           ’  f   p        its 
pursuit to achieve its core mandate. Secondly, it operationalises and strengthens the skills 
    l pm           f  h  p   p c     p       .    c ,     ’  c       d effort to expand 
partnerships is commendable.  Unsurprisingly, TETA is engaged in consultations with potential 
private and public partners at various levels in different geographical locations across South 
Africa. Below the chapter discusses emergent partnerships.  
 

a) Setsotso Municipality  

Recently, an MOU between TETA and Setsotso municipality has been established with the 
objective to stimulate economic opportunities for rural disadvantaged youth in the Free State. 
Considering the geographical limitations in rural communities, a contextually responsive 
curriculum focusing on health and safety policy guides was developed. Significantly, out of 150 
learners trained through the Learner Driving Learnership programme, a 96% completion rate 
was achieved.  The political championship emanating from the Office of the Mayor and a 
systematised monitoring approach during the implementation of the programme partly 
account for its success. 
  

b) Southern African Bus Operators Association (SABOA) 

The prolonged but collaborative discussions between TETA and SABOA has reached its mature 
stage. Presently, an MOU to officialise the partnership is underway. The partnership purports to 
coordinate collaboration in activities and/or interventions supporting skills development and 
youth development in the transport sector. The MOU refers to collaboration in (i) Impact 
Assessment and Tracer Studies, (ii) Transport Sector related Research Studies (iii) Recognition 
of Prior Learning, and (iv) Higher Education and Training (institutions) in cooperation with 
employers to address skills needs.  
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4.4  Conclusion 

This chapter provided an overview of the existing and prospective partnerships that TETA has 
undertaken with post- school education and training institutions, and public and private 
partners. These partnerships are guided by the strategic objectives in relation to the broader 
transport sector skills development. A number of successes in the context of partnerships have 
been noted, particularly the partnership between TETA and North West University, which is 
perceived to be the pioneering model which TETA should consider replicating henceforth. 
Nevertheless, there are a number of challenges, particularly with partnerships with employers. 
These challenges indicate the need to improve the planning and operational aspects of the 
partnerships to improve on achieving the partnership objectives.   
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Chapter 5 Skills Priority Actions 

5.1 Introduction 

In this chapter, the conclusions from the first four chapters are summarised.  As such, the 
conclusions are represented according to the various chapters. Once the various conclusions 
are discussed, this chapter then outlines key and strategic recommendations which are to be 
actioned by TETA. 

5.2 Findings from Previous Chapters 
 
Chapter 1 of the SSP explored a wide range of issues inter alia, the scope of the sector, key role 
players, economic performance of the sector, the profile of employers and employees. The 
sector contributes significantly to the economy w  h  h     l,      f    h           p        ’  
subsectors ranking highest in this regard. The taxi industry is represented by low levels of 
employment and this is where the majority of previously disadvantaged individuals are located, 
but underreporting in this sector should also be noted. There has been stagnation in the 
transport sector since 2012 with the sector showing no expansion in terms of contribution to 
 h  c     y’  GD . This is a reflection of the broader performance of the South African 
economy during this time. 

The review has also revealed very low rates of social transformation in the sector in the context 
of race, age or gender.  Data shows that the status quo has remained hardly changed in the 
past few years and this is demonstrated in the lack of expansion in employment to embrace 
disadvantaged populations. The percent of young and old people employed in the sector has 
remained nearly constant over the years. The concentration of employment of people with 
disabilities in one occupation (clerical support work) is an area of concern requiring some 
attention. At this point, the sector and TETA have limited knowledge about the different types 
of disabilities accommodated in the sector. The scope and coverage of the transport sector is 
important and calls for more support from the government for expansion to increase its 
production and employment capacity. 

Chapter 2 has discussed the key drivers of change that shape demand and supply of skills within 
the sector. It is clear that changes in the technological space are influencing consumer 
preferences thus shaping the direction of required skills in the market. The SETA needs to adapt 
its programmes to respond to changing technological demands. The review and update of 
current qualifications and skills intervention in technology-intensive subsectors such as 
maritime, aerospace and road freight with relevant technological specialisation is critical. It 
becomes pertinent that the SETA aligns its programmes with global technological trends 
especially in subsectors that compete internationally to ensure relevance to emerging trends.  
 
An aging workforce compels the sector to find innovative ways of integrating youth in the 
sector as a way of ensuring that the necessary skills are available to service future demands. 
Similarly, barriers of entry need to be broken in making the environment friendlier for youth. 
Skills development programmes need to be better aligned to employer demands to enable 
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youth entry to the sector. Transport careers also need to be packaged in a manner that attracts 
the youth. Most significantly, there needs to be innovative ways of enabling skills-transfer from 
the older workforce to the younger entrants to ensure that necessary skills and expertise are 
transferred to service future demands. Coaching and mentorship programmes may be a key 
vehicle in driving the transfer of skills and expertise to the younger workforce.   
 
Many sectors are moving towards greener practices as legislation gradually strengthens to 
signal a move to a greener economy.  There are numerous opportunities presented by a 
movement to a greener transport economy as highlighted by the findings from TETA`s greener 
economy study. TETA needs to promote a green transport economy in the sector and 
undertake high- and low-level skills training to ensure that the supply of skills within the sector 
progressively responds to current and future demands. Similarly, greater efforts should be 
channelled towards transforming sub-sectors that historically excluded black people. There are 
evident barriers in integrating historically disadvantaged groups especially in industries such as 
Aerospace and Forwarding and Clearing as echoed in focus group discussions. The SETA should 
direct more resources in breaking the barriers of exclusion as envisaged in transformational 
guidelines such as BBBEE.  

Chapter 3 quantified, listed and discussed hard-to-fill vacancies. It was found that the four most 
stated reasons are: (i) limited people with the appropriate qualifications, skills and knowledge, 
(ii) lack of adequate training and trainers available, (iii) highly technical environment, and (iv) 
lack of social diversity in the workplace. Added to this, interviews with the QCTO (Quality 
Council for Trades and Occupation) revealed challenges concerning course registration lead-
times. In particular, it was revealed that a course accreditation process can take a minimum of 
one year, making it difficult to respond to sector needs in time. Because of such delays in lead-
time the SETA will always trail behind in dynamically changing sector needs. The transport 
SETA, therefore, calls for a review of the QCTO course accreditation process with the aim to 
identify the possibility of expediting the process.  

The SETA should strongly consider programmes which aim at building the capacity of existing 
sector experts into trainers.  h        c      h  “l ck  f                      ” w                 
of the significant reasons for hard-to-fill vacancies in the transport sector. Lack of social 
diversity also came up as a significant reason for skills scarcity. Given that the sector (just like all 
other sectors in the country) is already obliged to comply with the requirement to SSP on Broad 
B     Bl ck  c   m c  mp w  m    (BBB  ) c    ,    w  l         h       p    S   ’       
interest to closely align its programmes to BBBEE targets and consider the possibility of 
integrating skills to the mandatory BBBEE codes. 

The WSP data shows that with respect to skills mismatch, the supply of skills far exceeds the 
demand for trained personnel. Further, it was noted that the current state of skills surplus has 
been going on for a number of years. Consequently, TETA needs to consider a systematic way 
to corroborate all programme information and not just to rely on data from mandatory grants 
(which comes through the WSP). The question of programme quality needs to be considered. A 
dedicated enquiry and review of skills programmes is necessary to gain a deeper understanding 
of quality issues with respect to the supply function. 
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Lastly, from the focus group discussions it emerged that stakeholders would like to see the 
       h       f  h        ch     h    c   . Sp c f c lly,  h y c ll   f     “p   c    ”  pp   ch 
towards a wider establishment and use of a common research agenda.  

Chapter 4 highlighted a number of successes in the context of partnerships. The partnership 
between TETA and the North West University was noted as a pioneering model which TETA 
should consider replicating with other institutions of higher learning. The partnership dispensed 
bursaries to PDI students who were consequently absorbed into the transport sector after 
completing their studies. Furthermore, the nascent partnership between TETA and Setsoto 
Local Municipality has successfully produced a 96% completion rate. An important outcome is 
that the partnership has increased employability chances for the PDI rural youth emanating 
from the Free State. Consequently, these partnerships have contributed towards the 
     c m     f  k ll      l pm         p        l         ’          c        .  h   f   ,   
collaborative approach to skills development as envisaged by the NSDS III is being realised 
through these partnerships.  
 
On the other hand,     ’  p       h p  have not been immune to challenges. It is apparent 
that employers perceive the WIL programme as a means to access financial funding as opposed 
to confronting skills development challenges encountered by the sector and the country at 
large.  Moreover, some of the levy paying companies are not responsive to the collaboration 
opportunities availed by TETA. This deprives the sector of an opportunity to effectively 
collaborate to address the challenges noted in the sector. For instance, challenges include, poor 
quality of the graduates produced, low absorption rate, gradual transformational agenda, poor 
innovation research and ill prepared work readiness graduates.  
 
Employers expressed concerns about the quality of graduates and learners, that they do not 
meet the level of skills for the sector. Reasons provided included, that the curriculum is too 
 h      c l     l ck     q     p  c  c l  xp     c .  h   h mp     h   mpl y   ’ k           
employ graduates and learners as new entrants. On the other hand, TVETs, colleges and 
universities continue to churn graduates who do not meet the demand of skills by employers. It 
is thus necessary to develop a systematic and coordinated approach to address the challenges.   
 

5.2 Recommended Actions 
The following recommendations are drawn from each of the chapters.   

a) Align TETA qualifications and skills programmes to the fourth industrial revolution 

Chapter 2 revealed that the transport sector is heavily influenced by innovation and 
technological advancements. The current technological environment impacts on the type of 
skills required by the labour market trends. It is widely accepted that new advancements in the 
technological space are shaping the direction of skills required in the global and domestic 
labour market…  h       p      c    l k  m  y   h     c         ff c     y   ch  l   c l 
changes which have resulted in the emergence of technology- based occupations which then 
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contributes to the delay in filling new and emerging vacancies. The current labour force is not 
equipped with the relevant skills. 

As a strategy TETA needs to: 
 

 engage industry employers to identify these new and emerging occupations 
 request the industry to release subject matter experts to develop new and 

responsive qualifications which are responsive to technological advancements 
 register the qualifications with the QCTO and then make them available for 

students to enrol 
 

b) Strengthening partnerships 

MOUs are used to formalise the relationship between TETA and public/private institutions. 
In addition, if there is a specific project, partners sign an agreement. S m   f     ’  
partnerships end without being operationalised, due to the expiry of MOUs. This is 
attributed to that fact that partnerships are currently viewed as a compliance issue as 
 pp     m ch    m  c    c l        ’     l  y    f lf l     m      . In addition, TETA has 
identified various weaknesses with existing partnerships, such as the calibre of graduates 
which are produced by training institutions and the low absorption rate of graduates by 
employers. To address these issues, the following is recommended: 

 MOUs should be need- driven as opposed to a compliance issue 
 Refining the objectives of the partnerships to respond to the specific needs of 

each partner 
 

c) Foster and Facilitate Industry/TVET college Partnerships for Improved teaching 
Infrastructure and Capacity at TVET College 

In chapter 3, it was found that there is diminishing relevance between curriculum used in TVET 
colleges and the needs of the transport sector. As also explained in chapter 3, this diminishing 
relevance is due to poor teaching infrastructure for technical and practical subjects such as 
Welding, Drilling etc. It was noted that equipment in TVET colleges is mostly outdated or at 
times non-existence at all. Added to poor infrastructure, is the issue of poor human capacity 
(skills to teach about the use of new technology) among teaching staff in TVET colleges, 
especially for practical components. As a result, there are many students who await long 
periods to gain access into WIL programmes offered by sector employers, intertwined with 
limited capacity among employers to absorb all students.  

5.3 Measures to Support National Strategies and Plans 
 

 In supporting NSDS III implementation, TETA will establish mechanisms for skills 
planning and research capacity through conducting research studies specifically directed 
towards improvement of skills development in the transport sector 
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 In support of SIPs initiatives, TETA through its partnership with recognised professional 
bodies will increase learner access to occupationally directed programmes through TVET 
colleges, HEI and other providers 

 TETA, through its maritime subsector, has funded Operation Phakisa’                ch    

Marine Transport and Manufacturing and Offshore Oil and Gas Exploration. Operation 
Phakisa is another mechanism which TETA has put in place to implement the National 
Development Plan. The ultimate goal of the project is to foster economic growth and 
create employment. It is a cross-sector programme where various stakeholders engage 
to implement initiatives and concrete actions to address constraints to delivery in a 
prioritised focused area for public accountability and transparency. 

5.4 Conclusion 
 

This chapter summarizes key findings of the chapters within the SSP. Furthermore, TETA has 
identified three priority actions, based on the findings of the SSP as well as national 
policies/strategies, which require intervention: establish a stakeholder engagement plan, align 
TETA qualifications and skills programmes to the fourth industrial revolution, and strengthening 
partnerships. Finally, this chapter identifies measures put in place to support national strategies 
and plans.    
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Introduction 

The sector skills plan (SSP) is updated annually and the Transport Education Training Authority 
(TETA) in collaboration with the Department of Higher Education and Training (DHET) have 
agreed on the use of a Continuous Improvement Plan (CIP) in the development of the SSP. This 
CIP has been developed in accordance with the DHET CIP format and It must also be noted 
that the 19/20 continuous improvement plan is a continuation of the 18/19 CIP matters, the 
current status of the CIP responds to the 18/19 CIP matters.  Furthermore, this final version of 
the CIP is a direct continuation of the feedback provided by DHET which stated that: 

“The CIP was attached in the submission and it is according to the prescribed structure. 
Progress made and action plan on each of the CIP matters was presented clearly.” 

 The purpose of this plan is to promote quality in the development of the SSP together with the 
use of strategic documents to guide sector skills planning. It is against this backdrop that the CIP 
is developed and updated annually in line with improvements implemented by TETA on 
enhancing the quality and credibility of the SSP. In an attempt to achieve this continuous SSP 
improvement, TETA has undertaken the following actions prior and during the update of the 
2019/20 SSP: 
 
- Operationalizing of the research strategy to produce at least 4 research pieces related to 

the strategy  
- The Strategic support office will further develop its partnership evaluation tool and 

appropriate partnership selection criteria 
- The SETA will improve its data sources by completing the 3 research pieces underway and 

being proactive in disseminating its knowledge base with broader research communities 
- The SETA will also improve its communication with SDF in order to improve accuracy of 

OFO reporting. This will be through attendance to sector events outside the TETA plan and 
    l pm     f “h w-to-      ” 

- The appointment of a new research chair w ll  mp      h  q  l  y  f     ’s research 
outputs and make the process of knowledge management easier 

- In ensuring alignment with national strategies and policy, the SETA will participate in 
intergovernmental initiatives much more proactively by taking on meaningful roles in 
discourse related to skills development 

- To enhance information sharing and research capacity in the organization, the SETA will be 
developing a reader-friendly SSP dashboard to solicit engagement by all SETA staff, as well 
as hosting regular research workshops internally 

- The SETA will contribute to career development by further enhancing its careers booklet to 
become more easier to read by secondary school learners 

- By proactively encouraging research institutions into SSP workshops, TETA will enhance SSP 
data 

 

 



  

10 Continuous Improvement Plan Matters 

CIP MATTER CURRENT STATUS PROGRESS MADE ACTION PLAN 

2.1 Research  Agenda 
and Strategy   

 

 TETA newly developed project plan 
and concept note for Research Agenda 
has been approved by the TETA board. 
The recommendation of the research 
strategy which was developed in 2015 
are now in implementation phase. The 
research agenda is one such 
recommendation. 

The research agenda has been 
produced and submitted as an 
annexure to the SSP  

- Operationalizing of the 
research strategy to produce 
at least 4 research pieces 
related to the strategy  
 

2.2 Collaboration with 
Universities, TVET 
colleges and other 
SETAs 

To measure the effectiveness, 
relevancy and impact of  existing 
partnerships, an evaluation was 
conducted  

New partnerships that are needed for 
the transport sector have been 
identified through the SSP stakeholder 
engagement workshops that took 
place in April/ May 2017 

- The organisational 
partnership management 
has now been allocated to 
central unit which is the 
strategic support office 

- All partnerships are well 
documented into a central 
database and are 
categorised accordingly by 
chamber and type 

- Each partnership is now well 
aligned with each strategic 
pillar of TETA 

- The strategic support office 
has developed an 
operations manual to 
manage the process of 
developing and maintaining 
a partnership, including 
mandatory reporting against 
the partnerships 

- Furthermore, the office has 

- The Strategic support office 
will further develop its 
partnership evaluation tool 

- The office will also develop 
an appropriate partnership 
selection criteria 
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produced its first version of 
a partnership evaluation 
tool 

2.3 Improving data 
sources 

Currently TETA mainly depends on the 
WSP/ATR data as the primary data 
source and the submission rate is  low 
and the current data is incomplete and 
inaccurate 

- TETA has commissioned 3 
research projects (on Sector 
profiling; Tracer study and 
Skills mismatch) 

- TETA has built a paperless 
 y   m    ‘c     l’          
data. The system is currently 
being piloted by the IT unit 

- The closer  role of the 
finance unit in the SSP 
process is having positive 
effect on updating company 
detail 

- Learner registration 
forms/templates have been 
reviewed and improved to 
include relevant information 

- The TETA management has 
allocated funds to find 
solutions to improve 
participation into the WSP 

- The 3 research projects are 
to be completed by 
December 2018 

- The research findings will be 
incorporated into and aligned 
with the next SSP 

- The R&KM unit will continue 
to host internal workshops 
on explaining the role, value, 
and use of the SSP – to 
encourage other units to 
contribute needed data for 
the SSP 

- There are plans to increase 
research production through 
an emerging research 
agenda. 

- TETA will also host a skills 
summit which will mainly 
include; employers, 
universities and other 
research institutions (LIMP) 
etc. 

2.4 Organizing 
Framework for 
Occupations (OFO) 
and Sector PIVOTAL 
skills list 

While the WSP dashboard provides the 
needed guidance for submission of 
correct codes; naming conversions of 
occupations and specialisations for 
each company is different. That is, 
companies can title the same 

- The new codes versions 
were immediately discussed 
in the latest SDF forums to 
assist SDFs in accurately 
capturing qualification and 
respective codes. 

- The SETA will pilot and 
implement the assessment 
tools developed 

- Newly developed 
occupational qualifications 
are to be rolled out for the 
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occupation differently even though the 
job descriptions would be identical. 
Furthermore, OFO code version 2015 
has now been changed to OFO codes 
version 2017.  
This situation leads to incorrect OFO 
code mapping during submission of 
WSP, and can in turn negatively affect 
planning.  

- TETA has a budget 
(allocated to ETQA) for the 
development of new 
occupational qualifications 

- TETA has a project to 
develop assessment tools 
for the various occupational 
qualifications underway 

- The SETA has already 
identified and appointed 
facilitators for the newly 
developed occupational 
qualifications 

  
 

first time in the current 
financial year. 

- The SETA plans to improve 
communication with the 
various SDFs regarding 
correct mapping of OFO 
codes to occupations, as an 
intervention, the SETA will 
explore other modes of 
communication outside the 
SDF fora 

- The SETA will also work on 
    l p      “h w-to-     ” 
for troubleshooting the 
correct OFO codes 

2.5 Developing 
mechanisms for 
Skills Planning and 
LMIP 

- LMIP provided a valuable data 
source for the compilation of the 
SSP research. The SSP relied 
considerably on LMIP data and 
research output 

- SS        y        f  h  S   ’  
annual plan. It has been used as a 
guide in determining the 
dissemination of skills funds, both 
mandatory and discretionary 
funds. Given that the SSP also 
determine the design and focus of 
the resulting interventions, it 
therefore also influences 
performance targets and thereby 
also performance plans. 

- TETA has reviewed the 
currently contract of the 
research chair based at 
University of Venda  Skills 
Development 

- TETA has published a 
research paper on the 
determinants of skills 
demand in the transport 
sector. Paper was accepted 
by a British and DHET-rated 
journal  

- Research produce by LMIP 
contributed to the following 
sections of the SSP: Chapter 
2 (Explanation of drivers skill 
development); Chapter 3 

- TETA appointed a new 
research chair on the 31st 
March 2018 to oversee 
research quality 

- The SETA will also co-fund 
relevant research projects 
with a number of universities 
including North West 
University, UJ, Western Cape 
University etc. 
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(definition of skills mismatch 
and factors affecting 
mismatch) 

-  

2.6 Alignment with 
Government 
Priorities 

The NSDS III is the guiding strategic 
document for all TETA strategic plans 
and priorities as well as other 
government programmes such as 
Transport 2050 strategy, the National 
Development Pan, the New Growth 
Path, IPAP 2, the Rural Development 
Strategy, and Environmental Strategy 

- The SETA has concluded a 
contract for phase two of 
 h  “Towards Green 
Economy within the 
Transport Sector” p  j c , 
which is aimed at 
implementing the 
recommendations of the 
phase 1 work. 

- TETA is also one of the 
SETAs championing and co-
funding the Operation 
Phakisa initiative 

- TETA has also been 
represented as a panel 
member at the latest Green 
Indaba Seminar, where 
different incubators and 
funders convene to discuss 
innovations in green 
economy. 

- TETA has been identified as 
a funder of a Centre for 
Artisan Specialisation based 
in Cape Town, a budget has 
been set aside for this 
project 

- The SETA is also a part of 
the National Skills Forum 

- The SETA will continue to 
p    c p    ‘m      f lly’    
various discourses related to 
innovations in green 
economy.  

- The SETA will continue to be 
involved in the following 
initiatives:  
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which is hosted by the 
department of Transport 

 

2.7 Research Capacity in 
the system 

TETA strategically plays a pivotal role in 
sector knowledge creation and 
management. Not only is area of work 
a direct mandate of the NSDS III, but is 
also an expectation by employers and 
a wider community of sector 
stakeholder. This said, the increasing 
expectation of knowledge production 
on the organisation is not without 
challenges.  

- The research practitioner 
position in the R&K unit has 
now been filled. 

- The training for 
management on 
fundamentals of research 
management  and use was 
provided 

- An SSP preparation 
workshop with participating 
chamber representatives 
was conducted 

- A new M&E unit manager 
has also been appointed 

- R&K has deepened its 
participation in the Skills 
Development Facilitator 
forums, and ETQA 
workshops nationally. This 
was to embed research and 
SSP process among key 
stakeholders. 

- Research skills development 
plans for individual R&K 
staff have been 
incorporated into individual 
development plans 

- After the final submission of 
the current SSP, a skills 
dashboard will be developed 
for ease of consumption by 
management 

- The R&K will host a number 
of workshops to launch its 
research policy 

-  
 
 
 

2.8 Career Advice TETA strategic goal 4 – “A post-school 
strategy for youth for further access 

- The career booklet was 
updated and printed. The 

 
- TETA will further improve the 
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System and work experience to improve 
employability” indicates how the SETA 
prioritizes career guidance. Two of the 
strategic goal outcomes are to 
“                p    S c    c      
guides/booklets with labour market 
  f  m     ”        “c  ch c      
guides experts and sector specialists 
   c            ”. C            c  
exhibitions have been conducted for 
learners and youth throughout the 
nine provinces. The focus is primarily 
on rural areas where the SETA does 
not have satellite offices.    
 

new booklet is much more 
reader-friendly and caters 
more for lower grade as 
opposed to university level 

- TETA has hosted 16 teacher 
training workshops on 
career development, 
improvement from 9 

- TETA feature in 70 career 
expos, which is an 
improvement of 22 from the 
previous year. 

readability of the career 
booklet 

- The SETA is also launching a 
“W  k-      C            l” 
to cater for all youth. This 
portal will link both the 
employers and job 

 
 

2.9 Role of Accounting 
Authority in the 
development of the 
SSP 

The core responsibility of the TETA 
Board is to review and sign-off a Sector 
Skills Plan as mandated by the Skills 
Development Act of 1998 as amended. 
TETA Board facilitates the delivery of 
sector-specific skills interventions that 
help to achieve the goals of the 
National Skills Development Strategy 
(NSDS) III 
Strategic Plans including the SSP are 
developed by the management of the 
Transport Education Training Authority 
(TETA) under the guidance of the TETA 
Board and the Department of Higher 
Education and Training and takes into 
account all the relevant policies, 
legislation and other mandates for 

- After the first submission of 
the SSP, the TETA has made 
it part of the process that 
presentations are made to 
all 8 transport chamber 
boards. Feedback from the 
boards is then included into 
following SSP. 

- Once the SSP is approved, 
the SETA disaggregates the 
data of the SSP into 
chamber-specific findings 
and recommendations 
which are then sent to 
respective chamber board 
members 

- In order to maximise internal 
participation into the 
development of the SSP, The 
SETA plans to establish an 
internal committee 
comprising of 
unit/department heads. The 
committee will meet 
regularly throughout the 
different stages of the SSP 
development to discuss 
progress  

 



  

CIP MATTER CURRENT STATUS PROGRESS MADE ACTION PLAN 

which TETA is responsible.   

2.10 Stakeholder 
Engagement in the 
preparation of the SSP 

Primary data sources such workshops 
and interviews were used to gather 
data according to the DHET SSP 
chapters. Workshops and focus group 
discussions with stakeholders and 
Interviews with key informants in the 
Sector were conducted in 8 Provinces.    
The data was mainly qualitative and 
indicators were sought to gather new 
data for SSP or to validate some of the 
data gathered through group 
discussions and in-depth interviews 
 

- In the current SSP, TETA 
added another province 
from the 8 provides covered 
last year. The 9th workshop 
for the Northern Cape 
province was held in 
Kimberly 

- From the previous year, 
participation into the SSP 
workshops has increase by 
349 from 283 

- Additional to the WSP 
questions, TETA had added 
additional research 
questions to the WSP tab. In 
this year, responses to these 
questions also increased by 
6% 

- Also notably, there is a 
significant increase of TVET 
college participation into 
the workshop, an increase 
of 6 from last year 

- In the next SSP, TETA aims to 
widen invitation to 
traditional universities and 
other research institutions 
playing a role in skills 
development 

- In order to reach a wider 
pool of stakeholders, it will 
be important that TETA 
extends its SSP feedback 
beyond the 9feedback 
workshops. As such the SETA 
will offer the copy of the final 
report to be posted on 
partner websites such as 
Universities and TVET 
colleges. 

 



  

Conclusion 

As highlighted in the document above, the findings and recommendation are as follows: 

The TETA SSP has been prepared in accordance with the provisions of the Skills Development 
Act (Act of 1998) and the SSP evaluation requirements of the Department of Higher Education 
and Training. However, in an attempt to develop a high level SSP there are certain Continuous 
Improvement Plan matters that needs to be addressed.    

Some of the CIP matters have been accomplished, although TETA is continuously working on 
strengthening and improving the SSP development process. Reference is made to matters such 
as:    

 The following are CIP matters that have not yet been accomplished. These will be 
addressed as per the action plans.  
 

o Improving data sources. 
o Develop mechanisms for skills planning and,  

Research capacity in the system. 
 

CHIEF EXECUTIVE OFFICER                   CHAIRPERSON: TETA BOARD 
                                                   
_________________________                                      _______________________ 
Mrs. Maphefo Anno-Frempong                                    Mr. Nomagcisa Tsipa-Sipoyo 

             Date: 01 August 2018                                                  Date: 01 August 2018 
 

 

 

 

 

 

 

 

 

 
 



  

 

ANNEXURE 2: PIVOTAL LIST 
 

 

 

 

 

 

 

 

 

 

 

 

 



  

ANNEXURE 3: Hard-To-Fill Vacancy List 
 

Aerospace 

Occupation Vacancies 

2017-653201 - Aircraft Maintenance Mechanic 11 

2017-315303 - Aeroplane Pilot 11 

2017-672101 - Avionics Mechanician 7 

2017-214403 - Aeronautical Engineer 5 

2017-432301 - Transport Clerk 5 

2017-653202 - Aircraft Structures Worker 4 

2017-121901 - Corporate General Manager 3 

2017-315305 - Helicopter Pilot 3 

2017-132107 - Quality Manager 2 

2017-432201 - Production Coordinator 2 

2017-315401 - Traffic Controller 2 

2017-121905 - Programme or Project Manager 2 

2017-411101 - General Clerk 2 

2017-121908 - Quality Systems Manager 2 

2017-541101 - Fire Fighter 2 

2017-511101 - Flight Attendant 2 

2017-214101 - Industrial Engineer 1 

2017-211201 – Meteorologist 1 

2017-132401 - Supply and Distribution Manager 1 

2017-216501 – Cartographer 1 

2017-333905 - Supply Chain Practitioner 1 

2017-226302 - Safety, Health, Environment and Quality (SHE&Q) Practitioner 1 

2017-431101 - Accounts Clerk 1 

2017-241107 - Financial Accountant 1 

2017-132407 - Airport or Harbour Manager 1 

2017-132402 - Logistics Manager 1 

2017-213203 - Forest Scientist 1 

2017-132404 - Warehouse Manager 1 

2017-334102 - Office Administrator 1 

2017-612902 - Game Farmer 1 

2017-422203 - Contact Centre Real Time Advisor 1 

2017-651301 - Sheet Metal Worker 1 

2017-214401 - Mechanical Engineer 1 

2017-653101 - Automotive Motor Mechanic 1 

2017-712201 – Electroplater 1 

2017-242101 - Management Consultant 1 



  

2017-541401 - Security Officer 1 

2017-251203 - Developer Programmer 1 

2017-651202 – Welder 1 

2017-311703 - Non-Destructive Testing Technician  (NDTT) 1 

2017-652301 - Metal Machinist 1 

2017-121202 - Business Training Manager 1 

2017-132102 - Manufacturing Operations Manager 1 

2017-653306 - Diesel Mechanic 1 

2017-312201 - Production / Operations Supervisor (Manufacturing) 1 

2017-121902 - Corporate Services Manager 1 

2017-662315 - Coating Machine Operator 1 

2017-315301 - Aircraft Navigator 1 

2017-733201 - Truck Driver (General) 1 

2017-121201 - Human Resource Manager 1 

2017-315304 - Flying Instructor 1 

 

Freight Forwarding And Clearing 

Occupation Vacancies 

2017-335402 - Import-export Administrator 22 

2017-333101 - Clearing and Forwarding Agent 22 

2017-333905 - Supply Chain Practitioner 8 

2017-132401 - Supply and Distribution Manager 8 

2017-432102 - Dispatching and Receiving Clerk / Officer 7 

2017-333903 - Sales Representative (Business Services) 7 

2017-411101 - General Clerk 6 

2017-335101 - Customs Officer 6 

2017-132402 - Logistics Manager 5 

2017-833301 - Freight Handler (Rail or Road) 4 

2017-122101 - Sales and Marketing Manager 3 

2017-431102 - Cost Clerk 3 

2017-132404 - Warehouse Manager 3 

2017-252301 - Computer Network and Systems 
Engineer 

3 

2017-441902 - Contract Administrator 2 

2017-142101 - Importer or Exporter 2 

2017-122105 - Customer Service Manager 2 

2017-122102 - Sales Manager 2 

2017-431101 - Accounts Clerk 2 

2017-121901 - Corporate General Manager 2 

2017-733201 - Truck Driver (General) 2 

2017-132403 - Road Transport Manager 2 



  

2017-734206 - Loader Operator 2 

2017-332201 - Commercial Sales Representative 2 

2017-121104 - Internal Audit Manager 2 

2017-334102 - Office Administrator 2 

2017-261101 – Attorney 1 

2017-522303 - Automotive Parts Salesperson 1 

2017-441201 – Courier 1 

2017-312201 - Production / Operations Supervisor 
(Manufacturing) 

1 

2017-711101 - Mining Operator 1 

2017-121202 - Business Training Manager 1 

2017-432201 - Production Coordinator 1 

2017-112101 - Director (Enterprise / Organisation) 1 

2017-243103 - Marketing Practitioner 1 

2017-216402 - Transport Analyst 1 

2017-653306 - Diesel Mechanic 1 

2017-241107 - Financial Accountant 1 

2017-133102 - ICT Project Manager 1 

2017-242102 - Organisation and Methods Analyst 1 

2017-311501 - Mechanical Engineering Technician 1 

2017-242210 - Business Administrator 1 

2017-432301 - Transport Clerk 1 

2017-121102 - Payroll Manager 1 

2017-441601 - Human Resources Clerk 1 

2017-242211 - Internal Auditor 1 

2017-441903 - Program or Project Administrators 1 

2017-413201 - Data Entry Operator 1 

2017-524903 - Sales Clerk / Officer 1 

2017-422202 - Outbound Contact Centre Consultant 1 

2017-671208 - Transportation Electrician 1 

2017-242215 - Fraud Examiner 1 

2017-252201 - Systems Administrator 1 

2017-242303 - Human Resource Advisor 1 

2017-734402 - Forklift Driver 1 

2017-432101 - Stock Clerk / Officer 1 

2017-861202 - Waste Material Sorter and Classifier 1 

2017-121902 - Corporate Services Manager 1 

2017-432104 - Warehouse Administrator / Clerk 1 

 

 

 



  

Freight Handling 

Occupation Vacancies 

2017-733201 - Truck Driver (General) 15 

2017-132401 - Supply and Distribution Manager 8 

2017-734402 - Forklift Driver 6 

2017-833301 - Freight Handler (Rail or Road) 6 

2017-333905 - Supply Chain Practitioner 5 

2017-653306 - Diesel Mechanic 5 

2017-671101 – Electrician 4 

2017-315201 - Ship`s Master 4 

2017-315202 - Ship`s Officer 4 

2017-833402 - Store Person 4 

2017-651202 – Welder 4 

2017-432201 - Production Coordinator 4 

2017-432301 - Transport Clerk 4 

2017-411101 - General Clerk 4 

2017-214101 - Industrial Engineer 3 

2017-862918 - Electrical or Telecommunications Trades Assistant 3 

2017-132402 - Logistics Manager 3 

2017-684101 – Diver 2 

2017-143907 – Dockmaster 2 

2017-134901 - Environmental Manager 2 

2017-312201 - Production / Operations Supervisor (Manufacturing) 2 

2017-121101 - Finance Manager 2 

2017-313401 - Gas or Petroleum Controller 2 

2017-718909 - Lighthouse Keeper 2 

2017-121201 - Human Resource Manager 2 

2017-134916 - Non Manufacturing Operations Foreman 2 

2017-332302 - Purchasing Officer 2 

2017-641201 – Bricklayer 2 

2017-651501 – Rigger 2 

2017-311501 - Mechanical Engineering Technician 2 

2017-132404 - Warehouse Manager 2 

2017-333101 - Clearing and Forwarding Agent 2 

2017-671202 – Millwright 2 

2017-335402 - Import-export Administrator 2 

2017-718907 - Weighbridge Operator 2 

2017-335915 - Transport Operations Inspector 2 

2017-734301 - Crane or Hoist Operator 2 

2017-112101 - Director (Enterprise / Organisation) 2 

2017-821102 – Irrigationist 2 



  

2017-413201 - Data Entry Operator 2 

2017-142101 - Importer or Exporter 2 

2017-432102 - Dispatching and Receiving Clerk / Officer 2 

2017-432104 - Warehouse Administrator / Clerk 2 

2017-732102 - Delivery Driver (Motorcycle) 1 

2017-332301 - Retail Buyer 1 

2017-252201 - Systems Administrator 1 

2017-431101 - Accounts Clerk 1 

2017-242101 - Management Consultant 1 

2017-431301 - Payroll Clerk 1 

2017-734206 - Loader Operator 1 

2017-432101 - Stock Clerk / Officer 1 

2017-671208 - Transportation Electrician 1 

2017-312103 - Engineering Supervisor 1 

2017-718905 - Engineering Production Systems Worker 1 

2017-862202 – Handyperson 1 

2017-721901 - Product Assembler 1 

2017-232131 - Adult Education Teacher 1 

2017-733211 - Remotely Operated Vehicle (ROV) Pilot 1 

2017-132201 - Mining Operations Manager 1 

2017-122101 - Sales and Marketing Manager 1 

2017-441501 - Filing or Registry Clerk 1 

2017-311904 - Manufacturing Technician 1 

2017-441601 - Human Resources Clerk 1 

2017-681103 – Butcher 1 

2017-441903 - Program or Project Administrators 1 

2017-684305 - Quality Controller (Manufacturing) 1 

2017-241102 - Management Accountant 1 

2017-718906 - Bulk Materials Handling Plant Operator 1 

2017-642601 – Plumber 1 

2017-242209 - Accounting Officer 1 

2017-642701 - Air-conditioning and Refrigeration Mechanic 1 

2017-732101 - Delivery Driver 1 

2017-313916 - Manufacturing Production Technicians 1 

2017-132405 - Fleet Manager 1 

2017-651302 - Boiler Maker 1 

2017-734101 - Agricultural Mobile Plant (Equipment) Operator 1 

2017-241106 - Accountant in Practice 1 

2017-333903 - Sales Representative (Business Services) 1 

2017-652301 - Metal Machinist 1 

2017-243102 - Market Research Analyst 1 



  

2017-121901 - Corporate General Manager 1 

2017-216402 - Transport Analyst 1 

2017-321301 - Pharmacy Technician 1 

2017-331302 - Accounting Technician 1 

2017-142103 - Retail General Manager 1 

2017-132102 - Manufacturing Operations Manager 1 

 

Maritime 

Occupation Vacancies 

2017-821601 - Fishing Hand 55 

2017-622201 - Skipper (Fishing Boat) 55 

2017-315202 - Ship`s Officer 15 

2017-315205 - Boat Driver / Coxswain 14 

2017-121908 - Quality Systems Manager 7 

2017-832906 - Glass Processing Worker 7 

2017-735101 - Deck Hand 6 

2017-122101 - Sales and Marketing Manager 4 

2017-684101 – Diver 3 

2017-315101 - Marine Engineer 3 

2017-214405 - Marine Engineer 2 

2017-718201 - Boiler or Engine Operator 2 

2017-121901 - Corporate General Manager 2 

2017-231101 - University Lecturer 2 

2017-132402 - Logistics Manager 2 

2017-411101 - General Clerk 2 

2017-311501 - Mechanical Engineering Technician 2 

2017-333101 - Clearing and Forwarding Agent 2 

2017-681104 – Fishmonger 1 

2017-832103 - Fish or Seafood Packer 1 

2017-315201 - Ship`s Master 1 

2017-325702 - Marine Safety Officer 1 

2017-653101 - Automotive Motor Mechanic 1 

2017-242210 - Business Administrator 1 

2017-134201 - Medical Superintendent 1 

2017-121101 - Finance Manager 1 

2017-132104 - Engineering Manager 1 

2017-334103 - Call Centre Team Leader 1 

2017-312201 - Production / Operations Supervisor (Manufacturing) 1 

2017-335402 - Import-export Administrator 1 

2017-653301 - Industrial Machinery Mechanic 1 

2017-132404 - Warehouse Manager 1 



  

2017-681502 - Food Taster / Grader 1 

2017-432101 - Stock Clerk / Officer 1 

2017-716118 - Food and Beverage Process Operator 1 

2017-432102 - Dispatching and Receiving Clerk / Officer 1 

2017-734402 - Forklift Driver 1 

2017-432301 - Transport Clerk 1 

2017-315203 - Ship`s Surveyor 1 

2017-441601 - Human Resources Clerk 1 

2017-132403 - Road Transport Manager 1 

2017-522301 - Sales Assistant (General) 1 

2017-333903 - Sales Representative (Business Services) 1 

 

Rail 

Occupation Vacancies 

2017-311301 - Electrical Engineering Technician 7 

2017-731201 - Railway Signal Operator 6 

2017-671101 – Electrician 5 

2017-731101 - Train Driver 5 

2017-215101 - Electrical Engineer 4 

2017-214101 - Industrial Engineer 3 

2017-651202 – Welder 3 

2017-214201 - Civil Engineer 2 

2017-653303 - Mechanical Fitter 2 

2017-684905 - Vehicle Body Builder 2 

2017-671202 – Millwright 2 

2017-132301 - Construction Project Manager 2 

2017-132401 - Supply and Distribution Manager 2 

2017-215201 - Electronics Engineer 2 

2017-833301 - Freight Handler (Rail or Road) 2 

2017-311201 - Civil Engineering Technician 2 

2017-862918 - Electrical or Telecommunications Trades Assistant 2 

2017-733201 - Truck Driver (General) 1 

2017-671207 - Armature Winder 1 

2017-653304 - Diesel Fitter 1 

2017-132104 - Engineering Manager 1 

2017-133101 - Chief Information Officer 1 

2017-311203 - Town Planning Technician 1 

2017-652302 - Fitter and Turner 1 

2017-121904 - Contract Manager 1 

2017-214603 - Metallurgical Engineer 1 

2017-311401 - Electronic Engineering Technician 1 



  

2017-672201 - Data and Telecommunications Cabler 1 

2017-311501 - Mechanical Engineering Technician 1 

2017-242209 - Accounting Officer 1 

2017-311704 - Geophysical Technician 1 

2017-242210 - Business Administrator 1 

2017-311801 - Draughtsperson 1 

2017-214402 - Mechanical Engineering Technologist 1 

2017-862202 – Handyperson 1 

2017-653306 - Diesel Mechanic 1 

2017-121203 - Compensation and Benefits Manager 1 

2017-121905 - Programme or Project Manager 1 

2017-334102 - Office Administrator 1 

2017-671301 - Electrical Line Mechanic 1 

2017-335915 - Transport Operations Inspector 1 

2017-672205 - Telecommunications Technician 1 

2017-642501 – Glazier 1 

2017-241102 - Management Accountant 1 

2017-642601 – Plumber 1 

2017-731202 - Train Controller 1 

2017-214401 - Mechanical Engineer 1 

2017-734402 - Forklift Driver 1 

2017-651301 - Sheet Metal Worker 1 

2017-242211 - Internal Auditor 1 

2017-651502 - Cable and Rope Splicer 1 

2017-311905 - Industrial Engineering Technician 1 

2017-331501 – Valuer 1 

 

Road Freight 

Occupation Vacancies 

2017-733201 - Truck Driver (General) 110 

2017-653306 - Diesel Mechanic 28 

2017-833301 - Freight Handler (Rail or Road) 14 

2017-132405 - Fleet Manager 13 

2017-732101 - Delivery Driver 12 

2017-733204 - Tanker Driver 10 

2017-132402 - Logistics Manager 10 

2017-333905 - Supply Chain Practitioner 10 

2017-132401 - Supply and Distribution Manager 9 

2017-132404 - Warehouse Manager 7 

2017-522301 - Sales Assistant (General) 7 

2017-734402 - Forklift Driver 7 



  

2017-121901 - Corporate General Manager 5 

2017-121904 - Contract Manager 5 

2017-411101 - General Clerk 5 

2017-312201 - Production / Operations Supervisor (Manufacturing) 4 

2017-121206 - Health and Safety Manager 4 

2017-651202 – Welder 4 

2017-432301 - Transport Clerk 4 

2017-862202 – Handyperson 4 

2017-121101 - Finance Manager 3 

2017-734201 - Earthmoving Plant Operator (General) 3 

2017-653101 - Automotive Motor Mechanic 3 

2017-214401 - Mechanical Engineer 3 

2017-122101 - Sales and Marketing Manager 3 

2017-241107 - Financial Accountant 3 

2017-524903 - Sales Clerk / Officer 3 

2017-311501 - Mechanical Engineering Technician 3 

2017-732204 - Oversize Load Pilot / Escort 3 

2017-132403 - Road Transport Manager 3 

2017-333101 - Clearing and Forwarding Agent 3 

2017-335915 - Transport Operations Inspector 3 

2017-241101 - General Accountant 2 

2017-516501 - Driving Instructor 2 

2017-335402 - Import-export Administrator 2 

2017-242303 - Human Resource Advisor 2 

2017-226302 - Safety, Health, Environment and Quality (SHE&Q) 
Practitioner 

2 

2017-251201 - Software Developer 2 

2017-733203 - Furniture Removalist 2 

2017-252201 - Systems Administrator 2 

2017-132301 - Construction Project Manager 2 

2017-142103 - Retail General Manager 2 

2017-132102 - Manufacturing Operations Manager 2 

2017-312301 - Building Associate 2 

2017-121201 - Human Resource Manager 2 

2017-333903 - Sales Representative (Business Services) 2 

2017-134915 - Non Manufacturing Operations Manager 2 

2017-112101 - Director (Enterprise / Organisation) 2 

2017-134916 - Non Manufacturing Operations Foreman 2 

2017-216402 - Transport Analyst 2 

2017-422601 - Receptionist (General) 2 

2017-651501 – Rigger 1 

2017-214101 - Industrial Engineer 1 



  

2017-716111 - Meat Processing Machine Operator 1 

2017-243402 - ICT Business Development Manager 1 

2017-532901 - First Aid Attendant 1 

2017-242209 - Accounting Officer 1 

2017-313301 - Chemical Plant Controller 1 

2017-734301 - Crane or Hoist Operator 1 

2017-331302 - Accounting Technician 1 

2017-214502 - Chemical Engineering Technologist 1 

2017-524401 - Call Centre Salesperson 1 

2017-242402 - Occupational Instructor  1 

2017-133101 - Chief Information Officer 1 

2017-862919 - Mechanic Trade Assistant 1 

2017-653109 - Automotive Engine Mechanic 1 

2017-335101 - Customs Officer 1 

2017-711404 - Cement Production Plant Operator 1 

2017-311201 - Civil Engineering Technician 1 

2017-313913 - Chemical Waste Controller 1 

2017-142101 - Importer or Exporter 1 

2017-733211 - Remotely Operated Vehicle (ROV) Pilot 1 

2017-351301 - Computer Network Technician 1 

2017-734214 - Dump Truck Operator 1 

2017-214201 - Civil Engineer 1 

2017-222116 - Nurse Manager 1 

2017-413201 - Data Entry Operator 1 

2017-541904 - Armoured Car Escort 1 

2017-422102 - Travel Consultant 1 

2017-651302 - Boiler Maker 1 

2017-422206 - Call or Contact Centre Agent 1 

2017-243103 - Marketing Practitioner 1 

2017-241204 - Financial Markets Practitioner 1 

2017-653302 - Mechanical Equipment Repairer 1 

2017-432102 - Dispatching and Receiving Clerk / Officer 1 

2017-653309 - Forklift Mechanic 1 

2017-432201 - Production Coordinator 1 

2017-712101 - Metal Processing Plant Operator 1 

2017-121102 - Payroll Manager 1 

2017-134904 - Office Manager 1 

2017-441201 – Courier 1 

2017-321301 - Pharmacy Technician 1 

2017-441601 - Human Resources Clerk 1 

2017-331505 - Vehicle Damage Quantifier 1 



  

2017-243102 - Market Research Analyst 1 

2017-734102 - Logging Plant Operator 1 

2017-312202 - Maintenance Planner 1 

2017-734206 - Loader Operator 1 

2017-523103 - Ticket Seller 1 

2017-214402 - Mechanical Engineering Technologist 1 

2017-524201 - Sales Demonstrator 1 

2017-333910 - Business Support Coordinator 1 

2017-861101 - Recycling or Rubbish Collector 1 

2017-334101 - Office Supervisor 1 

2017-862914 - Sheltered Workshop Worker 1 

2017-334102 - Office Administrator 1 

2017-122102 - Sales Manager 1 

2017-334302 - Personal Assistant 1 

 

Road passenger 

Occupation Vacancies 

2017-733101 - Bus Driver 19 

2017-733103 - Passenger Coach Driver 16 

2017-653306 - Diesel Mechanic 16 

2017-684905 - Vehicle Body Builder 7 

2017-721101 - Machinery Assembler 5 

2017-432102 - Dispatching and Receiving Clerk / Officer 4 

2017-643202 - Vehicle Painter 4 

2017-121101 - Finance Manager 3 

2017-214401 - Mechanical Engineer 3 

2017-523102 - Office Cashier 2 

2017-862919 - Mechanic Trade Assistant 2 

2017-335915 - Transport Operations Inspector 2 

2017-653101 - Automotive Motor Mechanic 2 

2017-411101 - General Clerk 2 

2017-132403 - Road Transport Manager 2 

2017-733201 - Truck Driver (General) 2 

2017-671101 – Electrician 2 

2017-671208 - Transportation Electrician 2 

2017-432201 - Production Coordinator 2 

2017-671203 - Mechatronics Technician 1 

2017-312201 - Production / Operations Supervisor (Manufacturing) 1 

2017-251201 - Software Developer 1 

2017-351301 - Computer Network Technician 1 

2017-862920 - Railways Assistant 1 



  

2017-132104 - Engineering Manager 1 

2017-671301 - Electrical Line Mechanic 1 

2017-112101 - Director (Enterprise / Organisation) 1 

2017-732101 - Delivery Driver 1 

2017-111202 - General Manager Public Service 1 

2017-862918 - Electrical or Telecommunications Trades Assistant 1 

2017-432301 - Transport Clerk 1 

2017-121902 - Corporate Services Manager 1 

2017-441502 - Office Machine Operator 1 

2017-242207 - Compliance Officer 1 

2017-515104 - Cleaning Practitioner 1 

2017-251101 - ICT Systems Analyst 1 

2017-516501 - Driving Instructor 1 

2017-721901 - Product Assembler 1 

2017-132405 - Fleet Manager 1 

2017-262202 - Information Services Manager 1 

2017-532904 - Personal Care Assistant 1 

2017-325705 - Safety Inspector 1 

2017-121901 - Corporate General Manager 1 

2017-333908 - Marketing Coordinator 1 

2017-214904 - Quantity Surveyor 1 

2017-862926 - Ticket Collector 1 

2017-226302 - Safety, Health, Environment and Quality (SHE&Q) 
Practitioner 

1 

2017-242203 - Company Secretary 1 

 

Taxi 

Occupation Vacancies 

2017-732202 - Taxi Driver 2 

2017-732201 – Chauffeur 1 

2017-242402 - Occupational Instructor  1 

2017-331501 – Valuer 1 

 

 

 

 

 

 



  

 

 

  

 



  

 


