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Executive summary: Nationai Skills Survey 2003

Introduction

The HSRC was contracted by the Department of Labour to conduct a survey of enterprise
tralning across all sectors of the Sauth African economy in 2003. This survey, named the
National Skills Survey (NSS), was conducted three years after a “Baseline Survey of
industrial Training in South Africa” was completed in October 2000,

The aim of the NSS 2003 was to assess the overall impact of the National Skifls
Development Strategy and the impact of the lavy-grant scheme on skilis training in South
 Africa, in large, medium, and small enterprises. In doing &0, the research wag expected 1o
- revesl training patterns at the lavel of the Sactor Education and Training Authorities (SETAs)
.. 'which are ‘understood to be key intermediary structures that must through various means
~ coordinate, regulate and incentivise training In South African workplaces.

+| ' \MS™ORTANT.NOTE TO THE READER: Analysis of the data from the NS8 2003 was undertaken.
“using two sntermprize size categories: - - ' '
_a. Ghapter 3 usas the following size categories: small (11-49), medium (50-149) and large
| (4304) which are based on the Indicators of the National Siilis Development Y
b, Chapters 4 & 5 uze the following size catagories: amali(11.50), medium (51-100) and large
| (1004) for the purpose of analyzing the entire dataset obtained for the N8S 2003,
- Al analysis In this report which cites data refers to tha (b) size category except for Chapter 3

Training rate - '
A training rate is a key measure of the distribution of access to training among employed
workers.

+ In the NSS 2003, the training rate among permanent employees in private enterprises
. calculated, was located on a continuum between 24% and 41%.

.« This treining rate eompares favourably with comparative data for the OECD countries.
South Africa's training rate measure is similar to that achieved by southern European
countries such as Spain and taly, but Is tower than the Nordic courtries, France and the
Unitad Kingdom. '

NOTE: Further refersnces to training rate calculstions are based on the 24% training rate.
This is because complete disaggregated data by enterprise size, SETA, and occupational
code is avallable for the purposs of detalled analysis based on Questions 3.3 and 3.4 in the

aquestionnaire

. » The training rate for non-permanent employees (eg: part time) was less than half the
training rate for permanent employees. This indicates that employers strongly prioritise
training of parmanent employees

» The training rate among joint venture (28%) and foreign (34%) entarpriges was higher

than that of South African enterprises at 24%, though foreign and joint venture
anterprises are unevenly distributed across economic sectors.

& Department of Labour/EUMHSRC it




« Training rates varied significantly between Sector Education and Training Authorities
(SETA) from the highest, mining (59%) to the fowest, health and welfare (10%). The
“broad services sector had the highest training rates (eg: financial services (37%) and
other servicas (40%))

= Training rates across ogcupational codes were highest for service and sales workers
- (32%) and lowest for professionals (17%). Of concern were the low training rates
recorded for technicians (19%) and craft and skilled tracdes workers (23%). There was
variation in training rates within occupational categories according to race. In two
Instances, much higher than average training rates were recorded for African employees:
- African managers (36%) with nexi highest, white managers (24%);, and African
‘ olamontary workers (28%) with next highest, CDqurad alemantary workers (14%).

Training access and equity

Given the history of raclal diserimination in South African society there are substantial equity
challenges to be addressed with respect to training access and its probablu influence upon
future employment and career opporlunitlas

» Tralning rates by gender revealed significant dispanty between mala {27%) and famale
(21%) workers. The gender disparity in training rates was widest in large enterprises
{20% famaie to 28% male).

» Training rates by race showed that African workers on ‘average recalved mora training

(26%) than colourad (23%) or white (24%) workers, Indian workers received the lowest

levels of training access (18%). Higher training rates for African workers suggested that

provision of training access in South Africa is beginning to work in favour of former

disadvantaged groups, In particular, African workars In the insurance (27%), servicas

- {48%) and transport (31%) SETAs also had significantly higher levels of access to
. training than other raciat groups.

«  The training rate for disabled employees was roughly ona-third of the training rate for -

permanent employees.

- Expenditure on training

.Expenditure on training is a key measure of the level at which enterprises are willing to invest
_in akills development among their employees. In South Afrlca, expenditurd on training within
" {he-ambit of the levy-grant schame is an irnportant indicator of the extent to.which enterprises
have bought info the scheme.

= Average training expenditure per trained empioyee was R3 691 for ZOOZIOE The average
training expenditure capita was R1 613. The potential average rebate per capita based
on an anti¢ipated maximum disbursement of 50% of the 1% of payroll levy was calcuiated
to ba R 388, This means that enterprises on average contributed R1 213 per capita, from
their own funds towards employee training. In other words the financial contribution of
private enterprises was, on average, three times the value of the reimbursement,

. Expanditure on training diffared according to a.ntar-prlse size, with small enterprises
axpending R1 070, medium sized R1 025 and large enterprises R1 864 per employse.

. The average expenditure as a percentage of payroll across all enterprises was 2%.
Investment in training also differed considerably at the SETA level, with the mining sector
showing the highest average expenditure on training as a percentage of payrell at 4.9%
followsd by transport (2.7%), tourism and hosphality (2.8%) and health and welfare
(2.6%).
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-« A significant proportion of enterprises {64%) indicated the intention to increase their .

- tralning expenditure in 2003/04. This is encouraging since it reflects stebility in the
proportion of snterprises-expressing the Intention to increase training over the previous
pericd of 2002/03, which stood at 60%.

Training delivery modes

. The pattern of invoivement In training types clearly favoured the more formal and
structured modes of training (eg: courses presented in-house or by an exteral agency,
skills programmes) rather than informal modes (eg: on-the-job training and mentoring).
Howaver, in the energy and manufacturing sectors, much higher tevels of or-the-job
{raining ware racorded than in other sectors.

» Growth in the Leamership system depends on the orientation of sactor skills plans,
available funds, and employer interest. The latter aspect is least within the control of the
SETAs, but Is crucial for the success of the Leamaership system. Therefore, the intention
of employsrs 1o initiate leamers Is critically important. in 2003, 50% of employers
expected to initiate leamerships for current empioyses, while 30% expecled o initiate
laamerships for new employees the following year. The energy, insurance and secondary
agriculture sectors reflacted the highest level of intentions to initiste Learnerships for
current smployees, while the intentions to initiate Leamerships for new employaas were

" “strongest in the police and security, financial, and energy sectors.

- In most sectors, smployees participated 1o a greater extent in registered Apprenticeships

_ than’'in Learnerships. The only exceptions ware the financisl services and police &

sacurity sactors, However, these proportions are quickly changing as more Learnerships
are being registered.

Tralning to standards :

Training standards are a useful mechanism for enterprises to ensure quality of human
resources, harmonise skills with intemnational practice, and formalize employea
competencies, In 2002/03, 12% of those employees engaged in tralning did so according to
Jlocal or International standards. More employees were trained according to Scuth African
‘standarde than international standards. The share of amployees rained to SAQA/NQF
.standerds was 4%. The education (42%) and financial services sectors (42%) had the
highest proportions of employees training according to standards.

High performance workplaces '
What constitutes training has in recent years ancompassed a broad range of activities that
may be referred to as ‘human resources development' practises. A number of these
practicas ara grouped with ‘high performance work practices’, a ‘basket’ of human resource
- activities may be assambled to raise levels of employse productivity and involvement.

South African enterprises did report some use of practicas such as the 'annual parformance
review' and ‘teamworking’. Howaver, very low levels of buy-in to practices characteristic of
. he_high performance work practice model (eg: quality circles, self diracted teams) were
‘@évident. Incentive-based practices (eg: profit sharng, group compensstion) were
..implemented to an even lasser extent. The low take-up of such practices must be understood
‘against the historical background of strong hisrarchies and low levels of trust in many South
African workplaces. ' '

Skilis neeads

« Tumover '

In 2002/02 12% of workers left their jobs, Employes tumover has a complex relationship with
skills needs and the inclination of enterprises to train. The biggest factors causing turnover
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were given as 'loss of employees to other establishments’, followed by 'loss of employees
through illness’. Higher than average levels of loss on account of illness wera registerad in

the fzestry, chemicals and mining sectors which may reflect the impact of HIV/AIDS on the
workforce.

= Stralegies for meeting skills needs/shortages :
Enterprises indicated that they would emphasise the improved retention of employees, which
is imporant since this implies an approach oriented towards sustaining human resources
rather than replacing them, Within this orientation, training must figure strongly to ensure that
the skills of workers with lengthening tenure are updated, and as a condition of service that is
sufficiently attractive to employeas to induce them to stay on,

Skilis underdeveloped or lacking

Remarkably, respondenfs did not identify any ekifl area as particularly severaly
underdaveloped or lacking. The most prominent area was on the naed for ‘IT professional
skills’ followad by ‘general | T user skills’. This implies that specifictechnical and general IT
skills are underdeveloped within the professional occupations, and general IT skils are
viewed as Iacking across occupational categories, ‘ ‘

The next most prominent skills considered io be underdeveloped or lacking were
“‘eommunication skills' which have ganeric application, and ‘management skilis’ which may be
occupation specific in more hierarchical arganisations, or may be mors generic in enterprises
with & flattened organisational shape. These results suggest that there 18 relatively strong
Interest in ‘soft’ skilis among employers.

At the SETA level, litaracy skills were identified ws underdeveloped or lacking in the primary
agriculture, food and beverage, and forestry sectors. Overall, the primary agricufiure and
forestry sactors reglstered the widest range df skills as underdeveloped or lacking.

Occupations needing skills upgrading . .

The occupation identified as most neading skills upgrading in 2002/03 was: ‘agricultural and
‘fishary workers'. This occupation is to a great extent associated with primary economic
activities (agriculture, fishing and forestry). The skills needs for this category corroborate

“other-data to the affect that literacy and other skills are underdeveloped or iacking in the

" agricilture and forestry sectors. It must be observed that while this occupational category is

~ deamed as having the. highast need, in the same year it had the 3™ lowest training rate. This.
-'suggests that skills upgrading needs identified in this occupational group. were not matchad

" _by-the supply of tralning -opportunities. However, tha lag between peroeived need/demand.

“and supply s 1o b expected, and it is the agility of enterprise response thet will be of
" interest. . ' '

Factors causing Increases in the propensity to train in the 2003/04 year

The atrongest influence on intentions to increase training was the need to improve ‘quality
‘standards and achieve customer sarvice objectives’ which corroborated the high tralning
rates observed for the ‘service and sales worker” occupational category observed sarliar,

- Another strong driver of the intention to increase training was the setting of ‘productivity
targets’ which suggests that enterprises are buying into the idea that there I8 & potential link
‘between training and incraasad productivity.

Ingreases in demand for products and services was the third highest factor cited as a reason
for increasing training.
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Tralning infrastructure

» Strategic training documents

There are several key documents assoclated with rational and transparent enterprise
planning for training activities, The proportion of enterprises reported 1o be in possession of
these documents was as follows; a business. plan (52%), a Workplace Skills Plan (50%), a
specific budget for training (37%) and training records (54%). Medium and large enterprisas
reported much higher levels of possession of the documents in question than small
. enterprises. Significantly, 44% of small enterprises kept iraining records, though only 38%
- had workplace skills plans, which suggests that a proportion of small anterprises were
 fmonitoring and recording training outside of the requirements of -the formal skills-levy
process, o

» Person or structure responsible for training

Across all enterprises, 57% had either a training manager or a tralning facllitator responsible

for training and 14% had a training committee. This suggests that training related

rasponsibilities were aliocated in 7 cut of 10 enterprises. However, 20% of enterprizes did
- not have any person or group responsible for training. This situation was most pronounced

among small enterprises whara about one third had nobody responeibla for training.

« Composition of the training committee :

' The composition of training committees influances the extent to which amployses can make
inputs about the training they receive. Trainlng commitiees composad from management
alone (43%) were most in evidence in small enterprises, Large enterprises had the lowest

. proportion of management only training committees and the highest proportion of training

‘commitiess comprising both management and union representatives (44%).

Involvement in the NSDS

The intention of the National Skills Development Strategy is to improve the levels and
broaden the distribution of skills in the South African workforce. It can enly do so fo the
extent to which enterprises participate in the various facats of the sirategy. Key sniry points
are the extent fo which enterprises register, pay levies and claim grants.

» Registration of establishments with SETAs

The participation rate was very strong in the large’ establishment size category, with over
nine in every ten establishments registered, bul this dropped off 1o 56% for small
establishments. There were sharp differences in registration between SETAs, from a high In

the financial services sector (93%) 10 & relative low in the health and welfare sector (44%). |

Though enterprises should be registered, reducing the number of astablishments not
‘registered is Important = otherwige the levy-grant system will be operating as an additional
tax' that does not. have a demcnstrable impact on establishment training bshaviour. Of
. ‘concem was that nearly 10% of enterprises indicated that they were '.un“nuri' of whether they
-were. registered or not. This suggests the need for clear communication batweean SETAs and
‘anterprises. ‘ C '

« Estabkshments clalming grants '

Establishments claimed grants as follows: smalt 27%, medium 59% and large 83%, with an
average of 39% overall, This means thal there were strong size effects on participation in the
acheme. Furthermore, there ware strong SETA related differences in the proportions of
anterprises claiming grants, ranging from financial services where 76% claimed, to chemicals
‘where 24% claimed. : :

+ Establishments not claiming grants o

The reasons given by enterprises for not claiming grants are important for understanding
_how o increase participation. There are two reasons that draw attention to how the SETAs
communicate with prospactive members. One in four respondents indicated that they ‘do not
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know about them' and nearly one In five respondents indicated that the grant applications
warta oo complicated. Improved SETA performance in these dimensions should increase the
lavels of participation.

Also important are the perceived costs and benefits of participation In the grant scheme from
the view of enterprises. One in ten respondents indicated that they 'do not have time' to
‘complets the applications, and 23% declared that making applications was, in their view, not
worth the effort financially. - S

The reasons-given for not claiming grants were not strongly affected by enterprise size.

Enterprise rating of SETAs

Large and medium enterprises expressad reasonable satisfaction with SETA senvices. Smail
“satablishments clearly rated SETA services more poorly than large establishments. In most
of the categories of service, the ratings of SETAs by small establishments are on average
0.5 mean points below the ratings of large establishments. This may be bacaise the SETAs
__do provide a bettar service to the large establishments. Or it may be that the SETAs find it
" diMicR to provide services of an equivalent quallty to the small establishments because of
- administrative, logistical and other difficulties. - o

Implications

« Particlpation : '

Given the newness of tha Levy-Grant systsm and the magnitude of the challenge posed by
the National Skills Development Strategy (NSDS), the rate of training volume and
expenditure compares well internationally.

= Differances in skills development activity between enterprice sizes and between
sector education and training authorities

The Department has already sought to differentiate skills development targets by enterprise

size. The survey data appear to confirm the wisdom of such a stratagy. However, sactoral

differences are more significant and warrant greater attention. There are strong seclorai

variations in training volumes and practices. Findings in this regard highlight the need o
_sxplore the extent to which weak sectoral parformances can be addressed.

« Sactor education and training authoritles :
The survey provides evidence that there is growing enterprise engagament with the new
skills development architacture, but there is clearly much more to be done, There are wida
soctoral variations across much of the data in this report. In a2 number of cases, this is
attributable to historical differences between economic sectors in respect of their
development. Nonetheless, it appears that some of the differantlala bstween sactors may
also be related 10 the performance of SETAs themseivas. As the Minister of Labour has
made clear, SETA performance is uneven and, in some instances, unacceptable. Clearly
_ there Is a need for improvements In performance, especially with regard to SETA services to
. small enterprises. However, overall satisfaction with SETAs hae achiaved reasonable levels
given the newness of these structures. These findings do not support -arguments for the
" abandonment of the SETA system.

» Skilis shortages

In spite of widespread concerns about skills shorlages, tha NSS 2003 found no strong
avidence that enterprises perceived there to be major skilis shortages or skills gaps.
Particularty high levels of skills need were not identified for any kil type or occupational
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category. However, skills shortages need to be seen in the context of the overall dynamics of
change in the labour market and in the economy.

» Learnerships and apprenticeships

Participation in Leamnerships is increasing rapidiy. However, it Is clear that gectoral variations
are marked both in current and intended Leamership participation. This is not surprising
given both the differentiated sectoral history of participation in apprenticeship and variations
in projected skills needs for the future. There is a case for a particular focus on those sectors
. whore these two dynamics encourage little engagement with the Leamership gystem.

s  Equity

The data presented reinforce the Department of Labour's own assertion that there has been
good progress towards racial equity targets for training. On the other hand, access to skills
provision for the disabled remains far off targat. The findings also show that unequal access
to training is stil segmented by race and gender within occupationat categories and
anterprise size categories = the gender gap in training participation is worst in large
. enterprises. Thesa findings highiight the need for a continued effort to meet the race and
. ‘gender targets and the importance of obtaining betier coherenca batween the Department’s
smpioymant equity and skills development activities. T '

s Participation in the levy grant system '

. The participation of smail, medium and large enterprises in the NSDS is mixed. The high
proportions of medium and large enterprises claiming grants are vary encouraging. while
grant claims by small anterprises are less impressive, but this seems to be in line with much
_ of the Intermational experience. ‘ - '

» Training according to standards _

There |s some sengagement with training aligned to the National Qualifications Framework
{NQF), but this I not as intense as might be expected and is unaven across sectors. A better
understanding of the barriers to implementing the NQF is required. it-may be worth exploring
_whather some sectors or occupations are particularly resistant to formal qualifications or
. have entrenched preferances for international qualifications. . -

s High-performance work practices

Ona aspact of the Department of Labour's vision for akills developmant since 1994 has been
1o expand high-performance work practices that are beneficial to the economy, to enterprises
_and to individuals. The international literature observes that such practices have the greatest
“impact when implemented in combination with each other. The NS5 2003 data reveal that
“such combinations and synergies &re uncommen in South African workplaces.

‘The first NSDS identified Investment In People (IIP) as the standard for high-performance

~work practices. Progress against the target has baen very modest across the economy. It is
therefore important to congider whether Investmant in People remains the corect tool and, ¥
. 80, how its roll-out can be accelerated. . '

= Quality and outcomes
There is & nead to examine the quality and cutcomes of training more closaly, This would be
an important tagk for the Department of Labour to support during the second NSDS at two

~levels: the workplace and the broader economy. The latter refers to the impact of skills

k ‘davelopment and training upon poverty, unemployment and accelerated broad-based black

" stonomic empowermant. The NSS 2003 did not obtain data ralavant to testing the broader

_economic impact of the NSDS. Given the imporiance of asseszing the contribution .of
- ‘wofKplace training to national development goels, - thia_levet of analysls may well be
_incorporated into future surveys of skills development and training. '
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Chapter 1: Introduction

Andrew Paterson

1.1  The importance given to skills development and training

Over the past two decades many developed and developing countries have put in place a
variety of policiés to foster skills training in public and private enterprises (Tan & Batra 1606;
 Tan:2001),.bagsed on the idea that through upgrading workforce skifls, betier social and

econowiic outcomes could be achiaved. It is held that economic compeditiveness and national

. wal-baing rest crucially on tha development of the skills, adaptability and motivation of the
~wortkfores: This is underscored by the observation of Felgtead et al. (1999: 3 = 4) that despite
the: regularity with which skills training and education systame have basn reviewed over the
past;twenty years, the notion thal the skills- and knéwiedge of a worklorce. are key
‘determinants of competitiveness has endured. | !

1.2 Alm of the National Skills Survey of 2003

The National Skills Development Strategy (NSDS) seeks to develop the skills of the South
African workfores. to utiliss the workplace as an active learning snvironment, to promote saff-
smployment, and to secure work opportunities for new entrants into the labour market.

The policy framework to suppont thesa aims = which includes tha Skills Davelopment Act of
1998. the Skills Development Levies Act of 1999, the National Skills Development Strategy
of 2001, and theé Human Resources Development Strategy of 2001 ~ has created a new
institutional and financial structure for the planhing, incentivising and co-ordinetion of training.
The framawork represents a co-ordinated approach to flexible Iabour market regulation and
national skills developmant. .
The extent to which this approach has produced changes in fraining activities in South
African workplaces is of considsrable strategic importance from the perapactive of not only
govemment and employers, but also of workers and work-seekers.

Ariging from this strategic interest, the Tarms of Reference for this study were: “To design,
admiinister, analyse and report on a survey of skills development in firms In South Africa”.

in pursuit of the objective of “determining the currant state of skills developrnent in
_companies In South Africa”, the research reveals pattems in skills development at the level of
_.enierprise size and at the level of the sector education and training. suthorities (SETAS).
'SETAs are undersiood to be key intarmediary structures — batween govemment on the one

hand. and private and public organisations on the other hand = that must through various '

means co-ordinate, regulate and incentivise Investment in training (Dol 2001; 2},

1.3 The Skiils Development Levies Act (1999) ‘

in the past, levy grant schemes In South Africa generally falled to stimulate training because
of the voluntarism implicit in these systems. However, the 1899 Skills Development Levias
Agt, which lies at the heart of the NSDS, provides for a national (not industry-based) levy
grant system based on a 1 per cent tax on payroll for the following reasons:

A levy-grant scheme ig an efficient mechanism to the extant that those that pay the
lavy are able ta benefit directly by claiming the grant to compensate them for costs
incurred whilst {raining in defined areas... The levy-grant scheme enables
governmant to better leverage enterprise training through the conditions which are
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required to be met in order to access the grant — a leverage which is straﬁgthenad _

\grhen [the state] provides a maiching fiscal contribution in priority areas (Dol 1997:
7).

The leverage afforded to government via the levy grant scheme lies In the division of the
funds acquired. The Skille Development Levies Act proposed an 80/20 per cent share
~ alocation, Eighty per cent of total levy revenue (minus the administrative costs of running the

| SETAS) will be re-aliocated to enterprises that train through grants from:the SETAs, Twenty

” par:cent of total revenues collacted will be retained by the state to form a National Skills Fund

. (NSF).to be used for strategic priorities identified by the govamment and the National Skifls

In this study, the cument lavels of levy payment and of claiming against the levy will be

explored, with particular amphasis on the reasons for compliance or non-compliance with the

requirements. Information acquired on levy paymants and claims will ba examined in relation

10 the. propensity to train, in order to assess the axtant to which the levy grant scheme
" influences training behaviour.

1.4 Developments in the NSDS 2001-2005 sincs lts inception o

Since 2000 the training environment has changed in a number of ways that are material to

the.aims of this project. First, the SETAs have undergone significant development in terms

. of lvels of organisation; capacity to assess the size and shape, and identify the key needs

of, economic sectors; and capability to monitor progress towards stated goals. All thesa
aspects contribute towards the development of sound gactoral skills plans ($SPs) and
support the rofl-out of appropriate SETA services to enterprise members.

Second, employers have had time to involve themselves in the implemeantation of key

components of the new training dispensation, through appointing skils development

_ facilitators, developing workplace skills plang (WSPs) and employment aquity plans (EEPs),
.and submitting claims for grants based on their implementation of accredited training
programmes such as learnerships. :

Third, the Department of Labour has made progress in focusing the NSDS. A number of

guccess indicators were identified in the annual implementation report for the National Skills

‘Development Strategy, namely that by March 2005 (Departmant of Labour 2002; 3):

« ' 70 per cant of workers must have at least a level 1 quaiification of the National

" Qualifications Framework;

« at lsast 75 per cent of anterprises with more than 180 workers must be recalving skills

. development grants and the contribution towsrds produciivity, and employer and
employee benefits must be measured;

+ a minlmum of 16 per cent of workers must have embarked on & structured leaming
programma, of whom at least 50 per cent have to have completed their programme
satisfactorily,

» at least 40 per cent of enterprises employing between 50 and 150 workers must be
receiving skills development grants and the contribution fowards productivity, and
employer and employee benefits must be measured;

« an average of 20 snterprises per sector (1o include large, medium and small enterprises),
and ai least five national government departments must be committed to, ot have
achisved, an agreed national standard for enterprise-based people development; and

«  at least 20 per eant of new and existing registered small businesses must be supported in
skills developrment Initiatives and the impact of such support must be measurad.

The Information analysed In this study is intended to conirbute towards @ better
understanding of data obtained by govemment as it goeks 10 measure its progress towards
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maeting the key success indicators identified above. The National Skils Survay seeks to
.. assist In understanding some of the key charactaristics of current performance described in

‘tarms:of the NSDS indicaiors alluded to above. It seeks to do so with special referance to
two key dimensions — enterprize size and SETA. ' C

1.5 The HSRC Enterprise Training Survey of 2000

At an sarly stage of implementation, it was deemed critical to assass the impact of the levy
grant schame as & key element within the overall Labour Market Skills Development
Programme, Consequently, in 2000 the Department of Labour in collaboration with the
European Union commissionad a congortium led by the Human Sciences Ressarch Council

- . (HSRC) to.conduct a ‘baseline study’ to establish training conditions before the activation

the levy grant systam. That study was duly completed (Kraak et al. 2000). |

The sample used in the 2000 survey focused on two categories of enterprise: 678 small,
medium and large enterprises (SMLEs), and 87 very small and micro enterprises (VSMEs).
Different methodologies and separate instruments took account of differences in enterprise
. operation and the avallabiiity of human resources information for the different sizes of
.. anherprise from:large to micro. A postalitelephonic survey was conducted with the SMLEs,
-and.a fleldwork questionnaire survey with the VSMEs. -

18 Koy findings of the HSRC Enterprise Training Survey of 2000

" On account of the different survey methodologies applied to the SMLEs and VSMES
_respectively, this report will refer only 1o that component of the HSRC Enterprise Training
. Survey of 2000 that deals with training in SMLEs.

Skowing of the occupational structure: [t was claar from the survey that training practices

remained highly skewed in terms of race and gender, Howaver, it was revealed that the

category of craft workers had undergone significant change over the past decads. Forty-nine

par cant of craft workers were African in 2000, in sham contrast to the minority position of
 Africans in apprenticeships less than a decade previously. The basaline survey further

revaaled that '

e women constituled 28,1 per cent of employees trained in the professiona/managerial

_ occupational categories, but constituted 57,9 per cent of employees trained in the.

... .. clerical/administrative occupational categories; and . .

w Africans -constituted 18,4 per cent of employees trained in the professions/managerial
- occupational eategories, whereas 71.3 per cent were Whites. Africans constituted 83,6
.- par cant of employees trained in the '‘operative’ occupational categories, whereas only

.+ 4.9 percant were Whites. - ‘ - -
“Training rate: The study established that the training rate in South. African enterprises lay

. ‘between 16,4 per cent (which constituted the likely minimum level of training activity) and

_44;9 per cent (which signaied tha uppermost limit of training activity).- It was estimated that

" the real training rate for the economy as a whole was Fkely to be between 20 and 30 per cont

of tha total workforce. ‘ o

- Critical skill shortages: Unsurprisingly there was overwhelming confirmation in the survey

" “that-all firme communicated a need for more highly trained technicians,. artisans and

. schnically compstent operatives. ‘ o o

. Factors inhibiting investment in training: ‘The date suggested that for enterprises. cost
was'# key deterninant of their training decisions and that South Africa:had yet ‘to make.the

.;paradigm shift from cost-cutting o productivity-anhancing approaches. to economic growth’

‘(Kraak et al, 2000; iv). ' ‘
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1.7  Other research on workplace tralning in South Africa since 1899

In South Africa, national enterprise surveys have focused mainly on issues such as
investment conditions (e.g. direct foreign investiment, the fow rates of fixed investment by
. ‘South African enterprises, investrmant behaviour in knowledge-intensive sectors), or specific
- -soctors (6.9. agriculture) and, more recantly, on HIV/Aids issues in enterpriges.

" "Ingustrial training’ or 'enterprise training’ at the national or even regional lavel in South Africa

is. ot & social science domain in which research sludies have accumulated very quickly,

. _espacially since the methodology required to achieve results of acceptable validity and

- -reliablity is iarge-scale and expensive, snd is therefore usually” commissioned by
-govemment or a donor agency. ‘ o '

it is also to be expacted that if such research is undariaken by differsnt research agencies,
and under the supervision of different clients, that there will be_differences in the key
research questions asked, and in the selection of the methodology. Furthermore, budget and
time constraints strongly influence the cholce of methadology, which requires a pragmatic
-'mateh’ between the research questions asked and the resources avallable. Thus, even
" though a st of training surveys ostensibly cover the same lssues -they may produce

. :significant differencas In results, which may be the cumulative effect of several — possibly -

.small - mathodologieal decisions independently made within each research project.
A scan of the survey reports on enierprise training in South Africa reveals a set of different
research outcomes. Entarprise training survey research is relatively underdeveloped in South
‘Adrica, so the variation in findings within this small group of studies presents a particutar

" 'probiem for persons attempting a synthetic analysis of the available:iRerature. Take for
. ‘eXample Badroodien's review article (2004) on enterprse training in South Africa, in which he .

- eites.data from five surveys — including the HSRC (Kraak st al. 2000) survey — with reference

- 0@ key universal indicator of training, the ‘raining rate’ (Table 1).

Comparison of the survays shows that they differad methodologically. Not all of these studies
. 'attempted to cover training across the full range of enterprise sizes. Furtharmore, the unlt of

-sfudy differed between the surveys. For axample, the World Bank studies were spatiaily
. _restricted to Gauteng Province, which means that tha results cannot be generalised across
. :the country, espacially If training activity is likely to show spatial varation.

["Fabls 17 Aggregate training rates according to five enterprise tralning surveys (percentage)
Human b ord | 53’;::1 . PE Burdau  for
Training rate | 2S00 (ér?:nd;pm :’:pud o mﬁ' Resasrch
Councl 2000a) (Chandea {2001) {2002)
I (2000) 20006}
Estimeted training 16- 44 33 g1
rate for SMLES :
Estimated training 10 24-30 18-29
rate for SMMEs ) .
o 5, (2000), P-X Geeporale Gerviows (2001), Chandra o1 i, (2500, Z000D), Marhng and Van Wyk (2002)

There sre two important implications arising from this observation. First, it 15 important to
analyse results based on an understanding of the methodology whereby they were achieved,
which Badroodien is at pains fo do. For example, Badroodien (2003} argues that the
sxtraordinarily high rate of training reported by P-E Corporate Services can be attributed to a
disproportionataly high number of large firms with & large annual tumover included In that
survey.
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Second, none of the five surveys is @ repeat. The history and sociology of surveys show that
national skills surveys will inevitably change over time, as conditions in the workplace
changa, and also as the siratagic precccupations of govemment change — as reflacted by
- avolving. legislation ‘or by ghifing priorities for measuring the impact of government
- prograw _ Nonethaless, the knowiedge valus' generated by the small group of studies
svailable In the Iiterature wolki be considerably enhanced where one or more of the surveys
~ were repeated. Subject to resources avallable, the same survey repeated '~ with a basically
simiier;methodological structure — can provide useful time-series data. These are'some of
" the:benefits that can derive from consecutive ilerations.of the'current survey,

1.8 improvements brought into the 2003 National Skills Survey
Based on the issues raised above, the design and methodology of the 2003 National Skills
Survaywere developed to establish continuity with the eariier 2000 survay.

Changes wers aiso brought about in the design of the 2003 survey in order to Improva its
performance relative to the 2000 version. In their repart, Kraak et al. (2000) made o series of
. abservations regarding the sampling, methodology, make-up of the Instruments and the
‘contitions within which the fisldwork of the 2000 survay took place. in each of these areas of
ressarch design, particular difficulties and shortcomings were identified. Some of these
difficulties included: ' o
» The questionnaire design used in the main survey of medium and large enterprises was
. too complex, resulting in response rates that were lower than expected.
- o-The: constraints on overall sample size limited the riumber of SETAs covered, and
. necessitated the combining of certain SETAS (e.g. Primary and Secondary Agriculture)
into.one sample group. R '
s The response of sampled enterprises was slow. hecessitating a change in the survey
" fisidwork method (from slectronic data gathering to a telephone-based approach).

For the 2003 National Skills Survey these observations were taken into account so as to
improve on the design and reduca the implementation difficulties that were encountered in

the: 2000 study. A key decision was to increase the sample size of the 2003 National Skills -

. Survey so that acceptable numbers of responeas could be recorded within the key data
: dasign was simpitfied and givan more

 ‘cstegories for analysis. in addition, the questionnaire’
fotus; and more SETAs were Included in the sample frame.

Furthermore, what was needed was a design that would be sufficiently robust and stable to
-anable the Department of Labour to obtain information on &kKills training in the private sector
" on’a:longitudinal basis. it was therefors important to improve upon the original survey

-methodology without compromising the opportunity for comparison-batween iterations of the
_game survey so that continuity between the 2000 and the 2003 study wotild be maximal. The

_ underlying intention was to ensure that the continued monitaring of ekils training In South

- Ai’rlnln workplaces improves the reliability of the data and robustness of the design,

Finally, it is important to also record that the 2003 version of the National Skills Surveg;r
focusec on the private sector and on SMLEs. A separate study of VBMEs and of skilis
development in the publiic sector are currantly under way,

A full account.of the design and methodology of the HSRC 2003 National Skills Survey is

provided in Chapter 2. :
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1.9 Organisation of the report
The rest of the report is structured as follows:

Chapter2  Research design and mathodology
This chapter provides a detailed account of key strategic decisions with respect to the entire

research projact from sampiing procedures, to fieldwork activities through to the analysis of
data.

Chapter3  Tralning in private enterprises in South Africa through the lens of the
: National Skills Developmant Strategy (NSDS) indicators

- The NSDS seeks broadly to develop the skills of the South African workforce, to ulilise the
workplace as an active leaming environment, to promote self-employment, and fo secure
-work opportunities for new entrants into the labour market. In order to monitor progress in the
‘Implementation of the NSDS, the Department of Labour framed a set of five objectives that
are linked to twelve success indicators, There are also three cross-cutting equity targets —
85 par cant black, 54 per cent female and 4 per cent people with disabilities — that are
. -applicable across ali of the objectives and Indicators. The equity targets are aimed at
" addressing the huge disparities in educational, skill and wage lovels in the working

" popidation in South Africs, Through analysing data from the National Skilla: Survey of 2003

- agsinst the NSDS objectives, Indicators and equity targets, this chapter seeks to improve our

-understanding of the impact of the NSDS on skills development in Scith Africa in large,
-medium and small enterprises, o ‘ '

Chapter4  Training rates and training expenditure in small, madium and large
enterprises In South Africa ‘

This substantive chapter first describes the key dimensions of private sector employment in
the South African economy. It proceeds to analyse in depth the training rates by enterprics
size, by local or foreign ownership, by SETA and by permanant of non-permanant employee
contracts. Thereafter training rates are examined according to race and gender with a view o
understanding aquity Issues in access to training. Basad on this foundation, the chapter then
explores the distribution of tralning expenditure as a percentage of payroll with reference to
~_enterprise size and SETA. Training expenditure is also expressed as an average expenditure
_per:trained employss and as en average expenditure spread over all employees. Laslly,

- falning expenditure by enterprises is compared with "their expected:levy payments to’

'~ uutabiish levels of Investment in training over and above tha legialated amount of 1 per cent
of payroll. | ' : '

- Chapter 5 ‘The nature of training in small, medium and large enterprises in South
Africa

Having covered matters reiating to iraining incidence, access, intensity and investment in the
previous chapter, this part of the report on SMLEs focuses on key characteristics of training,
relating to: types of training resorted to, delivery mathods, recruitment and human resource
development practices, skills gaps by occupational category. training infrastructure and
faclors raiging the propensity to increase training in the short term. The chapler aleo
addresses themes that are of critical imponance in the early years of the implementation of
the Javy grant system, namely: the participation of enterprises in this system and the rating of
SETA services by participating enterprises. o .

Chapter 6  Conclusion

The brief conaluding chapter draws out the key lessons learnsd about the implementation of
tha Natlonat Skills Devalopment Strategy from the 2003 version of the National Skills Survey.
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Chapter 2: Research design and méthodology of the
National Skills Survey 2003 |

Jacques du Toit

21 Type of design

Tha research cbjective was to determine the extent of skills development in South African

~ workplaces. This required an analysis of skills training in @ large number of small, medium
and-large enterprises (SMLEs), which in tum required & survey design using specific

nmpunb techniques and standardised instruments. - The  findings ~alsc had to be

lsable with an acceptable degree of accuracy, A cross-sectional survey design wes

~ . therwiore deemed appropriate for the National Skils Survey 2003, Which was conducted
" betwesn June and August 2003. L |

2.2 Defining the target group.

The ressarch project targeted enterprises across the antire spectrum of sconomic activity,

and the sample therefore included all Sector Education and Training Authorities {SETAs)

| with-skynificant private sector activity (Table 1), as well as the range of enterprises from smail
to medium to large enterprises. ‘ :

It is important wiso to record that this project focused on the private sector, The daclslon was

bagsed on the following factors:

. The database that was erivisaged as the source of information for sampling consisted
of snterprises registered for 1ax purposas with the South African Revenue Sarvice
(SARS). Although some government entites weara registered, this database was
therafore inadequate for a survey of public sector organisations.

The structure of govemment departments is extremely complex both at and between national
and provinciat lavels. The development of a geparate sampling frame for public
antities was not part of the brief of this project. :

The decision not to include the public sector meant that the following SETAs assotiated with
government line function activities were ruled cut of the survey:

. SETAG Dipiomacy, Intelligance, Defence, and Trade

. SETA 14 Local Government, Water and Relatad Services

. SETA 21 Public Services

However, in the follewing” SETAs there is significant private sector activity, and for this

reagon, the private enterprises within ihese SETAs were included in the survey component:

. SETAT Education and Training Development Practices
. SETA 11 Health and Welfare
. SETA 19 Police, Private Security, Legal and Correctiona Services
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Table 1: List of Sector Education and Training Authorities (SETAs) T )

Asronym # HETA
FARSET Y Financial and Accounting Services
BANKSETA | 2 [Banking Swcior Bducation and Training Aithorly
CHIETA | 3 [Chemisel Industrias Edusation and Training Authority
4 [Cicthing, Texiiles, Foatwear and Leather Sector Education and Training Authority
8 s Education and 1 mining Authority ‘ - :
'S ~ Tniaigeroe, DHIENCe, and Trede #4d Indusiry Secior Education and Training Authory |

and. ManUTRCIITING InGUsiry Secior EGUGARSR Shd T RINING AMINOMtY
ioreal industies Sector EGucation and Traning Authorly —

11 Fieatih and Walfare Secior EGucation and Tralning Adthority

12 Jrdormation Syatems, Eiectronics and Twecommunications Technologies

13, Iostrance Secior Education and Treining Authortly g S ,
"v2 |Local Government, Valer and Refatnd Services Seckor Couceson and Traleing Authorty

15, [Advariang, PubAshing, Printing and Packaging —

Ty ons Actharlty
17 Engineering end Relatad Servicas Bducaton and Training Aulhority
1o . Privaty Security. Lagal and Comectional Services .

Ecutaton and Trawng Autharty
bl Services Soctor EGucation and Training Authority
o7 Agraiire Sector EGuGation and Tralning Authorty
Sacior Education and Training Authordty ) .

Trospliniity EQUCATion SN0 TIaNWNG Authomty
Education and Training Authoty o
27 [Wholagale and Retall Sectr Education and Training Authority

BIR[{8|2{8] |

1+ The NSS 2003 fecused on privata sector r3ining. The following SETA ware therefore not surveyed as they are
' jmajortty public sector based.; SETA 6,SETA 14, and SETA 21, o o
12+ - The data refers only 1o péivate seciar providers of gaods and sarvices, in SETAs with public and private sacior
iy, e data would thereitre refer 10 private schools (ETDF), prvats hoapitals (HWSETA), private security

T ¥hvere ore aliogathes 28 SETAS, There are no SETAS numbered 18 and 24. Tha numbers in e galumn marked
rafer 1o the oflcisd- SETA number. : S

2.3 Sample frame issues

All survey research depands upon the availability of a sample frame of the population of
subjects constituting the focus of the rasazrch. The sample frame consists of a
comprehensive list of entities —~ or in this case enterprises — that can illustrate the size and
boundaries of the target group as well as provide the necessary contact infermation for

reasarch communication purposes.

Comprahensive sample frames are often lacking in deveioping countries, which makes the
interpretation and generalisation of research findings problematic. in South Africa, the same
problem exists with respect to research on enterprises. |deally, 8 comprehensive and up-to-
date list of enterprisas, comparable basic information and contact detalls had to be avaliable
‘per. anterprise in a SETA. Instead, enterprise data from the SETAs varied considerably In
quelity and the dotasels were structured differently. Hance the SETA datasets were not
considered appropriate for the purposes of this regearch, although- we may expact an
_improvemnent in the situation in the future. -
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For the purposes of this study, it was therefore necsssary to abtain data from a single source
that would provide the best quality of data across all sectors. South African Revenue
Services (SARS), a national institution, provided these data, A comprahenaive list of skills
. levy-paying enterprises, as at February 2003, was obtained from SARS for sampling and
.. contact purposes. Therefore, all findings from the survey component in this réport can be
. -..generalisad to all active, private, levy-paying enterprises in South Africa during February

2003 (with the excaption of antarprises in SETAs 6, 14 and 21). SR -

The original sample frame describing the target group, as supplied by SARS, consisted of
. 274183 enterprises. This was refined by removing the records of all enterprises that, were

- aslates, had been-de-registered, could not be traced, or had closed down. The small number
" of enterprises in the government SETAs 8, 14 and 21 were &lso removad. This yielded

223 764 enterprises, which are shown stratified by employment size and SETA in Table 2.

Tabie 2: Sample frame of enterprises disaggregated by employment size and SETA
Sizw groupe sccording to numbar of smployees -
SETA - Vary " TOTAL . -
ero Small Madium La
(1-8) ?!T_:J; B0 | (51400) | (10oe) | Uneowoifed | 0
FASSET 1 a6a | 1112 B84 258 g8 2an 0527
BANKSETA 2 709 161 139 K 65 264 1 431
A 3 921 460 6ar 20! B2g 001 |
4 1008 483 TEE [ 344 249 a4l 3873
5 BIRO | 7442 | 2815 B30 FFii 3389 | 156712
7 2 231 1307 1380 | - 295 1 457 B B84
] 1 285 459, a7 | 88 28 74
9 1026 578 g2g | 283 181, 810 3.066 |
10 708 480 o58 | 223 | e 2 BS8
11 G360 | 2489 | 1670 239 143 4051 | 18082
12 2942 B24 8241 - 286 - i} 1418 a7
EF) 2212 | 434 3 111 B3 1079 4282
15 317219031 1132 404 | 181 1090 7952 |
18 7] 308 451 218 206 2807
17 | o060 | 4512] 5453 13502 [ IR 4707 | 258051
19 1889 | - 742 PGB | 248 | 108 1281 5118
20 22097 1078 | 1862 21 % 1708 7080 |
2 583 788 506, 214l 180 303l 2080
75 | 26807 | 5113 44231 1211 el 117081 49208
23 4075 | 1601 1064 - 3661 160 o8 | 10444
26 {2773 G20 | 1087 [~ 381 % 1619 B 503 |
27 | 13160 | 4666 [ 4634 679 * 4442 | 2808 |
Total | 97S74| Med0| 33706| 9093 | - 4000  47638°17.223 761

The 223 781 enterprises in the SARS database were allocated inlo size groups on the basis
of thelr employee numbers (Table 2). The size catagories used were: Small (11 to-50
employass) Medium (51-100 employees) and Large {51-100 employees). This study was not
intended to survey the Very Small and Micro- enterprise categories and the columns referring

to these size groups are included to show the distribution of all enterprises from the SARS
database by size.

A number of enterprises could not be grouped into one of the five size groups because data
. on their -employee numbers were not availgble. This created & limitation, since thees
. _enterprises could not be sampled by size, which was a key anaiytical factor in the National
- Gkills Survey..In order to deal with this problem, the_number of enterprises for which size
‘Information was not available - the ‘Unspecified group - was reduced by a technique that
involved the use of dats on the skills levy paid by these enterprises as a proxy for their

" amployment size. For this, average skills levy payment amounts were calculated for each
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8ize group (ses Table 2 for sizes) based on enterprises for which data on size and skills levy

payment were available. From these calculations, average levy payment ranges for each

size’ group were crested, which allowed categorisation of enterprisas of unspecified size -

. provided their levy amounts were available. The ‘Unapaecified’ column In Table 2, therefors,

. consists of anterprises for which neither employmeént aize nor levy payment data were
availabie, and therefore could neither be grouped nor sampled by size criteria.

The exclusion of the 47 688 'unspecified’ enterprises created the posslbility of bias. This
would have been the case if this group proved to be significantly associated with factors
impacting on the research question, To explore this possible danger, enterprises in the
-aample frame were gimply grouped into a 'specified’ group (i.e. consisting of enterpriges for
- - which size duta ware available and could be categorised into one of the empioyment size
... categories) and an. ‘unspecified’ group, A series of cross. tabulations with ssiscted factors
- ware run that were available In the sample frame so as to explore ‘possible relationships
. between the two groups. Table 3 summarises phi-cosfficients and. significance lovels of
thesa relationships. o o

[Tabie 3 Results of oross tabulations between ‘specified’ or ‘unapacified’ enterprizes and

salacted actors .
Factor Phi-cosfficient Significancs (p)

Has payroll 208 000

Oate business siarted 331 000

not - 321 000

b from luvy - 101 H0¢

THETA , 083 0G0

' other Dranchey -, 032 000

 [iinmice proarence — % i

.- Actual cross tabulation results are not pregented above, I:i_ut phi-cosficients show that there

_ were significantly strong relationships (at the 95 per cent confidencs interval) between the
'specified’ or ‘ungpecified' enterprises with respact to; whether enterprises had a payroll, the

- «..date the business was started, and whether the enterprise was aclive or not active. Cross

tabulation resulis ravealed that the ‘'unspecified’ anterprises were: Ikely not to have a payroll,
“Hkely to have commenced before 2000, end more likely than ‘gpacifed’ enterprises to be an
_ ettate, not traceable or de-registered. T '

 Tnis strongly suggests that the ‘unspacified’ enterprises were (2) an older group of
enterprises that falled o provide particulars in general, or (b) a group with characteristics that .
were not applicabls to the target group. On the basis of these findings the 'unspecifisd’ group
wa's exciuded from sampling.

2.4 Sampling technique
A stratified random sampling technigue was used, a3 information had to be presented at two
key levels, namely by SETA and by smployment size. The sample frama was therefors
stratified according to 22 SETAs and three employment size categories, which yielded a
sample frame of 86 cells (see Tabie 2). A minimum retum rate of 30 responses from
~ anterprisas for each cell was decided upon to enable the application of certain inferential
statistical tests per cell. Therefore, the survey almed to obtain a sample of about 1980
" responses (30 responses X 66 cells), Assuming a response rate of about 30 per cent, & total
" of about @ 000 enterprises had to be sampled to obtein 1 880 respanaes,
It is svident from Table 2 that certain cells in the sample frame with relalively low frequencies
might have yielded lower than the required minimum responseé rates, given response attrition
during the research process, i.e. refusals, delays, Inaccurate contact information etc. The risk

M Panscdtonmnd aF 1 winaoelG) HUSDH 11




of low response ratas was considered carefully. Several modeis of atirition were applied in

order to identify what the lowest expected response rates might have been in each call, Upon

consideration of these models, it was decided to go ahead with the sample frame described.

However. in order to counteract the impact of celis that were consilared likely to have a

lower than minimum response rate, a8 number of procedures were put in placa Thesge

. . ingluded telaphonic follow-ups and the use of replacements to ensure an optimurn response
| ‘rate across SETAs and size categories. o

Datasets of enterprises In each of the 68 cells were then randomly sorted, which allowed for
top-to-bottom random selection of any appropriate number of enterprises in sach cell.

Due 1o the perceived importance of very large enterprises regarding skliils training, it was
decided that & number of them had to be purposefully asmpled. Therefore, the ten largest
‘anterprises (in terma of employees) in sach cell from Group 5 (>100 employees) were placad
“at the op of the randomly sorted dataset of that perticular cell, it was assumed that at jeast
.ona_of these ten enterprises in aach cell waouki have responded to the survey. At least one or

n -~ two enterprises from most cells in Group 5 did indeed rédpond to the survey, ensuring the”

& }iml\'nbn of important responses from very large enterprises from most SETAs. -

2.6 Questionnalire design and pilot testing .

A number of questiennaire design workshops were held during which items for the
questionnaire and the format of different questions were discussed extensively to ensure that
measuring of the key objectives of the research would b valld, Subsequent to this, the
‘design, layout, coding and wording of the quaestionnaire were carefully considered to ansure
. its.-senaitivity to the context, eultural and language differences etc. of the diverse target
- group. *

Given the magnitude and significance of this research project, and in accordance with good
practica, the questionnaire was pilot-tested for comprehensibility and efficilency as data-
~ capturing tool. Respondents at four targe and four medium enterprises and twa small
_.enterprises were interviewed for this purpcse (n the Pretoria-Johannesburg area, this region
* being closest to the project office. ‘ '

2.6 Call centre and postal strategy

Due {o the costs associated with face-to-face questionnaire administration and the national
scope of the research, a postal survey was deemed most feasible, An independent caii
cantre was confracted 10 facilitate the telephonic administration of the postal survey. The
brisf givan to the call centre in¢luded ‘

«  contacting enterprises and identifying an appropriate contact person, such as a skills
' training facilitator er human resource manager, {o respond to the survey,
briefing the respondent about ths survey, :
determining the willingnesa of the respondent to participate in the survey;
updating postal and contact details of the respondent; and
keeping & statistical record of the outcome of calls for planning purpeses and 10
aseess the averall feasibility of using a call centre for survey administration in the
future. ‘

This stralegy was considered an assential function to! alert potential respondents to the
survey, establish a ‘relationship’ with the respondent, ensure higher levels of accuracy in
targeting the postal questionnaire to the corract person, raduce the number of non-responges
on account of incorrect address details etc. The use of a cali centre ent.ailod a highly
structured approach whereby a number. of workshops had to be held o design a ‘call flow
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The more recent expanded understanding of the term 'skill’, which includes a veritabie galaxy
of ‘sel’. 'generic, ‘transferable’, 'social and ‘interactional’ skills that are barely
distinguishable from the personal characteristics, behaviours and attitudes of workers, has
made the assessment of its meaning and the measurement of its dimensions that much
mare complex,

At the same time. ihe expandad dafinition has facilitated greater ‘buy-in" from stakeholders.
Payne (1999; 30) argues that the broader reading of the term has collapsed the huge chasm

. between the lavels of skill found in ‘high’ and ‘low' skill sectors of economies, and that this

_broad reading has also led to both employers and empioyees ‘buying in’ to the need to train

(Keep & Mayhew 1999: 10 — 11, Payne 1999: 29).

Similarly, given previous narrow (practitioner) understandings of 'skill', the new era has also
witnassad a much broader reading of the term ‘“raining’. Falstead et al. note that for training
rates to be better understood ‘a much more elastic meaning attached to training’ is needed
(Felstead et al. 1997: 44). However, while a broader reading of the tarm training’ is probably
necassary so as to inciude all forms of training and not prejudice one abave the other, the

conflation of different forms of rraining has made it very difficult to adequately define the

nature of such training or to assess its impact.

In the workplace environment where questionnaire respondents do not necessarily have the
conceptual clarity (or even the patience and time) to distinguish between ‘training' categories,
a broad reading of training’ will often have the effect of collapsing al training — of short or
long duration, of face-toface or distance form, or provided informally or formally — into a
gingle undifferentiatad category or measure.

Skills training initiatives can ba understood very narrowly on an accounting basis and are
thus measursd and evaluated according to ‘hard’ counts of the number of employaes being
trained, the time expended on training, and the funds allocated. Ridoutt et al. (2002) caution
that such ‘evaluations’ do not adequatsly reflect training lavals within enterprises. A survey of
New Zealand employers, for example, found that informal training and improvement of skills

_ on an everyday basis In'the warkplace were considered more important for Improving skill

- lavals within enterprises than formal training (Ridoutt et al. 2002: 12).

Furthermora, accounting-based measures of training lead to the underestimation of real
training activity in the enterprise. Ridoutt et al. {2002: 8) note that ‘unracognised training' in
smaller and medium-sized enterprises is often not acknowledged as valid enterprise training.
in this regard, they assert that tralning support may well be far more valuable if the emphasis
on volurne of training is shifted to highlight the nature and quality of training activities, tharaby
placing greatar focus on effectiveness and efficiency. This approach is pertinent, espacially
to small businesses angaging in training. '

Tha definition of training applied in this survey was: any ‘activity that improved the skill levels
or capacities of employees to do the type of work they are doing or have done before, or

~ gave them the skills or capacities to do a completely different type of work, aither on-site or
" off-site’. This is a broad definition and covers formal to informal, short to extended, and face-
to-face to distance training. This broad approach was necessary 80 as not to prejudice any

form(s) of training in ‘measuring’ tralning activities. The aim was to apply the same definition
on a recurment basis over time, so that change could be observed,

As indicated. the current survey guestionnaire emerged in large part from an intensive series
of workshops between the research team and tha Department of Labour where it was
dacided to use a very broad definition of training. This was methodologically defensible but
contrasts with the NSDS's focus on structured training.. In future Surveys it will b imporiant
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to tavisit the relationship between the National Skills Survey, its international comparability,
and the NSDS indicators.

2.11 Lessons learned

Some important lessons were leamed In the application of the regearch design and
‘methodology of the National Skills Survey, and may prove valuable in future surveys or
longitudinal regearch. -

First, It is important to have access to an accurate, complete and relevant sample frame. The
SARS dataset that was used, though the best availabie, was not ideal since it was
incomplete, preventing many enterprises from baing grouped by size. The development of a
quality and standardised database across all SETAs il greatly assist sampling for all kinds
of research on enterprise training. '

_ Sacond, the decision to utilise a call centre to detenming the relevant contact person in the
sampled enterprise before posting the instrument and the telephone raminder to that person
were in retrospect justifisd by the satisfactory response rate achieved. The use of a call
centre was also necessary to ensure that response rates would be acceptable, espacially as
. _private sector enterprise respondents are said to be suffering from ‘respondent fatigue' on

" secount of frequent requests for infarmation from govermment departments. o

Third, however, attention must be drawn to the following aspecta that limited the response

rate:

. it is important to ensure the participation of sampled enterprises that do not do any
formal training, because a survey like the National Skills Survey still applies to tham.
Even though the questionnaire provided for enterprises to record zero or near zero
training activity, some respondents discarded the questionnaire. :

e In soms inetances, small snterprises in the 11 = 50 employess group perceived the
questionnaire to be taliored towerds larger enterprises. This may be avoided by
modifications to the printed instructions and the instrument itself.

. in some instances, employee data should not be requested on a very low level of
disaggragation, because the enterprise itself may not have kapt such detalled records
or respondents may simply be unable to report on such low levels. This situation can
yleld unreliable results. ‘

Fourth. even though the guestionnairs had been refined in an exhaustive consultative
process by the Project Steering Committee, the research team was acutely aware of the
need to creaie a balance between lengthening the questionnaire and maximising progpactiva
ratums.. In this respect, some questions may be dropped or asked at intervals, especially
questions on siowly changing aspects related 10 training (Mason & Wilson 2003: 18).

Fifth, with reepect to creating the appropriate infrastructure and incentives for respondents

wa report that

. the running of a dedicated query line by an HSRC project team member to address
queries by respondents facilitated responses from some enterpriges; and

. an Incentive is llkely to increase response rates.

Sixth, on 8 technical level, we concluded that we should be clear at the outset with

. respondents of enterprises with more than one branch or subsidiary company which branch
or subsidiary company should ba reported on.
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Seventh, although the National Skills Survey has produced reliable data on the incidence of
training in several dimensions (8.g. enterprise size, 30C code, gender, race, SETA), it has
bacomae clear through analysis of international comparative data that a standard head-count
‘measure provides an incomplete measure of training, and that a continuous measure of the
resources invested in training would be more informative, This is also because it is difficult to
obtain accurate data on training volume especially where the definition of training is broad,
such as in the case of the National Skills Survey. This suggests that ‘it is best 1o utilize both
participation and volume measures to gauge the level of training, rather than reiying solely on
one or the other. since thay have different strengths and weaknesses' (OECD, Ch. 3: 143). In
order to oblain & stronger and more robust measure of training intensity, it is important for a
future National Skills Survey to combine data on incidence with data on duration (e.g.
average duratlon in course hours per trainee).

Lastly, it was observed that too strong an emphasis on accounting-based measures of
training may lead to the underestimation of 'real’ tralning activity in the enterprise, Indeed, the
project team is aware of the limitations of ovarrsliance on quantitative data and the
importance of balancing data bearing on the quantity of training with data that reveal the
qualitative characteristics of training. Felstead at al. (1997) point towards a number of options
. for broadening our understanding of basic quantitative data. Qur concem Is that the National
‘Skills Survey of 2003 as a 'stand-alone’ has the potential to highlight & number of important
issues and questions. But as a dafined project, it will not have the means to conduct datalled
analysis to answer these guestions.
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Chapter 3: Private enterprise training in South Africa
‘with reference to the National Skills Development
Strategy 2001 - 2005 |

Andrew Paterson and Simon McGrath

3.1 Introduction

The National Skills Development Strategy (NSDS) seaks broadly to develop the skills of the South
African workforce, to utiise the workplace as an aclive lsarning environment, 1o promote self-
amployment, and to secure work opportunities for new entrants into the labour market.

The policy framework to support these alms ~ which includea the Skills Development Act of 1998,
the Skills Davalopmaent Levies Act of 1969, the National Skills Developmant Strategy of 2001, and

‘the Human Resources Development Strategy of 2001 - has created a new Institutional and
financial ‘structura for the planning. incentivising and co-ordination of training. The framework

. represents a co-ordinated approach to flaxible labour market regulation and national skills
- davelopment, ' ‘

In arder to menitor progress in the implementation of the NSDS, the Department of Labour framed
a set of five objectives that are linked to 12 success Indicators. There are also thres squity targets
— 85 per cent black, 54 per cent female and 4 per cent people with disabilities — that are applicable
across all of the objectivas and Indicators. The equity targets are almed at addressing the huge
disparities in educational, skill and wage levels in the working population in South Africa.

Through analysing data from the National Skills Survey of 2003 against the NSDS objectives,
indicators and equity targets, this chapter seeks to improve our understanding of the impact of the
NSDS on skills training in South Africa in large, medium and small anterprizes.

Information on achievements in terms of the NSDS s publically avaliable from official Department
of Labour reports. Data on NSDS implementation agelnst targets are reported In the
. implementation raports on the National Skills Development Strategy, as well as in the preliminary
annual reports (Dol 2002a, b, ¢, d, Dol 2003a, b). However, although some reference will be
made to theee data, the main aim is not to engage in & comparative exercise but to focus on
analysing the data from the National Skills Survey 2003, particulaty because, unlike the
DPepartmant of Labour data, the survey data captured firms that did not comply with NSDS
obligations and therefore complement the Department of Labour data.

The objectives and indicators of the NSDS are given in Table 1.
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Table 1: Objectives and indicators of the National Skills Development Strategy

7| Developing a culure of high | 1~ By March 2005, 70% of workers have atieast 3 Leval Ons gualification on the

quality ie-long leaming ‘ Natonal Qualifeations Framework.

‘ 2, By March 2005, a minknum of 15% of workers have embarked on & sructured
loaring programma, -of whom ot least 50 per Gl have complated their
programme satizictaniy,

3. By March 2005, an ovarage of 20 enterprises pet soctor, (to inctude large,
medium and smal emerprises). and at ‘esst fve natonal gavemment
dapartments. to ba committesd 19, & have schieusd, an agreed national standacd
for anterprise-based poggél%ehfm

2| Fostering SKils development [n | 1. By March 2005, »i lesst 75% of sntamrises With mors than 150 workers are

the . formal economy for aro:doi\nng wkilis ::velupmml granis and the no::v;buhnl lowerds produdlivity

o ]| o cand  emp ‘smployer and smployes benafts sre measured,

| [ peoductivity -and e ployment | . 5y March 2005, at fsust 40% of oatarprses amploying: batween 50 and 150

o th workers 78 receiving tidis development grants snd the oontribulions towards 1
productivity and smpkyer snd amployse benefits are massured,

3. By March 2005. Laamerships are available 1 workers In wvery sector. (Precise
wreats will be agresd with sach Secter Education and Tradning Authorty).

4. By March 2008, all govemment depariments #3a4se and report on budgeted

‘ axpendituce for skilts development relevant to Public Servioe, Sector ond

— Departmantal pricrities,

3| Stimulating and supporting skiis | 1. By March 2005, at east 20% of naw and axisting registersd smali businesses to

davelopment In small businassss t;: suuportum-: in skilts development initistives and the Impact of Such supporn ©

maasured.

4 m siills development for | 1. By March 2005, 100% f the Nakonsl Skila Fund spporfionment to sedlsl

sployabilty and susteinable developmant is spani on vieble devalopment projacta.

 alinaods wh = wocial | & - By March 2005, the impact of the Netional Skitts Fund s Maeasured by project

|: dwvwicpmant initiatives :yam and durstion. inciuding detaila: of placement rales. wivich shalt be at least
| - | h 7 L - o s
-+ FE[-Raattig - new _ontranis into | 1. By Merch people undar the-age of 30 have entered

Lsarvarships. -
2. By March 2004. a minimur of 0% of thoss who have completed Laamenships
aro. within #ix months of compimiion, emploved (o.g. have & job or e saif-
employed}; in full-ime sty or further taining of are In a social dovelopment

.mme. -
Source: Department of Labour (2001) National Skills Davelopment Strategy April 2001 — March 2005 Pretoria

amployment

Only some of these indicators concern us in this study, given the focus of the NS5 2003 on smatl,
. medium and large anterprises, and the nature of a survey of this kind, Thess indicators were drawn
__from the set of indicators specified in the NSDS for which there were targets attached and which

o 1 mobwﬂad in such a way that performance could be tracked against numaerical data emanating

- from=the- NSS. 2003, The discusslon will proceed per indicator, after which some closing
obsarvations will be made. _ f S :

3.2 Developing a culture of high-quality lifelong learning (objective 1)
This objective focuses upon the extent to which access 1o structured training is increasing and the
apread of practices relating to high-psrformance workplaces (see Ashton & Sung (2002) for @
review of such practices internationally). In the NSS 2003, data were coflected on: alf tralning
- (whaither: structured or unstructured); the proportion of all training that. wes structured; and the
extent:of use of high-performance practices by employers. The dats: thus, had relevance to both
“indicators 1.2 and 1.3 applicable to objective 1. In addition, the survey:-asked about training
expenditure, | \ : o :

3.2.1 Participation In training (indicator 1.2)

The NSS 2003 provided data on training participation through a number of measures, First, there
were data on how many firns were engaged in_training. Second, there were data on what
proportion of employees participated in training. Third, the latter measure was diasaggregeted
according to whether employees were permanent or non-permanent and whather ar not they ware
disabled.

Enterprise participation in training g
. The proportion of enterprises that indicated that they exposed thair smployess (o some form of
- training was a comparatively blunt measure, since it did not distinguish batwoen an enterprise that
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provided training for a single employee or an enterprise that trained all employees. Nevertheless,
Table 2 shows that six out of ten South African private sector enterprises provided some ampioyee
training in 2002/03. There was & clear differentiation in the propensity to train acroas enterprisa
_size:-Only.19 per cent of large firms did not train, but a high praportion (45 per.cent} of smail irms

raported no training activity,

. :EMMWWWWM“'WWW enterprive size In T
L t I : T S o T

Yax No vt hGrowptobal | . RgE

il N | Row% N | Row%.| N ] Row% -
| Small 1149 i6722] 55 12830] 45 28551 100
Medium 80-140 6178 72 2424] OB 8602 100
Large 150+ .- ;. 2 249 a1 537 19 2788 100
—To .. - 74149] 60 15791 40 390% 100

. NOTE: The numbers of entwrprises as well as any numbera of employees given in:this. or any subsaquent
' teble.s darived from a statistical weighting procedure. In the welghting procedure, data from the returns of

. the sample Survey are adjusted proportionately to reflect the actual snterprise numbers in the semple frame,
" In this-way the results of the survey can be compared with the actusl population of emerprises deacribed try
- the sample.frame. The discussion in this chapter refers to @ population of 30 939 snterprises with & total
- employmant count of 2 849-797 employees. T R

Training reported by SETA (Table 3) reveals a wide range of activity levels, from highs of 85 per
cent in banking, 78 per cent in information and communication tachnologies and 77 per cent in
mining, to & low of 43 per cent in chemicals. There was & wider variance in anterprise training
activity reported between SETAs than betwean enterprise sizes.

Tabie 3 viing employes participation iry By SETA In 2002003 . it
e T Yess T Ne o ERENRG] Giroun ) %
e el N ] T TN - ] N %
FASSET 1 701 69 e a1 1018 100
BANKSETA | 2 2080 85 s 15 244 100
L CMEETA i‘ | aee a8 e 32 - 871 100
- CTFL X 727 58 sl 42 1’248 100
" CETA 5 1383 - 43 1870l 857 3263 100
__ ETOP SETA 7 g4 7 ws| 20 1339 100
EBETA 8 177 50 177 S0 - b4 10
PFOODREY . | o 702 69 3 N 1148 100
L KT 676] 74 24| 28 810] _ 100
-HWBETA - | 11 908 69 402l M 1308 100
T IBETT |42 g1} 78 283 22 1184 100
L META L;( 2868 58 187 42 - 100
_ "MAPPP - . | 45 96zl 87 471 38 1432, 100
: R - Y I ‘ an3 77 . 179 23 782 100
-} MERBETA 17, 3744 57 2808 43 -850 100
" [POMMERETA | 1o s13) 74 28] 28 | _ toml _ 100
L ARTA - < 20 - 1 390 67 102 43 - 2419 100
| SETABRA < - | 23 842 65 28 25 829 100
. [ MEWACES _zﬂr 2917 &2 1821 38 AT 100
. NIRRT 1320] &0 soa] 40 .. 2; 100
N 5 939 83 547 . AT CooASs 100
"WARBETA 27 2 B34 52 Z7448] 48 5083 100
_Total | 2 e0 15781 40 Wy 100

2| .
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Employee participation in training :

_ A clearer measure of company engagement with training is the "training rate’ which may be defined

as the proportion of employees who racaived iraining in a given period (the 2002/03 financial year

In the case of the NSS§ 2003). Two training rates were used. In both cases, the number of

employses who raceived training was divided by the total number of employees. Two rates

emarged because of the ways in which different questions were answerad. Respondents were

asked for

(A) data giving a summary of the total number of personnei that were trained in the permanent,
non-parmanent and disabled empioyes categories {question 3.2 In the NSS questionnaire);
and

(B) data on training by occupation, gander and race within the permanent employee group only
{questions 3.3 and 3.4 in the NS5 questionnaira). '

in (A) the intention was to compare training rates between the different (permanent, non-
permanent and disabled) employee catagories. For (B) the aim was to consider training rates only
within the permanent amployae category in greeter detail, for instance, by race.

The aggregate ‘training rate A’ (based on the data from question 3.2) was 38 per cent (Table 4),
These data enabled an analysis of the proportionate training access between permanent, non-
permanent and disabled employeas. For permanent employees, the training rate was actually 41
per cant {(Sea Table 4 and 5). .

- AL R
o " ChSeens ¥ .
Ny P X . “
Question ln the Netlonal Sidlls Survey
T e AR ¥
B ! . e e

AT L

“.._'.l:t.nfr..l:“. - . . s
. . | pUolpsted In training during the 2002/03 financlal year § a4 | ne 8 employsss
a2 (O ‘ smployess | dleabled - 41% for permanent
" 1« parmansnt, non-permanent and disabled amploysas
B Ploays provide a breakdown of sstimatad numbers of Disaggregated by
" | parmanant smplopess whe participated in trining during 1 evcupation and

26%

‘ | Diesggregated. -t
- [TTRANANt employess who phricipated in iraining duting | & . | oooupstion snd rece
| the'2002/03 fnancial yeat by: B R

. occupation group and popdation group

Training rate (A:) Training rates of permanent, non-psrmanent and disabled calegories of
am,

Pumﬁnt employees had better access to training than non-permanent workers. About 18 per
cent of employees in private enterprises worked on a non-psrmanent basis in South African
enterprises and their training rate was less than half that of permanani employses (Table 5), Thia
differentiation was probably based both on the perception that those in non-permansant pasts would
be more likely to laave and, thus, worth less investment, and on the practica! problems of amanging
training for those staff who were contracted on a non-permanent ar non-full-time basis.

%8 B Training ratios for psrmanent, Non-permanent
'-'J‘-ﬁ.:‘ m_;'

el

 shie In 2000003 (%) 'L R
FraCE EE B

atea .bm p e P A
{excluding . e ! pi
27 18 26
35 24 - 33
46 13 - 43 ‘
A 16 .38 R




Disabled employees, whether permanent ar non-permanent, wera avan less likely to get access to
training, with only 16 per cent of them baing trained compared to 41 per cent of permanent
employees (excluding the disabled). This clearly points to discrimination against disabled
personnel. In addition, large enterprises appeared to have been doing particularly badly in
providing training to their disabled employees. .

Training rates among non-permanent and disabled employeea varied considerably across SETAs
(Tabie 8). At the SETA level, training among non-permanent employeas. was closer to parity with
that of permanent employses in the banking, education, forestry, mining. and transporn sectors,
Among disabled personnel, high levels of training wera provided in the transport, education,
-financie! services, and information and communication technology sectors..

. [Tem “ratios for parmanent, mn-plnnlnmtandmmv- W;
" Pormanant * | Nop-permanent | - Disabled - Vi R
. (excluding | . (excliding . | ‘(permenent snd | - erplayess i
. disabled) : diesbled) - | .non-pecmment) | "3 ST
53 03 55 ~ b1
54 50 . B4
- 48 22 35 45
22 04 .25 21
40 12 ‘ 14 32
45 35 — 70 .44
35 18 a4 o
9 41 04 17 36
10 42 49 21 42
11 40 12 41 39
12 50 30 ' 47 ‘1 .48
13 29 00 07 24
HAPPRP 16 25 03 18 23
MQA 16 56 92 08 58
_NERBETA |17 45 13 18 41
POBLEC 9ETA [ 19 38 01 05 38
PAETA |20 25 u5 05 22
serasa (22 26 12 -+ 28 24
SERVICES |23 54 14 25 50
THETA 25 45 22 10 42
TETA |26 49 a5 84 49
WARBITA |27 34 24 21 3
Yotal A1 19 18 38

These data reveal that 16 per cent of all personnel who were disabled received training. it was
necessary to calculate the share of the disabled in all training rather than the proportion of those
_trained within this group in order to assess progress towards the NSDS target, which requires that
_disabled - employees should receive a 4 per cent share ‘of all training- opportunities. Disabled
_'parsonnel represented 0,88 per cent of the popuiation of permanent employees end received a
- 0,28 per cent ghare of all training of permanent amployees, The training lavels among disabled
 -empioyees were comparatively low, but the extent to which the NSDS larget was approached was
. directly affected by the low numbers of disabled personnal in.parmanent employ. This is because
- the:absolute. share of training achieved by disabled employees wa;;;:‘qymarlcally represanted in
- relation to the existing number of disablad employees who were actually’ amployed, rather than as
'a comparative measure. o :

The 2000 HSRC survey of training in South Africe indicated that participnﬂnp in training could be
located on a continuur between 16,4 and 44,9 per cent (Kraak st al. 2000: 48). The 2003 NSS

23




showed that the training rate for permanent employees could be located on a continuum betwean
25 and 41 par cent. This information clearly signifies an improvement bacause the minimum lave!

of training measured at 25 per cent was higher than the minimum level of training given for the
earfier period. ‘

Al further analysis of training rates that addresses fraining exposure within the category of
permanent amployees by race, gender and occupation will be undertaken using the aggregate
‘Tralning rate B', which was calcuiated to be 25 per cent, Where appropriate, thesa data will be
reported by size and by SETA,

Training rate (B): Training rates of permanent employaeas disaggregated

The training rates expressed in the tables below and in all further tablea that deal with equity in
access to training will refer to training within the ranks of permanent empioyees only. The training
rate used was 25 per cent, which means that psrmanent employees acroas all enterprises were
axposad to training on a one-in-four ratio.

SETAs

Al the sectoral lavel, there was wide variation in training between a high of 81 per cent in mining
and a low of 9 per cent in health (Table 7). Strong training propensity was reflected in the services
(44 per cent) and financial servicas (35 per cent) sectors, while relatively low training rates were
8lgo reflected in the insurance, chemicals, energy, and food and beverages sectors, all of which
had training ratios of 15 per cent or lass.

[Table 'Q_Tmlnlng ratio by BETA In 2002103 (%) . it erlebits &
[ 8ETA % T GETA - | e
T MASBET | 4 35 ‘
2 24 MAPPP 15| 18
3 23 MQA 18 61 - ‘
i 27 MERBETA . (17 21 =
[ 13 POSLEC SETA .{ 1 29
T 26 PARTA 18
8 13 . SETASA F7] 21
9 15 SERVICES 23 44
0 26 THETA 25 26
11 )] TETA 28 24 -
112 23 WARSETA 7 28
13 11 Total 25

Enterprise size

This aggregate ratio could be broken down according 1o antarprise size, where the lowest training
ratio of 22 per cent was in the small category. The highest ratio was in the medium category (27
per cant), which was only marginally higher than the training rate in the large category (26 per
cant) (Table 8).
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| - ‘making. too close a link- between the quality of leaming ‘and its f

Occupational category

Large variations in training access were also experienced betwaen occupational categories (Table
8). Service and sales workers received training on a one-in-three ratio. This suggests that sorvice
: quaﬂty.had becoms increasingly important in the workplace. . '

i is noticeable that large enterprises showed a much lower tendency to train technicians. This
deserves further attention.

Table §: Trainkng ratio by snterprise size and
200210 (% g by anterp occupational category in
Small Madlivm ™
"""""“"'W 1149 | 50-149 T& Group total
R 24 |3 21| -
-3 40 8 | 18
.M. 35 14 ‘ - 20
23 30 20 . S22
24 37 as 33
10 18 A2 .18
i trade 19 22 25 23
33 24 20 .. 29
14 18 a8 27
22 27 26 23

Among sgricultural workers, training increased in line with increases in enierprise size. This
suggests on the one hand that agribusiness could afford to invest in tralning in a sector that was
showing ongoing technological modernisation, whereas the economic activilles of smalt agricutturat
enterprises were dominated by low-lavel labour requirements — or these snterprisas did not have
the ragources to train, : ‘ '

A surprisingly depressed average ftraining rate was recorded for profesaionals, which was driven
down by low training rates recorded in the large enterprise category. On the other hand, large
enterprises showed a markedly higher rate of training among elamentary workers, which supggests

- that sdult basic education and equity-based programmes were being implemented on a relatively

©L g large scale in this size grouping. The fragmented modes of training provision in South Africa have

~ complex origins but the relatively high training ratios for craft and skilled trades and operators
“dotupational categories may be partially mxplalned by the need of employars. to recruit -and

_intamally sustain a stable and skilled workforce through specific vocational training acquired on the

.Job. By comparison, the low rates of training among professionals can be attributed to the tendency

in this occupational category to independently acquirequalifications priof to

seouring a job (Kraak 1991 40-44; Kraak 1994).
~ 3.22 Proportion of training that waa structured and aligned to the National
- Qualifications Framework (NQF) " ' .
© . Training. according to external training standards confers several potential advaniages to an
.anterprine and 1o the employees receiving such training. At the entarprias lavel, training acconding
to. external standards can ensure that internal training processes “maet particutar quality
requirsments, are harmonised with international practica and ensure thal employes competencies

can be: accredhed. Ancther advantage of formalising various forms ‘of ‘training ‘and accrediting

_ training_on the NQF is that ‘it should become possible (In future analytic surveys) to disaggregate
“rmining" In & more sophisticated way ... (McEvoy 2000 19). Nevertheless, there s a danger in
- malty. A series of recent
© - publications about lsaming and knowledge in the workplace have observed that the value and

. qusiity-of informal workplace learning is frequently underegtimated (Lave & Wanger 1991; Ashton
& Sung 2002; Fuller et al, 2003). : _ - A
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The data show that 30 per cent of amployees were engaged In training, tralned according to
external standards n 2002/03 (Table 8 and Table 10). This reflects a small increase from the 28
- par cant reporied in the 2000 study of training (Kraak et &i. 2000: 62).

NSDS target 1.2 specified: ‘By March 2005, a minimum of 15% of all workers to have embarked on
a structured learning programme’. This target — of 1 308 033 worksers - was reached by March
- 2003 (Department of Labour 2003b: 18). If training according to a national or intemational standard
is. taken.as.a proxy for @ 'structured learning programme’ a8 given in NSDS target 1.2, then the

. .217108. employess who trained to standards in 2002/03 represanted 7,6 per cent of all persons
~ smployed (2849 787) in the enterprise population of this study. A certainproportion of those

recalving tralning according to' standards would have participated in programmes that ran over
more than one year. Therefore, in 2002/03 the total of those completing a structured isarning
programme would have been less than the 217 106 racorded as being engaged in structured
" leaming. Nevertheless, on the basis of this information It seems likely that the NSDS target 1.2 will

be comfortably excesded.

Of interest is that small and medium anterprises engaged mora sirongly with external benchmarke,
both having higher proportions of their training according to standards (Tabie 9), This may be
. becouse age enterprises were in a position to design, implement and sustain their own internal

{raining programmes based on internal corporate requirements, o -

':‘ anent amployses engaged in train g sccording bo standards by shberp e .ak
L o 1) BT wﬁfbﬂﬂ:g&ra “a’x:-"?: i e
By - | ey, vraning scconding to SHn PEEGE W PO AR

[

8

15108 18331 6

19885 14 7071 13605
T30 804] . 41976] 20261 18601 | 443 484
- 85777 76014] 40175 35 140 723 280

Within the population of employees that were trained according lo soma form of banchmark,
nationally recognised standards wera utilised in two thirds = 65 per cent - of the ¢ases, Within this
category, SAQANQF atandards were being ufilised in 30 per cent of the cases. QOverall,
intarnationally recognised standards accounted for about one third of structured training

programmes,

Table 10; Permanent smployees engaged In training according to standards by
lM- size In 2002103 (%) -
Other . Ohher . Total
standards standards
mall 11-49 30 38 13 19 100
|Medium 50-149 % 27 25 12 100
150+ 28 as 18 17 400
thl - a0 35 18 16 100
Nola: SAQA/NQF and 150 were isolated oul 9% currenlly the two fargest slandards frameworks referred to in South

. Alrican training. 1509000 refery to coant
- 9000 renge for quality control purposes. Other

Given the centrality of the NQF to
ragrattable that only 9.0 per cenl 0
standards. Moreover, this implies tha
aligned training during 2002/03.

™ st ment of | abooest IHSET

fieates confared by the Intemational Standa
international standards include Pitman

rds Crganlwstion with nutnbers in the
, Microsoft, City and Guilds sic.

the nationa! education and training vision
{f those recelving training
t lass than 3 per cent of &

did 80 in accordanc
il workers actually received NQF-

it is particularly
e with NQF




At the SETA level, the pattern of ‘affiliation’ to different structured training benchmarks was diverse
(Table 11). This suggests that each sector may have had its specific training needs met by a
combination of different standards that applied to occupational groupings, skills levels and skills
needs. The importance of interational standards would have depended on the extent to which the
sector needed to assert the competitiveness of its workforce, product and gervice standards In a
giobal market. This was cleary the case with the Information and communications technology,

‘mining, banking, services, and health and welfare sactors.

The SAQA/NGF framework was well entrenched in the wholesaie and retail, transport, financial

~ services, chemicals and services seclors, but showed much. lower levels of attractiveness to
_sectors such as the mining, health and welfare, information and communication technology, and

police and security sectors. Of particular interest is that the latter sactor had by far the strongest
affiliation to another nationally recognised standard.

Regarding overell commitment to training standards at the sactoral level, the data showed that
certain SETAs had a much higher level of racourse to structured training, such as transport,
financial services. education and manufacturing. Low use of training besed on external standards
was evident in the chemicals and health and welfare sectors,

Table 11: Permanant smployses nng_a&:d;lnﬂmctumdtrnlnln by SETA In 2002/03 (%) R

W e ] iy | Toul | %

‘ ' . - |

; _SETA SAQANQF recognised 180 000 mnw‘._ m “mplﬂ-l'“:i;g

R standards standards S © tralned ¢
TFASBET 7 51 16 74 9 100 70
~ BANRBETA | 2 24 13 0 63 100 17
— CHETA 3 a7 T 15 10 100 73
L 20 54 10 17 700 14
- CETA 5 15 68 ) 8 100 4
EFaETA | 7 30 40 0 30 160 77
- BSETA ] 27 58 14 0 100 48
[ POODEEY | 28 14 52 3 100 B0
~FiltA 0] = 28 64 1 B 100 34
| HWBETA | 11 7 40 16 37 T00 )
[ ISETT 12 8 18 EY 42 100 48
INBETA | 13 44 25 7 23 100 20
— WAPPF | 15 23 43 3 33 100 18
LT 16 B 12 70 10 100 12
T MERSETA | 17| . 24 40 23 13 00 72
Al 19 1 [T P ] 100 54
PAETA 20 11 60 7 23 100 1
“SETASA | 22 4 22 28 38 100 43
—§ERNICES | 2% 47 15 11 27 100 11
THETA | 28 11 A0 1 39 100 30
“TECA 26| 63 26 7 ~ 5 100 a2
[ WERSETA | 27 63 22 r 11 100 19
T Total 30 a5 19 16 T 100 30

3,2.3 Training expenditure as a percentage of payroil
The value of enterprise Investment in training activities i a crude bui powerful measur_a_of
enterprise commitment to the training of employees. In South Africa, levels of Investment in training

_ are of further interest, given thal the levy grant scheme was spacifically intraduced to encourage

higher levels of training expenditure i the workplace,

In 2002/03, training as a percentage of payroll (Table 12) was 2,1 per cent. There was a small
increase in expenditure between small and medium enterprises, but large enterprises spant
substantially more on training as a percentage of payrall. This is in line with international trends
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that show expenditure on training to increase with enterprise size. An examination of how
expenditure was applied at the employes level showed that for 2002/03, medium enterprises
invested mora on each trained employes than did large and small enterprises. -

Tabll-'iz: Training expenditure by enterprise size in 2002/08 (ZAR)
' A B A '

c D
Average Average Anticipated levy Tralning
axpenditure on | axpenditure on allocation par | expenditure as a
training per tralning across | ALL employees % of payroil
TRAINED ALL employges
employes
111-49 2 549 1105 1 36 1.0%
Mediurn 50-149 4 309 1571 1069 1,1%)
P. 150+ 3681 174 180 28
‘otul 3627 1 653 1 638 2,1%)

Training expenditure is seldom distributed in programmes thet invelve all gtaff in training In a
particular year, and this means that training could be concentrated on a particular smployee group.
It is thus important to obtain a comparable measure of relative training investment over all
employees in an enterprise, or grouping of entarprises. In order to do this, the total training
expanditurs was divided by all smployees to obtain a messure of training expanditure on all
amployees in a given year.

When the average expenditure per trained employse (Column A Table 12) ls compared with
-average expenditure across all employees (Colurnn B Table 12), the biggest differenca in amounts
pecurs in the medium enterprise category. This means that the allocation of funds for training in
medium enterprisas was concentrated on a smaller proportion of employees, and on training with a
higher value, than was the case with the small and large enterprises. The reasons for this would
nead o be invastigated further.

The data suggests that in the case of smail enterprises there was lowar par capita expenditure on

training but that this expenditure was aflocated more equitably across all employees. This may

_reflact the tendency among small enterprises to prefer spreading the benefils of training across

" amployees. However, thig would preclude the option of sending a smaller number of employees for
.. highar-valye training and may have the consequance of perpetuating low-skills training strategies
" in'gmall enterprises. o S

Given that the data provided a piciure of expenditure on the part of enterprises. it was possible to

. compare this expenditure with the anticipated disbursements of the levy given back to enterprises
on a per capita basis, The anticipated levy allocation was calculated by taking 1 per cent of payroll
- the skilis developmant levy — and then taking 60 per cent of the levy amount (the mandatory
grant disburgement based on receipt of workplace skills plans and implementation reponts from
employers), The mandatory rebate was taken as a standard for comparison since the diffarent
Instruments obtaining rebates — such as discretionary grants = eould laad curnuiatively to a rabate
excesding 60 per cent overall. But this could nol bae eaptured on a disaggregated basis from the
-survey. The theoretical rebate proportion of 60 par cent was then dlvided by the number of
employees so as to generate a value that reprasented the ‘average' anticipated rebate benefits for
esch employee that could be accrued through the levy grant system (Column C Table 12},

This comparison showed that the real average expenditure declared by small enterprises of R1105
was 19,2 par cent less than the R1 368 they were entiled to claim in rebates, basad on their
payroll costs. Similarly, for medium enterprises, it would appear that actual per capita expenditure
was 22,8 per cent under what they were entitied to claim rebates for. In large enterprises, the
declared per capita expenditure exceeded the maximurm rebate amount that could be anticipated
for the levy grant scheme. This suggesis that on average, large enterprises were probably
spending 9.0 per cent more on training than their expacted 60 per cent rebate from the levy grant

schems. 1{:,'
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Among the SETAs, there was a large variation in expenditure on {raining 8% 8 parcentagé of payroll
- (Table 13); from § per cent in mining to less than 1 per cent in the forestry; clothing, textiles,
footwear and leather; energy: secondary agriculture, and wholegale and retall sectors.

High average expendiiure per trained employee was evident in the financial services,
“manufacturing; education, information and communication tachnology, and media, advarising,
. printing and packaging sactors. In the food and beverage and insurance seclors, the expenditure
- on trained ‘employees was. more than. four times training expenditure, averaged across: all

: @3, which suggests that In these two seclors, high-value training was concentrated on a

euliir group of employees. In some seclors, enterprises were investing in‘tralning bayond what

gEThw rant scheme specifies. This was a characterlstic of the mining, #ervices and education

Table 13: 'T'rninlng sxpanditure by enterprise size in 2002/03 (ZAR)
Averags Average -
sxpeonditurs on expenditure on Anticlpated levy Training
tralning per training acrass ALL allocation par | axpenditure as a
TRAINED smploysea ALL employees % of payroll
employsa '
| TASSET (1 8 345 4 474] 3 938 1,2
RANKGETA | 2 2 84 2 646 4727 1.0%|
CHIRTA 3 4104 2 03 1 350 1,9%
CTFL 4 2974 - 102 1 185 o‘,%
CETA 5 1687 613 210 1,6%
ETOF3ETA |7 737 3790 226 2,2%|
ESRTA B 1 300 356 622 0.8%|
FOOEBEV | § 3 269 678 297 1,3%
FIETA 10 875 443 2 958 0,2
HWEETA 11 3008 1 862 2 794 2,8%
ISETT 12 6 661 2 433 1 769 1,5%|
WaETA |12 4550 1108 a7 ' z._zgﬂ
MAFFP 15 6 451 1582 2 371 2.1
MOA — 118] 3513 2311 834 5,0%
MERSETA |17 7 808 4 005 4 400) 2.1%
POBLEC SETA |19 1234 472 461 1,7%
PAETA 70 816 2 363 1.2%
SHTARA 7] 2274 557 1812 0,9%
[~ GERWGEE |23 1 904 13 562 : 2,0%:
THRTA 25 4373 216 2 154 2.8%
TETA 28 1951 4177 512 2.8%
WERSETA |27 1734 779 1189 0,9%
Toul 3 827 1 86 163 _2.1%]

Changes in the pattern of training expenditure were an important measure of the level of
seriousness with which enterprises were addressing skills development among their employses.
For this reason, lraining expenditure as a percentage of payroll reported in the HSRC survey of
training in 2000 was compared with data from the NSS of 2003. The 2000 survey data were
1 umameighted and were based on a smaller sample slze, which made detailed companson at the

'SETA level indicative rather than definitive, However, on anaggregete-basis, this comparison
suggested that expenditure on training increased from 1,3" per cent to 2,1 per cent over the paried

'V Yhese data ste based on “Tadhe 10.2 Training expenditure over past financial year in Kraak 81 al. {2000: #0), bul have been smanded
pacauss the datnset of 102 emerprises In the 2000 survey contained data for privale and public enteriess such as the large parktetal
orghnisation, Eskom, whiteas the 2003 Nationsl Skils Syrvey focused on privale secior ynlerprizes only, For this reason the data for

. Ewhom was rémoved from the 2000 detaset, and iraining wxpandiure 8% a percentage of payrol was recaiculated.
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between 2000 and 2003 (Kraak et al, 2000; 90). This is a sign of increased commitment to skills
development among enterprises.

3.3 Fostering skills development in the formal economy for
productivity and employment growth, and stimulating and
supporting skills development in small business (objectives 2
and 3) -

Ag the NSS 2003 focused an small, medium and large enterprises — enterprises with mora than ten
employses - this section analyses both objectives 2 and 3 of the NSDS, which do distinguish
between enterprise sizes. In considering =kllls deveiopment by enterprise size, dats on access to
grants and use of workplace skills plans (WSPs) will be examined. The NS5 2003 also requested
data on levels of registration and satisfaction with SETA, which will be considered here in order to
anrich the picture of how companias view the SETAs to which they are affiliated,

3.3.1 Access to grants In large, medium and small entrprises (indicators 2.1, 2.2
and 3.1) :

The levy grant system is the central mechanism within the NSDS structura that encourages

partictpation by enterprises in training activities. For this reason, the proportion of anterprises

claiming grants was an important indicator of participation.

"The NSS 2003 data for grant claims (Table 14) = 85 per cent of large enterprises claimed and 66
per cant of medium enterprises claimed - can ba compared with Department of Labour data on
grants received, The departmantal Implementation report of March 2003 showad that 72 per cent
of large enterprises and 51 per cent of medium enterprises received grants in the year ending
March 2003 (Oepartment of Labour 2003b: 24 ~ 25), the target for large enterprises being 75 per
cent and for medium enterprises 40 per ¢ent,

Tha NSS 2003 data confirmed the extent to which thé system had been adopted in large and
medium enterprises. The differences betwesn the flgures for grant applications and grants
received could be ascribed 10 the time-lag betwaen the submission of a grant claim and the
reimbursement of the grant. This was a positive achievement, gince it implied that all of the
antecedenit slaments and structures in the levy grant process were activated for nearly nine out of

. ten large enterprises and two thirds of medium enlerprises. Thase proportions also suggest that

the ‘system’ wae working at these size levels,

There was greater difficulty in capturing small enlerprises in the system, yet 29 per cant of small
enterprises reported having cleimed grants in the past year, which exceeded the target of 20 per
cent set for 2005, The Department of Labour (2003b: 30) reports that by March 2003, 8,7 per cent
of small enterprises had received grants. Smail enterprises exceeded tha target in absoiute terms
by a smaller margin than medium and large enterprises, but the proportionate gain over the targat
was significantly larger than in the other two categories. The small proportions of smail enterprises
~ in the country recelving grants brings the aggregate level of grant claims across all South African
enterprisas (with more than ten employees) down to 41 par cent.

{rable 14: Enterprises claiming grants by size in 2002/03
Yeos No Group total
N % N % N %
Small 11-49 7.984 29 19.810 71 27.594 100
umn 50 5.509 66 2.848 34 8.357) 1
rge 150+ 2272 8 39 c 18 2.66H. 100
. . 15.7 41 22.85. E- Y 100
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Statigtical analysis showed that a significantly larger percentage of anterprises with low training
rates did not claim grants. Even though causality could not be inferred, the association hatween
these two behaviours was important, The implication s that enterprises which claimed grants ware
more likely to have higher Yraining rates, indicating a coincidence of desired training-related
activities,

The pattern of grant claims among SETAs (Table 15} was axtremely variable, ranging from 78 per
cent In the financial services sector and 72 per cent in the banking sector, to 27 per cent in the
 health and welfare, 23 per cent In the chemicals and 20 par cent in the education sectors, These

difierences could be escribed, inter alia, to @ number of factors such as the size of the sector, the
number of small enterprises in tha sector, the level of organisation of the seclor and the past
history of training in the sector. For example, the large proporion of enterprises that claimed grants
in the financial services sector could in part be ascribed to a high proportion of small consulting
arnd professional service firms in that sector that needed to pursue continuing professional
development in various professional flelds,

Notwithstanding the exigtence of material and historical conditions that impactad on the extent o
which enterprises in particular sectors were claiming grants, this large variance may also be
ascribed to differences in the capacity of the SETAS themselves to administer and support the levy
grant system,

[Tabls 15: Enterprises claiming grants by SETA in 2002/03
' Yos No Group total
N % N % N %

FASSET 1 773 78 220 22 903 100
BANKSETA | 2 176 72 88 28 244 100
CHIETA 3 385 45 478 55 863} 100
CTFL 4 758 61 487 39 1248 100
| CETA 5 698 23 2 310 77 3 008 100
ETOPSETA | 7 262 20 1077 80 1339 100
RSETA 8 96 28 2486 72 342) 100
. FOUDBEV | ¢ 831 55 517 45 4148 100
[ WETA_ | 10 _ 288 3 - IR 11 877 100
- HWEETA | 44 338 27 M7 73 1 255 100
BETT )12 704 62 431 38 1135 100
INBETA | 13 247 571 186 43 433 100
MAPPE | 15 788 56 645) 45| 1432 100
MaA 16 352 46 A1 54 768 100
MERBITA | 17 2 B8O 45 3498 55 & 378 100
[FofLeECBETA] 19 41 a1 812 59 1030 100
PAETA | 20 B75 a7 1610 ¢ 63 . 2385 100
[ SETASA | 22 43 57 3z 43| 768 100
S m - T 1429 a1 3138l 69 ... 4 m 100
THETA 108 70 34 1363 - ¢ e6| - - 2008 100
- TETA - | D) . 576 42 ‘ 701 g8l o 1367 100
WARSETA |27l - 1 g48] 30 30200 . et 4877 100
" Totl 15 764| 41 “oo 854 sol - 38 818 100

3.32 Use of workplaca skills plans in large, medjum and small enterprises
(Indicators 2.1, 2.2 and 3.1) o N .
One of the key benchmarks for the management of any enterprise is its capabn!uty_and desire to
engage in sirategic enterprise planning. A workplace skilis plan (WSP) was an indicator tlhal the
enterprise had engaged in a process that would lead to the development ufg plan for training and
development of employees. In the NSDS, the development of a WSP is given as a formal
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" ‘{hat'they had WSPs had a larger proportion of

raq_uirament for anterprises in order to qualify for a grant payment, Statistical analysis showed that
a significantly larger proportion of enterprises that had WSPs also claimaed grants.

However, the data in Table 16 show that enterprises that claimed to have developed WSPs
axcaeded the number of enterprises that reported claiming grants, This coutd maean that a8 number
of enterprises had submitted their WSPs and were in the process of claiming grants at the time of
racaliving the NSS 2003 questionnaire. As can be seen from the table, the proportion of enterprises

inhat claimed to have 8 WSP was 10 per cent higher than the proportion of antarprises that actually
claimed grants.

Table 16: Enterprises having workplace skiils plans by size in 2002/03
- {Yeos _No Grroup total
N % N % | N %
11-49 10430 3¢ 16089 61 26 408 100
' 8203 76 1967 24 8169 100
2508 54 1 g8 | 2879 100
o142 51 | 18204 49 | 3raee

" At the SETA level, the distribution of enterprises having WSPs revealed 8 .slmila_r variance to the
distribution of those claiming grants (Table 17). SETAs with low numbers of enterprizes reporting

ihat i /SP small enterprisas in their mambership, such as the
ndumtlon, energy and wholesale and retall sectors. ‘ . -

The sectors that reported high proporticns of W3Ps included the banking, information and
communication technologies, financial services, and secondary agriculture sectors.

[Tabia 17: Enterprises with workplace skilla plens by size in 2002/03
Yos No Group totsl i
N % N % N [

ASBET 1 728 73 2656 27 a3 100
SANKSETA | 2 204 84 40 16 244 100
CHIETA 3 458 55 369 45 824 100
CTFL 4 709 60 479 a0 1188 100
CETA 5 1259 44 16268 56 2 B85 100
7 464 36 822 B4 7 286 100
LA [ 118 37 201 CX] 319 100
— FOoDERV | 648 59 446 41 1095 100
FIETA [ 10 = 481 56 373 . 44 854 .100
[ AWSETA™ | 11 623 29 846 51 1268 100
e | 12 879 77 256 23 1135 100
INSETA | 13 276 87 735 13 214 100
I~ WAPPP | 15 836 82 546 38 1432 100
MGA 16 484 70 210 30 804 00
WEREETA | 17 3452 55 2796 45 6 248 100
POSLEC SETA] 10 502 57 ara 43 880 100
TR 10 7068 28 1186 B2 2230 180
SETASA | 22 559 73 200 27 . 768 100
1= 23 1807 30 7 6065| ) 4 503 160
| THETA 125 1087 £ 7066 a0 2163 100
] TRTA 26| @ 658 53 587 47 1 248] 100
TWEREETA | 27 1784 3B 2 895 62 4 660 100
[ Tou 19142 51 18 204 ap — a7 346 100
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3.3.3 Reaported registratl
SETAs are the instruments

on with SETAs
through which the NSDS is co-ordinated at the level of economic
- sactors. All anterprizes paying tha levy should be registared with a SETA, as it

that grants are paid. Overall, 63 per cent of anterprises reported being registere

is through SETAs
d with a SETA

(Table 18). There was a clear size dimension in the registration pattem: 95 per cent of larga firms
reported registration but this fell to 58 per cent for small enterprises. An additionai 9 per cent of

enterprises were unsure about their registration status,

Tabie 18: Enterprises reporting registration with a SETA by size In 2002/03
: Yes No Unsure - Group total |
N % N % N | % | N %
mail 11-40 15008 56 8832 33 3038 11 26875 100
adium 80-149 G324 78 1397 17 - 386 5 8 107 100
EE 150+ 2556 985 121 4 25 1 2701 100
otal 23887 63 10350 27 34460 9 37 682 100

Although reported registrati
1909/2000 data, in which only 7 per cant of

on was far from universal, it compared extremely favourably with
enterprises reported an affiliation with a SETA or an

industry training board (ITB) (Kraak et al.. 2000). While the shift from voluntarism has not yet

resultad in 100 per cent registration,

participation in sectoral bodes.

3.3.4 Satisfaction with services provided by the SETAs

The services provided by the SETAs we
which enterprises would angage with eki
ware asked to rate SETA services accor

ranging from ‘Poor’ (1) to ‘Excellent’ {5) (Table 19).

: Tgﬁ! 16: Emterprise rating of

SETA services by size in 2002/03

SETAs to queries and least satisfied with the p
ratings fell in a narrow

In the light of the generally negalive press coverage

. employer. Almost ali the

were parforming better |
betler equipped 10 comm

- ] oo . —ran

- i of satisfaction with- SETA performance. At .
- of SETAE, this should be seen as o relatively satisfactory evaluation of
'However. the gradient of ratings from
n their service o

mall to larg
{f large enterpr

e enterprises did suggest ‘
=@ clients or that large enlerpnses ware

unicate with and draw from SETA services.

-

it does mppear 1o have resulied in a massive shift in

re an important factor in creating the conditions within
lis development activities. For this reason, enterprises
ding to a set of service activiies on 2 five-point scale

Small 11-48 50-149 Large 150+ | Group total
Mean | 81d dav| Mean | 5td dev| Mean | Std dev | Mean | 3td dev
and support concerning
ssmnarshb 2.4 1,3 2.7 1,2 28 1,3 25 1.3
linternet sits and web pages 25 | 13 | 30 [ 14 [ 31 | 11§27 | 12
- [Pramptness in paying grants 25 | 13 [ 30 | 10 |31 )12 |27 | 12
.of information about ,
et and trainin 24 | 13 | 27 [ 12| 27 12 (25 | 13
- {Pyniiglion of infor naboutgrants | 23 | 13 | 28 | 12 ]| 31 | 3.2 26 | 1.3
. JProvision of sector skills plans’ 22 | 13 | 28] 12 | 3a’| 13 [ 25 | 13
. of free train 79 | 1.2 | 24.) 13 | 27 14 | 22 | 1.2
- Rts iveness to queries 26 | 1,3 | 3% | 12 [ 30} 12 | 28 | 13
i ion proosdures 26 | 1,2 | 39 | 12 | 31:1-12 | 28 | 12
| — — 15 08 | .24 ! 18 28::] 20 | 1.7 [ 12
" Fotal 2.3 28 | : 30 25 |
The ratings showed that, overal, anterprises were maost satisfled with the rasponsiveness of the

rovislan by SETAs of training free of charge to the
band between 2,5 and 2,8, suggesting & mid-point

#'young get of ingtitutions.

agither that SETAs
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3.4 Assisting new entrants into employment (objective 5)

3.4.1 Enrolment in Learnerships and apprenticeships (indicator 5.1)

~ A‘Learnership’ is a central vehicie of the skills developme
..and a major focus for the disburse
 supporl Learnerships: 8 grant fo
.-employees’ (Referrad 1o as 18.1 type Learnership), and a grant for subsidising learners who as
. ‘new employses' were unemployed immediate
18.2 type Learnership).

ment of discretionary.

nt strategy of the Depariment of Labour,
grants. Thare are two types of grant to

offset the costs of implementing - Leamerships for 'current

ly before starting the Laamership (Referred to as

The NSS 2003 did not elicit data on Learnership numbers from enterprises. The data cited below
was sourced fram the Depariment of Labour database for the period coinciding with the N33

postal survey. The dis
much higher levels of reglstration of learn
(30.5 per cant), services (20,6 per cent),
nearly two thirds of all learners registere:
which was one of the smallest sectors in
largest share of learmers re
Learnarships (5.3 per cent) from a
~ Information systems, electronics and telacommunica
. achleved a 20 per cent share of Learnership reg

employment in small, medium and large enterprises In South Africa,

Qverall, there was a greater proportion of ‘current employee’

registered (56 per cent compared to 44 per cent),

wribution of learners registared for Learnerships in 2003 was uneven, with
ers in particuler sectors (Table 20). The financial services
and manufacturing (13,2 per cent) sectors accounted for
d for Leamerships, [t is striking that financial sarvices,
tarms of employment size (1,1 per cent), had by far the
glstered. Ancther sector that had a large share of leamers in
small sectoral employment base (1,6 per cent) was the
tions technologies sector. The services sector
istration from a 7,2 per cent share of total

than 'new employee’ Leamarships

Table 20: Lsarners registerad in Learnerships by June 2003 by BETA

Numbar fed ugﬁlt—ug:s In : GIEET; al ;

reglstered in asa Lagmerships for All laarmers learnats

Learnerships for Y of loyeas registerad In reglatared for
current all Laarmwerships new ':';pz Learmurships Learnershios

employess (18.1)|  per SETA (18.2) %" Pe
FASSET 1 8 524 85,5 1517 10 441 30.5
BANKEETA | 2 132 475 146 278 0.8
CHIETA 3| 279 66,7 139| A18 1.2
GYPL a 1364 (il 410 1784 5.2
CEYA 5 158 70,2 67 225 0.7
. ETDPSETA | 7 0 0.0 800 800 23
ESETA 3 133 62,1 a1 214 0.6
FOODBEV (] 362 935 25 387 T
FIETA 10 182 100.0 0] 182 03]
HWSETA | 11 1183 66,6 508 1791 5.2
[~ [BETT 12 0 0.0 1608 1808 53
INSETA 13 45 80,4 11 [ 0.2
"MAPPP 1 120 71.8 a7 167 0.5
MGQA 10 0 0 0 0 0.0
MERSETA | 17 7514 55,7 "% 000] 4514 132
POSLEC SETA | 19 27 368 TE! 70 0,2
PAETA 20 209 82,0 128 a3 1.0
SETASA |22 48 46,6 55 103 0.3
[~ SERVICES | 23 2071 783 4097 7 068 20,6
THETA 5 133 B 1703 1836 54
TETA 26 0 0.0 307 307 0.9
672 207 631 18
w";rﬁ;fflTA = 1% ﬁ? gsla 15 4101 34 z%i 100,0

Soures: Deparment of Labear uarery reports from SETAs
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There were 159 Learnerships that were approvad and for which thera were leamers registered by
Juna 2003 (Table 21), compared to 136 active Learnerships in March 2003 (Depariment of Labour
2003b: 26). The number of Leamerships registered varied across sectors, but some Learnerships
had a far higher number of learners registered than others. On a sectoral level, the financial
sarvices Leammerships had a very large average numbar of leamers registered, whereas in the
‘media, advertising, prinfing and publishing sector tha average number of learners was much
amalier. A number of conditions influenced these figures, including the size of the seclor and the
age of the Learmnership (new Leamerships would have had low cumulalive registrations). However,
‘this suggests that some Learnerships may also have been more efficient in relation to the cost
allied to daveloping them. o o '

;.E't?: Z1: Leamers registersd in Learnerships by June 2003 by
Total :;.l'mher Avorln:f
. number
Learnership Tgﬁ:::’ﬂ";?:’ laarners

programmes | .o rod registered par

offered per Learnership

SETA programma
FASSET 3 4 10 444 2 810
[ BANKSETA | 2 5 278 66
CHIETA 3 12 418 35
CIFL r 10 1794 94
CETA 5 4 225 56
- ETOPSETA | 7 4 800 200
BSETA 8 7 214 3l
. EQODBEY 9 B 187 4B
FIETA 0 nd 182 -
~ HWOETA 1 9 1791 199
18ETT 12 4 1808 452
INSETA 13 7 56 )
MAPPP | 16 11 187 15
‘MQA 1 18 nd 0 -
MERBETA | 17 9 4 514 502
"POBLEC SETA | 19 1 70 70
— . PAETA 20 8 337 42
SETASA 22 1 103 103
T SERVICES | 22 73 7 068 307
‘ THETA 25 10 1836] 184
~ YETA 26 9 307 34
" WARGETA | 27 4 63t 158
Total 164 34 278 216

Source: Deparment of LADOUr quariery reports from EETAs

3.4.2 Planned participation in 18.1 and 18.2 Learnerships (indicators 5.1 and 5.2)

1n 1986/2000, 43 per cent of enterprises indicatad that they planned to implemsnt Learnerships by
‘2001, and 51 per cent of enterprises signified thair intentlon to implement Learnerships by 2004
(Kraak et al. 2000: 76).

Respondents to the NSS 2003, indicated whether their enterprigea axpected to '!ni_t‘!ata
Learnerships In the year 2003/04. A highar proportion of enterprises expected {o initiate
Learnerships for current employees (50 per cent) than for new emplpyees (38 per cent) (Table 22).
This was roughly consistent with the ghape of Learnership regustration that fgvoured current
amployee (18.1) Learnerships, The tendency was for both medium and large firms to express
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. stronger intentions to initiate Learnerships for currant employees, while intentions with respact to
new employae Learnerships (18.2) did not show much variance across the enterprise size groups.

Table 22: Enterprises sxpacting to initiate Learnerships by size tn 2002/03 {%)
Medium :
Small 1149 50-149 Large 150+ Tatal
- Yeos 49 83 56 50
Current smpioyees :
(18.1 Learnerships) 2 51 a7 as 50
‘ ‘ Total 100 100 100 100
Yos 38 39 40 a8
New smployees

(18.2 Learnerships) 2 62 61 60 B2
Total 100 100 100 100

The initiation of Learnarshipe is dependent on the priorities in the Sector Skills Plan, the funds
available to support Learnerships in SETAs, and the lavels of interest among employers. Strong
intenlions to initiate Leamnerships for current employees were signaled by enterprises in the
energy, insurance and secondary agriculture sectors (Table 23). Intentions to implement

Learnarghips for new employees were strongest among enterprises in the financial services and
police and security sector.

Of concern was the ralatively low level of learners currently registered (Table 22) and the very low
jmval of intention to estabiish Leamerships (Table 23) in the primary agriculture sactor,

[Table 23: Enterprises expecting to inltiate Lesrnorships by SETA In 2002103 (%)
% of enterprises expecting to initiate [% of enterprises sxpacting to initlate

Lanrnerships for current employess Lasrnarships for naw smployses
Yaa No Tatat Yos ‘No Total

T FABSET 1 a3 57 100 59 41 100
BANKSETA 2 42 58 100 33 87 100
CHIETA 3 48 52 100 40 60 100
CIFL 4 53 47 100 28 72 100
CETA & 51 49 100 30 60 100
~—ETOP SETA 7 42 58 100 a7 63 100
E3ETA 8 72 28 100 56 44 — 100

_ FOODBEY P &1 29 100 54 465 100
FIETA 10 48 52 100 47 53 100
HWEETA 1 40 60 100 30 81 100
ISETT 12 52 48 100 51 A0 100
INEETA 13 69 31 100 54 40 100

" MAPPP 15 &1 49 100 w . 61 100
MEA 16 51 49 100 42 58 100
NERSETA | 17 50 50 100 35 &5 100

[~ FOBLEG BETA | 19 56 44 100 50 41 100
PAETA 20 A2 58 100 10 ) 100
SETASA 22 64 36 100 42 58 100
SERVICES 23 54 a6 100 43 57 100
THETA 26 53 47 100 46 54 100
TETA 26 83 37 100 51 40 100
WEREETA | 27| 45 55 100 27 73 100

" Total 50 50 100 38 62 100

3.5 NSDS equlty targets

Given the highly unequal access to both employment and training in the past, the NS_DS'P!aces a
strong emphasis on equily, which il treats as cross-cutling targets. As data on disability have
already been presented, the focus here will be on race and gender, 5 é



3.51 Gender

in 2002/03, 22 per cent of females and 28 per cent of males in permanen! smployment receivad
tralning (Table 24). This means that males received 27 per cent more traming than females,
However, the shape of access varied across enterprise size, with large enterprises showing the
- largest differential and poorest performance in training access by gender, On the other hand, small L
enterprige training practices suggest that females were slightly advantaged. ' o

Table 24: Tralning rat ender and enterprise size ih 2002103 (% f:f
N R as. | Mesium 80-40 - L_!n"'im-l-__ — Group total
L — — 5" , 26 20 22 g
% o 21 7 ‘ T 1 28 : i‘; o
Total 22 77 26| % o

Female employaes were particularly al 2 disadvantage in the technician, professional, craft/skilled
trads and operator categories (Table 25). This is an indication that inequitable access to training
was hampering the development of human capital in these categories. Femnales enjoyed a
marginally higher lavel of training access in sarvice and sales work and the agricultural
occupations, which are associaled to some axtent with gender segmentation.

Fﬁ- 8: Training ratio by gender and occupational
’ in 2002103 (%)

Ocoupational group | Femals Male Total
Managers 22 25 24
Profeasionals 13 24 18
Tachnlclans 10 _ 28 20

- |Admin/sec 21 25 22
Servical/sales 38 a2 33
Agticulture 20 19 19
Craft/skilled trade 13 24 23
Qparators 20 31 - 29
Elementary 28 27 27
Total 22 28 25
3.5.2 Race

in eggregate terms, the training ratio for Africans was higher than for other race groups (Table 28),
which suggests that some nositive progress was being made with respect to bringing about
redress in the skills levels of disadvantaged groups. In contrast, Indians had a markedly lower
aggregate training rate — at least five per cent lower than the other race groups.

Thera was a clear pattern of racial differences in training access between small, medium and large
enierprises. Training rates of Africans rose steadily from smalf o large enterprises, which suggests
that large enterprises were more able Lo monitor and respond o racial equity needs in their labour
force. Given the number of small enterprises in the counlry, it is worrying that the training rate for
Africans in such enterprises was below that of Coloureds and Whites.

Tabie 26: Training ratio by race and snterprise siza In 2002103 (%) !
o T Small 11-49 '_;%uﬁm_sﬁm Large 150+ ~ Group total
African 19 25 32 28 |

Caloured _ &7 24 21 23 i

indian__ 17 23 16 18 :
White 25 33 19 23 :
[ Total 22 27 26 25 i

Tralning ratios by race and occupation (Table 27) show that African managers, administrative and
secretarial workers and elemaniary workers ware exposed to markedly more training opportunilies
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than the other race groups. These data suggest thal equity programmes were taking effect across
. these categories, which could lead to the production ¢f high-level management skills as well as the
“development of low-skill elsmentary workers. ' ‘

It is of concem that In the technicians category there wers low lavels of training oppertunities for
African and coloured employess. This probably in pant reflected the disadvantages experienced by
" :bimck leamers at school in the gateway subjects of science and mathernatics.

~[Table 27: Training ratio by race and occupational categary In 2002/03 (%)
| Qecupationsl group African | Coloured | Indian " ‘White m!l! |P
i k2 16 18 23 - 24
‘(Professionals 16 10 18 19 18
Technicians 16 13 22 23 20
Admin/sac 27 21 17 21 22
Sarvicu/sales 33 35 22 . a5 33
rieulture 19 10 - 26 19
Craftiskillad trade 21 27 19 25 23
‘ [ 27 35 19 23 28
ry 30 13 0% 10 27
otal . 28 23 18 .23 25

3.5.3 Equity targets expressed in terms of the NSDS

The discussion of equity above was based on the calcutation of training rates, which raferred in
percentage terms to the proportion of employees recaiving training within each gender or race
category. For instance, an aggregats tralning rate for Africans of 28 per cent maant that 28 out of
100 Africans employed received some form of {raining in the year 2002/03.

Bul these ratios did not reflect the share of fraining received by Africans as & preporton of ali
employees. Therafore it is necessary to calculate the distribution of all training across all race
groups. This Is presented in Table 28.

As can be seen from Table 28, th
ghare of training obtained a
equity targets s reflected in t

mong

et S OO0 (Ya
{Tabie 28 Training access by race 1998/00 to 2002703 (

| ' - NSDS target 1999100" 200203

oolourss 85 o o e 72

\ %I.L—— biack black 8| plack

n 9 3.4
) 15 a2 . 287

o @T olats May not add to 100 on secount of reunding off. Data for 1 Teom Kraak el al. (2000). -

e years betwaan 2000 and 2003 &
black employees. Similarly, 3 small ehange toward
he gender balance in Table 28.

Yabls 28: Training access by gender 1339/00 to 2002/03 (%)

Al NSDS target — 4999/00" 2002/03
Female 54 30 333,
Male 4B 70 68,7

t_ e
Fiote: Data for 1989/ from Kraak et al, (2000)

While the analysis in Table 29 refers to squity
workers, Table 30 describes U
in particular forms of training.
calculated as a propo
equivalent of the General
Education Level 4. Black represent
 target proportion, but partic

the advantaged access to

[T [y R Sy o TR -] - L

he equity profile of
The proportion of black worke
In NQF Level 1 programm
Ificate (GETC) Grade 9, and the Adult Basie
n NOF Lavel 1 was approaching tha
Access to structured teaming affords
nities. Women had a better share of

rtion of all those participating
Education and Training Gent
ation among learners |
ipation of women wa
employment choice and opporty

5 very low.

how a slight increase in the

s the NSDS

in terms of overall access 10 training among all
the workforce with reference 1o workers involved
rs, women and disabled workers was
ms, which were the
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[ Table 30: Workers achleving NQF Lavel 1 or participating in structured lsaming
| profrmmmaes by race, gender and disabliity In March 2003 (%}
4 TR ‘ Tlr'gi.t. | nae ,'1.'.‘; Structured
- NQF Levalt-)  \aarning
86% black 77.5% 54,5%
bA%women . | 204% 40.5%
A% dlsabled | 004% ]| 008%

access to structured leaming than 1o all forms of training together. Whal ia of concarn is that black
workers had a much smaller share of structured learning than of all fraining opportunities. This

‘suggests that the distribution of structured Ieamlhg apportunities disproportionately benefitted
coloured, Indian and white workers. ' '

‘Data on training proportions by disability varied widely batwaen the overall proportien of 0,28 per

cant calculated for the NSS 2003 and the proportion of the disabled who engaged in NQF Levsl 1
and structured learning. In both instances the proportionate share of training among disabled
persons was lower than that calculated for the NSS 2003.

3.6 Conclusion

This chapter suggests that there has been reasonable progress towards the NSDS goals
according to the NSS data. There are clearly challenges ahead, but it needs to be remembered
that the system is stil very young. In this light, progress is generally relatively successful. Table 31

sots out in summary form the ‘performance’ of small, medium and large enterprises against these
targets for ease of refarence. . o

The key features of training against NSDS targets are briefly summarised below.

Overall, 60 per cent of enterprises reported that they provided training opportunities o their
employees in the previous year. The training participation rate of smployees was batween 25 and
38 per cent, However, this aggregate figure obscured the below-average {raining rates in
technician and craft levels, and in professional and management levels. These findings are of
concern given the imporance of those occupations to growth across a wide range of econemic
sestors,

While the overalt amount of training was reasonable and formal training was reported to be far
more common than informal training, it needs to be stressed that anly 30 per cent of formal train.ng
was reported as being structured. More seriously, less than 3 per cent of all employees had
axposure to NQF-alignad training in the previous year. These findings are potentially disguieting in
the light of the officlal emphasis on eiructured learning. Cleatly there is a difficult task ahead to
ensure NQF alignment, and this is confirmed by intarnational experience.

The survay data suggest that any shift towards high-performance work practices is limited. Faw
practices were widespread and there was rostricted use of such practices in combination.

Training expenditure was a reasonable 2,1 per cent, but there s clmarly room for improvement.

Across all these indicators there were large sectoral variations, which finding is potentially
worrisoma. Some of the variations inevitably related to the history and structure of sectors, but the
unevenness of SETA performance may also have been a factor. Overall satisfaction with SETA
sarvice was acceptable, aithough SETAs were apparently more successful in reaching and
servicing the needs of their larger cliants,
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Tabie 31: Nationa! Skills Development Strategy objectives and indicators based on data
avalilable in the Nationa! Skilis Survey 2003

Sy

Objactive Indicstor - Smal | Mes | Lamgo ..
- . 1149 - | 50148} 180+
{4 |.Daveloping a culture of high- N5DS 1.2 - Participation in 2l irining (enlerprises) . 60%
. |-quality Welong leaming | ______ ‘ - -1 66% T2% | B1%
: NS5DS 1.2 - Faricipation in af irbining (employess) - | 25-30% .
: T22% [ 27% | 26%
NSDS 1.2 - Proportion of training that ks shructured k! 1}
: 39% A7% 25%
TNSDS 1.2 - Propoftion of tréining thal is NQR-alianed 2%
NSDS 13- Take-up of high-parfemance workplace +  Teams - low
activities » Pl inerastion -low
e Skilling -low
+ _Incantives — vary low
2 | Fostering akilis development NSDS 2.1 - AGGeeS 10 Grants In large firns v
‘m 1 NSDE 2.2 « Access (o gtanis in medium firms 29% 66% 5%
NSDS 3.1 - 0 grl 13 .
N%sz,1-m5mmm=m(mﬁmu i
Stimulsting and aupporting | Nagurama sace skl piams WEPRIIR | aow | Tew | 4%
skills development in small | NSDS 3.1« Use o workplace skilts plans (WSPs)in
busineszes amall firms '
§ | Assisting new eniranis into NSDG 2.3 - Number of sactots In wiich Laamersh
smployment 8 ticeships ara Svaliable merdhipe! All SETAs
I:SDE E_;;.'Egr.dm_ﬂln Laamershigs and ) 23% of firms

NGOG 54 - Planned participation if T 18,
M@%—LTL 49% | 53% | 98%
NSDS 5.2 - Flanned pa in Tyos 18.2 .

8% 39% 40%

Laamerstips for new antrants/utermny B
‘Additional indicators ralevant | Treining expenditure it 8 % af payroll 2,1%

to objectives 2 and 3: % 1% | 2
Eostering skiils devalopment oriaten of STATES with SETAS % oy 9:‘:
Reasonable
NSDS equity tarpets Participation In training Dy RcE A C 1 W
: e, | 14% | 3% | 2T%
[ Participation in trainirg by gender F | 32% | M | E8%
PamcnpaELIn training E (din)abillty 0,28%

Overall, 41 per cent of all enterprises renorted having received grants from the levy grant gystem,
with the far weaker coverage at the small enterprise level counterbalancing the widespread
_coverage of large enterprises. Use of workplace ekills plans was repored by 51 per cant of all
enterprises, again with a sharp ditferentiation by size. Cumulatively, 63 per ¢ant of all enterprises
reported that they were raqgistered with a SETA. Whilst this was far below the 100 per cent that
was expected, it raflected a very large increase from the 7 per cent involvement in voluntary
structures observed in 1999/2000. -

The Learnership system showed aggregate registered participation of 34 278 learners in
Leamnerships across almost all sectors by June 2003, but this is claarly a fast-growing area of the
NSDS because the number reached 75 014 by the end of July 2004 (Mdiadlana 2004). The extent
to which sectors deveioped and launched Learnerships was concenirated in three sectors:
financial services, services and manufacturing. With reference to future plans, 50 per cent of
enterprises reported an inlerest in offering Leamerships to sxisting staff, while 38 per cant
" indicated that they were interested in taking unemployed learners into Learnerships.

There was s6me progress towards the equity targets but much stili has 1o be done. Female
participation in training increased from 30 per cent to 33 per cent &ince 1996/2000, but was stil far
from the 54 per cent target. Black participation increased over the same time from 68 per cent to
73 per ¢ent, but was still below the 85 per cent target. Disabled amployees rapresented 0,68 per
cent of all workers and had an even smaller share of access to training (0,28 per cent, which was
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below the 4 per cant target). There was apparently stit a high degres of occupational
segmentation, Strikingly, large firms performed badly In terms of female access to training.
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Chapter 4: In-depth analysis of tréining rates and
training expenditure in private enterprises

Andrew Paterson and Jacques du Toit

4.1 Introduction

Chapter 3 analysed pnvate enterprise training against the Netional Skills Development
Strategy (NSDS) targets set by the Department of Labour for the following anterprise size
categories: small (11 - 50 smployees), medium (51 ~ 148 empioyees) and large (150 and
more employees). This chapter draws on training issues covered in the National Skifls
- Survey (NSS) of 2003 that could not be addressed in Chapter 3 with its dedicated focus on
-_progress agalnst the NSDS targets. [t also Introduces more contextual data and engages in

L Bome ‘lntamational_ comparative analysis, The analysis is baged on an enterprise size
< icutegorisation of small (11 — 50 emplayees), medium (51 — 100 employees) and large (more.
- than 100 smployees). ST G .

The chapter has three sections. The first briefly profiles private enterprises in South Africa in
order to place the data on training in context. This includes referance to international
ownarship and the number of years of operation, while the shape of employment is described
with referance to the balance of permanent and non-parmanent amployees, the proportion of
personnel leaving enterprise employ, and the distribution of disabled parsonnsl. The section
alee addresces two key indicators of fraining access, distribution and intensity, namely
tralning rates and training expenditure.

The second section fotuses intensively on training and beging with an analysis of the
digtribution of enterprises that undertake training, and does so by SETA and by employment
size. it then proceeds with an in-depth analysis of training rates according to: SETA,
enterprise size, occupational group, race and gender.

The third section focuses on investment in training in relation to the skills levy. Expenditure
patterns are sxamined with referance to enterprise size and SETA membership.

4.2 Population of enterprises and employees
It is necessary to preface the analysis by dascribing the main features of the population of

enterprises and employees. The analysis below is based on 2 papulation of 45 399 private:

anterprises (Table 1). The total number of people employed in these anterprises and whose
training activities are reported Is 5,18 million.

Tabie 1: Number of enterprises and number of employeas

Tutal number of % Total number of
antarprises smployees
11-30}) 34 244 68,
um (89-100) 0N w23 :
(100+) [LIE .9 3 222 514

I 4% 39 100.0 5181 348 100.0

NOTE: The numbers of enlerprises as well as any numbers of employsss given in this or any
subsaguent table are derived from @ statistical weighting procedure. In the welghting procedure, data
from the returns of the sample survey are adjusted proportionately 10 reflect the sctual enterprise
pumbers in the sample frame, In this way the results of the survay can be compared with tha actual
population of enterprises descrived by the sample frame.

These figures are not rapresentative of the total population of enterptises or employees
within small, medium and large enterprises in the private sector in 2003, but are based on a

South African Revenue Service dataset of enterprisas that paid gkills davelopment levies
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between November 2002 and February 2003. For a detalled explanation of tha sampling
strategy, response rate and weighting technique appilied in this survay, upon which these
numbers are based, see Chapter 2: 'Rasearch design and methedology'.

Table 2 shows the distribution of entemprises across the sector educalion and training
authorities (SETAs)} with reference to number of enterprises and to number of employees.
(The full name of each SETA is given in Table 2 together with its acronym and its official
number. The tables after that oniy use the SETA acronym and number.) SETAs such as
mining and insurance are represanted by a small number of enterprises but their average
enterprise size is large. In contrast, the services and wholesale and retail sectors have large
numbers of small enterprises. Certain SETAs with a haterogenaous membership base
combined with large numbers of small enterprises may face a greater challenge in facilitating
- training than SETAs with a relatively homogenous membershlp client base comblned with
mostly madium and large sizes,

Table 2: SETA share of {otal employment and of total number of enterprises in the sampla (%)
% share of 1 thars
Full name of SETA Acronym ll'l'lpclo:;r‘mm total :{umhir
- anterprisgy |
ncial and Actounting Services FARSET 1 11 17
Banking Sextor Education and Training Autherity BANKSETA | 2 1.0 0,6
; =8l induniries Educaiion and Training Authority CHIETA 3 1.5 2.2
Textilgn. Footwear lnd LuMSmEdmhnn and ‘ G‘!FI- 4 1 10
i . CETA | 5). 108 8,1
B rmmwnmim Education w9 | EDPBETA | 7|0 12 33
© L ERETA e 03 10
Imhlw Educaiion and Training Awthority -HETA o). 20 2.2
y s-mremmmimmw T HINBETA 1l 13 34
ad Tecommunications Cwm o [2) e 30
. INSETA 1] 78 1,2
"""" . HAPPP 1%~ 28 | a8
. MR i8] - 109 1.8
nndmllms«v-nuﬁduutlun md o -m““ ,, 123 168
Polios, Privaie Securlty, Legal and Comwctionsl Services ‘| PomECSETA {t0) 23 27
Prinary Agriculure Bducation end Training Authority | eAETA 200 30 58
mwwnwzmmeAmmm | swramA  |2af 28 1.9
jirvioes Secior Education and Training Authority "SERWICES |23l 72 | 123
um and Hospltelity Ecuucation and Trallng Authority T | THETA 285 B 53
iTmeraport Educelion s Tratning Authority T TERA 201 42 3.7
Whclesals snd m Sectos Education and Training Autharity | -weanseTa |27 - 88 128
‘ " Total 1" 1000 1000
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4.21 Ownership of establishment

Rasponses lo a survey question on the ownership of the establishment show the extent to
which enterprises in South Africa have eilther local or forelgn or joint ownership. Tha
proportions of joint ventures and of fully foreign anterprises both increase with enterprise gize
(Table 3). Combined joint venture and foreign enterprize Involvement Is as high as 18,7 per
cent in the large enterprisgs. The fully foreign category is more than double the size of the
Jaint venturs category overall.

Table 3: Ownership by snterprise size (%) -
. South African Jelnt vanture Foraign Group total
[3mail (11-50) ME 10 3.8 100,0
adlum (61-100) "a 2.8 &0 100,0
Large (100+) 83,3 4,1 126 10,0
Totsl 92,8 2.1 5,1 1000

The distribution of enterprises by ownership and SETA in Table 4 shows that high levels of
joint venture and foreign ownership occur in parlicular sectors. Joint ventures are
concentrated in the banking, secondary agriculture, and food and bavarages sectors, while
formign ownership is concentrated in the chemicals, informatlon technology, transport and
mining sectors, The distribution of joint venture and foreign ownership is concentrated
padicularly in the chemlcals (28,8 per cent) and Information technology (23.3 per cent}
sectors, each of which reflects & ratio of foreign involvement at tha level of about ons In
every four enterprises. Of interest is whether the ownership status of enterprises (s
associated with differences in intensity and quality of training.

Tabls 4: Ownarship by S8ETA (%)
1 South African v;':::. Forelgn |Group total
FASSET 1 4.2 0.0 58 100.0
BANKSETA 2 §1.2 a8 0.0 1000
CHIETA 3 FAR 4.0 24.8 100,0
TEXTILES 4 1.3 1.2 - 100,0
CETA 5 B6.9 0.0 31 100,0
ETDPBETA | 7 83,3 3.4 a4 100,0
ESETA B 96,5 0.0 35 100,0
FOODBEY L] 934 5.8 08 100.0
FIETA 10 $1.4 47 3.8 100,0
MWSETA 1 TR 04 2.4 »100,0
ISETT 12 78.6 1.1 20,2 100,0
INBETA 13 88,8 9 8e 100.0
MAFRP 15 523 a4 4.3 100,0
NQA 16 8.8 2.4 10,9 100,0
MERSETA | 17 82,4 kK] a7 100,0
POBLEC SETA | 19 99,2 0,8 0.0 100,0
PAETA 20 100,0 0.0 0.0 100.0
AETASA 22 a4.0 8.4 [A: 100,0
SERVICER i 2.8 1.2 6.0 1000
. THETA 25 94,9 1.3 30 1000
“TETA 28 845 6 11.9 1000 -
WRRSETA |27 8.3 0.4 28 | 1000
Tt 2.8 24 5.1 100.0
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4.2.2 Number of years in operation ' '
The da}a suggest thal the average age of en enterprise is related to its size, with large
enterprises being on average more than 14 years older than.small enterprises (Table 6).

Table 5: Number of years in operation by enterprisa aize
- ' Muean ::m t
[3mall (11-80) 19.7 18,3
Bodium (51.100) 223 21.3
i arge (1004 236 30,8
‘otal 218 CNA

: Standard deviniion la a mensure of e diapersion or the spread of chaed Around the mean, In Table 5, f wa take the
sample of small enterprises, o standard deviation of 19.3 tafls us that 66.8 por cont of all emati amterprises Fal within the range
aof 19,3 years on either side of the mesn,

The younger average age of enterprises in the information technology, forest industrias,
banking, services and insurance sectors suggests that these sectors have eéxperienced
recent growth in the number of new enterprises (Table §).

'able 8; Numbar of years in operation
SETA _
Mot | gewiation
FASSET 1 19,1 244
BANKBETA 2 15,0 18.3
CHIETA | 3 26,8 19.9
TREXTILES 4 19,1 17,8
CETA 6 18,2 174
ETOPSETA | 7 20,8 s
ESETA a 19.8 18.2
'FOODBEV | 9 17,7 176
© FETA 10 14,3 10,0
HWEETA 1 20.1 17.8
ISETY 12 134 12.3
INSETA 13 16,2 188
MAPPP 15 247 21,2
MOA 19| =212 189
MERSETA 17 223 15.1
POSBLEC SETA | 19 38,6 37.4
PAKTA 0] 38 28,0
BETASA (22| M3 28.0
SERVICES [ 23| 159 19,8
THETA w187 25,0
TETA 26 19,5 18,5
WARSETA |27] 215 19.4
Total 21,5 2.4

The possibility that the age of an enterprise may bear some relation 1o the level and quality of
tralning that it undertakes was explored. Although there appears to be a slightly negative
corraiation between oversll training rate and the age of enterprises, this correlation is not
statistically significant or meaningful,
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' ;brﬁakdown of smployees by permanent, non-permanent and disabled status is provided h;m
because it i important to present the absolute numbers and also to describe the proportion

.. of the workforce in each of these categories (Table 7). =

B ‘ abla 7: Empioyes status by entarprise size

‘ voea|  NOT-permansnt Disabled smployees - .-~
T ] DS | ot “
I (11-50) 822 32 157 34 7 00 882 772
adium (51-100) 851 g7, 118 254 6 326/ 976 260
(100+) 2 773 261 422 494 28 758 3222 5t
Total 4 447 2 694 0 40182 5 181 548

Of the 5,18 miflion employees, only 13,4 per cent overall are non-permanent, The data show
that the proportion of Permanent to non-permanent employaes does not differ markediy by
enterprise size, although smali anterprises appear to have employed a slightly highar
proportion of non-pemanent employaes (Table 8). it ig of particular interest to agsess the
. distribution of access to tralning betwesn Permanent and non-permanent employses,

;blo 8 Employes status by enterprise size (%)

Farmanent Nan-psrmanent Disablag ;nploylu i ]
smployeas amploysas . (permanent ang non.- Total
(exciuding disabled) {axcluding daablad) Permanent)
) Y %
mati (11-34) 8)7 ' 15,6 0,7 10,0
Madium (51.100) 87,2 12,1 0.6 000
Large (100+) 88,1 13,1 0.8 100,0
Tots) ' 85.8 13,4 0.8 100,0

The proportion of disabled employees is about 0,8 per cent of the total number of smployeas,
This group ig distributed fairly aveniy between the enterprise size groups, but thare I greater
variation in the distribitian of disabled personnel at the SETA level,

It should be noted that data on the disabied group are reported on a consolidated basis (i.e,

inclusive of permanent and non-permanant disabled employees) to maximise accuracy of -
the ta

returns. Hencaforth,

bles do not spacily disabled' employaes ‘separately unless
specifically stated. ' ‘

The distribution of ‘employment at the SETA level, as reflected in Table 9, shows that the
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. - [Table 5 Employws status by SETA . T .
1 cmptoes | Crtcyees | inasmanast andnow| 1ol sumber or
- | toxetuding disabiad) | {sxcluding divabled) | . .:permanenty .| -
:FABSEY |3 52 342] EX: ' ey 547
“BANKSETA | 2 51194) 955 52 237
- CHIETA [ 3 73 014 3488 01 77073
| TEXTILES | a4 182 319 & 682 ] 162 697]
CHETA ) 305 680y 160 057 153 557 250
ETDP SETA | 7 50 503 5 986 808 80 079
o EBETA |8 12 54 4 661 92 17 301
FoODREV |9 147 804 50 280 1 859 239 443
META |10 90 976 10 009 1045 102 034
- HWEETA {11 360 0% 15028 1717 37T 2508
BErT |12’ 76 502 4001 3 B1 892
INSETA [12 301 850| 101 94 280 404 0532
. MAPPR |18 132 228 11 153 793 144 171
- MGA e 808 0a2 49 400 - A7 554 565 O
MERBETA |17 548 232 81 434| 8977 635 842
|POBLEC SETA| 19 1249 98 1187 A 131 350
PARTA |20 128 105{ 23217 1 765 153 087
- SETASA |22 114 765 29 474] T 144 981
SERVICEZ |23 326 248 47 122 1735 375 105{
THETA |25 220 246 4387 sa 264 §51
TETA |28 201 953| 19 247] 895 22
WAERBETA |27 J323r4 2475 1182 358 311
Total 4 447 268 804 094 40 18 5 181 54¢|

The proportion of non-permanent employeas varies considerably batween sectors, There are
five sectors where the proportion of non-permanent employees exceads 20 per cent. They
are. construction, energy, insurance, food and beverage, and secondary agriculture
(Table10), ‘
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‘T‘lbli 10; Employes status by SETA (%) )
Permanent Non-permanant | Disablet! samploysss :
smploysas - smployass (permanant and non- Tota!
{axcluding disabled) {nxeiudlng disabled) parmanent)

FASSET |14 957 4,0 ' (%] 100.0
BANKSETA | 2 98,0 18 D2 100.0
" GHIETA 3 7 45 08 100,0
TEXTLES | 4 - 938 6.0 0.4 100,0
CETA 5 A 287 0.4 100,0
ETOF BETA (7 82,8 14,3 . 0.8 100.0
ESETA 8 25 26,9 0.5 1000
FOODBEY | 9 78.4 M0 0.7 1000
FIRTA 10 - 88,2 9.8 10 100,0
HWAETA |11 .6 40 0.5 100.0
IBETT 12 93,4 X 0.8 1000
INSETA 13 4.7 25.2 01 1000
MaPPP |18 81,7 77 0.5 100,0
MOA | |18 899 7,0 a1 1000
MERBETA |17 as2 12,8 [+X:) 100.0
FOBLEC 38TA[ 19 98,8 . 0.8 0.3 1000
PAETA |20 83,7 15,2 12 100.0
_ SETABA |22 %2 203 LE.) 100.0
SERVICEE |23 87.9 12,6 0,5 1000
" THETA |25 832 - 18,6 0.2 100.0
" TETA 28 40,9 8.7 04 1000
WERBETA |27 228 X} 03 100.0
Total ] asa 13,4 0.8 <1000

4.24 Employees who laft amployment In 2002/03
The attrition rate of employees is a potentially important driver of training activities. The data
~ in Table 11 provide an undifferentiated view of turnover, and do not idenlify the reasons why
. amployeses left their employers, Thus employees who are leaving the labour market
permanently (such as through illnegs) or who are still In clrculation through moving to new
- - work or Into unemployment cannot be distinguished from each other. In terms of training
__needs, amployaas shifting jobs have a less negative |mpact on tha aconomy than the
‘ ‘-:ii.'.:'pannanant luss of tralned workers.

__{Table 11: Number of permanaent employees (eaving amplnymmt in
' by enterprise size
~ Nwriber of Numbar lsaving
parmanant Numbar lsaving | as s % of permanant
smployess L] ws onl
{14.80) a2 3 104 10 127
i (51-100) as1 679 28 863 11.6
(1004} 2 773 261 8% 80 14,3
otsl 4 447 269 338 808 13.5

At tha SETA level, there are economic sectors where the proportion of employees !eaving is
higher than the average of 13,5 per cent. Worst hit are the mining {22.2 per cent), primary
agriculture (18,0 per cent), police and private security (17,7 per ¢ent) and insurance (17,3 per
cent) sectors (Table 12).
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able 12; Number of parmanent smployses leaving employment in
002/03 by SETA : -
Numbar of . Number leaving
parmanent Numbar leaving | a8 & % of paftanent
smploysss employess
FASSET 1 52 242 7 429 14,2
BANKSETA | 2 51 194 6317 123
CHIETA ) 75 014 6 304| 8,6
TEXTILES 4 152 310 13 378 X
CETA 5 395 660 22 330 87
HTOP BETA 7 50 503 8 768 3.4
" ESETA ) 12 844 1770 14,1
FOODEEY | B 187 604 22 63 12,1
" FIETA 10 90 976 6 514 7.2
HWSETA | 11 360 50 60 033 16,1
ISETT 12 76 50! B E44] 11,6
INSETA 13 301 850 82 219 173
MAPPP 15 132 228 14 249 10,8
MQA 16 508 082 112 897 02
MERSETA |17 843 232 a7 087 12.2
POOLEC SETA | 10 129 99 23072 1.7
PAETA 20 12810 23078 180
BETASA 22 14T 10 05 B.B
SERVICES |23 326 24 38 939 1.9
THETA 25 220 24 25 72 13,5
TETA 26 201 95 23 808 11,8
WERSETA | 27 33237 4118 124
Total 4 447 269) 598 809 15,8

The passibility that employee turnover is related te training propensity was axplorad.
Although there is a slight positive correlation between the training ratio and the empioyee
turnover ratio, this association is not statistically significant or meaningful.

4.3 Training rate in private enterprises in South Africa’in 2003

It is axiramaly important to apply @ consistent measure of participation in traming so that the
- extent to which enterprises provide training opportunities for their employess can be
assessed and monliored. A simple and useful measure of training participation can be
‘obtsined by dividing the number of employees who receive training {according to a standard
definition) by tha total number of employees. This is computed as a 'training ratio’ or a
‘training rate’. The rate of training is a critical indicator that sheds light on the general state of
tralning in an economy (Kraak et al. 2000: 48).

The definition of training applied to this iseue ~ and printed in the questionnaire — was; any
‘activity that improvad the skill levels or capacities of employees to do the type of work thay
are doing or have done before, or glves them the skills or capacities to do 2 cor_npletely
different type of work, either on-site or off-site’. This is @ broad definition of training that
~_covers formal to informal training, short and long duration, and face-o-face to distance forms

_ of training. This broad approach was nacessary so as not to prejudice any form(s) of training
 exposure in the process of ‘measuring’ training activitiss. The aim was to apply the same

" definition on a recurrent basis over time, 5o that change could be observed. A similarly broad
. definition of ‘career of job-related’ training has been applied in the OECD such as for the

international Adult Literacy Survey (JALS) of 1987 (O'Connell 1999: 6).
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C i as parnanant smployses whe participated in training during the | by oceupation

The NSS 2003 questionnaire elicited data for the calculation of a training rate through three
guestions aimed at abtaining:
(A) aggregated data giving a summary of the total number of parsonnel that were trained in
- the parmanent, non-permanent and disabled employae categorias (question 3.2); and
(8) disaggregated data on tralning by occupation, gender and race within the permanent
amployee group only (question 3.3 and 3.4).

in (A) the, intention was to compare tralning rates between the different employee categories.
For (B) the aim was to consider training rates within the parmanent employas category in
‘greater detail. The dataset obtained for (B) derived from the detailed responses to question
3.3 and 3.4, which made it possible to analyse rates of training among permanent employees
on the basis of equity in terms of race and gender by occupational category, SETA and
enterprise size.

This approach was necessary becausse it would have proved too onerous a task for

respondenis to provide data on permanent, non-permeanent and disabled employess,

disaggregated by occupation, gender and race. An additional advantage was that the two

different datasets provided an opportunity to cross-chack results on training rates amaong

. permanent smployees that were produced from two different questions. The training rates
ara summarized in Tabie 13.

4.3.1 Training rates calculated for permanent, non-permanent and disabled
personnel

~Fable 13: Training rates for permanent persennel in comparison with rates for non-permanent

and disabled personnsl ~
‘ "Question in the NSS Type of Employse | Training
gusation tralning ratlo -
measured | caloulsted
%
A Elusse astimate the numbar of employses whé participated Aggregated ‘ermanent, non-
in training duwing the 200203 financial yaar by the following permarent &N aa
12 categories: parmanent. non-permanent and disabled digabled
. smpkryees

B Fiense pravida & hreakdewn of estimated numbars of | Disaggregaied
pernaneni smploysst who participated in training during thee | by occupation

2002/03 Tnancial year by: and gender '
| aa tion group and gender Pamanant 24
and. se provide a braakdown of estimated nu Disaggregated | omployees _nnlv

2002103 financial yenr by: and mce
. ocoupation yroup and population group

The aggregate training rate A (based on data from question 3.2) is 38 per cent, This can be
broken down into a 15 per cent training ratio for disabled employees. an 18 per cent training
ratio for non-permanent employees, and & 41 per cent training ratio for permanent
smployees (see Table 14).

able 14: Tralning ratio for permanent, non-permanent and disabled employees by
nterprise size (%) - _
- Training ratio of [iralning ratle of non-|  Training ratlo of
parmanent parmanent disabled amployess | Training ratio of
ampleysas smployess (permanant and non- all smployses
{sxcluding disabled) (excluding disabled) pnrm:mnl) %
% % Y
mall {11-50) EL | 34 20 an
 Madium ($1-100) 37 7] 24 35
Large (1004} 46 15 12 41
Tatal 41 18 13 38
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A significant minority of employees in private enterprises, or 13,4 per cent of the workforce,
work on a non-permanent basis. It is therafore important to provide a picture of the relative
lsvels of training access between permanent and non-permanent emplayees. it is quite clear

that employers discriminate significantly in favour of permanent employees, probably under
_ - some pressurs from trade unions and the legisiative envirenment. Overall, the training rate of
.- nof-permanant employees is less than half that of permanent employess (Table 14). Small

| _anterprises provide a much higher proportion of training 10 non-parmanent staff than medium
“"and large enterprises. : K

Disabled amployees have less access to training in proportion to their lotel employment
numbers, The large enterprises overall provide the lowest levels of training to disebled
- amployees, '

This differentiation is as large if not largar in developed countries, For example, in Canada in
the mid-18608 the training rate for full-time workers was aimost 2,5 times that for part-time
workers (Jennings 1998: 14). Similarly, in Australia permanent employees recelved a much
higher share. of ‘in-house’ training than non-permanent amployees (40,6 and 16,7 per cent
. respactively) (Smith & Freeland 2002: 15).

Even though non-permanent employees may nol receive many tralning opportunities from
. . their employars, it appears that, in Australia, they are obliged to invest In their own training,
. Smith and Freeland (2002: 18) observe that ‘workers are becoming more ragponsible for
‘their own training and development and that training is becoming & more individualized
process within Ausiratian enterprises’. In labour markets such as South Africa's, this could
heighten inequality in the non-permanent workforce, :

4.3.2 Comparison of training rates Aand B

Training rate A for permanent employees as calculated from the aggregate numbers elicited
from responses to question 3.2 differs from training rate B as calculated from disaggregated
information alicited from responses to question 3.3 and 3.4 (Table 15).

'nble 15: Tralning rate for permanent
ployces only
. Tatal
madl (11-50) 23
wdium (B1-100) 24
Large (100+) 25
[Totat 24

This difierence in training rate A and B can be atiributed to the fact that a number of
raspondents only completed question 3.2 and may have been inclined to overestimate the
numbers trained. (Questions 3.3 and 3.4 required defailed breakdowns by race and gender.)
For these reagons, the 41 per cent rate is given as the maximum possible lavel of training
and the 24 per cent rate is given as the minimum level of training of permanent personnel.
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4.4 Comparison of training rates for 2000 and 2003

The production of two differant rates makes it difficult to identify a ‘precise’ ot ‘trua’ overall
training rate, 1t is preferable 1o make reference to both training rates as & means of
bracketing -the range in which the overall training rate probably lies. The precisicn of the
. methodology applied in the NSS 2003, if repiicated, will make it possible o track changes in
... training provision in a follow-up survey according to either.or both measures.

The Beseline Survey of industrial Training in South Africa of 2000 defined a continuum
_between two points that would represent the probable’ minimum and maximum levels of

i, training in South Africa (Kraak et ai. 2000). In the 2000 gurvey, which yielded 670 retums in
~"all,.a relativaly low number of enterprisea (384 or 57 per cent of all returns) provided

sufficiantly complete data on their training activities. From this dataset, the maximum training
, based on. Known training activity among 138 487 empioyees in only 384 enterprises,
f calculated to be 44,9 per cent. o S '

" This figure was judged to be optimistic. The complaxity of the 2000 survey form and the data-
“gathering method produced a large number of incomplete survey rasponses (Kraak et al.
2000). It was surmised that a significant number of incomplete rasponses came from
enterprises that were retuctant to disclose low or zero jovels of training. With this set of
_enterprises excluded from the calculetion of the training rate, the overall effect on training
rate calculations for the 2000 survey was to produce an overly optimistic astimate, Based on
the assumplion that a significant proportion of enterprises offering non-responses weare not
_ actively training, @8 minimum lsvel of training was calculated that was based on the known
training actlvity in 384 enterprises against the total employment of 379 322 employees inall

. .B70 enterprisas. This was calculated 10 be 16,4 per cent in 2000, Since the non-responses

" would also have Included some entarprises that wera tralning but did not provide data, the

v mipimum level of tralning was considerad a pessimistic; Indicator of training levels, On this

. basis, it was argued that the raining rate for 2000 should be indicated 'as lying somewhare
 bracketsd batween 18,4 and 44,8 per cent. ' o

Diagram 1: Training rate continuum for 2000 and 2003 (%)

Year i 5 ". § 5 5 | : 5.

2000 164 . 449 ] i : :

2003 rrrrrrrrrr i-l.-.'---_ill- 24 41 "—dll--l!'-l--"—; lllllllll '.: ----------------------------- o
.......... IR B M : R ; , ]

10 20 30 40 50 60 70 B0 G0 10D

Percentage

When we compare the training continuum for 2000 with the training eontinuum for 2003
(Diagram 1), we see that the improved questionnaife structure and methodelogy of the NS5
2003 made it possible to focus the continuum of training at 24 to 41 per cent fer permanent
employees, whareas the 2000 survey was pegged far wider at 16,4 10 449 per cent. Given
ihat the minimum level of training of 24% in 2003 was based on the detailed responses as 1o
tralning activities among permanent employees, and on a larger sample size than the 2000
study, this enables us 10 authoritatively peg training levels al least i one in four.
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Having discussad the training rates at the nationa! level, training rates for permanaent
__smployess will now be analysed at a disaggregated level. The discussion that follows is

. ..based on.training rate B, which focuses on. permanent employees only. and which offers
... anslytic value-because the data based on the 24 per cent rale can be disaggregated.

4.5 South African training rate in international perspactive

It is widsly assurned that within the context of globalization, there is likaly to be a refationship
between investment in the improvement of gkills levels within a national economy and its
imekrnatlnnal competitiveness. Providing data which supports this assumption is not an easy
task,

O'Connell {1999: observed the following regarding the training knowledge base of OECD
countries ‘while a good deal is known about initial education prior to entry to the labour
markel, internationally comparable data on continuing education and training bayond initiat
educaticn are extremely limited, The same conclugion has basn made for developing
_contexts by Tan and Batra (1996: 6): ‘Cross national comparisons of {raining, are fraught with
. -problems ..." They base their analysis on data from Malaysla, Indonesia, Colombia and
Maxico (Tan & Batra 1995 33). Biggs, Shah and Shrivastava (1995) and Biggs (1995) reflect
i similar misgivings based on thel¢ work on tralning in Ghana, Kenys.and Zimbabwa. These
. guttiors note that there are sevare problems with ‘data access, 'data’ completeness and
. missing data, and different assumptions on which data are based (see also Zeufack 1999:
. 38)..In the OECD, O'Connell argues that tha chief problem is that there are ‘significant crosg-
national differences in. the definitions of training and the reference periad-in relation to which
" fraining is measured’ (1899 5). ' S

As a result, Ok and Tergeist (2003: 11) note that “it is notoricusty difficult to measure the

incidance of CET'. Continuous education and training (CET) in OECD countries is defined as

‘general or job-specific learning for adult workers', and covers learning activities that take

place afler initial education and are ralated to employment (Ok & Tergaist 2003: 8). These

difficulties are summarised as.

. ditMerences in how the concept of ‘training’ i defined;

. differences in population coverage, economic gectoral demarcation and coverage,
sampling and welghting strategies (Tan & Batra 1606: 8);

« different definitions of measures (e.g. how training expenditure g defined) (Davis 1808:
67), and different definitions of economic sectors; and '

. differences In the reference period of surveys {e.g. over what pariod data are gathered)
(OECD 1988: 2). ' ,

Given the uncertainties arising from the measurement and collection of data, the OECD

published a Manual for Better Training Statistics: Conceptual, Measurement and Survey

Issues (OECD 1997) to improve enterprise-related teaining data, and established a special

working committee 10 harmonise training statlstics in QECD countries,

It was only in tha 1990s that OECD countries began to shift their attention from the formal
aducation system as provider of knowledge and skills, to the role of training by enterpris®s
(QECD 1088: 2).

It is difficult to benchmark the performance of South Africa on skills development against
other countries In a meaningful way. In Table 6. comparative data from the OECD are
shown across a range of surveys of training to demonstrate that measures of training are
influenced by methodological, contextual and cultural factors. It is inevitable that these
contextual factors make comparisons betwean such data and data from South Africa
tentative. n addition, it must be observad that on account of the history of Apartheid, the
general education foundation underpinning the workforce in South Africa is poor, and
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furthermore, that current enierprise training has 1o both improve on weak foundations and at
_ the same time meet current labour market skills davelopment needs in the labour force,

Nevartheless, the training rate for South Africa reported in this chapter falls within the very
wide range of statistics found on training in the OECD, and suggests that the South African
ireining rate is roughly comparable to those achieved in some sconomies in Southern
Euwrops and that South Africa is not such a bad performer in skills matters as is generally
assumed. Just as imporlant, however, is to ask how wall the South African training rate

 addresses the poor general education foundations that underpin the ekills nesds of many
pacple in the workforce as a consequenca of apartheid,

[Table 16: Participation rate of adult workers in training in OECD
countriss . -
[Country | Maasure
|IALS, ECHP, , |ESWC, ational
1994.98 [|1998'  |19989 2000 sources
Auvstralla 414 ; - . 47,0
Austria . 28,4 31.0 20.6 -
Balglum 26,0 29,8 41,0 26,7 -
Canada 40,6 - . - 28,0
Czach Republic 32,7 . 42,0 - -
mark 80,1 80,8 53,0 48,3 -
Finland 64,8 54,6 50,0 63.7 51,0
rance - 10,0 46,0 233 29,1
Germany . 32,1 32,0 30,1 220
[Groeca - 1.1 150 11,3 -
Hungary 25,5 - 12,0 - .
lealand R - - . -
r!ﬂllnd 26.2 21,2 41,0 304 -
Haly 28.4 122 10.0 20 -
3 . ; - 13.5
. 17.7 36,0 27,7 .
429 10,5 41,0 44,5 -
51,4 - - - -
535 - - - -
19,0 - 16,0 - -
15,7 7.0 7.0 12,4 -
i 22.8 250 17.8 -
59,2 67.1 81,0 26 45,0
45, - - . aro0
53,7 44,4 49,0 478 -
48,1 - - . 1 410
408 283 34,3 3137 | none
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. [Genaral notes tor Tabvle 16
|1, AN date enllectad Tor a 12-month RENCY prior 1o Survey

.. |2 inematonal Aduh Lileracy Survey (IALS)

. |3 Eurtprinn Community Housahok! Paned (ECHP)

. |4, Contiruing Vooational s Training Survey {CVTS)

8. ¥¥ European Survey of Working Conditions (ESWC)

- 18 Tt raher to econamically active persons sged 2564

7. Kar-enterprises with >15 smplayees . R

B CVTS exiuded sgricuiture, fating, forestry, public administralion, health and education
s, ROt wike sppraniiceships and nital yaining included. ‘For sach typa of trining, it

‘s requirement ... that activities should ba included only if the primary purposa el the

jipant taking part in them was b improve their skifs or kiowledge, or bothisnd that tha

: lhg.u\l:. hma b?anplu\nad a8 such, in advance ... work expatienca slona wes not

11, Warking a1 lemst 15 hours per week

Jource
Ok, W & Tergeist, P (2003) improving warker's skills: Analytic widance and ihe role of the
aocial pacnars Employment, Labour and Soclat Aalrs Committee, Directorate for
Employment, Labour and Sucial Affers DELSAELSAWD/SEM{2003)10 Annex Table A1,
pp. B0 = 61, Dafinition snd Measurymant of CET of Adult Workers Box 1, p. 11

Finally, training rate is on its own not a sufficient means of judging national training
performanca. This is because training rate does not say anything about quality or ‘volume’ of
training. To take an example from Britain, the training rate increased from 9 to 15 per cant
' petwaen 1984 and 1594, In the same dacade, the volume of training measured In hours per
waeak changed, rising from 0,68 to 0,78 hours per week between 1884 and 1998, maintained
ihe 0.78 level into the early 1990s and then fall back to the 0.68 levels by 1994 (Feistead,
Green & Mayhew 1987: 4). This tells ue thal from 1891 to 1994, the proportions of
employees in all enterprises sampled who received training steadily rose, but the langth of
training fell (Felstead, Green & Mayhew 1897: 13). This observation points 10 the naad to
~ consider several measures of {raining in order to make a more belenced judgement about
national training performance. '

To take the above cbservation further, the OECD produced an analysis of the relationship
between training in tarms of its intensity and its extensiveness and concluded that & country
‘that provides little training for many workers is emphasizing the extensive margin and wil
tend 1o score higher on the participation index than on the volume index (OECD 1998 145).
Based on this idea, they observed: ‘There seems lo be somae trade-off hetween the extensive
and intensive margins of training, with the average duration of training being higher in
countries with lower participation rates’' (OECD 1999: 136).

it is striking that several countries that appear 1o emphasise the intansive margin (providing
relatively intensive training to average or even below-average workers who recsive any

" fraining) are those that have recently implemented a tralning levy (e.0. Australia, France,

New Zealand). This may mean that a training levy scheme may encourage a mix of training
‘that favours easily documented forms of spanding ... which may be heavily weighted by the
voluma measures’ in the actual survey questionnaire (OECD 1808 145),

4.6 Training rate by ownersghlp category

A comparison of training rates by enterprise size and enterprise ownership shows that there
i& much greater variation in training raies amang joint venture and foreign enterprises than
among exclusively South African enterprises. Ovaerall, joint ventures and foreign enterprises
algo provide greater access (0 training than their South African countarparts. This contradicts
ihe findings of the 2000 survey. Furthermore, there are massive variations in the training rate
of joint ventures between small. medium and large enterprises. It Is quite clear that small jeint
ventures invest significantly in their employees’ training (Tabie 17).
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able 17: Yraining rats by enterprize size and suterprise ownership
: South African Joint venture Foreign Totat
i (11-50) 23 49 2 23
wdiut (81-100) 24 16 78 24
Large {100+) 23 28 36 28
Tatal 23 28 24 24

Gelb (2002) assesses the contribution of foreign investors in human capital development in
his raport on foreign enterprises in South Africa. He rightly points out that expenditure does
not necessarily say anything about the quality of training, but it can provide an indication of
Investment in the labour force. Comparing training sxpenditure relative to sales, Gelb avers:
1t cannct be argued that forelgn fims In South Africa Invest more than domestic firms in
trgining’ (2002: 18). Yet he finds that foreign enterprises in South Africa score higher on the
saue- of training expenditure than In any of the thres. other countries in the survey. in
‘particular; his survey of 162 enterprises found stronger-investment by foreign enterprises in
Armining In pharmaceuticals, consumer goods and ' infrastructure “enterprises than in
© . information technology (2002: 19). The data from the NSS 2003 suggest that forelgn
i gnterpriees engage in more tralning then South Africen enterprises. ‘

Foreign enterprises are unevenly distributed across economic activities. Nonetheless, it is

. ciwar that aven though foreign enterprises in the aggregate seem to have tralned more than

" South African entarprises, there i considerable variation within that group at the SETA level,

~For ingtance, joint ventures in the ISETT SETA and MERSETA appear to train less than
. South African and foreign enterprises. : '

it has been argued that foraign enterprises provide significantly more training than local
anterprises bacause the former have access to and implement more complex and risky
technologies for which training is a vital input (Dabalen, Nielsen & Rosholm 2003 12).
Internationally there is mixed results when training rates in foreign and local enterprises are
compared. In Russia, foreign ownership positively affects the probabillity of training, providing
avidence of active restructuring by foreign investors (Berger, Earle & Sabirianova 2000: 2),
On the other hand, Tan and Batra's (1996: 18) work on five developing countries (Colombia,
Indonesia, Malaysia, Mexico and Talwan), which controls for- other factors that may be
characteristic of multinationals (e.g9. R&D. exports), shows mixed results.

4.7 Training by occupation

There are Interesting variations in training ratios between occupalional categories (Table 18).
The. highest training ratio is among service and sales workers, which suggests that South
African employers Bcross economic sectors increasingly emphasise business funclions that
involve interaction with clients, This may also be a consequence of Bn upsurge of activity In
iha servicas sector.

Big differences in training rates between occupations are observed in other national contexts,
with professional and technical workars getting much maore training than manuai workers and
plant and machine operatives (Davis 1908: 88; Jannings 1998: 3: Woodland et al. 1999
150).

In addition, low-skilied workers are likely 10 recelve less treining on account of exiernal
influencas such as market fallures, Ok and Tergeist (2003: 3) observe that 'supply and
demand for training are still insufficient for some groups of workers bacause of marketf
failures. Market failures can, in particular, have a disproportionate impact on tow-skilled and
other disadvantaged workars, explaining in part thair low participation in CET. For these
reasons, many OECD countries see a need to increase financiel Incentives and develop
better institutional arrangements for CET.'
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Furthermore, evidence from the OECD suggests thal gistribution of training between
occupational categories is relatively stable over time (Ok & Tergeist 2003: 13).

Table 18: Training rate by occupational
code (%) i

Occupation Totsl -
&uzgm 25
salonals 17
18
23
32
22
23
1€
25
24

Aiso significant is that the training ratlo for operators |s higher than that for craft and skilled
trade workers and even higher than that for technicians. Notwithstanding the importance of
operators in a variety of work snvironments, particularly in manufacturing activities, it Is of
considerable concern to see that techniclans access fraining at such low levais. This is all the
more troubling given the widespraad impact of various technologies on business processes
involving technicians. -

The training rate of 17 per cent for the profegsional category, the lowest rate of al
occupational codas, is worth invastigating further, Many professionals receive extensive
training at higher education lavels, as well as some form of professional internship. But the
tow lavels of training for this group may reflect lack of attention to continuing professional
developmaent of this high-level source of human capital. Alternativaly, the low training rate
may be partially ascribed to the tendency for this occupational category to be exposed to
forms of personal development that may not have been viewed as training by respondents to
the NSS$ questionnaire,
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4.8 Training rate by enterprise size and SETA

4.8.1 Tralning rate by enterprise size
It is important to obsarve the difference in aggregate training rates on tha basis of enterprise
gize, which is in fine with international exparisnce. However, the gap in rates between small,

madium and large enterprises (23, 24 and 25 per cent regpectively} is not as marked as
expected (Table 18). :

[Tabie 10: Training rate by anterprise size and SETA {%)

o | Smalt (19-50) [Medium (54-100)] Lacge (1004} | Growp totsd
| FASBET - |1 47 : % 18 »
. BANKSETA | 2 n D p1] !
GHIETA 3 17 M 2 24
TEXTILES | 4 20 n 24 23
CETA 5 11 w oe 12
_ETOPSEYA | 7 26 36 28 ]}
ENETA [] 17 28 .- 00 £
FODDBEV | © 20 08 12 18
FIETA 10 26 10 27 7
" AWBETA | 14 2y 2 08 06
WETT 12 24 30 17 22
INGETA 13 47 o8 13 14
MAPPP 15 3 15 12 18

MOA 16 41 28 . [ 58
MERSETA [17 2 79 M 22
POBLEC SETA | 1% 23 10 % 24
PAETA 20 17 22 13 19
BETARA 22 27 3 17 2
BERVICES |23 28 3 51 4
THETA 25 22 a2 T 20
TETA | |28 k1 15 26 %
WBRSETA |27 18 12 % 7

. Total 23 24 4 M

The literature presents a strong case that with increased size, enterprisas tend to do more
training. Hayton et al. (1996: 8 — 9, cited in Ridoutt &t al. 2002; 21) found enierprise size and
ingustry sector to be the two most powerful varlables in explaining varlation in training
betwesn Australian enterprises (see also O'Connell 1999: 2: Jennings 1998: 13). Similar
results are evident for developing countries. For example, dats from the Regional
Programme on Enterprise Development of the World Bank in Kenya, Zimbabwe and Zambia
in the mid-1090s show that large enterprises train more than zmall ones (Dabalen, Nielsen &
Rosgholm 2003: 10), Tan and Batra (1996: v-14) also argue that enterprises are ‘'more likely
to train when they are largs and employ an sducated workforee',

in analysing skills surveys in Britain, Felstead o al. note that large enterprises seem to be
associatad with more formal training, to depend more on external providers, 1o provice more
off-the-job qualification-baged training, and to engage more readily. with training reforms in
" the workplace (Felstead et al. 1987: 25 — 27). This finding was aiso-prevalent in Australian
_surveys in the period 1998 ~ 2002 (Dawe 2003). Morgover, Feistead et al. note that the
likelihood of training baing qualification-based increases the larger the organization', and that
there is 'a positive and statistically significant correlation between the existence of a training
plan as well as a business plan and qualification-based training’ (Felstmad et al. 1887: 25).
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In addition, strang associations between training provision and enterprise size often lead to a
situation where the distribufion of training reinforcas existing differances in skills levels

- across enterprises, with smaller entarprises inavitably less likely to provide formal workplace
- tralning, especially of the off-ihe-job variety {(Campbell 2002: B6; Ashton et al, 2000: 5-7).

Howsver, since the South African data on training rate by enterprise size do not show large
 differences. the work by Ridoutt et al. (2002) may assist in understanding why this is the
~case. Ridoutt et al. (2002: 81) found there to be “an absenca of any relationship betwaen size
- of worksite and training effort’. Their counter argument to the general findings is that small
-.gnterprise training 18 not less: rather, It Is differeni. They. siate that ‘entarprise or worksite sizs
.-is:an Influencing factor on the nalure of training. (training reform"#figagerent, reliance on
external providers, and. training formalisation) but not on the volume of training ... size
becomes . a - factor when training is . exclusively ' formal, and ifvolves negotiating - end
mﬂ;ﬂi‘}rﬂ);‘l relationship with instituticnal providers of aducation and:training' (Ridoutt et al,

Ridoutt et al (2002;8) argue further that this is bscause Insufficient attention Is paid to
informal training; ‘It is important to acknowledge that many enterprises. aspacially smaller

. and medium-sized enterprises, undertake a considerable armount of *uynrecognised” training’.

“In.a similar vein, Fuller et al, (2003: 34) argue thet ‘there i relatively litle survey data on
... ather forms of lsarning aclivity — such as watching, working and leaming from athere — which
- ean only be undertaken as an active participant in the- workplace'. '

Thus government support for antlerprise tralning may ba more véluabla if-it ‘ehifts from an
" emphasis on volume ... to an amphasis on the nature ... of training activity' (Ridoutt et al.
2002: 8), However, this form of training Is also the most difficult to measure (Dawe 2003: 13).

4.8.2 Training rate at SETA level

It is clear that there is a massive range In training rates hetween SETAs (Teble 19), from the
highest (MQA: 59 per cent) 10 the lowest (HWSETA: 10 per cent). Other SETAs with training
ratios of 15 per cent or fess included: CETA, ESETA, INSETA and FQODBEV. Apart from
MQA, the SETAs wilh high training rates are those in the broad services economic sector,
namely SERVICES (40 per cent) and FASSET (37 per cent).

When the SETA training dala are disaggregatad et the gnterprise size level, it i clear that
there are different patiems of training rate within SETAs. In the financial services and
insurance SETAs, the propensity to train s highest among the small enterprises. In contrast,
large enterprises are inclined to train mora in the mining. services and wholesala and retail
SETAs.

1t is also apparent that medium enterprises do not necessarily fall in batween gmall and large
enterprises in terms of their propensity to train. Fut differantly, propensity to train does not
shift linearly between the enterprise sizes. For example, in the chemical and education
SETAS, training rates of medium anterprises ara the highest, whareas in the forestry and
police and security SETAS their training rates are the lowest of the size groups.

4.9 Training rate and gendet

Training rates between male and female employces aré analysed in some detail below,
givan the imporiance of gendar equity in the workplace, The data show that there is a 5 per
cent difference betwgen the aggregate male and female training ratios (26 and 21 per cent
raspectively).
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Internationally, women and men train to & roughly comparable extent, such as in the
European Union (OECD 1999: 147), In Canada in the mid-=1080s, training rates differed only
slightly between men and women (22,2 and 22,9 per cent raspectively). However, in that
. country, men received a much greater share of tralning In terms of duration in hours. In
- Australia, the Australian Burgau of Statistics survey of 1997 found that the incidence of on-

~ thesjob training was very similar for men and women. (71,6 and 71,7 per cent) (Ridoutt et al.
..2002; 14). This. suggests that even where men and woman receive equivalent levels of
ed in terms of training rate, there are other measures that ghift the
rst-lave ‘of training rate, South

When disaggregating this indicator, the tendency for males to receiva more training than
females I8 visible across all enterprise size groups (Table 20). However, in the large
enterprise group, the male (28 per cent) fo femals (20 per cent) tralning rates revasl the
widast difference, which is more than double the differentisl amang small and medum
enterprises,

Table 20; Training rate by gender and anterprise size (')

Amail {11:50) Madlum {51-100) Large (1044 Totul
ki 26 24 a8 27
'smale H 24 20 21
Totsl 23 24 25 24

At the SETA leval, gender differentials in fraining rate are also visibie, Table 21 gives male
and female training ratios. A third column has been added to depict the simple difference
betwesn male and female training ratios. Roughly half of the SETAs display relatively small
‘gander diffarences in the lraining ratio. In other SETAs the female training ratio is much’
 Jower (TEXTILES, FOODBEV, FIETA, ISETT, MOA and MERSETA). In only one case - the
... MAAPPP SETA — is the training ratio for females more than 5 per-cent higher than that for
males, - - B :
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Table 2%: Trnlnlnq ratio bry gender and SETA (%)
Mals Female Tot! -
FASSET 1 kL] a6 3%
BANKBETA | 2 23 21 23
CHIETA 3 23 24 23
TEXTALES 4 an 20 23
CETA 5 12 13 12
ETDF 8ETA | ? 27 a3 n
ESETA 8 12 15 13
FOODBEV 9 3| 08 15
FIETA 10 ] 17 23
HWSETA " 12 o7 o8
ISETT 12 2 17 Y]
INBETA 13 14 14 14
MAPPP 1% 15 21 18
MGA 16 80 42 L)
MERSETA 17 24 16 ' 2l
PFOSLEC SETA | 19 24 2 24
PAETA 20 20 18 19
SETASA 22 22 2% i
SERVICES |23 29 59 41
" THETA 28 18 21 20
TETA 20 26 24 25
WBRSETA |17 27 27 n
Total 27 21 24

4,10 Training rate and race

In his analysis of data on job-related training across 12 OECD countries, ©'Connel (1999)
obterves that adults who possess higher-level gualifications are much more likely to
participate In training than those with lower-level attainments, and that when the former do
g0, the duration of their training tends to be longer. The complementarity of formal schooling
and subsequent on-the-job training is widely acknowledged in the Iterature (see for example
Berger, Earle & Sabiranova 2000: 4; Kietzer & Koch 2003; 7).

. O'Gonnell thus argues that in the OECD, [current patterns of aducation and training are thus

tikely to exacerbate rather than mitigate labour market inequalities and processes of soclal
axclusion’ (1899: 2). In commenting on the Canadian situation, Jannings (1898; 3) observes
that ‘amployer-sponsored training axacerbates the gap in ekills between the more and the
jess educated leading to a "virtuous cycle’ of investment in human capital’,

Those workers who are disadvantaged by poor educational backgrounds, can experience
this as a vicious cycle of lack of opportunity and neglect, Ok and Tergeist (2003, 3 — 15)
observe that ‘low-educated and clder workers are under-repreasnted in firm-tratning
. programmes’ in OECD countries, and that 'a more highly educated workforce Is associsted
with a greater likelihood of any forma! training’ in developing countries (see also Dabaten,
Nielsen & Rosholm 2003: 13).

These observations have serious implications for South Africa, aspecially for the training of
black adults. who ware disadvantaged by apartheid education and disproportionately oecupy
the low-skllled ranks In the occupational hiararchy. Thus there will be great pressure towards
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:?hieving equity in access to training within and across all occupational categories in South
rica. :

Scrutiny of race differance in training ratios is essential In order to monitor the extent to which
the amployment equity policy Is being carried through Inio human résources development
palicy in the workplace. In aggregate terms, the training ratlo for Africans is higher than for
. other race groups. which suggests that, in general, some progress is baing made towards
redrassing the skills levels of disadvantaged groups. In contrast, indians are shown to have a
dly lower aggregats training rate - 5 per cent lower. — than the other-race groups. This
ring . sign that the fiuman capital potential and the redress needs of Indian workers

There is a clear pattern of racial differances in training access between gmall, medium and

targe enterprises (Table 22). In small and medium enterprisas, the data reveal that Indlan

- and particularly white employses have advantaged access to training over African and
“coloured employess. The situation ls reversad in large. enterprises, where African and

" . coloured employees experience training ratics of between. 5 and 14 per cent higher than
_thoss of Indian and while employees. ' S

. [Table 22: Training rate by race and anterprise size (%)
1 Group 3(1180) | Group 4 (61-100) | Group 6(t00+) | Towl
n 22 20 n 2%
Goloured 18 24 24 23
fndian 23 22 15 18
Whia 27 2 19 Y]
Kroup 23 24 25 24

4.11 Training rate by occupational code and race

The raclal disparities in South Africa in access to aducation and training have been outiined

above. These disparities are also replicated in the distribution of people between
~occupations. In addifion, as 18 the case internationally, there is a ‘digparity of incidenca in

training between different gagments of workers, which favours high income, white collar

workers with post secondary education' (Jennings 1998: 3).

Analysie of the South African data is a complex task because under apantheid, ceriain
occupations were designated to particular race groups, and the designated group would also
~ be majority recipients of ‘appropriate’ training, However, these patterns of occupational and
training access are being eroded. Perhaps the most striking evidence lies in the significant
advantage of Africans regarding access to training in the managerial category. Coloured,
white and Indlan managers receive respectively 21, 16 and 12 per cent less training than
African managers (Table 23). Even though white professionals recaive more training (18 per
cent training rate) than profestionals of other race groups, this dominance is being
_threatened by African professionals. whose training rate in 2003 was 15 per cent.

African access 10 training is also highest in the administrative and secretarial, and the
glementary worker calegories. In two occupational categories — Managers and elementary
workers - Africans receive more than 20% more training than the 1owest level of training
measured with reference to race group.
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Table 23: Training ratio by occupational code and race (%)
[w]=n"] on Afrlcan Colotrad indian w.'lh Tﬂtll
36 15 20 24 26
15 02 12 18 17
18 13 23 23 19
27 yr] 1B 72 23
| k] 28 38 3%
3l 2 00 -] 22
21 28 19 25 23
24 R’ 20 22 28
28 14 0t [+7) 25
26 2 15 23 24

Perhaps the most important indicator in this summary of training rutes by occupational code
is the relatively high training ratio of elementary workers, Historically, alementary workers
have been and still are overwheimingly black. The importance of this statistic may be more
fully appreciated in the futurs within the facilitatory context of the National Qualifications
Eramework, which can provide occupational mobility for alementary workers who seek such
advancement.

4.12 Training rate by occupational coda and enterprise size
Within certain occupational groups, there are clear differences in the propansity to train
across entarprise size (Table 24).

In the agricultural and siementary occupalions, large enterprises have markedly higher
training rates (19 and 16 per cant) than medium and small enterprises. The causes of this
pattern may be quite different. For agricultural oecupations, this reflects the concentration of
technology and mechanisation in large agro-industrial enterprises. The gtronger propensity of
large enterprises to train -elementary workers in large organisations — and aiso agricultural
workers — can be ascribed to unionisation among these workers.

The reason why small enterprises (42 per cent) aliocate much higher levels of training to
technicians than do medium (26 per cent) or large (15 per cent) organisations is not clear.

The shape of access 1o training by occupation and enterprise size is also dependent on the
occupational group that is in the majority in an enterprige. Based on the 1998 Workplace
Relations Survey in the United Kingdom, Woodland at al, (1969: 56) show that workpiacaes
‘whare relatively low skilled occupations were the largest group = plant and machine
operatives and other oceupations — were the least likely to have provided training for most
empioyees in those groups. In contrast, where professionals were the core workforce,
around three quarers of workplaces had provided most of them with training in the pasl
year.’
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Table 24: Training ratlo by SOC code and snterpriss size (%)
iaroup 3 (11-50) |Group 4 (81.100) jGreup #(1004) " (Group total
26 34 2 25
28 38 on LA
43 2 14 19
26 20 2 3
T 31 M _»
15 13 3 2
17 L) b2 —3
25 10 20 -
18 1g 12 25
23 24 28 . B—

4.13 Expenditure on training .

This section examines the dynamics of expenditure on training by Seuth African enterprises.
The financial data derive from a request (item 7.1) for respondents o declare their total
payroll and total expenditure on training for the 2002/03 year. Tha distribution of expenditure
and its magnitude are analysad first by enterprise size and then by SETA.

4,13.1 Ovaerall axpenditure

Changes In the paitern of training expenditure are an important measure of the level of

geriousness with which enterprises are addressing skills development among their
“empioyess, For this reason, training expenditurs as a parcantage of payroll reported in the

. HSRC survay of tralning in 2000 is compared with data from the NSS of 2003, The 2000
" -gurvey data were unwelighted and based on a smaller sample size, which makes detalled
.--comparison st the SETA level indicativa rather than definitive. However, on an aggregste

"basis, this comparison suggests that expenditure on tralning increased from 1.3 to 2,1 por

: ‘cent betwean 2000 and 2003, This increase Is a sign of greater commitment of enterprises to
gKills development, ‘ ' '

OECD data on the mid-1990s suggest that South Africa's 2003 training expenditure of 2,1
par cent compares wall with the rates of developed countries (Tabie 25).

l These data are based on Table 10,2 in Kraak &t al, {2000: 90), but have been amendwed. The dataset of 102 enterpise i the
2000 survey contained dala for private and public enterprises such as the large parestatal organisatn, Eskom. ‘The 2003
Nations! Skily Survay focused only on privale secior enterprisas. Eor this reason he data for Eskem were ramovied from the
2000 ciatanat B raining expenditure as a percentage of payroll was recaleutated.
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Table 23; Continuin vocational training (ﬁf_ﬂ_ costs as a share of labour costs ,
Country CVTB1 1964 1904 —CVIsZ 1989 1999
Share of totsl labour | Share of wage bill in Bhare of toial labour] Share of payrofl in
costs In %' % costein % %
Austrin - 16 . —
Belglum 14 0.6 1.8 -
Republic . . 18 -
mark 1.3 - 3.0 30
Finland - - - 24 24
Frahce 2.0 2.2 24 24
Germany 1.2 1.2 ‘ 15 -
o 1,1 - 0.8 -
ungary - - 1.2 -
F‘llﬂd 1.8 - 2.4 -
Haly 0.8 13 - 0.8 .
Tuxembourg 13 17 19 - )
herands 18 18 FY 2.8
. - 23 24
. : 0,8 -
0.7 - - 12 -
10 1.0 1.6 .
- - 28 .
2.7 - 36 36
16 . 20 -
Austraila 2.9 (18823) - . 2,5 (1996)
Canada 0,9 (108%) - . 7.0 (1998-2000)
Japan 1.7 (1989) - - 1.4 (1096-2000)
Singapore . - - - 3,1 (1967)
nited States 1.8 (1995) - - 1.9{1998-2000)

otes
w, For enterprises =12 amployeas over ong year
b, CVT survey axcludes (a} Inftisl training, apprenticeships, and () agriculiute, public administration, hashh and education

Sourdes
1. OECO (1085) Harmonisation of Training Staustics. Warking Party on Employment and Unamployment Statistics, Table 2,

p. 23

2. CEREG (Gentre D'Eludes el g8 Recherchés sur les Quatifications) (1806) Continuing-trining in the companies: France’s
postion m Surope Traling and Employmen 26, Wintef, . 2

3, Ok & Targeist (2003 44)

. Smith (2003; 3) : J

The comments made earlier in this chapter on the {entativeness of international comparisons
are also applicable in this instance. For example, the NSS 2003 asked anterprises for total
amounts spent on training but nat jor breakdowns of specific categories of training
expenditure. The CVT survey asked respondents 1o idantify the folowing training costs:

. Labour costs of the participants,

. Travel and subsistence costs of trainees when attending courses;

. Labour costs of trainers and personnel involved in training:

. Cosis of premises and equipment used; and

. Fees to extarnal training organisations (Davis 1998: 69).

Thesa data could also provide detailed information on aspects such as proportion of labour
costs to direct costs, which in the EU 15 is (14+08= 2.3) 64 per cant direct costs and 36
per cent labour costs of participants (Van Aalst 2003 8). What is important to observe is that
the diferent methodologies will have differant effects on the apparent size of axpenditure. it
wiil be of considarable interast 1o 588 how South African expenditure on training changes if
the same measure is used over time,
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s (column ¢
expenditura is seldom distributed in Programmes: that reach all staff in g
| training expenditure Is divigaq by all eMployees; i, o n & measyre
expenditure. on aj employess in g xpenditure

Nditur ; givan .mi.:AV!faglng'lmnqﬂurofunrosa all

-8 similar large gap beiwsen Ia‘rgo‘dﬁd;;qmau eierpiisas, ) e

Per cent more than the iatter in crude lxpendlttnhnns (column g),

'1 g 1 that medium &Nierprises. actually - spand slightly’ less than ‘stnall
ses if ﬂuq‘a;pandnum i8 calculated across all- employses,

disparities between
and the resource bage from which o alloecate financia(

4.13.3 Expendityre by SETA

OECD's CvT Survey cited above found that
training varies markedly, increasing with
in training diffare much more betwee

the proportion of labour costs spant on

the enterprige size, ang furthermore that inveatment
N 8conomic seciorg (Daviz 1998 71).

There ig an emergent patiam in the average training expenditure
relatively high spending profiles for th
banking -doctors (Table 27), The seclor missing from

i Noﬂving vin hvgh-\mlun training, while tha majority i
he quastion: ther this pattern ig characteristic of the

once trainin, delivery of that actor, or whether thig s 8 tempory
0 ‘which: irminiy Sxpanditures are concentrateq within particulg
“QrOUpS:in M SETA i of interest.
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[Fable 27: Expenditurs on traiming by SETA 2000/01 to 2002/03.
| 00203 | 2002/03 | 200203 | 200203 |
e 1 b [ o]
~1 ¥olai puyroh | Tot Gaimng | Averwge | Average |
| wteest) | expenciwre | training | training. - |
‘ (000 000) | xpendire | expenditure |
‘pertratnad |- per..; ]
smployss | smployes
R R R R
1 17374 201,374 7635 A 15 12
2 5520 124,368 4 588 2 44 1.2 1.8
Tal 5 041 16,571 4208 2044f. 39 20
[ 41 8431 . 98,883 2 80| 1010 27 ol 1
ERE w210 - 275031 17| T RN S
7 7 298} 152,391 6 218 33 ng 24
sl - a72] FXE 137 N iR 0,8
o] . 6763 100.457 3 60 ny oy 15
Tl 543 729 [T 08 02 .
- 18 6081 448,358} 3| 4683  ng. 28
aosl . 1964 7 248 2| 38 - 18
L ZRos| a0 10084] o nd, . Y]
L] 149,038! A - L 20
- 20081 - 1009534 3 704 2t a8 -l 48
80 958 1886,218 7520 so08] o7 ] 22
3114 0,809 1525 sl ng | 20
1437 17,428 TE4 228 24 12
5 820 68,406 2231 as7] 43 12
AT 362,175 2243 . s4m3| . 03 20
sTo4| 0 221782 A 0B8] 22! 28
£ 840 152.903 2007] o178 Y7 27
|18 508 178,283 1088 07| @il 10
308 418 8241,218 I s3] 13 20

The manufacturing and
amployee, which is diffic

chemical SETAs also show high levels of
ult to directly attribute to a particular factor,

other thanges are likely answers.

in all of the SETAs barri

exceed the potential per capita 1@
according to the data — the average

ng one, the pattern is for the average expenditure per employee to
Forestry SETA where —

is leas than half of the

ihaoretical amount available in levy rebates.

4.14 Expected changes In expenditure be

2003/04
Change in axpendilure

level, 60 per cent of ente
par cent expected expen

Aithough increases in trai
snterprises, the data sugge

on training is a cnti
resources development in the workplace. It is reassuring o

rprises judged that fraining expen

vy rebate. Of concer is the
training expenditure per employee

tween 2002/03 and

diture to increase in 2003/04 (Table 28).

pace, though from a smaller base.
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. [Table 28: Ghan

in sxpanditurs on training in

__ncreass over those
whare a gremter tha

that reported increased
" e n 10 per cent increase belwaen '
finencial services, mining, services, tourism a
where the sharpest declines in axpanditure were

axpanditure in 20
on the. two
nd hospitality,

predicted were:

@ g Ve ToaT
‘ n - [Dacredte
mtatic |
N e 56.1 %22 57 | 100 80.3 304 a2 100
'200) 85,8 M4 2.8 100 883 283 ad 100
00+ n"nea2 20 58 100 753 19.5 52 100
802 3490 49 100 64,0 FTY] a5 100
A slightly larger proportion of enterprises expected their expenditure on raining In 2003/04 o

02/03 (Table 29). Sectors

years: was expacted were:

‘and wholessle and rotail,

Seciors

texthéd, food and beverage,

1
.;:‘.I
3
L]
A
7
v
9 1 .
110 8t.7 t 1) 4y 10 87.8 .
1 628 31,1 €3 100 84,3 ny 0.0 100
\ 12 64,0 258 9.3 400 675 " 259 66 100
- INBETA |13 .7 173 "o 100 774 229 0.0 100
MAPPP |18 A 26,8 26 100 78 Fr 21 w0e -
MOQA 1% 56,2 309 3,8 100 73,1 25,0 19 100
NERSETA | 17 §5.4 w7 49 100 62,8 32.6 47 100
PORLIC 1) 530 25 a5 | 0 %00 i1 a9 100
PAETA |20 7.7 263 30 100 62.8 3124 48 100
SETASA |22 662 304 a7 100 57.0 a3 48 100
SERVICES | 23 489 425 T4 100 E5.1 ana i 100
THETA | i 852 4328 0.8 100 70,3 223 74 100
TETA -] 674 LK 14,1 100 84.0 45,0 a0 100
WAaNBETA | 27 810 0o 00 100 62,3 34.0 27 100
Tatal 502 348 ag 100 64,0 318 3.5 100
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4.4% Summary

National training ratio
at South Africa is a bad performer in skills matters.

There is a general assumption th
Neveriwloss orted in this chapter for South Africa fell within the very

s , the rate of raining rep

Mﬁm found pn'training in the OECD countries and is roughly comparable to

soine aconumm in Southern Europe. This suggqm‘;ma,tﬁpum Afﬂca';,tralning rate

bad ag haa De a d. What s just a8 M| Aant, however, 16 how well the

| gouthAlriean train! ‘;r‘nh:‘,agidmua‘not only the current econofmic and |abour: market needs
put also the weak educations! foundations as a result of disadvantaged access 1o education

under apartheid.

" rango

3

Enterprise size ‘
There s a difference in aggregate waining rates on the basis of enterprise gize, as is the
Howaver, the gap in rates between South African gmall,

LLLL
.......

' ,w\-m:m,imemaﬁonnl experiance.
' 24 and 25 pel cent respectively) 1 not as marked a8
betwean i

and iarge enterprises (23,
clegr that there is @ massive enge in training. n SETAs, from the
lowest, HWSETA (10 :

A.(59-per cont). 1o the 8
‘ ated by anterprise 81z,

" of tralning rete among dmm enterprise 8

cess
rves that training ‘tends 10 rainforce skill d
[ D 1699: 136). This has senous i

in schooling in all countries’ (OEC
i Jits who ware disadvantaged DY

y the training of piack ad ‘
ighly concentrated in \ow-akilled [anks in the

ure to minimise this tandency and work
In and acrose_ 8l ,qccupaﬂonql categories in South
g i for

ywards equity, in acoeas 1o tralning Wi
‘ mln.w'tﬂ tarms, the tralning ratio for Africans.® Tigher that | ‘
~_groups. which suggests that In general, there {6.socne progress _towo_!@;;tqdrealing the skills
L levets of this disadVantagud group- Do :

nt difference between \he gogregete male and femaie training ratios (26
). Thig l& 2 relatively 1arge difference that’ st be eradicated.

There is 2 5 paf ce
and 21 per cent raspectively

Forelign snterprises

. Oversll, comparison petween the ownership al joint ventures and

.. foreign anterprises provide greater access 1o tralning than ihelir South African counterpans.

~ “Thig contradicts ihe findings of the 2000 survey. urthermeore, thers are massive yariations in
edlum and large anterprises. 1t is quite

" tha raining rate of joint ventures petween small, ™
tures invest slgmﬁcanﬂy in thel

cinar that small joint ven
70
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Training expenditure
Changes In the pattem of {raining expenditure are an imporiant measure of the level of
seriousness  with which enterprises are addressing skills davelopment among  their

L MPIo ":=1_j;nlr_ﬁng;;g:pgnditum as a percentage of payroll reported in the HSRC survey of

‘ 2000 has been comparad with data from the NSS of 2003. The 2000 survey data
“uiaighted snd based on a smaller sample size, which makes detailed comparison at
_ Wvel indiomtive rather than definitive. However, on. a@n aggregats: basis, this
| COMmp suggests fhat expenditure on training increased from 1,3ito 2,1 parcent batween
;- 20005082003 (Krask et al: 2000: 90). An increase of this proportion is a signiof increased

, ,Trqln:l:m.qxpandltumnt snterprise and SETA level
o Thi SWege. training . expenditure per amployee trained refiscts the tendency for large
' v fo eaxpend more on training than the other enterprise sizes. in simpis terms, small
erferpiin spend just-less than hall whet large enterprises spend on training:
| amployee.: Averaging sxpenditure acroes all employess reveais = similar lasge

sxpand: foughly. 80 per cent more than smell enterprises in cnyde expenditure

kienn d). What is Interesting is that medium enterpriges actually spend:stightly
gl'tmz;l.l;jtl'lh;axpnndltum is calculated acroas all 'employees: There I6 an

ttem in the average training axpenditure per amployee that shows Tel tively high

ing profiles for financial services, information technology.and banking. B

A slightly larger proportion of enterprises expacted thelr expanditure on fraining in 2003/04 to
- 1l InCrosse;over sxpanditure in 2002/03, .
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Chapter 5: Training activities, training needs and
training infrastructure .

Andrew Paterson and Jacques du Toit

5.1. Introduction

(n Chapter 4 of this report, the distribution of, accass to, and investment in training ware
analysed. with reference o the following enterprise size categories: small (11-50), medium
(51-100) and large (100+). o

The NSS 2003 eliciied data that can assist in broadening our understanding of qualitative

featwres. of training In the workplace including: delivery methods, human resource
nt practices, skill gaps. Thesa key characteristics will be discussed according to

the following themes:

Skilis that are underdeveloped or lacking in the workforce

The naad for skilts upgrading across accupational categories

Types of training (or forms of delivery) used

"Human resources development praclices that emphasise high performance work places

Strategies of activities used to address skills needs ‘

Training infrastruciure at the enterprise level

Factors that could encourage enterprises lo increase training in the short term.

This Chapter will also discuss the findings of the NS$ 2003 on the performance of the levy-
grant system at this early stage in its implementation with particular reference to: the
jparticipation of enterprises in the levy-grant systam and enterprizes rating of SETA services

. Analysik will be undertaken mainly with reference 10 enterprise employment gize, and to
SETA sfllilation.

5.2. Skills needs

521 Factors causing employee turnover
‘In Chapter 4 it was obsarved that the attrition rate of employees is a potentially important

o deiveroftraining activities, in 200273 the proportion of employees leaving their employer was

‘st 11,9%. The discussion balow explores factors causing employss tumover. This

. will-be - followed by analysis of the strategic fnsponm."bfim.bllahmnﬁ%‘h the loss of

productive human capacity.

A3 might be expected, in ordinary circumstances, oss of empioyees 10 cther establishments’
is the largest contributor 10 employee tumover (Table 1). In the view of respondents,
. ‘distrigusls’, presumably on the basis of disciplinary reagsons, is & stronger {actor in employee
turnover than ‘retrenchments’, L SRR
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[Table 1: Fachors causing unployes tumover by sntarprise stze TR
T i osbg e o T : R Wadiam .| . Lape | o T
S 1 geas0) | AN00) T o (100 o Towd 7
. KR 1.7 19 23 1.8
migraion, - T 1.2 1.3 1.4 1.2
|oes of ainployess through inees L 1.6 1.8 2.1 1.7
'ﬂ-ﬂdﬁwhuhrmnnuﬁ:'-i 20 24 2.6 2.4
b e RN, 13 1.5 1.8 1.4
L kil ) c . 13 18 18 1.4
w0 T 2.5 2.5 29 25 |

Invastigation of these patterns at the SETA level reveals some interesting features (Table 2).
- The influence of ‘retirement’ and ‘retranchment’ ge causes of employee tumover, once
‘ ‘ , shows that enterprisas in the CTFL SETA considered that retirement affecied

tnnumor axtent than In other SETAS. ‘Retrenchments’ - and loss of

:other asbiishments - were roted as having & larger effect in‘MANKSETA,
Mﬂumuumhn teking place within the: large players inthet secior,
price. may have caused @ higher rating given 1o the infwence: of

Aysge
e 4 fuence in FIETA (2.4, CETA (21) and (MOA), which mey roflc

"in the MOA.  The. factor, ‘loss of employees through [l

HIV/AIDs :on' the workdorce. in these sectors. - The:high influence given to
the. ETDP 'SETA |8 probably a reflaction of the fising et of South

As can be sesn, empioyes lurnover has different dimansions and causes at the SETA level,
which In turn is likely to produce differant training responses. The reasons for employees
tarminsting . thelr ‘smployment will also heve different implications for the economy &8s &
x /Laaving work upon retirement or on account of serious iliness will negatively impact

The-.chum ssecclated with employess . shifting jobs has & less
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Tabie . Faciors causing émpioyes mover by SETA -
Lowsof | poiomes R
- Dismiseals | Emigration | ®TPIOYSSE | Toyather | Retirement Retranch- | g
Tiowry. | establish- et 4
SRRy manme .
- FASSEY 1 1.4 1.5 1.2 2.6 15 1.3 34
BANKRETA | 2 14 1.2 1.4 2.1 1.3 2.4 1.3
5 GHIETA a 18 1.4 1.6 2.4 1.6 1.5 21
S ST 4 14 14 1.9 1.8 19 1.3 31
s GETA ] 1.7 13 2.1 24 1.5 1.4 -0
ETORRMITA | 7 12 1.8 1.3 28 13 15 1.9
FESETA 8 16 1.1 1.5 18 1.3 1.2 2.5
- FOODBEV .| ® 2.7 11 1.8 23 1.5 1.2 4.7
S HETA ' . | 10 20 1.0 2.4 1.3 1.3 1.2 31
- HWSETA i1 16 1.4 16 2.4 18 13 | 19
15 12 1.8 14 1.4 5 13 1.7 2.8
- INoETA 13 1.5 1.4 1.2 25 12 1,8 1.0
. {IRAPPP 15 18 1.2 1.8 2.3 1.3 15 1.7
< 5T MQA 16 19 1.4 2.0 19 1.8 1.7 4
.. MERSETA |17 14 11 . 1.8 19 13 1.3 24
POBLED SETA | 19 20 10 1.8 22 12 1.8 2.7
FAETA - |20 17 14 19 W 1.1 1.2 1.8
SETAEA n 2.1 1.2 . 18 1.8 1.4 1.6 1.7
SENACES | 23 16 1.5 1.4 2.5 1.3 1.4 2.1
THETA 25 8 13 1.8 24 13 1.2 2.4
TETA 28 24 1.2 1.8 21 14 1.5 4.0
WELRDETA |27 1.7 14 1.5 241 1.3 4.2 3.0
Totsl 418 1.2 1.7 21 1.4 1.4 29

 Wiohw: The fll naine of wech SETA 18 given togatner i e aoronym g 1B oficial number In Table 15 in this
- ' Chapter.-Only the SETA peronym and nigmbar will be provided in other tables 10 SCONGIMIRE ON BpAcE.
52,2 Mpdting skills needs
. Changing .skils needs can be experiencad when enterprises. restructure in response 10
- i growijy: of: decline in. activity, acquire new tachnologies of upgrade iechnologies; seek 1o
- inomse uctivity:: seek 1o improve quality; or to soek 10 repiace losses:from tu

e

1T variety of strategies that snterprises can undertake 1o meet these akills needs
(Table'3).. ‘ ‘ B o
a5 Adliona underiaken 10 meet 3Kills neads by enterprisas in 2005103 by size |
. Amall Medium Lurge Yotal
{11:80) (51-104) (1004
mywroved ratentian of smployses 3.4 33 aa 3.2
Head hunking 14 1.8 18 1.8
1.7 1.8 2.4 .7
g localty 1.3 a7 3.8 3.5
[Recruiting from abroed 1.1 14 12 11
e QONtracts feonsultanty 1.9 24 25 24
1.5 1.7 1.8 1.8

The most striking finding from the data is that enterprises would resori to ‘recrulting loca?lly'
(3.5) and to improved ratention of amployees’ (3.2) to the greatest extent of all the possible
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options, Even though recruitment patterns probably differ by occupational category, the
overall positive responise in terms of retention and local recruitment cen be read as
ancoureging in the light of high unemployment rates in South Africa.

The strong emphasis on improved rotention of employees suggests that enterprises are
~ focusad on sustaining their human resources rather than replacing ther., Of particular
. lmpgmhmapoom implication of such an emphasis. That is that training. is likely to be

iven a¢ prominence, for two reasons. Flrst, avaimny;‘*pf;j'ﬁpportunm;for pergonal
carear development ls an important factor in persuading employees to remain:loyai. Second,
i retonBon; of employees: is 10 be wotthwhils to the employer, then appropriate training must
" be peovided in order to sustaln skils fevels. Cem

- Nm.tmtogmh outsource particular skills needs or tosuk ramural to contracted
¥ and headhunding are undertaken to & much lesser extent overall, They afe
pgies that more frequently resorted to with incraasiny ‘establishment size. -

 Tharedo-niot seem to be any striking examples of highly SETA-gpecific response pattems in
mmtm neads (Table 4). it Is possible that these strategies aro less SETA-gpecific and
©more SOCLDA on specific in application. B e

retention of hunting Outsourcing tocally . feon ! .
FARSET | 38 15 1.8 3.0 14 2.0 23
BAMKBETA | 2 3.3 19 24 38 1.2 2.2 1.0
CHIETA 3 r A 18 1.6 3.4 14 18 1.6
(). 8 4 3.2 1.2 1.3 a8 14 24 1.0
CETA 5 KR | 1.7 1.9 36 1.1 25 1.0
ETOFSETA | 7 a3 2.1 20 is 1.0 24 1.0
ESETA 8 a5 1.9 1.9 a8 141 27 1.0
- FQDDERV ' EX] 18 1.9 a7 1.1 2.4 1.0
FIETA 10 i 1.8 1.6 18 1.0 23 2.8
HWWEETA " 3.0 1.3 16 3.2 14 1.8 25
neT 12 34 2.1 1.8 40 1.2 2.4 R
INSETA 13 3.2 1.8 1.8 3.2 11 4 1.0
warFe 18 3.2 1.5 18 34 1.4 2.2 1.9
T 16 38 4.8 1.7 as 1.3 18 1,0
MERSETA 17 29 1.4 1.8 3.2 14 20 2.4
POSLEC BETA | 19 . 1.4 1.4 39 11 1.7 1.0
PAETA 20 28 15 1.7 28 11 2.1 1.0
SETARA 22 3.1 17 18 s 1.2 27 1.0
SERVICER | 23 LX) 17 19 38 14 2.2 12
THETA 28 3.3 1.4 1.8 a7 1.2 24 1.4
THETA 20 3.5 1.6 1.6 as 1.4 21 1.7
WARSETA | 27 33 1.4 1.5 3.2 1.1 1.8 16
Tota) 32 1.8 1.7 15 11 2.1 1.5

£.2.3 Skills that are uncderdeveloped or lacking in establishments
A eritical concern for skills development in any workplece anvironment is for amployees and
managers to identify, undarstand and ametiorate skills that are lacking or underdeveloped.
. . . Apgbrding: to the responses, ihare was no skilt category considered to be anywhere near the
© Department of Labour/EU/HSRC : ’ TP C e 78



. m ‘

extrames of ‘not at all’ facking, of lacking 'to a large extent’. All means wara located between
2,3;and; 2.6 with only numeracy skills dropping lower in perceived importance. Differences

. Butwean:small, medium and large estabiishments in mean ratings of skills needs were

similarly congtrained in range. .

The absence of a very strorg concem about a
. that amploysft are placing greater stress on improving the abllity of employees to devaiop a

1 the United Kingdom based on

P S}

o Thllkllmmbdamd tn
o M' Y

- parlod!'. s and localities.

Communication ekills, 8 non-technical or soft-skills
_ moat underdeveloped skills category. This may reflact &

The third most underdeveloped skill category was 'gh
increasingly as & generic ekill type as the use of ICT d

sactors and across occupationai categories.

‘ be most prominanty underdeve
mmod very similar values across
| 5). Mol t al (2003) grgue-that recant general claims
5t W -‘%‘u\dgusoclahd-:pmfhnlonnls gategory are usua

particular

#gfs:kml.q;-za]:pﬁpﬂty. This seems 10 be the case

r Businesa 1000 Survey conducted in 2003 '(sm-'m-;_uugimn.zm;s).

type, W

foge

llyfgpodﬂﬂ

skill category may also be a sign

loped or facking was 'Y professional
the enterprise 8ize categories (Table
rdling lack of skl availabilty

to porticular-Wchnologies.

as considered to be the spcond

trend towards emphasizing soft skills

For.example In Australla, Smith ot al. arg
of training effort 8t the enterprise lovel ..

ue that these *behavioural skills
" .‘sw a shiﬂ;;,lgi;ﬂ)o nature of
;tqdm!;'skﬁln mdmmd:a new

neral IT user skills” which will be seen
iffuses deeper into various Industrial

frable & Skills underdaveiaped of lacking in satabiishments by enterprise size — 1
. small Large 'rml_‘
1-80)

. Wadium
{1 {51-100) {1004)
Commumication skiis . 24 2.8 27 28 |
= ustomer handiing skills 2.2 23 25 23 |
\Ganeval IT usar skilla 2.4 2.5 2.8 25
[T professional skilis 26 25 28 28
skils 23 2.3 2.7 2.3
whilty 2.3 2.4 26 "2
Purmevscy shils 2.1 2.2 28 24|
robiem solving skills 2.4 25 2.8 2.4
Toam working skills 23 2.4 27 4 23
Techmaal and practiost skilis ' 23 2.3 28 2.3
17 2.1 | 1.6 1.7

Serutiny at the SETA leve! reveals that Informatio
corwidored 1o be facking of underdeveloped in
services or \T reiated (Table 6). This suggesis tha
wide range of aconomic sectors whare (T skills nee
relatively high need for IT professional skilis given
gver increasing information intensity of man

t ICT deployme
ds are being fe

n Technology (IT) professional skilis were
six SETAs, none of which are financial
nt is expanding across a
it Most prominent is the
by MERSETA, probably because of the
ufacturing processes.

Of ail the SETAs, FIETA and PAETA, both based in primary aconomic activities and both

& Department of Labour/EUMSREC

with high proportions of unskilled employees. registered consistently nigher need across a
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range of skills, especially in Wteracy. n contrast, low needs for fiteracy and numeracy In the
ETDP, 1SETT and INSETA SETAs given thair high levels of educated employusc:nd low
numbers of smployees in the unskilied occupational category (Table 6).

gﬁin‘uublllhmnnts by SETA .. 3=

g

S or iack Yo
ERRITRRITIREe Rt
BRI bl § Nl Fiiad

25 23 2.4 23 1.9 2.5
25 23 2.3 24 2.3
]. 22 24 8 2.2 24
A 248 25 .8 3
3 BEE] 25 | 24 .| 25 24 |
22 ' 4T 2.9 1.8 2.2
23 | 22 | 23 24 23
i 2.8 27 8 22
g 2A .27 24 24 1.7
| 25 | 28 | 25 2.3 2.5
1 2 20 | 24 1.7 22 ]
R 24 24 1.7 23 |\
28 2.4 24 2.2 18
A FR T 2.3 23 2.3 22
a8 | 22 | 28 28 2.5 2.8
2471 22 2.3 a2 20 .0
248 2.4 28 24 LR 2.6
“28. ] 24 - | 28 2.8 2.8 2.2
Eanis 23 25 21 23 |-
12} 28 27 23 | »2
~ a8 | 23 | 18 2.1 2.2 24
‘g b 2.4 as | 28 40 | 23 e
xs |23 2% 29 | %3 24 24 7| &

L1
N

IsiEEEEEEREE
N
F

5.2.4 Occupations within which skills upgrading is nacessary
It is important 10 consider skills needs with reference to occupational categories as 8
measure of the human capital stock of the country.

in South Africa, ratings of skills upgrading nasds by occupation were located in a fairly
narrow: band betwean 2.4 and 2.8, implying that no occupational category presented
particular difficulties (Table 7). What is significant is that these average ratings per
occupation are 8l below the midpoint responsé of 3 which lies between ‘not at al’(1) and 'to
a large axtent'(5) on the geale of options preanted o respondents. This suggests that
employers do not consider skills upgrading neads as particularly pressing. By contrast, in the
United Kingdom, the general finding of the Skills for Business 2003 survey was that “skills
related difficutties affect al occupalion categories. from managers through to elementary :

occupations”(Skills for Business 2003.16). P
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T Occupations nesding their skills upgraded during 2002/03 by sntarprise
i et (1089 Toul

2.3 2.5 27 2.4

2.3 2.6 2.6 24

L . 25 2.8 2.8 258

imlitiwiors [Secrataries . 24 2.5 26 25
Iserioa mnd sales workers 2.7 2.7 2.9 2.7
siwirel ind fahery workers - 2.7 34 2.5 28

it sl 3 trade wrkrs " 28 2.8 2.0 26
[Ptint iad wmthirve cpariors T 26 28 8.4 2.8
enemtary werkary fLsbourses 2.8 2.8 30 28

~ The aggrogate means show thal across all establishmants, the occupational category
. roading - skills, upgrading to the largest extent were ‘agricultural and fishery workers' and
5, phant mhhoopamora' followed closely by 'setvice and sales workera'(Table 8 and

i g). -peant
© have the

id machine. ope ators’ within the large enterprise ‘category were considered to
o5t need for skills upgrading. T

The high rating of nead amang agricultural and fishery workare |5 consigtent with the eariier

A the, forastry and primary agriculture sactors thera is a need for [iteracy,
: ' cal and fishery workers are found within a
As. which should make Rt easier to pisn and implement focused

Whan the data on skills upgrading needs is compared to tha training rate reparied per

occupational category. it is clear that enterprises nead to respond by shifting training

5. o.NeadE:iE cloa
1 ol

.t

provision In the diraction of where the needs are perceived. For example, the higher rating of
akilis needs among ‘craft and skilled tracie workers' [§ of particular concern given that trainthg
rate for this occupational category s low. The issue of increasing regpongiveness to skills
rly compiex, and there is avidence that ‘need’ and. training. provision do not
rony Witfi‘each other, For axample, the ocoupations rated as having the lowest

thet the managers caleg sgory was receiving much highef ievels.of {raining thin.professionals.

Dflmarut is that while the ‘managers’ occupational caugo:y wis peroolved fo have

my,w needs for skills upgrading (Table 7), whersas ‘management skillg" a3 a

category.of skill were considered to b tfrd most underdeveloped (Table.5). This suggests
Mmmmddqr there to be a nead for improving - general: man emant akills across
all oteupational categories - OVer and above managers themse vk

mansgement structure s in enterprises will increass the neod for management types of

iraining:aitiong a far broader category of workers (Long and Flacher, 2002.25).

Tablo B below describes the cocupationat skills upgrading neads by SETA.

© Depariment of Labour/EUMSRC &1
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Table 8 Occupations nWETWA -
AR AT
-, . . w
g 31 &% | %5 .g-!-! | -! !3% ¥
3 i i % a2 ; 2% "-g - E
FASSEY 1 24 2.6 30 29 22 nd nd
BANKBETA | 2 2.6 26 28 2.9 34 d 40
" CHIETA 3 22 21 2.5 28 2.9 1.0 28
- CTFL | 2.3 24 27 2.1 23 nd 2.2
GRTA 16| 24 2.4 24 25 24 .0 28
HTOPSETA. | 7] 28 28 249 2.7 78 nd 22
CUEMETA- | & 23 24 2.1 2.6 27 nd 28
v (8| 24 2.2 27 i2 2.8 34 28
f0] 28 | 23 24 25 2.5 a1 |8
v 27| 28 2 28 31 20 1 oy
2 27 ) 28 | 28 28 i nd '
3 23 ] .24 28 | 24 2.7 nd
s| 28 1 28 | 268 | 28 29 | m
e 20| 23 |28 | 22 24 . | 22
% ETA NS TS L2 24 28 | ]
., 24 . -] 21 2.5 2.7 28 1 ol il
90| 28| 23 | 28 2.6 2.7 Y B
2] 23] 28 27 | 28 28 a0 | 2T
ol 24 | 23 28 | 24 2.7 14
Y T AL A 2.4 20 30
26l 24 ] 23 23 | 28 28 30}
97| 23 | 21 24 23 27. 1 18}
- aA |24 2.6 2.5 2.7 28 |28

8.2.5 Factors causing enterprises to increase training in the 2003/4 financial
yaar :

The factors ihat may influence enterprise decision making regarding training are of
congiderable Interest. Respondents were posed the question. “To what extent do you think

.. tha fallpwing faciors will cause you 1o increase fraining in your satablishment in 2003/47" The

. p: eliclt from establishment managers what factors in.the environment could lead
‘ m-hia&mmgm-ter‘rasoumsmtraining. S A '

The responses of enterprises aggregated by establishment size suggest that there are
several main streams of thinking driving intentions” to increase training (Table 9). The
strongest influence is the need to Improve ‘quality standards and consumer safvice
objectives’ (3.4), a finding which comoborates the strong emphasis on increased training
rates.in the service and sales worker occupational category obsarved in Chapter 4, Similarly
. Ridoutt et-al:(2002,64-65) found that in Australia, nlrngt‘_t;halfaftm,mrpﬂm..saw
Ui asihe single’ most important factor to engage In training: Hoggard and Bioch (2000,8)
3;&@}§mrbqualitylirnpmm'ant in product or service as & key driver of trukiing in the same
country. : - S N :
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It is also worth observing that the emphasis on gervice objectives and quality standards runs
across the economic sectors (Table 10).

& Factors 'l::ullnn sstablishments (0 increase training in the 2003/4 year by

1a devaloping new products | wirvices - 20 24 1.9 20
b Axpaciations - C 8 ai a 2.9
-m S ’ 2.2 24 AT s B3
i damiand fot products | services 10 E % T - B 34

Ml snmpetition C 30 31 3.3 T ah

il employse Mnevs I . 20 241 . 23 T
s inbour lnghiistion .- 27 29 2.4 2B
e restrucuing S 2.3 2.8 7 24
Prody em—— , .- 4 2.0 al 3.4 a1
Oueiity Ftanciirds and customer setvice objectives 23 35 a7 EY)
A Inhlativen - 28 2.7 3.0 2y
Toamobouy . 28 30 3.2 2.9
de unlon inliiatives . 1.7 1.7 19 1.7
Wasts reduction : 23 24 28 23
jother - ' 17 3 25 18

Ancther strong driver of the intantlon to increase training was the setting of ‘productivity
. targets’ (3.1), which suggested that enterprises were beginning to appreciate more strongly
: nupahnﬁal link between training and increased productivity.

- ‘Increseed competition’ was rated by respondents as the third most powerful fhctof causing

.. establishments 1o increasa training. However, there was some conceptual difficulty in the
4 of this response, which is exprassed by Ridout, ¢1.21.(2002.8) a8 folows “AL bet,

ng on the:idiosyncratic circumstances of the anterprisa st a parti

fima. Al worst,

ngreater sttention was given 1o analysis of the more specific factors. *+

The data showé that ‘employee expectations’ were recorded ‘aé a raintlllvéiy' strong factor
e mwmmmm as a positive sign thal employers are becoming more aware of and
- ‘mow open to-meeting smployse expeciations. o o

Increased ‘demand for p.roducta and services' (3.1) and increased corﬁpiﬂlivenmu (3.0)
e siso cited as influences. High ratings of importance for both of these factors were given
in the ISETT, FOODBEV and ESETA sectors. ' '

Teachnology change was accorded a relatively strong influence on the intention 1o train at the
aggregate level (2.9). This factor has @ much stronger influence in the SETAs which deal
. wilh- sehnology-rich  processés guch as: ISETT, ESETA and MAPPP. Restructuring in

" industivs with high levels of technology use may attract higher levels of tralnirig which in fur
. .cain:contribute to'a reduction in the training gap batwean high and low gdicated: workens .

® Departmant of Labour/EUMSRC B3

appadrs to have an indirect effect on training; which:is ambiguousin its diraction -
‘has littie affect on the decisions managers make about training Wity.': For this =~

| sceonding 10 Bartel and Sicherman (1968). On the sther hand; It is argued elsewhere that the :
. effac’of technologioal change may be concentrated in only a-particular. greup of workers in_

an g

b
i
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an enterprise and not nacassarily across the sntire entecprise perhaps leading to marginal
changes-in. the volume and expenditure on training(Ridoutt el at, 2002,60).

Trade Union initiatives are accorded some influence overall on tralhing pians in the SETAs
that have traditionally strong trade union involvement such as MQA and CTFL.
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Factors causi ssiablishments to increass tralning in the 20034 ysar by sstablishment size -

Table 10
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5.3. Training delivery modes

5.3.1 Participation in types of tralning

So far the discugsion has focused mainly on measures of training distribution and access, It

is equally important to consider the nature of the training itself, However measured, the
* extent and quality of entarprise-level training varies considerably between enterprises, both

- mo:nd within sectors. Hayton et al. (1996) note that enlerprises characteristicaty differ in
Coerme of, : ‘ e i ‘

Relianice on axternal training

Reliance on training that leads to a qualification

The range and variety of training adopted

The extent to which internal training processes are formalized

The most frequently used vehicle for training was 'skills programmes' (Table 11). This may

ba because ‘skills programmes’ are levy-grant qualifying, unit-standard based programmes,

and, crucially, are shorter than Learnerships but can cumulatively still lead to a Leamership

qualification. The employees of small establishments tended to participate to a greater extent

in 'skills programmas’ than did employees in medium and large esiablishments. It is likely

_ that this' type of prograrama provides the flexibility that smali establishmonts need In
providing amployees opportunities for training. C

Formal training methods which involved the presantation of courses aither by axtenal or own
stafl seemad to be the main vehicle for training in South African enterprises. Employees
participated 1o a graater extent in courses that were either presented in-house, or wers off
the-premiges, than in courses presented by external agents on the esiablishment premises,

“This:suggests that smaller establishments do not possass the faciiities for hosting formal

" types of training.

rmanent employses in types of training by entarprise
- Emall Madlum LArge

- (11:50) (51-100) {100¢) Touad
2.0 a2 21 A
2.3 KX} 28 25
a2 © 32 a4 3.3

18 17 18 . 18
27 27 28 27
a1 a8 28 4.0
the job training 1.6 1.3 1.8 1.6
nioring . 2.2 2.4 2.5 24
1.8 1.9 2.2 18

Participation in informal types of training such as mentoring took place to a lesser extent than
formal training. According to respondents, employes participation in on-the-job training took
place to a much lesser extant ihan participation In other forms of training. This Is with the
exception of ESETA and MERSETA, which record by far the highest axtent of employee
participation in on=the-job learning, suggesting that this kind of learning is still of value in eraft
and skilled trade occupational environments (Table 12).
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‘Qverall, the data suggests that employees participated to a grealer extent in registered

Appranticaships than In Learmerships. It is interesting to note that the spread of emphasis on
. Leamerships —and Apprenticeships - 18 refatively aven across size, whereas in the past, it
| was medium and large enterprises that tended to implement Apprenticeships. At the SETA

L u-hv_'o_,l;,-_i.natancu‘s‘”,Qf_.;a, grealer emphasis on Learnarehips was visible, such as with FASSET
snct to a lesser extent, the POSLEC SETAs (Table 12). ‘Leamerships. are:discussed in more

" 'detallin the following section.
 [Tubla i2: Ps flon of permanent
5 &

it

1 358

HHHE

3 an R

"WASSET | 1 3.8 2.0 9.2 3.3 2.7 44 2.1 2.8 1.0
BANKAETA | 2 as 20 33 1.8 23 a8 1.1 2.3 31
cHETA | 3] 30 3.0 3.1 13 2,4 4.0 1.1 1.8 1.4
CTFL 4] 20 2.3 358 1.8 30 45 1.4 28 1.6
CETA 5| 3.1 2.2 2.9 1.8 28 a9 1.8 2.1 18
ETOPSETA | 7| a3 2.3 3.2 1.6 2.7 34 1.1 2.2 2.0
ESETA | 8] 39 34 38 1.9 3.5 4.3 23 2.0 10
FOODBEV | 9| 2.9 2.6 3.4 1.8 28 3.7 1.4 2.2 2.1
FIETA 10 2.5 2.4 3.6 20 2.3 d.1 1.3 2.1 28
WWBETA [11] 33 2.2 3.2 1.9 2.4 39 1.6 2.2 2.7
merT 12| a7 2. 3.0 1.2 2.0 4.0 1.2 2.0 2.1
INBETA (12| 29 2.5 3.7 2.6 X 4.5 1.6 265 2.2
MAPPP |16 132 28 3.3 1.8 2.8 29 1.5 2.6 1.7
HOA 18 2.9 2.8 38 15 2.8 42 1.7 28 38
MERIETA | 17| 2.9 2.6 30 17 28 40 2.2 2.5 2.0
PORLEG 8ETA] 18] 30 2.1 35 25 2.4 1.8 18 2.0 1.3
PAETA 20| 27 2.4 3.4 1.8 2.8 4.1 14 1.8 1.7
SETASA | 22| 4.1 2.9 3.4 1.7 2.3 3.6 1.4 26 .| 16
BERVICES (23] 3.2 2.5 32 | 1.8 29 39 1.4 2.1 18
YHETA | 25| 2.7 24 39 1.9 2.7 4.9 1.3 2.5 24
TETA  [20] 3. 3. 13 16 2.6 3.9 14 2.3 42
WAREETA [27| 28 24 3.3 1.4 2.7 4,1 12 19 1.3
Total 3.0 2.5 33 1.8 2.7 4.0 1.6 2.3 1.8

In other national contexts, an age based pattern of access to different types of training has
been discemed. For example, in Canada, Jennings (1988,6) shows that a dual training
model has emerged — not through deliberaie policy initistive - in which older and more
experienced workers receve short training sessions, while their younger and less
experienced counterparts receive broader skills training. The extent to which there are agé-
based pattarns in training aceess in South Africa may be considered in future surveys.

5.3.2 Initiation of Learnarships

The Leamership is & central pillar of the skills development strategy of the Depariment of
Labour, and a major focus for the disbursement of discretionary grants. The extent to which
Leamerships are taken up is dependent on sectoral priorities, the funds available to support
Learnerships in 8 SETA, and the levels of interast among employars.
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There are two types of grant to support Learnerships: a grant to cffset the coste of
implomenting Leamerships for cutrent employees (18,1 Leamership), and a grant for
kzing isamers who a8 new employees were unemployed immadiately before starting
‘tha:Lagmaers| lpy(‘.'-'lﬂl'.‘z:'l;.ﬂmerﬂhip). The formulation of this item.in the survey instrument was
- intpesied to obtain date on, astablishment intentions to‘l_httli_’hhammhiﬁl for ‘current’ and.
‘néw employees'. - R e '

Thqda;a.ramls that a higher proportion of astablishments expecled 1o Initiate leamerehips
 for.current employees (50.3%) than for new emp (38,9%) (Table 13 and 14). In both

" gmerships. Notably, . medium firms register & shightly:-stronger: interdlon to. Institute
Leamerships than large firms. T :

lshments e ng to Initiate Isamerships In 2003/04 by
to initiate -
Toal leamerships: New | ‘Total
Yus No

100.0 376 62.4 100

44.0 100.0 418 68.2 10

65.8 44,2 100.0 4.7 58.3 100
803 40.7 100.0 38.8 81.1 100

This data is pregsented below in numerical form to provide an sstimation of the absolute
numbars of astablishments that have intentions to initiate leamerships. :

81-100) 5262 4151 9443 3 a9 4865 B357 .
"1';.?:, Z 095 1 686, 3789 1434 2008| 3438
‘otel 21 429 29 171] 42599 14 219 22 341| 36620

NOTE: The numbers of anterprises as well as numbers of smployees given in this or any aubzagquent
{able are derived from a statistical weighting procedure. in the weighting procedure, data from the
 yeturns of the sample survey areé pdjusted proportionately to reflect the aciual enterprise numbers in

‘tha samphe frame. in this way the resutts of the survey can e compared with the actual populstion of
antarprises dascribed by the sample frame. :

At the sectoral level, a mumber of factors affect the declsion of enterprises to Iniiate

Leamarghips, These include: the occupational and skills siructure of the sactor, and also the

expected madium to long term growth expectations of enterprises within each SETA. SETAs

~In which significant numbers of sstablishments signaled strong intention to initiate
learnarships for current (18.1) employees were; ESETA, INSETA, SETASA, THETA (Table
15 and Table 16).
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Relatively strong intantions to initiate Laarnerships for new (18.2) employeas wera signaled
by establishmerts in the FASSET and POSLEC SETAs; whereas in PAETA, W&ARGETA,
CTFL and MERSETA, much lower intentions were expressed.

It is noteworthy that SETAs clearly differed in tarms of their amphasis on the two Leamership
types. For example, BANKSETA establishments reflect relatively low intentions to initiate
either Leamership, whereas other SETAs in ganeral emphasised elther ona or the other.

Tabie 15: Establishments expecting to initiata laarnerships in
S Expaot to Intiiste |
P lsamerships: ;
Cummst
e smploywes (13.1)
'_E.:.-v.'-:_-‘ Full nare of BETA Acronym Y’:t l?o
[Financial ind Accouniing Sefvices FASSET | 1| 423 | 17
Sacior Eduation and Treinng manksaTA | 2 | 305 | sos | 1o | 32 | eas | 100
mnicsi Tncieves LOUCONon 810 TG | cHIRTA | 3| 458 | séa [ 100 | 387 | €13 | 10
"'"‘""‘-.":".:"'"““""‘“ e | 4| 518 | 482 {100 | 285 | 75 | W0
acalion wnd T ral CETA (5| 512 488 | 100 | 407 | 893 ) 100
Sectr Cawoadon 4 Triining | ETOP SETA | 7 | 400 | 804 sos | 100
Mgy Secker Hduondon Shc Training ESRTA | 8 | vie|l.2md | wa | w0
a0 s Biverngas Nanulactuiog Industy | pooppev | 9 | 669 | 41t 1w | 1o
Shaatonand FETA |0] 472°7) 828 536 | 100
or Education and HWSETA [11] 534 | 489 s2.7 | 100
ice and et |12] se00] w0 | w0i) 822 .| 478 100
- hand Toeing | oeTA [13[ om0 | mo | w0 54 | 00
- Phnting and MAPPP | 15| 308 | 404 sa7 | o0
T wOoA |18 800.| 800 sag | 100
g and ¢ MERSSTA [ 17| 408 | 1502 @53 | 100
My Loguand esTA |19 5397 48 | w0s | 10
nand TeNing | pagTa | 20|, 4247)0 678 @ | eea | 100
ko sonond | apTagA | 22| @30 |.370 | 100, | 578 | w0
e Eduraion and Training senvices (23| se2 | 438 100, 458 | B4z | W00
o i Hompllaly Education snd ETA |28] 629 471 | 100} asa | 547 | w0
Eduoaion nd Trning Authority A 12| 823 | 377 | 0| 528 | 474 | 100
o Retal Sackor Equoalion snd | warseTh | 27| 443 | 657 00| 272 | 728 | 00
Total T 814 | 488 | wo-] 400 | 600 | ®

This data is presented below in numerical form to provide an astimation of the absolute
numbers of establishments which have intentions to initiate learnerships.
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;ﬂlh: 16; Establishmants expecting to initiate learnerships in 2003/04 by
: Eapect to iniate ~Exped to Initiate
lsamerships: Totsl | lesmershipa: New | Total
Current smployses smployees
Yas No Yos No
1 426 588 1024 814 a12] 1023
2 100 143| 242 7 180 237| .
3 422 457 wig] a4 0 812 s}
Ta [ eaz] el o] e a4 10
s 1813 72| aaed|  1z07] 18| 3qam
s A s T T - e I o
Ta] - 200 102| 2| 210y asd ‘d
Te] - 662 481 1124] 573': PURLRLT . - R T -
Ta0| . as3| . 807 weo| a8 . 410 R
T ers|.  soal 1amf sl o7 13M)
Ti2]  esa]  see] 1214 K-
13 704 146 430 |
IE 3R nos| 728  1530] o 8] 14
16| ard 403} Tyre| . 226 0 AN R
7 Jeaa| 3839 724z 2421 4004 @130
19 633 sz 1178 ] R
“[20| 1067 - 1480 2586 245] - 2003 2249
tag] . - capaf - 200 T84 a08] . - 418 N
BE:] 2 s8] 2410 §288] - 1emp} i 2808 43
Tas | 12e4]  t1om| - za78]  oes[ 1117 Eﬂ
“Tae] eet] 871 1532] - &% - i%80 12
Tarl 240 3081 s498 1200 - 82 %
“Towl | Zram| 2T ezsw|__azie] - zz0vi| seeml

_.5.3.3 Training according to recognised training standards
*Training according to external training standards holds several potential advantages for tha
astabishment and for the employees receiving such training. At the enterprige level, training

| _-mceording to externai standards can ensure that internal training processes meet particular

"~ quality requirements. The move towards applying recognised training. standards is clearly a

means of ensuring. that the quality of human resources in the organisation can bs maessured
- against industry standards over time. T R

Furthermore, external standards that are internationally recognized enable the arganisation
to benchmark itself within globalised industrial sectors, Establishments can ensure that the
skifls of amployees are harmanized with changes in international practice. Extemnal standards
algo provide the means for the Individual empioyee to formalize his/her competencies, to

progress within & qualifications framework angd to improve his/her mobility. These latter -

benefits are naturally also advantageous o the competitiveness of both the establishment
and the industrial sector within the national economy. The quality of lsarning and its formality
are not necassarily synonymous, 8s a series of racent publications about learning and
knowledge in the workplace have indicated {(Lave & Wenger 1881; Ashton & Sung 2002;
Fuller ot al. 2003). : .

Table 17 provides a numaricat picture of the size of the workforce that was trained according
to standards. The largest volume of training in accordance with external standards occurs in
large enterprises (54,9%). However, South African large enterprises provide training @
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standards for lower proportions of their employees trained by comparison with small firns
which provide training to standards for nearly one in three workers in training (Table 18). This
finding contrasts with international experience such as observed by Felstead et at. (1997: 25-
27) that “the lkellhood of fraining being qualification-based increases the larger the
organization®, and aiso by Dawe (2003) for Ausiralia in the period 1998-2002 (Dawe, 2003).

 [Fabie 17: Permunent smpioyess paricipating In training in accordance with training standards
by enterprise size - L
i Training according to standards E ST
- Total .| . "-r Employses
Other : it Dncr -mm i ml "1 trained to
natlonally - ntemationally standardy &8
SAQA NGF racognised . 150 9000 recognised | standards .w a % of =
standards standarde . . -amployees -
T trained

18 328 20 062 & 8edf 10 630 56 000 177 501 s

13 533 15 268 8104 6 544 249 170622 24.2

A5 179 42 029 LR 18722 120 848 B2 182 232

67 040 77368 40102 35 896 20307 479878 25.1

More employses are trainad fo South African standards than intemational standards (65.6%),
with SAQA/NQF standards accounting for 30.5%..

18: Permanant employsss participating in tralning in accordance with training
by snterprive size (%) | K
| nx-nﬂy lnunmmr e
saaAmar | 0ot | w0000 (Moo '| . - To
standarde stanciarde |
Swal {11-90) 3.7 385 126 9.0 100
Wedium 51-100) K 35.1 a7 BT 100
Large (1004) 290 YR 207 155 100
Totsl 308 351 W2 18.3 100

Overall, a relatively low proportion of aff employees or 4.2% - whether having received
training or not in the year in quastion - were engaged some form of treining to standards,
Formallzing training according to standaiis has attractad some attention, as Dawe (2003,3)
observes thal enterprises are increasingly providing training towards externally recognized
standards. Yet this I not an easy aim to achieve, o the extent that Smith et al (2002.8) claim
that "Competency standards are not being used to infotm most enterprise training and much
of tha training remains uncredentlalled”.

At the SETA level there is great variation in the extent to which employees participate in
training according to standards (Table 18). This is probably influenced to an extent by the
diveralty of productive activity in a sector and the degrea to which production is influenced by
. international markets and their associated training standards. Although MERSETA stands

. out-as having by far the highest numerical perticipation in all but ane of the categories of

standards, in proportion to total employees recaiving training, the SETAs with the largest
commitment to standards-based training are the FASSET, TETA, ETOP, POSLEC And
MERSETA SETAs.
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Table 19: Fermanent smployeas participating

e 19 in training in accordance with training standards

, .| Employses |

Other Otherinter- | wooo | qoper - | trainedto

";an: r::‘ml':'.{l IS0 D000 “'“"“& trained to | participating "";“::"“

standards standurds |SENdrds| intlaing | oo vrs s

vt Vomined
1 6 741 1 M2 2 548 933 11839 16842 0.8
2 200 143 0 532 B85 7034] 137
3 1568 843 442 668 - 3314] 0 1amsl 226

4 896 - 2411] as2 008 - 44z5] - 3388 152
8 282 1126 168} 113 tees] - sop0s| 41
7 3 4204 4 538 0 2407 10 374 17167 80,4
B 19 444 a7 0 750 1513 49,8
9 | 2208 572 1943 221 8 001 15345] 326
10 1 154 3039 25 40 4 387 - 19654 pfys
14 157 1070 363 8B4 2454 28718 85
12 413 1 440 1 87 2 904 S 424 15004, 40.2
13 1039 A4 k3 l.] . e 2 842 14338 15.6
15 g8 1009 % 821 2 484 21365 11.7
16 1530 2071] 13374 1929 19140 166179) 113

17 12 387 19 497 11 267 6571 49 702 vaa30 50.0
19 207 13 §d4 434 1 602 16 187 30044 5108
20 234 127 164 480 2 159 24008 8.0
2 B9 1787 2243 2937 7 786 0851 arz
3 6 355§ 2243 1523 4085 14207 126812 1.2
28 1 280 & 263 7] 4418 - 12073 33720 35.8
26 | 20084 B 253 2382 1877] - 32283} . 51400 028
i 5040 3163 ass 1omf - 0048l - TE 127

| eroa0] 7738 40103] - 36808 220 394]:- 24

The Australlan Employer Training Practices Survey (TPS) of 1996 reported that the five
major faclors driving increased in structured training’ Included: technological change,
changes in management practices, quality _assurance/quality control, regulations and
availabiiity of extemnal training providers (Smith and Freeland,2002,8). The findings of the
NSS 2003 on why enterprises implement training of any form is discussed in detail later.
What this observation by Smith and Freeland highlights is that there is fikaly to be a diffarent
* balance of factors that give rise to structured training participation a& opposed to any training
‘participation. '

5.3.4 Human resources development practices

What constitutes ‘training’ has evalved in recent years o encompass a range of activities that
oocur within @ broader assemblage of what may be termed ‘human resources devalopment’
practices. This shift is driven by an increased emphasis on the creative potential of human
capital in the production of goods and sarvices. Assumptions about the characteristics of
appropriate human learning in the workplace Increasingly emphasise greater interactive and
collaborative activities. As a result, the bounds of traditional approaches to leaming are no

longer considered appropriate. There Is also increased interest in so called ‘high

parformance work practices’ as the creation of an environment where a range of
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complementary human resources practices contribute to higher levels of employse
praoductivity and involvement. The extent to which these human resource development
practices are applied in South African workplaces was tested (Table 20).

m:mmmmphwulnmﬁmmwm

L ‘ :m) ' (l:'lm ‘ m ‘ Total

" [Tesm working 3.2 23 3.2 33
" el parformance reviews 30 3.2 R 34
ok a0 | sa |7 am 3
2.9 .0 .30 . 128
. a7 29 28 -2
_ 23 T2 2.4 i x
Kinmup cr taden companaRtion 2.2 22 23 2.2
{Pernannet development plan 2.4 .5 26 22

- [P revian I 2.0 22 | s gl
m for rainers 19 232 23 . 2.0
e ecedieeme ' 2.0 2.2 20 - 20
oo — — v 20 s 1o
gm B 1.7 1.8 1.8 w8
e ' 15 1.3 1.8 A

First, there is no strong indication that enlerprises resort to any of the practices identified 'to
a large extent, the highest average being 3.3 for ‘team working', Second, with two minor
axceptions in the case of ‘training for trainers’ and ‘annual performance reviews', the pattern
“of responses revealed no sharp differences between small, ‘medium and large
. outablishments In terms of their use of human resources practices identified in the
questionnaire, ' |

The pattern of aggregale responses presents a picture of South African establishments as
cautiously engaging with some of the practices in question. The overall impression is that
South African establishmants tend not to use any particular practice very intensively, In
.- particular, the practices showing the lowest levels of use are those which presuppose the

‘existonce of acceptable jevels of trust between co-workers and bstwesn employees and
" management. These include; ‘quallty circles’, ‘self-directed teams’ and ‘peer review’, Two of
.the cornerstones of the high performance workplace model involve sccording employess
greater jevels of discrationary decision making — see the jow mean reflected for ‘self directed
fesms’ - and rotating employees across a range of taske — sea the low moan accorded to

_'job_rotation’. Also used to a lesser axtent are incantive-basad. practices, such as 'group

' compensation' and ‘profit sharing’. L

in contrast, ‘Total quality management’ (TQM) was indicated by respondents as being used
to & relativaly greater extent than ‘self directed teams’ and ‘quality circles’. This could be
 because the latter two are specific techniques compared io TQOM which is understood by
. some as being about organisational culture, a general management approach or a business
“: philesophy rather than as a collection of methods and: practices. Both ‘seif directed teams’
and:‘quality circles’ are explicily non-hierarchical and the: reason for low levels.of use could

e i found in strong’ hierarchical characteristics of many South African workplaces.
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The practices that are identified as being used more frequently include: ‘annual performance

reviews’ and 'team working'. Neither of these practices are particulary unique and are well
entrenched intarnationally.

Emphasis on these practices at the SETA level i8 grouped quite strongly in the financial
gervices sector such as FASSET and to a lesser extent INSETA, and ISETT (Table 21a and
_ Table 21b). in addition, THETA emphasises several practices that may be associated with its

high service orlentation.
Wabie Z1a: Human Resource Davelopment practices used in establishmants SETA
Joam Seilt T quaity | Total quatty Paronat - _mm Poar | Mentortng |
N " "m"__““‘ cirches | management doy '!h!;!""'.m: " yaviews treviaw .| fcouching .
FARSET 1 as 2.3 19 3.z 28 3.9 T 3.2
RANKOETA | 2 33 22 1.3 2.7 25 34 20 a0
CHIETA 3 3.3 19 1.5 2.9 P 3.3 1.8 2.8
CTFL 4 28 17 1.9 2.8 1.9 2.4 1.8 P
CETA [ 35 2.5 21 a2 2.3 a4 23 3.2
ETOP SETA | 7 35 2.3 1.4 2.8 21 3.0 2.0 3.2
ESETA ] 27 9 2.7 a7 28 a5 FX; as
EOODBEY | © [Y] 21 2.3 3.2 1.9 2.9 21 27
HETA w| a3 18 1.9 3D 241 28 23 Y
HWEETA |11 32 1.8 17 2.1 19 3.4 23 248
1BETT 12} 38 2.7 19 3.2 2.8 3.8 24 3.2
INSETA | 13] a8 20 18 31 2.7 34 24 3
MApPPP 18 31 21 1.7 28 . FEI a.n 1.8 23
MaA %] 34 2.2 18 3.0 26 3.0 2.4 33
WERBETA 17| 3.4 1.8 [Rs 1.0 22 2.8 14 30
POBLEC 3HTA| 10| 26 1.4 14 2.6 1R 2.9 20 28
PARTA 20| 30 2.0 15 2.7 2.4 28 15 a2
SETALA 2 al 21 2.0 31 24 32 20 aa
SERVICES 23} 33 2.0 1,7 26 22 a1 20 a0
THETA 28 38 24 19 A0 2.2 33 2.2 A
TETA 26| a4 24 1.8 EX) 2.4 3.0 19 28
WARSETA |27| 30 1.8 1.8 28 22 Al 2.0 a0
Total 33 2.0 14 2. L 22 a1 2.0 3.0
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Table Z1b: Human Resource Development practices used in establishments by -
SETA L N o
Muritl- -G';‘iﬁ," Proft | Training for "
skllilllnu Jap rotation Tomphite sharing hin:u Cther
’ : ! axtlon ]
EASSET |1 1.4 24 2.4 24 2.5
BANKSETA |2 2.7 1.9 2.4 19 1.8
~ CHMIETA |3 2.7 2.3 2.0 17 18 ;
CTFL NTIER 2.5 25 1.4 18 t
CETA 5 2.8 2.1 2.4 2.4 1.8
ETOP OETA |7 a0 2.1 1.3 1.5 23
ESETA  |8] 35 a1 2.5 2.6 24 L
FOODBEV |9 29 29 22 1.5 2.4 :
mETAa  lo] a2 27 2.4 18 19
HWSETA [ 27 24 2.1 14 2.2
ETY 13 28 21 2.5 19 21
MBETA  [13] 34 2.3 2.4 2.0 25
MAPPP  [15] 23 24 2.1 1.8 2.1
MQA I EX 28 22 19 23
MERSGTA [17] 28 23 2.4 1.9 2.1
POSLEC SETA (0] 2. 25 18 1,8 18
2.4 22 2.0 1.5 18
BT TR 2.5 1.0 X
27 1 20 2.1 18 ) 19
X 2.9 2.9 21 | : 25 oy
2.7 2.0 1.8 18 | 20 0
2.7 2.4 22 20 1.7 ;
28 2.3 22 a8 ] 20 :
.

8.4, Training infrastructure and processes

'8.4.1 Strategic enterprise training and related documents .

The existence of particular training related documents in an establishment can be taken as a :
_an indicator of the imporiance that managers accord to planning training activities as part of i
“anterprise strategic planning. and to Implementing and monitoring training as a means of b

sustaining enterprige competitiveness. =

From Table 22 the general pattern observable acrons diffarent establishment sizes is the
tendency for grester proportions of anterprises to have such forms of doeumentation with
incraasing size.

72 Proportion of anterprises in possession of strategic enterprise training-
documents by enterprise size (%)
Small Madiom Larga Total
{411-80) . (81100} (100+)
Training reconds 437 714 849 535
buslinsss plan 438 65.6 79.4 52.1
38.0 716 90, 50.3
277 512 715 3T
4.3 ~ B8 | 730 . 424
12.6 ‘ o4 | &8 b 108
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* In South Africa, the legisiative driver intanded to encourage increased training activity is the
Skits Davelopment Levies Act {Republic of South Africa,1998), in terms of which an
entarprice must submit a Workplace Skills Plan (WSP) in order to cisim against their
contribution to the skills levy scheme. In the mid 1990s, there were marked differences
etween Europsan countries in terms of the proportions of enterprises that claimed to have a
“tesining:plan. This.difference was ascribed to tha fact that in some countries financial support
b oonditional ‘on evidence of such a plen (Davis1098,71). The Europain: has
own that the associstion between training planning and training providisd ie.
re bservas that ‘thers does sesm:to

A, plan may csuse the enterprise to.be more aware:of:
waining; Atemativaly, it is possible that entarprises:

". ﬂndmmmda plan to heip them to mamgotlupmoasm 190

Llrga and medium sized enterpriges ware more Iiknly'to"ﬂ;amg a WSP than a formal |

hialess plan. it is striking that jegisiative and financial necassity drive establishments to
38 & WSP In_higher proportions than formal businass: plans even. though the existence
latter — in'some form - is a cornerstone of good businasy practic The influe
*zAmtney elso be discermned by the existence of training:reoords in gn
‘formal” business plans in medium and large firms. - This“must ba:

disbursements of grants must be made on the basis of proper training records. This data :

therafore suggests thet the levy-grant scheme has a high take-up in medium and large
anterprises.

in contrast, thare were much lower proportions of small enterprises which had WSPs, The
scheme seems therefore to have a much weaker purchase on the training related hehaviour
of small establishments than medium and large establishmant. This suggests that there are
condiions militating agalnst the impact of the levy-grant scheme in small snterprises.
“Noteably, thers were greater proportions of small firms thet possess formel business plang
~_and training records than WSPs. Because moré smalt establishments:had training records
3 business:pians than WSPs, we may infer that somae small firms were.taking up strategic
busiiess and taining challenges independent of the: influence of the:Skills . Development
";*LmluAct(chublicofSouthNﬂca,WBQ). A ST

The distribution of enterprises that indicated having a specific budget for training was not
entirely unexpected. The proportions of eatablishments with specific budgels for training
increpsed with esteblishment size. irrespective of sstablishment zize, the existence of
apacific training budgets was at least 10% lower than indicators of training records and of the

axistence of WSPs.

The survey tested for the axtent to which establishments link their formal business plans and
WSPs. In linking the business plan and the WSP, the managers of an establishment would
be demonsirating an appreciation of the need to align training strategy with overall business

strategy.

Evidence from research internationally suggests that there is an association between formal
business planhing and the propensity io train. For example, the Australian Business
Longitudinal Survey (BLS of 1999) ghowed that the incidence of tralning is far higher in
pusinesces that have adopted a formal strategic or business plan than in those that have no
business plan. Of all the measuras in the BLS. the existence of a formai business plan was
most strongly associated with a higher incidence of industry training (Smith and
Fraeland,2002,11). Hendry (1991) aiso found that enterprises that included training in their
© Department of Labour/EUHSRC 26
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buginess or strategic plans were more likely to invest in training that those without such
documented prescriptions. However, there may not necessarily be a direct relationship in
aach instanca. Ridoutt points out that training may not be a strategic issus in itaelf but is
rather required to support the implementation of other sirategies, and plans are not
nacessarlly implemented (2002,68).

In the NSS 2003. all three establishment size levels —small (79%), medium (80%) and iarge
(88%) - reportad that they linked their WSP with their business plans.

At the SETA lavel, a pattem is visible according to which the financlal sector activities, which
 Include SETAs such as BANKSETA, ISETT and FASSET, show relatively high proportions of
" involvement In developing frameworks for monitoring and driving training (Table 23). Also In
- this group is the ETDP SETA. On the other hand, the data suggests that establishments
< --wasociated with PAETA tend to have less developed documentation and policy documents

" that structure training activities. A |

as in possession of atrat

c -m-rpﬁu_n_ mlnlng-rqu documentation by

e ‘ ‘ WHP Is i
ol Training b:m- Workplacs "mh D:m "Policyon | Policy on
racords plan Skdlis Pl1an | pocioess | i ning study laave | bursaries
pian
1 759 46,6 T0.4 00 8.8 702 449
2 49,8 75.8 B0.7 76.5 76.8 528
3 4T.0 . 800 - 50.7 24 0.5 08
4 45,3 wna 58.0 ™ . 230 48
-] 48,4 481 a8 80.5 s 18.0
7 6.7 are 44.5 Tab 5.4 497
LB . &T. 484 408 . BaT . 4719 194
Lifge 408 | 484 543 T 488 183
‘10 - 488 | 58.1 55.5 o Y T “11.2
11 57.4 " 416 - 502 C A 820 24T
12 753 ‘ 7689 738 . T80 A 484
17 57.3 59.6 83.7 1000 74 0
s $2.2 8AT a8 | &7 8.1 7.3
CrPova] o 84T 88,5 .are 10w 5.0 - M0
117 1] 4.7 548 | M. a2 135
VK]S - g3.0 Mns 51.7 ey LK 40.2 14.9.
T8 a1} k.0 8- ] 5T | 61h AT.0 3.3
R T71.8 7.2 ™5 Mo 413 . 280
23 AT 487 404 a5.1 433 7.8
=1 %A 81.7 478 | . T4 4.0 147
M M2 41.0 "4 - | - . M63 L 8.7 C1BA
27 n? 36.9 B8 88.2 FIR EY S 11.6
535 - B2 gy | M0 T 42.4 19.8

5.4.2 Responsibility for training in the astablishment

The allocation of responsibility for training activities to a person or group of parsons within an
anterprige i an important strategic act, since this institutionalizes and focuses accountability
for training. In organisations which have not fully developed policy documentation that
formally sets out lraining procedures and functions, the designation of the training role is
avan more critical, in the United Kingdom in 1988, training was positively associated with
*having a personnel specialist in the workplace or at a higher level in the organisation” and
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with “having an integrated employee development plan” (Woodland et .al,1999,62).
Furthermore, Ok and Tergeist (2003,4) argue that “a more structured involvement of
smployee representatives and the soclal partners at various ' levels of discourse and
. megotiation concerming training appears to be one foute which may help o overcome
. deficlencles in the provision of, and access fo, training, at least in countries where traditional
X ,IQDOU;‘_ relations: practices and the labour unions framework are supportive of such co-
‘operation”. o ‘

Th? NSS 2003 showed that overall, seven out of ten enterprises had specifically aliocated
. training responsibilities to either an employes/manager or a committes. The highest
__proportion of instances whaere ‘nobody’ was responsibie for training was to be found in over

OM third of smell enterprises (Table 24), but in only about one in tqn,hfge enterprisas

i 24: Allocation of responsibility in the establishment for trainin Wraining In 30027036y |
Rshment size (% ' _ e
: . Training Training Training
Nebody |  manager faghitutor | commities Total
35.2 9.8 5.0 100 100.0
169 265 332 234 1000
8.0 3 ars 232 100.0
28.8 291 279 14,2 1950.0

Tha_mponeibility for training was allocated to efther the ‘training manager' or the ‘training
facilitator’ in the majority of cases. Training committees were more evident in medium and
large enterprises, whereas only one in ten small establishments had a tralning commitiee,

This emphasis on specifically designated training functionaries, does not necessarily imply
that line managers are absolved of such responsibility. Internationatly, Emith and Freeland
cbserve that the “Respoensibility for training is increasingly decentralized to line rnanagers
and the incidencae of specialist training departments and training managers is quite
. low"(Smith and Freeland, 2002.8). This Is consonant with a tendency observed by Smith and

BRI Freeland to increasingly focus on the individual a8 @ unit of training Needs, which is "a distinct

" move away from the traditional methods of training Which imposed the same training
.+ programs on groups of employers or all employees® (Smith and Freeiand, 2002.8).

.~ The management of training on such an individualized or customiiod basis could not be
- achleved without a significant contribution from the supervisor or tha line manager. At very
lnast, the development of Individual workers must be. encouraged: by supportive practicas

Inciuding "individusl perlormance feedback"(Dawe,2003.2), which el the Yine manager can
provide. Dawe argues further that supervisors are Increasingly taking on the role of trainars

" and coaches of their teams (2003.3). Future iterations of the National:Skills Survey may seek

 to explore to what degres the devolution of training responsibilites to line managers has -

taken piace in enterprises.

Clearly there were wide variance in the leveis of institutionalization of training structures at
the SETA level (Table 25).

In some SETAs, absence of a iraining portfolio was as low as 8% and 12% (n the case of
BANKSETA and ISETT respectively, but rose t0 48,2% and 36,6% in PIETA and CHIETA
raspectively, Similar variation In the existence of training commitieas was evident from high
proportions in FASSET and SETASA to low levels in the MQA and PAETA SETAs.
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Tubla 25: Alloastion of responsibility in tha snterprise for trai in 2002/03 by enterprise sire
) \ Tralm ~Tranlog | -
Nobady mnl; faciitator m’!‘“m'i‘..!. Toel -
1 10.2 4.3 74 - | - 251 1%
2 8.0 23.0 T4 Y 3 100
Y X 2 ez . 100 | L
4 27.2 269 D 14,0 ‘ 100 L
5 T34 281 242 : YR 100
7| 28.1 153 32.0 28 | 100
s M1 162 T . |- o e il 100 .
Tel -8 295 08 | 100 100
el s | 288 | . 80 | 183 inl 100
" 0.0 : 217 25.2 et | 100
12 124 348 04 204 - o). 100 :
13 29.3 12,8 .5 ‘ 138 100 !
T 288 8.5 326 133 100
16 275 32,7 2 8.8 00
17 58 25.7 Ha 174 100
POSLEC DUTA [ 19 27.0 20.3 189 13.8 100
T PARTA |20 12 28.8 2.8 5.4 100
CCTeeTARA |22 142 203 318 248 100 o
s IR 3.1 3541 8.2 TR 100 .
RIERE S YET 252 38 26.9 114 100 |
v TRTA 26| 7.3 374 Mms . 90 100 i
WARRETA |27 349 26.7 220 ‘ 164 100 1 -
" Avernge 288 29.1 7.9 2 100 .

Where enterprises had training committess, the most comman pattern was for the committee
to consist of management and employees, but with union representation excluded (Table
26). Training committees consisting of management only were axtremely common in small
enterprises ( 43,4% of all cases), but rare in large enterprises (only 7,5%). The inverse was
troeof the distribution of tralning committess which include union rapresentation.

:28: Composlition of the training committes by enterprise size
N -‘."""H,"""-‘ and arrployses | and sploijees. Towt” | b
— sxciuding union | inchuding union IArEI S
' m,’ 434 48.1 1Hs 100.0 .
&
$1-100) 2.0 a1.2 %9 100.0
[
(1004) 1.5 49.0 (LX) 100.0
Total a2 48 4 A 400.0

Analysis at SETA lavel showed that POSLEC and THETA have high levels of management
only representation on training committees (Table 27). On account of the iarge size of mining
companies and the highly unionized nature of the sector, 84% of establishments in the MQA
included management and unionized employee rapresentation on training commitiees. By
. contrast, a number of SETAs had very low or no training cormmitiees recorded, b
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[¥abie 27: Compeaition of the training committes by SETA (%)
"""my""“‘ and smployees | andemployees | Total
axcluding union | in unlon

C__FARSET 43 7 [ o0 100.0
' '  ANIREETA ] - 187 443 00: . 1000
1 'CHEETA 3 409 28,5 ns 1000 -

Q‘IFI. [] 189 20 e 100.0

[ ceva ] 55.4 238 048 100.0

o sEA | 7 136 54.3 X A00.0

- IETA B 48.2 ‘ 183 s 100.0

e L 168 43.3 s 100.0

. FIETA | 10 50 58,1 59 100.0

HWEFTA M 334 448 ns . 100.0

+ HMETT 12 11,7 803 a0 100.0

" INBETA 1% a3 o8.7 0.0 100.0

MAPPPF 13 42.8 308 173 ' 100.0

MOA 16 0.0 14.0 B4.0 100.0
MERBETA | 17 30.4 .0 X 1000 -

POSBLEC AETA| 19 B83.0 17.0 0.0 100.0
PAETA m 0.0 1000 ° 0.0 100.0 .

SETASA n 20.4 330 45.7 100.0

SERVICES ] ’ 399 46.8 13.3 1000

THETA 25 57.3 a7 0.0 100.0

TETA 28 34 17.4 g1 100.0

WARSETA 2. 16.2 4.0 20.7 1000

M-l!-_ 32 48,4 2.4 100.0

5.5. The relationship between enterprises and the SETAs

In terme of the NSDS, SETAs are the institutional form through which training at the level of
economic sector Is coordinated. Each SETA must develop a Sector Skiiis Development Plan
and sarve as conduit through which the national levy-grant scheme (based on the 1998 Skills
Developmant Levies Act) funding Is routed to enterprises that qualfy for reimbursement
. based on their training activities. The levy-grant scheme was put into operation in April 2000.

8.3.1 Registration of establishments with SETAs

Givan thal the levy-grant system is still comparatively young, i }s important to consider how

successful it has been in capturing enterprises, because those enterprises emaining outside

the system repressnt a ‘blind spot' for the policy. The 2003 NSS provides insight into
. participation trends because it is based on 8 sample drawn from establishments that were
. reqistered with the South African Revenue Services (SARS) to pay the 1% lavy on payroll. In
.. effect this group of establishments participated at the first level in the form of an involuntary
" tax-basad' transaction which involved paying the levy. The next level of participation — which
. s voluntary rather than compulsory - is for the establishment to register with a SETA.

“The data reflects that thers was distinct divergence in participation by gize group. Clearly, the
participation rate. was very strong in the large establishment. size category, with over nine in
every ten sstablishments registered {Table 28 and 29), but this dropped off 10 55% for small
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gu_tahliahments. Reducing the number of establishmants that are taxed but are not registered
is important, otherwise the levy-grant system wili be operating as an additional ‘tax’ that does
not have a demonstrable impact on enterprise training behaviour,

The unsure category is a group of establishments that pay the levy but do not know whether
they are registered or unregistered. The proportions of the 'unsure’ was larger than it should
“have been, congisting on aggregate of 9% of all establishments paying the levy.

s registered wlth_lS_E?Aby.’-_ e
B T T (SO Wl
U TNe - Unsure. | .. Total |
g N O EEN X .
3313 114 100
206 54 100
6.2 22 100
28.0 9.2 100
‘s 29; Establishments registared with a SETA by .- -
e B You ‘No .} - Unsurs | Todal
18272 9804 3 369 20 445
7043 1642 510 - R-3 5]
3563 202 85 38560
26 arg 11 668 3068 42811

Disaggregation of registration by SETA demonstrates wide variations in how many
ostablishments ware registered, from a high with FASSET to a low with HWSETA (Table 30).
The SETA with the largest proportion of non-registerad establishments was CETA. Further
-gtention: must be drawn to the ‘Unsure’ category, which rose to neary one in every five
enterpriges in the case of TETA. ' o
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h‘ﬁ 30: Estabiishments registered with a SETA by
BETA (%)
- Yus No Unsure | Total
FASSET 1 a2.5 75 0.0 100
RANKSETA | 2 88.0 9.7 4.3 00
-..CHIETA 3 721 FEN) 6.2 100
TEXTHES | 4 748 234 1.7 100
o GETA 5 45,0 50.2 48 100
BETORSETA | 7 ™2 10.4 10,4 100
- ESETA | B &0.7 18.Y 14,7 100
FOODEBEV | 9 64.0 8.7 9.3 100
META 10 85.3 18.6 15.1 100
HWIETA (1N 3.7 TR 8.0 100
.. 12 73.0 159 1.0 100
. INEETA 13 71.0 22.8 8.2 100
MAPP® 1% 73.3 20.7 6.0 100
- QA 16 56,3 42.6 1.1 100
WERSETA |17 Mo 1.4 7.8 100
POBLEC RETA| 19 811 4.8 41 100
© PAKETA 20 50.2 3.2 0.7 100
SETASA | 12 68.9 149 16.2 100
SIERVICES | 23 5.4 ne 12.8 100
THETA P13 48.2 34,2 166 100
TETA 20 75.2 56 10.2 100
WARSETA | 27 56.5 13.8 9.7 100
Tatal X ] 28.0 9.3 100

5.5.2 Establishments claiming grants :

The intention of the levy-grant scheme as implemanted in South Africa Is 1o systematically
bring establishments to provide training opportunities for employaes, and to engage pro-
actively in training-related activibes relevant to Improving productivity. The ovarall rate at
-which asligible establishments claim grants against their levy payments is an imponrtant
maasure of ‘adoption’, as this is the mechaniam that ulimately releases funds back into the
nareis of employers who have successfully undertaken training whichiis:the uhimate goal of
. The aggregate rate of 38,3% of enterprises that claimed for grant reimbursement (Table 31)

masked wide variation in adoption of the scheme by esiablishment size, There was evidently
gmator_'sup;'mi;g with large enterprises. Adoption by small antarpd;gl,accmmted for less

R m» At ;
S _m}-‘nj;onlnthird‘bf that category.

Howasver, the levy-grant scheme is still in a process of maturation, 80 changes in these
proportions of claimants must be obhserved over time. In addition, analysis of responses in
the ‘Other row in Table 31 reveals that somae enterprises though quaiified were stili working
towards submitting claims. These time and administraiive gaps serve a8 a reminder that the
lavy-grant system i§ siill badding down.
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Ll:l: Iil :&r;tlrpri-n cloiming and not claiming grants aganst levy payment by
/ (11:60) {61-100) _(loay | Tow
ses clalming grants agalnst) - o7 5.1 83.4 303
nﬁ-ullunlfornm making claima: e e
i 176 233 168 | 185
8.9 142 | .76 1798
| 1o not knaw about them 24.6 20.3 160 | 250
" PoncttrMn . 184 150 | 184 17.9
Mot worth effort financialy 249 124 - 204 | 229
Other - 5.7 ) 200 .64
Total . _ 100 100 100 100

it ia striking that there was no strong differantiation by establishment size in the reasons
given by respondants for why their establishments did not rnake claims,

Ona in four respondents indicated that they did not know about the Skills Levy grants. That
thiz was the most common aggregate response Is a matter of concern, because it implies
that the SETAs are not yet reaching these establishmants. This may be interpreted primarily
as a failure of policy dissemination rather than a failure of implementation or a failure of
.. poficy, since establishments have by definition not been brought to the point whers they can
respond to.tha, intartions of the policy.. Only once this group is adequately reduced can @
proper judgement be made as to the eftactiveness of the policy itealf.. " ‘ -

The, sacond most common reason for not claiming grants. was that claiming was ‘not worth
the-effort financially’. Of particular interest is .why  antérprises’ daclared  this to ba the
problem, since. the success of the levy-grant scheme depends on the effectivenass of the
fwancial incentive. The third highest response from nearly. one in five'respondents indicated
fat the applicstion process was (00 Qumpllcatqd:}%mg;;‘tésponuﬁ;m be taken seriously,
since the SETAs do have the means to reduce the complexity of appiieations. :

~ Lastly, some enterprises complained that there was o lack of ‘accredited' or ‘approved’

~courses against which they could make claims, which suggests that in some sectors, there

“ware simply not enough training providers which could: provide the needed courseware, or

 that training providers were not being accradited quickly anough. Clearly, the decision not lo

. paﬂlglép:te in the schame is multifaceted, and will require focused ‘strategies on the part of
the As. .

At the SETA leval thera was a wide variation in the proportion of enterprises claiming agminst

their levy payments, ranging from a high with FASSET to a low with CETA (Table 32).

Cleary this variation owes much to histarical antecedents and to the make-up of patticular
! sectors.

Three SETAs, namely ESETA, MAPPP and WARSETA. had the highest number of
3 respondents = more than two out of five - who claimed not to know about the opportunity to
‘ clalm grants against their levy payments. This suggests that theae SETAs need to explore
‘i ways of expanding their information dissemination activities to membars.
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The claim made by respondents that the grant applications were too complicated ranged
apnaif:ierably - between zero and 37.6% across the SETAs. Investigation of the SETA

‘websitss and of the grant documentation does suggest that there is wide varigtion in the

. fayout and user friendliness of hard ¢opy and online documentation which is a potentially

_ affective medium for communicating with clients. A standard set of user friendly applications
. may reduce the negative effects of ‘complicaled’ documentation on claim submiasions.

able 32: Enterprise claiming and not aiming grants

s ¥

R udien ,
= Enterprises [Gnterprises ons $oF RO :
BOE ¢leim grants [Rooications | - o~ f =y oy e rorth T
againstiovy | too .| POROL I Cow |6 PRMRC] - effort Dthet
S payment | complicated | "*V* U |anou thain - T8 inenclaliy | f i
+» MABSET 1 759 18.3 262 0.0 0.0 0.0 565 | 100
BANKSETA | 2 881 0.0 0.0 16.7 80.0 33 0o | 100
- . CHIETA 3 306 257 7.5 189 17.2 25.0 57 | 100
" CTRL 4 53,0 185 15,4 24.7 0.2 18.5 137 | w00
. CETA 5 235 3.4 17.6 M5 13.9 2.2 88 | 100
ETOP SETA | 7 26.2 14,3 %7 21.4 0.0 78.6 00 | 100
. ESETA ] 28.4 196 0.0 476 19 131 65 | 100
rOODBEV | 9 49.3 312 9.3 205 [E] 18.5 83 | 100
FIETA 1% N0 1.7 2.7 18.2 204 14.4 198 | 100
HWEETA |11 271.0 Mo 7.3 18.2 147 18.2 125 | 100
" ISETT 12 58.3 14,7 88 206 208 04 8 | 100
" INAETA 13 AT S 178 178 14.7 14,7 3 0.0 | 100
MAPPP 14 £2.6 13.4 0.0 a3a 110 0.0 o8 | 100
NOA 18 44,3 16.6 13.7 218 20.8 18.4 104 | 100
MERSETA |17 44,2 21.2 6.3 16.9 4 Mo 42 | 100
POALEC BETA| 18 2. 384 0.0 14.1 14,1 35.4 0.0 | oo
. PAETA 20 U8B 276 15.4 75 8.8 a7 00 | 100
AFTASA |22 88.2 29,4 5.4 201 119 8.3 240 | 100
SERVICES | 23 325 111 56 27.8 an4 2.3 28 100
THETA 25 N 261 108 33z 15,7 7.2 1.2 100
TETA 24 415 kYR 6.7 13.8 8.7 218 434 | 100
WARSETA |27 wH 10.5 28 40.8 16.7 27.4 14 | 0
Averagh 39.3 18.5 8.8 250 . 178 - 228 8.1 100

Statistical analysis showed that a significantly larger percentage of snterprises with low
training rates did not claim grants. Even though causality could not be inferred, the
association between these two behaviours was important. The implication was that
enterprises which claimed grants were mare likaly to have higher training rates, indicating a
coincldence of desired training-related activities.

Further statistical analysis showed that there was no significant difference between
enterprises with an above average training rate (>24%) and @ below avarage training rate
(€24%) for medium and large enterprises in frequency of grant claims, However, for small
enterprises those enterprises with a higher than average training rate were significantly
associated with higher grant ctaims. This anaiysis suggests that the levy-grant scheme has
an important role to play in the training activity of small anterprises,
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553 Estlbllnhmsnh ratings of SETA services
The quélity of SETA services to establishments will have an important influence on creating
buy-in and raising participation rates among enterprises. This report has already refered to

Ahe potential for SETA service to influence grant applications. But the range of SETA

services fo enterprisas involves much more than processing grant applications. SETAs have
@ gritical responsibliity as service organisations 10: provide Information, consult, advise, and

' faciate intaraction batween enterprisas and tratning providers. These activities must often

- tnuulmo account a haterogeneous dlient base.

The distrbution of aggregate enterprise ratings of SETA services was basad on a scale

ranging from ‘poor (1) to ‘excellent’ (5). Respondes produced a namow band of ratings

| --between 2,4 and 2.8 below the mid-point rating (Table 33).. The only axception producing a
-i-wioles rating was the expectation that SETAs provide free training. From the vantage point of

. . -antarprises this was the weakest aspact of SETA service. The absance of strong negative

~views at the aggregate level is & positive =ign in a new system that has bean experisncing
_some teething problems at the SETA leval. o

18 of the services of SETAs by enterprise sizs.
ST Small | Mot | Laroe oo oy
| A Hysny | (s08 [ (won L
* Yadivios and support conceming learnerships 23 26 20 | 238
"ot wite and web pages 2.5 28 | 3 27
TPy — 25 28 | s | a7
24 . ¥ . SRR 2.7 ] 2.5
23 | ¥ LR
22 & SR o 24
18 .| -2 2.9 .
28 ¥ L
8 | a2 ELE
1.8 FXE 1y

Clearly, small establishments rated SETA services mare poorly than targs establishments. In

_moet of the categories of servica, the ratings of smail establishments were on average .5

! paints. balow the ratings of large eatabiighments. [t is important to ask why amall
saimblishments  ratad SETA servica more poorly than large establiéhments, because smali
esiablishments perform worse than large establishments In many =though not all - of the
indicators: discuesed in this report. it may simply be that the SETAs; ally provide & better
service to the:large establishments because large, sstablishments hifwe the personnel, and
Fasources 1o maximize their communications with the SETAs and.to axdract the most value
from the SETAs. Altarnatively It is likely that SETAs find:it difficult:to’provide-an aquivalent
sarvice quality to the small astublishments becausa’of administrative, -logistical and other
culties. Further analysis on this matter is necessary. o o

Perhaps the most important arbiters of SETA service quality are those establishments which
are ‘clients’ of a particular SETA. This measure reveats that establishments in certain SETAs
perceive themselves to be recelving service of better quality (Table 34). The SETAsg which
recaived positive service ratings included: FASSET. BANKSETA, CTFL, FOODBEV, INSETA

- and SETASA. The SETA that seems to be struggling the most to meet the expactatiqns of it

reglstered enterprises was FETA.
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abia 3: Entarprisa rating of the services of GETAS by snterprise alea - .-« ~ T e
1| ., Joa e Ly
R R H AR TS
b B ER £HIN B 1
rgi g s 5% £ i E g X E ‘Em o : - ‘
EASSETY 1 38 a8 3.8 38 L} ] ar 33
BANKSETA | 2 a1 4.3 4, 4 41 a1 A6
«, GHIETA - 3 2.8 28 2.5 2.4 28 2.7 23
T CT. 4 a0 2.2 1.5 3.0 a2 3 24
"~ GETA 5 22 24 18 25 2.4 2.4 23
CETORSETA [ .7 27 29 2.3 25 2.4 23 1.8
» ESETA 8, 2.7 31 32 29 2.8 2.9 2.4
- FODDEEV | 9 2.7 a0 a1 24 EX .9 23
. SIETA 10 1.8 2.2 2.0 14 20 19 1.7
- HWBETA 11 2.0 23 24 2.0 18 25 1.6
- (NETY 12 21 a0 27 2.2 19 20 17
- INSETA 12 33 4,0 ar ai 36 3.5 29
. MAPPP 15 2.6 20 2.1 26 2.8 2.5 19
. MQA 18 29 28 8 27 30 2.8 28
MERSETA | 17 25 2.4 27 2.7 2.8 24 2.4
PORLEC SETA{ 19 27 2.8 2.7 2.7 2.2 2.4 17
" PAETA 20 24 | 27 29 2.2 2.4 2.2 2.0
SEHTABA ) 27 3.4 3.2 28 31 3.0 23
SERVICES | 22 2.2 28 2.3 2.4 24 22 2.0
THETA 25 2.0 2.4 2.4 1.8 22 | 18 1.6
THETA 28 24 25 26 23 23 22 1.8
WARBETA | 27 22 2.5 25 21 2.3 20 1.8
Avernge 2.5 2.7 2.7 25 2.5 2.4 24

5.8. Conclusion

The following key themas were discussed in this Chapter:

Tralning delivery modes

The pattern of invoivement in training types clearly favoured the more formal and structured
modes of fraining (eg: courses presentad in-housa of by an extemnal agency, skills
programmes) rather than informal modes (eg: on-the-job training and mentoring). However,
in the enargy and manufacturing sectors, much higher levels of on-the-joh training were
racorded. -

The Learnership sysiem depends on the orlentation of sector skills plans, available funds,
and smployer interest, The latter aspect is least within ihe control of the SETAs, but is
crucial for the success of the Learnership system. Therefore, the intention of employers to
initiate leamers is critically important, In this respect, 50% of employars expect to Initiate
lsarnerships for current amployees, while 39% axpect to initiate learnerships for new
gmployees. The energy, insurance and secondary agriculture sactors reflect the highest level
of intention to initiate Leamnerships for cument employees, while the intentions to initiate
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Leamerships for naw amplovees are strongest in the police and security, financial, and
enargy sectors,

Employees participated to a greater extent in registered Apprenticeships than Learnerships,
The conly excaptions were the financial services and police & security seclors. However,
these proportions ara quickly changing as more Laamerships are baing registered,

Training to standards

Troining standards are a useful mechanism for enterprises te ensure quality of human
resources, hamonise skills with intemational practice, and formalize employee
competencies, In 2002/03, 12% of those employess angaged in training did 8o according fo
. ‘local or International standards. More employees were trained according to South African

' gtandards than international standards. The share of employees frained to SAQA/NQF
~ stendards was 4%. The education (42%) and financial services seclors (42%) had the
-highast proportions of employees training according to standards.

High performance workplaces

What constitutes training has in recent years encompassed a broad range of activities that
may be referred to as ‘human resources development' practises. A number of these
practices are assoclated with the ‘high performance work practices’ whare a ‘basket’ of
human rasource practices may be assemblad to raise levels of employee productivity and
involvemant.

South African enterprisea did report some use of practices such as the ‘annual performance
review' and 'teamworking’, However, very low levels of buy-in lo practices characteristic of
the high performance work practice model (eg: quality circles, saif directed teams) were
avidenl. Incentive-based practices (eg: profit sharing, group compensation) ~ware
implemented to an even lesser extent. The low take-up of such practices must be understood
against the historical background of strong hierarchies and low levels of trust in many South
African workplaces. '

Skiliz needs

«  Tumover

In 2002/03 12% of workers left their jobs, Employee turnover has a complex relationship with
skills needs and the inclination of enterprises to train. The biggest factors causing turnover
were given as ‘loss of employses to other establishments', followed by 'loss of employees
through iliness', Higher than average levels of loss on account of ilness were registered in
the forestry, chemicals and mining sectors which may reflect the impact of RIVIAIDS on the
workforca, )

« Strategies for meeting skills needs/shortages

Enterprises indicated that they would emphasise the improvad ratention of employess, which
is important since this implies an approach oriented towards sustaining human resources
rather than replacing them, Within this orientation, training must figure strongly to ensure that
the skills of workers with lengthening tanure are updated, and a8 @ condition of sarvice that is
sufficiently attractive to employees to induca them to stay on.

Skills underdeveloped or lacking

Remarkably, respondents did not identfy any skil arem as parteulary severely
underdaveloped or lacking. The mosi prominent aréa was of the need for 'IT professional
skills' followed by ‘general IT user skills”. This implies that both specific/technical and general
IT skills are undardeveloped within the professional occupation, and then in a general zense
across occupational lines.
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:I‘ha next rpost 9rominent skills considered to be underdeveloped or lacking were
communication pkslla’. which has generic application, and ‘management skills’ which may be
occupation spacific in more hierarchical organisations, or may be more generic in enterprises

with a ﬂ_atlanad ,o.rganiaalional shape, These results suggest that there is ralativaly strong
intarest in ‘soft' skills among amployers.

At the SETA jevsl, literacy skills were identified as underdeveloped or lacking in the primary
agriculture, food and beverage, and forastry sectors. Overall, the primary agriculture and
forestry sectors registered the widest range of ekills as underdeveloped or lacking.

Occupations needing akills upgrading
© - The occupation identified as most needing skills upgraded In 2002/03 was: ‘agticultural and
fishary workers'. This occupation is 1o 3 great extent assoclated with primary economic
aclivities (agriculture, fishing and forestry) the skills neads for, this categery comoborate other
‘1o the effact that literacy and other skills are underdeveioped or facking in the agricutture
srestry sctors. |t must be observed that while:this ooctpational ailiagory.is desmad us
ing the highest need, in the same year, it had the 3" jowest training rate, This suggests:
fakills upgrading needs identified in a paricular acoupational group are not necesgarity
wed’ by -the supply of training opportunites. -Howaver, the iag. between perceived
tl/demand and actual supply of fraining s to be axpected given that: ynals must be read
el training developed. What is Impoitant |8 the agiiy ‘of enterprive rasponses to ‘their
idengified needs that will be of interest. SR '

Factors causing increases in the propensity to trnln In the zooW?y-ur

The strongest influence on intentions to Increase traing was the nesd:to improve “quality

reiards and: achleve customer sefvice objectives’ which corrobotiiiad the: high training
retes cbserve for the ‘servics and sales worker’ occupational catagory:obearvad aarlier.

Ancther streng driver of the intention to increase training' was the setting of ‘productivity
 targets' which suggests that enterprises are buying into the idea that there ia a potential link
. petween training and increased productivity.

Increasss in demand for products and services was the third highest factor cited as @ reason
for Increasing training.

Training infrastructure _

There sre saveral key documents assoclaled with rational and transparent enterprise
planning for training activitles. The proportion of anterprises reported 0 be in possession of
these documents was as follows: a business plan (52%). a Workplace Skills Plan (50%). a
apecific budget for training (37%) and training records (54%). Medium and large enterprises
reported much higher levels of possession of the documants in question than small
anterprises. Significantly, 44% of small enterprises kept training records, though onty 8%
had workplace skills plans, which shows that a proporiion of small enterprises were engaging
in such planning outside of the requirements of the formal skills-levy process.

Across all enterprises, 57% have sither a training manager or a training facilitator responslble
for wraining end 14% had a training committee. This suggests that training related
responsibliities were located in =2 out of 10 enterprises. Howaver, 20% of enterprises do not
have any person or group responsible for training. This situation is most pronounced among
small enterprises where about one third have nobody responsible for training.

The composition of training committess influances the axtent to which empioyees ¢an make
inputs about tha training they receive. Training committeas composed from management
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alone §43%) were most in evidence in small enterpriges. Large enterprises had the lowest
proportion of manugament only training commitiees and the highest, proportion of tralning
committeas comprising both management and union representatives (44%).

involvement In the NSD5S

The intention of the Nationa! Skills Development Strategy is to improve the levals and
) distribution of skilis in the South African warkforce. It can only do so to the extent to which

- anterprises perticipate in the various facets of the strategy. A key entry points were the
_axtent to which enterprises register, pay levies and claim grants. ' :

The participation rate was very strong in the ‘large’ establishment size category, with over

ning in evary ten establishments registered, but this dJdropped off to 55% for small

. astablishments. There were steep differences in ragisiration between SETAE, from a high in
 the financial servicas sector (93%) to a ralative low in tha health and welfare sector (44%).
. Though enterprises should be registered, reducing the number of establishments not
-registered is important — otherwise the levy-grant system will be operating as an addiiional
‘tax’ that does not have a demonstrable impact on establishment training bahaviour, Qf
concem was that nearly 10% of enterprises indicated that they are.'unsure’ of whether they
9 or are not registered. This suggests the need for-clear communicaion.

. Egtablishments claimed grants as follows: small 27%, medium 59% and large 83%, with an
~ average of 38% overall. This means that there were strong'size effects on participation in the
- gcheme, Furthermora, there are aqually strong SETA related differences in the proportions of
~ anterprises claiming grants, ranging from financial services where 76% claimed, 1o chemicals
whare 24% claimed.

The reasons given by enterprisas for not claiming grants are important in understanding how
to Increase perticipation. There are two reasons that draw attention to how the SETAs
communicate with prospective members. One In four respondents indicated that they ‘do not
~_know about them’ and nearly one in five respondents indicated that the grant applications
.; wate 100 complicated. improved SETA performance in thase dimensions should incraase the
" lavals of participation. o o

The other key sat of responses refer to the perceived costs and benafits of participation from
the view of anterprisas. One in ten respondents indicated that they 'do not have time' to
complete the applications, and 239, declared that making applications was, in their view, not
worth the sffort financially.

The reasons given for not claiming grants were not strongly affected by enterprise size.

Enterprise rating of SETAs
" Large and medium enterprises expressed reasonable satisfaction with SETA services, Small
‘establishments clearty rated SETA services more poorty than large astablishments. In most
of tha categories of service, the ratings of SETAs by amall establishments are on average
.- 0.5.mean points below the ratings of large astablishments. This may be bocause the SETAs

- "'do provide a better gervice 1o the large establishments. Or it may be that the SETAs find it

difficult to provide an equivalent service quality to the small sstablishments because of
administrative, logistical and other difficulties.

Themes deserving further analysis in future

Recourse to racent intemnational literature on training in national and reglonal environments
during the course of the NSS 2003 has raised a number of igsues that may presant
opporiunities for further, more detailed analysis in future surveys of this kind in South Africa.

@ Depariment of Labour/EU/HSRC 109

it et



+ Regional varlations in fraining and iocal economic development '

The NSS 2003 was focused primarily on establishing the empirical base from which to
understand training accoarding 10 enterprise size and according to the Seclor Education and
Training Authority {SETA) structure within which the National Skills Development Strategy

smphasised.

- (NSDS) operates. The sampling of enterprises according 1o geographical unlts was not

A number of recent studies on training, have given attention to spatial variation in training

access and Intensity. For example, Jenni

training access and duration between Ontario and Quebec
Owen (2002,v) conducted exploratory spatial analysis based on the 1999 Employer Skills

discovered that there were areds where high unem

ngs demonstrates clear regional differences In

in Canada(1988,15). Green and

“Survey in the United Kingdom. As expected, they found that there wers ragions of lower
.. than expacted skills

deficiencies and higher than expected skills deficiencies. They also

ployment rates co-existed with a high

number of skill-ahortage vacancies. Furthammore thay found that within particular reglons,

areas of hard-to-fill and skif-shortage vacan

cles co-existed slongside areas with ralatively

high unamployment levels, Campbell et al, recently obsserved in the United Kingdom that they

. expacted “spatial skills variations to be a cruc H
varlations could restrict locat and national growth. The Nath

noted that "a national skilis strategy needs an explich and

. Jooal action tied to |
- ..uwongly that future Sout @ |
_understanding the spatiel dynamics of raining by anterprises and informing regional strategic
 +--plunning, In order to achieve this end, sampll
 include spatial criteria.

+ Age cohorts and training - movi
Countries vary conaiderably in the

ocal needs™(cited
National Skills Surveys in South

ial issua of public policy"(1899,3) since such

ona! SkiMs Task Force in the UK
coherant spatial component with

in Campbell- st a1,1989,3), These findings suggast

Africa . will prove valuable in

ng ‘methodology and data: gathering must

ng towards a life-cycle parspactive on {raining
extent 1o which their training practices realize tha goal of

fife-long learing. This is bacause in many national systems there is considerable variation

n the age-concentration of training.

apartheid history, there are sirong generational influences upon aducational access and

This is true of South Africa, where on account of

older genarations of black workers have a poorer educational background. Furthermore, life-
long learning is considered essential to enable the workforce to upgrade skills and
competencles in an evolving work environment. :

in the OECD it is recognised that; *Too rapid a ‘ailing off’

skills obsolescence and create severg om

of training with age could lead to

ployment difficulties for soma older workers, whila

also reducing the adaptive capacity of the sconomy a§ the workforce ages in ¢coming
decades (OECD Employment Outlook 1008 cited in OECD,1989,149). For this and for

reasons arising from its experience O

differences In access to training.

1t is Important to note that continuous education and

f apartheid, South Africa must pay attention to age

training — or workplace fraining - is

associated with a slowed erosion of literacy with age ‘There is an interesting {negative)

association between
declines sharply with

rate is high. This means that CET may help

at al 2003;15-16)

in South Africa, this

Black adults were disadvantage
to what axtent training can preven

training and literacy obsolescence. T

he average lavel of adult literacy

age in countries wharae the participation rate in aduit education is weak,
whareas literacy falis only marginally with age in the countries whera the training participation

reduce the erosion of skills with age’ (Bainbridge

concern will be eminently relevant, To the sxtent to which tralning of

® Department of Labour/EUHSRC

d by their exparience of apartheid sducation, the key lesue is
t skills obsolescence and bulld new skiils in elder

110




generations of black South African workers? A second age-related issue arises from the
possible generational effects of HIV/AIDS related illnesses and deaths on the working
- population. There is heated debate concerning the proportions of the population affected, but
whatever the parameters, this is likely 1o be significant and concentrated in particular age-
~ cohorts. The key concem may therefore be to what extent generationally specific HIV/AIDS
“loases in the workforce will require particular emphasis on less affacted age-cohorts?

. Evaluation of training and retum on Investment in training

Another indication of successful training practices is the “formal evaluation of training".

 International evidence shows that this is done in a variely of ways: co-ordinators collect
‘verbal feadback from employess and line managers, feedback is collected from formal

~fondback sheets or formal surveys of staff and or customers are unteraken to measure
sasiafiction with.stalf training (Dawe,2003). The propenaity. for enterprises to'evaluate their
training activities may be considered in future surveys. | |

In the past training investments rarely appeared on enterprise balance shaets. Even whan
they did appear, they were reprasented in the form of an expenditure rather than as an
vestment. However, since the 1980s. Investments In training have been rising, and &0 too
are the pressures to justify such investments increasing (OECD, 1989,4). South Africa is no

lxupﬁon to this experience especially in the c‘ontaxt‘of a legislated si;lmilavy-grant regime.

There is increasing interast in developing techniques to develop training outcome Indicators,
eapecially for use internally to the enterprise to agsist management and decision making
{Bassl and McMurrer,1999). Return on investment is complex: importantly, returns to
invastment in training come in many forms, not just in increases to productivity or profitabllity.
Also, tralning acts as a support machanism for other practices and "pays its higheat dividend
to firms when it is linked 1o 'bundles’ of other innovative practices’(Asia Business Council,
2002.14) and may be enhanced by other humen resource palicies in the firm. Fulure Nationat
Skills Surveys could pay some attention fo how enterprises angage in their own retum on
investment in training ‘enalysis, as part of a broader attempt to understand the return on
investments driven by the lavy-grant scheme and the NSD$ more broadty.
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Chapter 6: Synthesis and policy implications

Simon MeGrath, Andrew Paterson end Azeern Badroodien

The National Skills Survey (NSS) 2003 has explored the state of training in South African
private enterprises at a particular peint in the evolution of a national training system, That
moment was approximately midway through the first National Skills Davelopment Strategy
2001 - 2005, As such, the NSS 2003 is a record of very early progress towirds a hoped-for
training revolution. -

In this final, short chapter, we will atternpt to make sense of the analysis presented in the
precading chapters and present a synthesis in which we emphasize the possible implications
the findings appear to have for policy under ten headings.

1.. Participation .

. Given the newness of tha Levy-Grant systam and the magnitude of the challenge posed by
the National Skills Development Strategy (NSDS), the rates of training and expenditure on

training compare well internationally. The evidence in this report suggests that private sactor

trmining participation rates in South Africa are relativety good, if a broad definition of training
is used. ' , - -

Nonethelass, there is a strong case for govemment to focus on continuing to encourage
snterprises, workers and those not in employment to angage more actively and widely in
skills development. As the Department of Labour has suggested, there remains a challenge
. of tuming a culture of compiiance with the skills strategy into a culture of ownetship.

2. Differences in skills developmant activity between enterprise sizes and between
Sector Education and Training Authorities '

Unsurprisingly, the affects of enterprise size on training characteriaties are evident
throughout the findings of the NS 2003. However, such size effects are most avident with
rafarance to: formality of training, expenditure on training and grant claims.

The Department has already sought to differentiate key targets by enterprise size. The
survey data appear 1o confirm the wisdom of such a strategy. If most small enterprises are
not participating in key elements of the NSDS, such as workplace sKills plans, it is important
to ask how the elements that influence antarprise behaviour can be adapted or augmentad
as part of a spacific focus on improving small enterprise skills development,

However, sectoral differences are mora significant and warrant greater attention. Thers are
strong sectoral variations in training volumes and practices. Findings in this regard do
highlight the need to explore the extent to which weak sectoral performances can be
addressad.

3. Sector sducation and training authorities

The survey provides evidence that there is growing enterprise angagament with the new
skills development architecture, but there is clearly much mora to be done. Overall, large
enterprises express reasonable satisfaclion with the support they receive from sector
aducation and training authorities (SETAs), but amall enterprises do not.
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There are wide sectoral variations across much of the data in this raport. In a number of
cases, this is attributable 1o historieal differences batween economic sectors In raspact of
. their development. A comparison of SETA parformance will show that some ‘hetter
. pefforming' SETAs operate in sactors which are dominated by & relatively small number of
large enterprises, or where a high proportion of affiliates are high-skill oriented enterprises.
_ Other SETAs may benefit from operating in a sector which has a history of organized skllis

.| development through structures such as industry trainlng”boards.

. Nonetheless, It appears that some of the differentials between sectors may also be relatec to

. the performance of SETAs themselves. As the Ministar of Labour has made clear, such

. nce Is uneven and, in somse instances, unacceptable. Clearly there is need for
Improvements in performance, especially with ragard to seorvices to small enterprises.

" However, overail satisfaction with SETAs has achieved reasonable levels given the newness
of these structures. ' ' |

4. Skills shortages

in spite of widespread concerms about skills shortages, the NS5 2003 found no strong
avidenca that enterprises perceived there to be major skills shoriages or skills gaps.
Particularty high levels of skilis need were not identified for any skill type or occupational
classification. However, skilis shortages and skills gaps need to be viewed in the context of
dynamic change in the labour market and the economy, and with reference to historical
weaknesses in the general education foundations of many South African workars after
apartheid. ‘

5. Learnerships and apprenticeships .

Participation in Learnerships is increasing rapidly. A good number of enterprises also
indicate an interest in future participation in Leamerships for cumant and new employees,
However, it i clear that sectoral variations are marked both in current and Intended
participation in Learnership programmes. This is not surptising given the differantiated
secioral history of past participation in apprenticeships and sactoral variation in projected
skilis needs for the future. There is a case for & particular focus on those sectors where these
. two dynamics encourage fittle engagement with the leamership system. .

Apprenticaships are also continuing in a number of areas and the Department has signatled
the benefits of such a continuation. The NSS finding that apprenticeships are still more
common than learnerships supports the Department's own findings about the continuing rois
of -apprenticeships. This 8lso points 10 the need for more effective communication on the
complemantary relationship between Leamnerships and apprenticeships in a national skills
sirategy.

6. Equity

The data presented reinforce the Department of Labour's own assertion that there has been
good progress towards racial equity largets for training. For example; African participation In
managerial training was particularly high in 2002/03, which suggests a breakihrough in
labour market segmantation based on race. Paricularly high levels of African training access
were also recorded in administrative and elementary occupations; and gender equity was
improving.

On the other hand, access to skills provision for the disabled ramains a distant target. The
findings also show that unequal access 1o training is still sagmented by race and gender
within occupational categories and anterprise size categories — the gender gap in training
participation is worst in large enterprises.

These findings highlight the need for a continued effort to meet the race and gender targels
and for improved coherence between the Department’s employment equity and =kills
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development activiles and programmes. This implies that training for previously
digadvantaged workers must take account of their individual training needs and must be
“linked 1o broader anterprise strategies for employmant equity and carser devalopment.

in the case of disability, it is essential that the Department and the relevant stakeholders
engage in a frank and thorough discussion of the reasons for extremely poor performance in
this ares. Unless a realistic strategy is devised for meeting the target in the forthcoming
NSDS that is In the planning phase, the credibility of the target may be forfeited.

7. Participation in the levy grant system

The participation of smail, madium and large enterprises in the NSDS is mixed. The high
proportions of medium and large enterprisas claiming grants are very encouraging, while
grant claims by small enterprises are loss impressive, but this seems to be in line with much
of the intemational experience.

8. Training according to standards

There is some angagement with iraining aligned to the National Qualifications Framework

(NQF), but this is not as intense as might be expected and s uneven across sectors. A batter

understanding of the barriars to Implementing the NOF is required. 't may be worth exploring

whether some seclors or occupations are partieularly resistant to formal quatifications or
_have well-grounded preferances for international qualifications.

In conirast to the more focused definition of training that is associated with the NSDS 2001-
2005, this NSS 2003 adop's a broader definition of training. The broader definition serves to
romind policymakars and analysts that much of the leeming in workpisces is informal and
. that this leaming is oftsn Important for enterprise and individual davelopment, particularly in
. amall anterprises. For thesa raasons, informal workplace lsarning should not be lgnored.

8. High-performance work practices
- One aspect of the Department of Labour's vision for skills development since 1954 has been
to expand high-performance work practices that are nensficial to the economy, to enterprises
and to individuals. The international literalure observes that such practicas have the greatest
impact when implemented in combination with each other, However, the NSS 2003 data
~ reveal that such combinations and synergies are uncommon in South African workplaces.

Few local enterprises emphasised the use of a set of practices that are commonly associated
with high-performance workplaces intemationally. Practices based in trust and co-operation
. were very uncommon. The least common practices were jncantive based. This may bé a

- raflection of the lingaring effects of the highly conflictual industrial relations of the recent past.

The fitst NSDS identifiad Investment in Peopla (liP) as the standard for high-parformance
work practices. Progress against the target has boen very modest across the economy. It is
therefore important to consider whether 1iP remains the correct tool and, if 50, how its roll-out
can be accalerated,

- 10. Qutcomes

Thera is a need to axaminga the outcomes of training, or more specifically the impact of skills
development and training upon poverty, unempioyment and accelerated broad-basad black
aconomic empowerment. Tha NSS 2003 did not obtaln data relsvant to testing the broader
sconomic impact of skills development. Given the importanca of assessing the contribution of
workplace , training to national development gosls, this level of analysis may weli be
incorporated into future surveys of skills development and training.

© Department of Labour/EU/HSRC : 17
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 WSTRUIOTIONS FOR GOMPLETING THE QUETIONNAIRE

Note that any Information provided In this questioanaire Is ganfidertial sed is EXAMPLES
usad for sintstical mporting only. To be complated by the mm 1
(or the manager responsible for this function.) Please adhere to the : =B
instruotiona carefully: Tiek -5
= Angwer ol ppplicable questions as sccurately a3 possible.
*  Rausd the red printed instnaotions within the questionnaire carefully.
+  Reat 8!l options in aach quastion before answering.
»  Provida sxact figures, of Uk Applicable epian numbars within boxes, Figure
s Provide estmaled figures I you are nct sbie 10 provide moaet figures,
+ Ramambar io save the complaled tionnaira and 1o amat 1t beek to
HAANGEA v bafoc the 265 of Alv 201, sy masonn
»  You may aleo print out the completed quastionnaire and fax 10
012 302 2833, e e

- . . LA E

. 'SEGTION 1. ESTABLISHMENT PROFILE

S

ST mh

Frivale IEI
1.1. What Is the nature of . F]
your sstablishment? (Pleasl; tick :im rrost Semi-private (parsstata) 3[]
{Sae definition on Page applicable option enly.)
Non-govammantal orgenisstien (NGO) 4
(Secton 21) J T
South African h
1.2. What is the ownerahip :
(Plaswe tick the most 2
'm,:,'m':"&? applicable option only.) Joint venture with foreign company _F_
Foreign ] 1
1,3. Maass sstimate the number of years your establishment has baan operating? o1s
SECTION 2. EMPLOYMENT FIGURES
2.9, Ploan asiirrie the ot Parnanent smployees
amnbar of AMployass &5 _(m% e 20
- onthe 17 of el 2063 for Noseermanant #op ‘
 the foliowiy coligoriee. ) dizabled) : -1
- {Bea deliniinns on Pege ‘ amployees o ‘
" 12) : {parmanent and nmepgu_mmt) : : -
TOTAL -3

Page 1




2.1, Measa provide a braakdown of astimated numbars of QerMANSNt employees by oceypational group and

gander as an the 1% of Aprll 200%;
Famats Male TOTAL
(Pleass tefer to Managers
the back of tha M-
quastionnaiw for Professionals
afficial definhions NT_57
of these »
Tachnicians
oooupational Sh -8
roups.)
groups Adminiatratory { Secretarias
®w-7a
Burvice and sales workers
W=0
Agricuitural snd fishery workers S
Craft and gkillgd trads workers
102 =113
Mant and maching oparators
1M1 =13
{Plamss note: the Elomentary workers
[y B3
totals in 2.3 Labourers S
ahould match the
tolals in 2.3.) TOTAL
135198
2.3. Please provide a breakdown of sstimated numbers of pgrmanant employses by occupational group snd
populntion group as on tha 1% of April 2003:
African Coloyrad Indian/Aslan White TOTAL
" 137 =183
Professionals -
¥ NS M=
Administrators /
Secretaies 1w 204
Service and sales
workers 08 = 11
and
fiahvary workers #3223
Crafl and skipd *
traiy workers 200 = 208
Plant and machin
QPRI 258 - 172
Elemantary workers
I Labourers 78 -209
TOTAL - 306
24, Plesse estimats the number of pefmangnt smployses who lef” your
smploy during the 200273 financial year. Y M

. e



3.1, Did any of m smployess participate in trakning during {IF you answered ‘Ne', nﬂ o h( 1|:|
- tvm 2002 financisl yasr sccording to the following Section 4 on Page S and Skip 7
dofinition of Sralrng? S ‘ . mmasmbﬂ:!) M. g
Anition : Activty that improve:s the skl ibvela o oapaciies of smployest fo do the typs R
ey o dolng oF heve done batore, or ghves them the wkilte o capacitie 10 do & compheiely
" }mﬂm‘iﬁrqﬁ*‘um. AT A P i
IF YOU ANSWERED ‘NO’ AT QUESTION 3.1, GO T0 SECHON 4 ON PAGE 5 AND SKIP THE
REMAINDER OF SECTION 3.
3.2. Flanes sathrvide the
ruambar of employess whi 3 -M7
In Wiining
dring the DOV finencial e -5
yaar by the following ‘
- 827
2432
3.3, Mease provids a bruakdown of estimated numbars of mm.mlmplw who pertigipated in training
during the 3002/3 financisl yssr by cecupational group and gendwr:
Famals Male TOTAL
Managens 39 =241
Profassionals o4 384
‘Technikians ELO
Administraton / Secreteries Fp—
Swrvice and Sbie8 workers 37— 387
Agricultural and fishary workers 4-300
Cruft and skillpd troce workers e
Plant snd machine operatons P
{Plsans notw; the '
totals in 3.3 E:'Q:n“?‘w workers / A1 =40
should metch the
totale In 3.4.) TOTAL az o2
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34. Pleass provide a braskdown of estimated humbers of pemanent who parth in traind
 during the 208273 financlal year by occupational group and s i clpated In training

African Coloured Indian/Asian White TOTAL
Managers
PR
Professionals
ABRD = 4T
Technicians
471 - 433
Ardministrators /
Secrataries 404 =B10
Sarvice and saies
workens s =82
Agricuteral and
flahary workers 528 - 544
Craft and ckiflad
rch wirkan 845 v 381
Plant tnd mathing :
OpErAIDE 562 - 578
Elementary workors
1 Labounars B0 - BOR
TOTAL
8 - 812
35. Plasss estimate the the 150 § 000 saries (Soe defivtion on Page 12.)
“"'“"", “W Seuth African Quakfications Authority (SAQA) / National n-es
s d In tralning Qualiications Framework (NCF) standards 8- 018
:wlnna' ﬂ'u mmw othar natonslly recognissd sandards .
“':' yoar according other intemationally recognisad stsndards (e.g., Pliman,
. Microsoft) 22-04
1.6. On & scale of 1 to 5, 1o what sxtent did garmanent employees participats In tha following training types
during tha 200273 financial year?
(Plads# tick only one numper on each scale, i applice ble. that
dascibes your answer bast) Not =t alt To a large extent
1 2 k] 4 5
Couras presented by an extemal agancy off your premises a ) i a 0 -
1 2 3 4 []
Coursas praseted by an oxtemal Agancy n yaur pramises O 0 I n s B s
1 F] ] 4 ]
in-house eourses try own siaff O 0 0] 0 "
. 1 2 ‘ 2 4 5
_Laamarships (Ses definttion on Pape 12,) O (m 0 | -
1 2 k 4 5
Mentoring O 0 D 0 0
a -
On the job training \‘U zﬂ LE_I ': o
Registered aparanticeships l n‘ E o 4 LE_‘ "
1 I 2 A 4 [
Skilly programmes | LQ_I ] O o
4
Othar (pleake sonely) 1|‘_j E l 2 O l:g m
4

Page
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SIBTIDH 4. I‘Iﬂm IESOUI!G!S IIEUILEI:HENT PIAGTIG
i ‘ U OTIR R

LT G A e i T

L

4.1. On » scala of 1 to B, to what extant wera the following practices uked in your sutabllshment during the

200273 fiancial year?

{Please fick only :m: mb;u Tam :4::1:1 )if applicable, that —\y oo o To 2 large sxtant

Annual performancs reviews I_h_ ﬁ ;: E .E.J o

Group of eam compensation |13 ._an_] E SEI .

woso (5] B B @ B -

Mentormg/icogening 1|:| E E ?:] Lﬁn_ a7

Mulg-skifing L‘n_ & o) L?:L a -

Peor rindiw E 3D r r’u W

Persannel development plan g .ZI:L g a & oo

Profit shaxing O 213 Lag_] 4|:| ?3 3

Chruality qirclon 2 %] E E -

satsmedieams |5 (5] (Bl (&1 L o

Team woming _h_ 213 2 ‘I:l f'] "

Total qualiy mansgemant b ";:I H:L' 14:I E s

Tralning for trainers b ‘_ZD~ ) ?‘D l_?]_ ’ ED ]

S D EEDHREB
4. g&; m‘ uxﬂ::g ih :02:;1;1’ :'x:::: I:l.;: ;'l:: following agtivities used in your astablishment to meet ia
(Plaass lick any °.“:;n“:2":; ;n'::;':gﬂ";;* spplicable, 10l oy ge il To & large wxtent

Impreves) tatention of emplaysss EJ [m] ‘_E_ m| LEE_J [

Head hunting ?D__] L:h_ m} z o

Quisoureing __h_ _E'_ '5 l_b_ ’j 0

Recruiting lacally 1 2 :fj LEJ LE_ -

Rnaml;ing from abroad bJ E ?j |4'_‘| 3 st

Short term contracts [ consultants ] _E_ l_an_l E] : "w

Qthar (plaasa specify) ?:l 2!: E] f.'.l LBD_ "w
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T L h et i gt . el DATLLLT

.,.-.: i rﬂ-ﬂ _;

“--m 'n

T
Syt Bl
P

= SBGTIOH 6. IKILI.! N!EDS

#1, On = scale of 1 t0 &, to wlm sxtent wars tha following skills underdevelooed or lﬂﬂﬂ in your

sstablishmant during tha 200273 financis! vear?

{Floarse Bick anly ane numbar on each scale, if applicable, that
deacribes

your answer best,) Not st all To a langs sxtent

Communication skike 1D_ LG_ BD i‘:l BD as

Cusiomer handiing skill 3 ﬁ 3 L"n_ s one

Ganerad |'T ussr sidils ;:l EE 2 :n_l E'.I a7

1T professianal skills 1D f:l ..D. _h“ 5|:| -

Literacy skils g [E ) H L"'n_ -

Management skiis g 4 ’ a & o0

Numeracy skils U:L ) 2 U:LI ) -

Problem solving skilis 1 E ‘i-_| l.b. 'fj ed2

Team working skills E LE_ ‘?3 f:l "|':| o

Technical and pracioal skls | = | | By 5 l_‘l'l ? o

Othar (planse specify) h =1:1 3EI ?:I | s
52 m ;’;ml:“:l l:' ;: :-1' to what axtent did tha following octupations nesd their skils upgreded dwing the
(e oy o e on sh It T o Tou e axen

Managers ;:I & ' Lan_ ?:l ?:I o6

Frofewsionats h i ) H 5 -

Technicians B _fll A U:L a s

Administrators / Secretares Lh- am LE_ 1‘] ] "

Service and sales workers ! zg E r:l ' 1__&_ L3

Agricultural and fishary workers 1|:| LE_ ?r':] L‘n_ 5[3 s

Craft #nd skillod trade workers Liﬂ_l E _E_ l_h_‘ E a2

Plant andd maching operators Lh_ i:| 3[3 E _E_’ ]

Elementary workers | Labourers E .g- 3|:| r E‘I Ll

Pege &




5.3. On & scals of 1 to 5, to what sxternt were the following factors & causs of ympjoyes turnover In your
satablishmant during the 200273 Anancial yaar?

(Pladse tek only one number on each scale, if apolicabls, that
g

pdcribes youll answer bast.) Mot at all To a large extant
P 1 2 3 4 L]
Dismimsals | | O 0O 0 o8
1 2 [] 5
|
Emigration l (m g | | E ] [} &6
Lox 1 2 ] 4
55 of employwes through ilinass 0 O O O -
of to oth 1 2 3 4 5
Loss of amploysas er estabiishments ‘ = 0 ) O o
b 3 4 5
Ratremant | E l O O -
1 F 3 4 []
Retrenchment 0 0 0 a0
. 1 2 3 4 5
Otivr (piwase specify
i d | 0 [m] (m] | "
Y No
54, Do you sipsot your sstablishment lo ntiata mny 1 5
lsarnerships for the following groupa during the 20034 Current smpicyoss O _D_, a2
financisl year?
1 2
Naw ampoyers -
©* SECTION 8 ' TRAINING INFRASTRUCTURE -
Yes No
A wpecific budgetior {1
training (71
) 1 2
A policy on bursaries O O s
8.1. Did your establlshment have any of the following as an A policy on study ieave I1:I 2E|
tha 1~ of April 20037 86
. 1 F]
Training reocrds 0 l o
A Workplace Skilla Plan 1 2
(IF 'na’, go o 6.3.) d B (11
A fyrnal business plen 1 2
{fne, goto 8.8 | s
8.2 Is your Workplave Skils Plan linked to your farmal Yas h
busingss plan? 1
N | O e
' §.3. Doat your sstablishmant clalm grants against itz levy Yes 1|:|
payment? 2
(Hno', goto 5.5} No O ot
Paga 7




AppRoations 106 complicated h
Do not have tme zu
4.4, Why doss your ) L
satablishment not clsim (Tick only H;u";g_’; applicable Do not know about them 0
grants againat levy Do net vl ?‘.‘I
phyment?
Not worth the affort faetlally &
Other {Pleass spacity) GI:I oz
8.5, Who waa mainly Nubody (No "‘(‘g:‘l;lo‘:fmg g-
raspansible for training A gmng mrmT-) 2
Ti by th icabl o R
in your sytabilshment (Tick onty u;;;:.'; applicatie A(hwngm .
during the 200273 {Go to Section 7.) ]
financial ysar? A lraining committes E -
Management only _1D_.
9.8. Who comprises the {Tick only tha masl applicable Jaint management snd empeves | 2
training committes? option. } axokaling union rapresentstion _?_
JOINL AnsgemANt i sploys
repreventution Induding union mepresantnion | [ [T
llG‘I'lOH 7 Flmmm. tiilonMAmu :
{Note that lll ‘Information Is mnud unnﬂulinﬂnlly.)
T.1. Plaads satimate tha
following finencial Payoll R "e 70y
indiestars for the 2002/3
financlal ywar: Tota! axpenditure on
(ignore cerits) training (If ‘nona’, go to R T4 -712
Section 8 on Page 8.}
1
Inareasy .?_
T.2 :::l::' 'lih;“ % pour {Tick only the mos)t applicabla Remain static 5
. option.
training expenditure. .. i ‘.I,: i
1
7.3. During the 200N4 Incresss D
financial year, do you {Tick only the most applicable Remain static f:l
wxpect your tralning option.) L
sxpandinre to... Decrease ) e
Paga @8




ar . iy J' . . i
_ SECTION 8. SETA SERVICE
Yos
B.1. I your sstablishment rgistarad with 8 Seator Education !
- and Training Authority {SETA)? No (Go to Section § on Page 10.) ¢
‘ Unaure i
{Go 1o Section © on Page 10.) s !
- :
0.2, With which SETA is your sstablishment registared? (Tick anty the most appficable option.) ‘:
™ Financisl and Aeesunting 3 1" Local Govemmaent, Waterand [ 18
FASBET  senvicas Tl __LGWERTA : |
Banking 4 15 Mecie, % Fublshing, | 15
mg;m __MAPPP __ Printing and Packaging )
, 3 18 18
wya  Chemical Industries mga Mining - 0
h Ciothing, Textlsa, Footwenr 4 17 Marnafacturing, Enginearing 7
Laathar (m} MERBETA [}
R - 5 e %‘E, Pmﬁmmﬂ R
L ] PORLECEETA sl Comectional Sarvices |
o i 3 0 u T 20
N F PAETA Primary Agriculiors [}
i i . :1 e ..:.‘..._..‘.:... Y Lo - 21
: N ] Y - e 1 i
W foed 5 —=m " . |
B h a3 25 i
RETA Forest Inckstries N THETA Toutism and Hospitelty 0 i
HWSETA  Mesith and WeHiare EI . Tmnwart o
12 I, Elsctronics and 12 T 27
ISETT Telecommaication Technologies | [ WERSETA  \Wholwsale and Retal ] .7y
m;:T A Insurance B
5.3, On » scala of 116 8, how would you rate the following serviess of your SETA during the 20023 finenvlat
year?
(Plessa tick only ane number on sach scale, if spplicable, that
dencribas your answer Dast.) Poor Excollent
Advice and support conceming Leamerships 1|:| l E QD E 8 e
Internat site and web pages }J 2 g ?j “E] e
Prompiness in paying grants ] Tz - 3
L0 m] =N ) ] 2
Provision of information abaut coursas, programmes &nd 1 2 3 [
training 0 [m| | | m
Frovision of information abaul grants | h I zn | Bn ‘D SD -
rovsonarswersieas 5] |m| @] D O - i
covision of fres training not funded by wmpl 1 2 3 4 F
Provision training not funded By employers | m] m} (m] ™
Reaponsiveness 10 guaries 1|:| 2 ‘E 0 ‘ E —
Submission procedues b ZD E-l ?:‘ Sl,:l -
) ] 4 8
Othver (phaasa apecify) b zg [ ] & 727
Page &




T ,-/ " SECTION §. THE FUTURKE

wadiwe -7 Tt bty

9.1, On o scale of 1 to 3, 10 what axtant do you think the following tactors will asuss yau to IncIaasa treining
in your eatabllshmant ciring the 200304 Ainancial year?

{Plasse tick Dnly ona numier on esch scale, if appicable, that

t
deacribes your answer Desl ) Not ot sl To a latge axten
. 3 4 5
Dalays In developing new products / ervices E l 2D ‘ O O a| _
‘ 4 5
Employea axpactatons ! ZD 3 | 0 9
Employas tumn=over ! E ?‘_‘1 LEJ E] -
Inorekss i demand for products / services | E E | ' an f:l O -
' sod itk 1 3 [
nGreR compettion n .,_D_ O [m] B/ "
Lovais of employes linass 1EI E LE_ 4|:| 0O -
New Inoour legeslation (for axample Skills Davelopmeant Act, 5 . 3 4 ]
1m(.'gmpmymmt Equity Act, 1957, ete.) 0Ol I E m| l [ ™
r]
CQroganisational restruciuring - h | E ‘i’:‘ Ln—l E ros
L 2 3 [] ]
Productivity Wm 0 ] 0 "
]
Cuakity $tandards and customer sarvice objectives ! ‘ f:l ' E n E ! v
. 1 2 3 ‘ E 5
SETA Initintives 0 A O -
ch 1 12 3 4 [
Technalogy change n] O 0 ‘ E 0 ™
‘Trade Union initatt 1 2 3 4 5
€ Umon ves 0 Ol m| m| (| 140
' l 4 ‘ [}
waste reduction 1D _En_ 3 a4
, 1 2 3 4 5
Other (piesss specity) 0 O .D,.. - U -
GENERAL
i you complete and send back this quastionnairs, would you Yas 1
like 1o be posted » GO of the report on the findings of this L
survey? . Ne 143
How wotld you prefef 1o participats In future survays? (Tick only the most preferred option.)
3
Face io face b Postal ‘
5
Facaimile E Telephonic
E] Other ]
Intermet / Email (| (Piwsia cpacily) _—

Fage 10




Pleasa shars any further comment(s) that you may have with regard to skills training or this survey:

THANK YOU FOR YOUR CO-OPERATION,
. PLEASE REMEMBER TO INSERT THE COMPLETED QUESTIONNAIRE INTO
THE PREPAID ENVELOPE PROVIDED AND TO MAIL IT BACK TO us
BEFORE THE 25™ OF JULY 2003. '

Page 1%




DEFINITIONS . ©.

: An isbghman {§rm) is = legal entity conaisting of ane or mom natabliishmernts (branchas) inluding thy hwed office, but excluding
.m,ummvnmumimummmm#mm-mmuummnumhwmmw
. oF yprymd AEIONS VAROUE NS of the aconomy (e.g, Wﬁmmmwm) ,

. Employses: Expiryaas 3¢ ol pareon on ihe estabshmert record o e varous 1WATibes and nctuons ab 8129 MK 1096,

: ,riﬁ-in-aﬂw;Pm-mnmonmmem.mh-mmmmﬁmmmuﬁ'mmm.wmnmu-u
‘ ..uw;,mnﬂm.M|ﬁmwmﬂmMMwmm. C o

‘,wmﬂmmupmm|Wmmmuhmﬂmwumlmﬂmmnm-mm
} i Mgm-mnmhmwnmm;Miﬂm:nhm.Thmhm
‘__‘_wlﬂ-'w’.nﬂlhwMuﬂmmﬂ'.ﬂ‘“hmﬂ‘m'm' o
. . : e . . . . . T . ‘::;"‘:u:‘r-.--‘.‘-‘!;' ;.‘;}. X . o
‘M‘Hw,h-ﬂlw-llrm:nlunplw-lhummidM.MMM"wmmm.ﬂrMMhﬁh
uwimmwndmwuom-“ o ‘ .
m‘ﬁﬁyﬁme“-mihﬁ‘mhﬂmwm
T L R . . o .:::-‘_.‘:;..‘.‘.:w.:.‘-‘:.!f. . " oL N
) A,Era,mgglln_qmuummhunﬂd.nm'mmpﬂqtmmﬂmwdl
' il duslion; weuld i o' uasiioation regiaiensd by Y. South Aty Cusithcatons Auliilly Wl reiseid ¥ a0 ocoupstion: and the

QUCUPATIONAL GROUPE

ws:Tmww,mﬂm:whmmnlnhmmiﬂdmmlmmmemnﬂmum“hn-MMle
m.mmw.meNMmMMﬂ.wmq.mwmﬂnmupuduw
aciviles of the emprisss snd orpaniteiions, or GUPMNANEE &.9. mmdﬂmﬂ. managing <AAOIOr, MANBQYY, Roolmasiar, impreaasns,

suprriandent,

sohool principal, eic.
wusmhmmmsmmwmmumm-wmﬂmmmM-awmmm:mm
.l Wiy scienons, nrﬂmmmmﬂ.ﬁnmhmmmmnuhemwmdtdm.lmﬁmmm-ﬂ-mnh

cxnpla and thaores 1o U sokaion of prabkms, snd teaching sbout
‘ hmﬂh-Mm-.g.mtmmm.wwm.m.m-mﬂmm.mmmm.m

,Tﬂllﬂll'-:ThnmmllmnhrHMMlnmhmmmwm.mmumﬁﬂldmu!ﬂIlh

" Adenineirarors | Seorwaries: This Qraum inchudes 0ctupatons whobe main lasks feuink 1he KOWISION N EXpArUNGe RECMSAY b organtss. Rors,
“mmmmmmﬂdMMWdﬁnmm . and Ol oM machings, MONGINg
¥ e, e pevioreing & number of Cusiornar-onanial - sleslonl ‘detims. wely in wilh il shivichs, monayhandiing

Servivs and anlet workers: This (IOuD INCIuces ooCLEUONK whose M Li¥is NOUIE 1 koowiedge ind aesiienon TCHIATY 1 ovide parkondl st

. oacive. Services, 3A0 10 sall QOIS N Shops Of Bt MAMREY. The main tak coneist of providing servioss: mlsed 10 Wavol, housalaaping, cataring,
s s, prototen of & Tow and onieY, Of 560 Joods In SRODS & It markets 8.9. TRNRpo oond. ory, Te-

e knowiedge nd experience of shlisd Tades or hendrafis
.o wall o8 of il smgee;of the praduction process, indluding e

muturials, Sppivnding bulings Snd other sl und
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