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It is a great pleasure to present the five-year Local Government (LG) Sector Skills Plan (SSP) for the period 2020/2021 -
2024/2025. The Local Government Sector Education and Training Authority (LGSETA) is responsible for developing the LG
SSP as mandated by the Skills Development Act, 1988 Section 10 (1) (a) and guided by the Department of Higher Education and
Training (DHET) SSP Framework and Requirements updated in 2019. The SSP sets the strategic skills priorities and interventions
of the local government sector for the next five years taking into account the key legislation, policy imperatives and strategies
that affect the sector. LGSETA has a specific mandate to facilitate skills development within this sector in accordance with the
National Development Plan (NDP) 2030, National Skills Development Plan (2030), Human Resource Development Strategy
for South Africa 2010-2030 (HRDS-SA), White Paper for Post School Education and Training and the Back to Basics Strategy.

This SSP is a national document to be used by all local government stakeholders including governmental departments,
municipalities, local government entities, officials, employers, unions, policy makers and SETA staff, and should be used as one
of a range of key documents to inform skills planning and strategic decision making in the sector. The SSP aims to address
priority occupations and skills development interventions determined by the sector for the purpose of enhancing skills and
responding to the need for a skilled, competent, ethical and capable local government workforce. It also heeds the call by
President Ramaphosa to build an efficient, capable and ethical state that is free from corruption (May, 2019).

It is important to note that the SSP is reliant on up-to-date and accurate data to inform skills development priorities so that
we can support the sector with relevant interventions, which are aimed at empowering employees in the workplace as well as
unemployed learners in order to make a difference in the sector.

We thank all the stakeholders that form part of the local government sector as well as the various research partners who have
contributed to helping us understand our sector better. We further thank those who have contributed to the development of
this SSP, which informs the development of LGSETA Strategy and the Annual Performance Plan (APP). As part of our mandate,
we will continue to work with our municipalities and stakeholders to facilitate capacity and help improve skills planning and
development processes to ensure municipalities and entities submit reliable and accurate data through the submission of
workplace skills plans (WSPs). LGSETA continues to strive towards achieving service excellence to enable transformation and
achieving a highly skilled and capable local government across South Africa.
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Acting Chief Executive Officer: LGSETA
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Accounting Authority: LGSETA
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The Local Government SETA derives its legislative mandate from the Skills Development Act of 1998 (Act 97 of 1998). Under
Section 10 (1) (a) of the Act, each SETA must develop a Sector Skills Plan (SSP) within the framework of the National Skills
Development Plan (NSDP). The Local Government SETA has prepared the SSP 2020/21 -2024/25 in accordance with the
requirements of the Department of Higher Education and Training (DHET) and the policy context for skills planning, which
includes the National Development Plan (NDP), National Skills Development Plan (2030), Human Resource Development
Strategy 2010-2030 (HRD-SA), White Paper for Post School Education and Training (2013), Youth Employment Accord, Local
Government Turnaround Strategy, Urban Development Framework: Implementation Plan (2018) and the White Paper on
Transforming Public Service Delivery (Batho Pele White Paper).

The SSP is based on research and monitoring of trends in the local government sector. As part of its labour market mechanism,
the Local Government SETA has built its own data system, which supports the statistical information reflected in this document.
The SSP draws primarily on the Workplace Skills Plan (WSP) but information is supplemented by other research and stakeholder
engagements.

Chapter One: “Sector Profile” includes an overview of the scope of coverage for LGSETA and outlines the key role players in the
sector such as; CoGTA, SALGA and National Treasury. It discusses the economic performance of the Local Government Sector
which includes a discussion around the notion of service delivery, due to local government being a public service rather than an
economic sector. Finally, the chapter investigates the employer and labour market profile of the sector. The current financial
year saw a 100% submission rate of WSPs from all 257 municipalities. Based on WSP data, employment is at 259 716 people
and with the inclusion of Local Government entities including municipal-owned entities it increased to 269 765 employees. In
terms of employment equity, many occupations are transformed, with just over three quarters of all employees being African.
The overall educational profile of the staff in local government is fairly low. Only 60% (70, 407) of employees have a matric or
higher. Of concern is that over one eighth (21% or 2,899) of manager related occupations have educational attainment below
matric. The sector has not employed many people with disabilities nationally with only 2, 462 (0,91%) reportedly being a person
with a disability. There is a fairly healthy spread across age categories in all provinces with little risk of replacement demand due
to retirement.

Chapter Two: “Key Skills Change Drivers” presents an analysis of the key factors affecting skills demand and supply in the local
government sector. There are myriad factors affecting skills demand and supply and this includes changes that affect the way
work is done in the sector. Such factors are Political Change, Spatial Integration and Inclusive Development (Urban and Rural),
Local Economic Development, Constraints to Service Delivery (Urban and Rural), and Technological Change and Digitisation.
Chapter Three: “Occupational Shortages and Skills Gaps” deals with understanding the extent of skills mismatches in the sector.
It focuses on the supply and demand for skills at an occupational level. An assessment of skills demand was undertaken at
occupational level, including a perspective against strategic occupations, which were defined according to LGSETA'’s strategic
focus areas.

Chapter 3: Occupational shortages or scarce skills were identified through the analysis of WSP data and validated through
stakeholder consultations. Occupational shortages identified include Electricians, Civil Engineers, Chief Financial Officers,
Project Managers (Technical) and Water Reticulation Practitioner. Skills gaps or top-up skills were defined for each of the eight
major Organising Framework of Occupations (OFO) groups. Occupational Health and Safety skills are the skills gaps most
prevalent across occupations. Those OFO groups with the greatest number of reported skills gaps are managers, professionals,
technicians and clerical support workers.

The supply of skills was not assessed on a macro level but rather focused on the specific learning pathways affecting the
strategic occupations. The indicators for the supply of skills in these learning areas were based on the changes in enrolment
and graduate numbers expressed as a percentage. The reason is that expressing the numbers in absolute terms is not useful, as
the proportion of skills that will flow into local government from the pool is not known (with the exception of specialised local
government programmes). Instead, the changes in supply (up or down) will give an indication of the tightening or loosening
of supply constraints on the sector. The Sectoral Priority Occupations list was informed by the supply and demand indicators,
qualitative inputs from provinces and key research findings.

Chapter Four: “SETA Partnerships” presents a model for partnerships, which builds on the stakeholder analysis in Chapter One.
The chapter outlines the institutions with whom LGSETA has partnered, the nature, objectives and value of these partnerships,
the challenge and successes of these partnerships and the approach which should be taken to strengthen partnerships which
are currently not working well. The chapter also presents the partnerships which LGSETA plans to enter into, summarising the
gaps which will be addressed by these new partnerships, and discussing LGSETA’'s most successful partnership approach.
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Chapter Five: “SETA Monitoring and Evaluation” outlines the SETA’s current approach to monitoring and evaluation, reflecting
on aspects such as how M&E data was used to support research planning and the extent to which they were achieved. LGSETA
is currently using M&E to inform decisions and payments, however, it is not being used to inform planning, an area which can be
significantly influenced by M&E. Additionally, Chapter 5 outlines LGSETA’s plan of action with regard to M&E and the measures
which will be put in in place to ensure 2019/20 priorities are addressed and 2020/21 priorities are achieved.

Chapter Six: “Skills Priority Actions” presents the findings from previous chapters and reflects on five priority actions for the
sector in line with the Strategic Focus Areas of the SETA, reflecting a more integrated strategic process. The strategic focus
areas were identified through an assessment of key policies affecting skills demand and supply. The strategic focus areas were
derived mainly from the municipal key performance areas (KPAs). They are Enhancing Good Governance, Leadership and
Management Capabilities; Promoting Sound Financial Management and Financial Viability; Enhancing Infrastructure and Service
Delivery; Enhancing Municipal Planning and Promoting Spatial Transformation and Inclusion. Interventions from LGSETA will
continue to target these strategic areas as well as those newly identified by the research, to ensure all skills needs in the sector
are addressed.
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The research that informs the SSP comprises quantitative and qualitative methodologies, leveraging a three-pronged strategy
of document review, data analysis, and stakeholder consultations. This section provides a description of each element of the
three-pronged strategy. Additionally, it discusses the methodology used in the determination of the occupational shortages and
skills gaps.

Document Review (Secondary Research Process)

The document review involved a review of relevant literature to consolidate the knowledge available and provide context to
the planning process. Key policy documents and strategies for organisations operating with the same intentions in the sector
were analysed. Further studies on skills gaps and needs within specific areas of the local government sector were examined and
incorporated into the analysis. Table 0.2 provides an overview of the research reports commissioned by LGSETA, which were
used to inform various chapters of this SSP.

Data Analysis (Quantitative — Secondary Data)

The only regular source of occupation specific data comes from Workplace Skills Plans (WSP) submissions by employers.
Informed by WSP data, the labour market analysis was conducted at an occupational level. While the data quality is not ideal, it
still represents the most feasible means of profiling the sector and assessing the stock of skills. The limitations of the data can
be overcome by:

«  Seeking additional sources where findings can be compared and corroborated; and
« Validating findings through qualitative stakeholder engagements.

Stakeholder Consultation (Qualitative — Primary Data)

The final element of the methodology is the qualitative stakeholder consultation. The purpose of stakeholder consultations is
to identify and validate occupational shortages, skills gaps, change drivers and skills priorities. Data collected from stakeholders
is validated using WSP data, Statistics South Africa (Stats SA), the Auditor General Report and consultations with professional
bodies.

Occupational Shortages and Skills Gaps

The process to identify skills gaps and occupational shortages was informed by a skills analysis which drew on the data collected
through interviews, focus groups, and skills databases namely WSP data and the Quarterly Monitoring Report (QMR). Through
interviews and focus groups, stakeholders provided input on the priorities for occupational shortages and skills gaps; initially
determined through an analysis of WSP data.

The lists of occupational shortages and skills gaps prioritised by stakeholders were then supplemented with WSP data. For
occupational shortages and skills gaps, WSP data informed the number of postsimpacted. In the case of occupational shortages,
employee turnover figures served to confirm occupational scarcity. The proportion of over 55-year olds — those facing imminent
retirement - served as a leading indicator of pending occupational scarcity. Skills gaps flagged by stakeholders were mapped
to OFO groups based on WSP data.

Skills supply information, in particular the skills pipeline per priority occupation, was informed by WSP and DHET data. The

skills supply and demand insights enabled by the above process helped inform the Sectoral Priority Occupations plan and
recommendations outlined in this document. These insights also help inform the LGSETA’s strategy.

LGSETA SECTOR SKILLS PLAN 2020/21-2024/25
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The table below illustrates the Chapters informed by the above-mentioned research projects.
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Local government plays a critical role and is at the proverbial coalface of service delivery. Based on the premise that, the level
of skills of officials in local government impacts the effectiveness of the organisations to carry out their mandate, the skills and
competence represent significant factors, which influence the quality of life of citizens and the prospect for economic growth.

The main purpose of this chapter is to present a profile of the local government sector that serves as a foundation for the
SSP by defining the scope of coverage, who the key role players are and the profile of the sector with regard to employers and
employees. It also clarifies the concept of service delivery in the context of skills in local government, as the economic impact
of local government is measured mainly through its delivery of services.

The data used in this section is primarily drawn from the WSP submissions and Stats SA. Various aspects of this chapter, such
as the key role players and economic performance, were informed by research conducted by LGSETA on issues such as; ‘the role
of political leadership in good municipal financial government’, ‘the politico-administrative municipal leadership by employees
and multi-sector stakeholders’ and ‘analysis of the municipal billing system on the revenue collection’.

The scope of coverage of all SETAs is defined by the primary focus of organisations demarcated, according to the Standard
Industrial Classification (SIC). Table 1-1 summarises this scope, based on the SIC code and a description of the primary activities
thereof.

SICCODE  SIC DESCRIPTION

30101 Production, processing and preservation of meat products by Local Governments
41110 Production, collection and distribution of electricity
41117 Generation of electric energy by Local Governments
50223 Construction of pylons for electric transmission lines by Local Government
50493  Any utility or agency, wholly or partially owned by a municipality, providing LG services
62520 Retail trade via stalls and markets
71213 Urban, suburban and inter-urban bus and coach passenger lines operated by Local Government
71220 Other non-scheduled passenger land transport
74132 Salvaging of distressed vessels and cargoes
74133 Maintenance and operation of harbour works, pilotage, lighthouses, etc.
74134 Operation of airports, flying fields and air navigation facilities
88217 Roads
88218 Municipal public works functions (specifically assigned)
88219 Municipal fencing and fences
8821A Municipal roads
8821B Street lighting
88930 Building and industrial plant cleaning activities
91200 Regional services council activities
91201 All functions, services and facilities provided by a metropolitan council, as determined by 84(1), (2) and (3)
of Act 117 of 1998 — Local Government Municipal Structure Act of 1998
91202 Category B Municipalities: All functions, services and facilities provided by local council, as determined by
84(1), (2) and (3) of Act 117 of 1998
91203 Category C Municipalities: All functions, services and facilities provided by a district council and district area
management, as determined by 84(1), (2) and (3) of Act 117 of 1998 Local Government Municipal Structures
Act 1998
91204 Organised local government — any statutory or regulatory body assigned the function as per the
Constitution of the RSA, to deal with matters at the executive level within local government
91200 Regional services council activities
91201 All functions, services and facilities provided by a metropolitan council, as determined by 84(1), (2) and (3)
of Act 117 of 1998 — Local Government Municipal Structure Act of 1998
91202 Category B Municipalities: All functions, services and facilities provided by local council, as determined by
84(1), (2) and (3) of Act 117 of 1998
91203 Category C Municipalities: All functions, services and facilities provided by a district council and district area
management, as determined by 84(1), (2) and (3) of Act 117 of 1998 Local Government Municipal Structures
Act 1998
91204 Organised local government — any statutory or regulatory body assigned the function as per the
91300 Local government activities
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Billboards and the display of advertisements in public places

Licensing and control of undertakings that sell food to the public

Recreational, cultural and sporting activities by local governments

91303 Air pollution

91304 Municipal planning

91305 Trading regulations

91306

91307 Control of public nuisances

91308 Control of undertakings that sell liquor to the public
91309 Licensing of dogs

9130A

9130B Noise pollution

9130C Street trading

9130F Land use planning
9200B

93304 Social work in local governments

94001 Refuse and sanitation
94002 Health and community services
94005 Other community work in local governments
96001

96191 Beaches and amusement facilities and fairs
96192 Pounds

96193 Public places

96313

96321

96331 Parks and gardens

96332 Z00s

96414 Local sports facilities

96493 Municipal parks

99001 Building regulations

99031 Cemeteries

99032

Facilities for the accommodation, care and burial of animals

Pre-primary education and activities of after-school centres by local authorities

Provision and operation of libraries of all kinds by local government
Museum activities and preservation of historical sites and buildings by local governments

The table below illustrates the key role players who operate within the realm of local government. An effective stakeholder
analysis is fundamental to a comprehensive understanding of the context in which LGSETA is operating. An overly narrow
definition of stakeholders may cause collaborative opportunities to be missed that could have resulted in the more effective
operation of LGSETA and the sector as a whole.

Stakeholder

Government Departments

Department of Cooperative
Governance and Traditional Affairs
(CoGTA)

Role

To play an oversight and support
role for municipalities through the
implementation of competency
training programmes for municipal
officials.

NSDP Objective

Supports Outcome 4.3 -
Improving the level of skills in

the SA workforce through skills
development to improve efficiency
and service delivery

Department of Water and Sanitation
(DWS)

To play an oversight and support
role and collaborate on initiatives
relating to water qualifications and
interventions

Supports Outcome 4.1 - Identify and
Increase Production of Occupations
in High Demand including supporting
key delivery services that support
economic sectors

National Treasury

To be an advisory and play a support
role relating to the latest trends and
developments as well as to co-fund
strategic projects.

Supports Outcome 4.1 - Identify and
Increase Production of Occupations
in High Demand including skills
development to improve efficiency
and service delivery

Department of Environment,
Forestry and Fisheries (DEFF)

To play an oversight and advisory
role regarding the development of
Environmental related qualifications
and implementation of learnerships.

Supports Outcome 4.2 - Linking
Education and the Workplace
through supporting green
economy related occupations and
interventions
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Department of Public Works and
Infrastructure (DPWI)

To play an oversight and support
role regarding the implementation
of Expanded Public Works
Programme (EPWP)linked to
improving the environment.

Supports Outcome 4.6 - Skills
Development for Entrepreneurship
and Cooperative Development
through SMME initiatives linked

to employment and improving
efficiency

Department of Small Business
Development (DSBD)

Local Government Agencies

South African Local Government
Association (SALGA)

To play an oversight and support
role relating to identified
training programmes for SMMEs,
cooperatives and community
development initiatives.

To collaborate on strategic
initiatives and assist with
coordination and roll-out of
interventions relating to councillors

Supports Outcome 4.6 - Skills
Development for Entrepreneurship
and Cooperative Development

Supports Outcome 4.3 -
Improving the level of skills in

the SA workforce through skills
development to improve efficiency
and service delivery

Municipal Infrastructure Support
Agency (MISA)

Organised Labour

South African Municipal Workers
Union (SAMWU)

Independent Municipal and Allied
Trade Union (IMATU)

Councils and Professional Bodies

South African Institute for Civil
Engineers (SAICE)

South African Council for Planners
(SACPLAN)

South African Geometrics Institute
(SAGI)

South African Council for the
Property Valuers Profession
(SACPVP)

Water Institute of Southern Africa
(WISA)

South African Emergency Services
Institute (SAESI)
Education Providers

Technical and Vocational Education
and Training (TVET) Colleges

LGSETA SECTOR SKILLS PLAN 2020/21-2024/25

To collaborate on strategic
objectives to support infrastructure
initiatives

To collaborate and assist with
coordination and roll-out of
interventions relating to Worker
Leadership Programme, RPL and
identified skills needs

To collaborate and play an advisory
and support role by assisting with
identification of best practice
employers and coordination of
learners for professionalisation and
workplace learning.

To collaborate and support the
implementation of WIL and
training of lecturers and curriculum
development

Supports Outcome 4.3 - Improving
the level of skills in the SA
workforce and Outcome 4.4 -
Increase Access to Occupationally
Directed Programmes by supporting
infrastructure initiatives to improve
efficiency

Supports Outcome 4.7 - Encourage
and support worker-initiated
training

Supports Outcome 4.1 - Identify and
Increase Production of Occupations
in High Demand and Outcome

4.2 - Linking Education and the
Workplace

Supports Outcome 4.2 - Linking
Education and the Workplace and
Outcome 4.4 - Increase Access

to Occupationally Directed
Programmes namely, Artisans and
Outcome 4.5 - Support Public
College as Key Provider by focusing
on improving quality and increasing
throughput rate



Public Higher Education Institutions To collaborate and support Supports Outcome 4.1 - Identify and

(HElIs) individual bursaries relating to Increase Production of Occupations
scarce and critical skills as well as in High Demand and increase
conduct research related work in throughput rate including number of
line with the Research Agenda PhD graduates in the sector

Stenden University To collaborate and facilitate Supports Outcome 4.1 - Identify and
implementation of the g-year Increase Production of Occupations
degree programme on Disaster in High Demand and increase the
Manager for Disaster Management throughput rate

Practitioners

Education Bodies

Sector Education and Training To facilitate Quality Assurance and Supports Outcome 4.3 - Improving
Authorities (SETAs) - EWSETA, Skills Development Initiatives that the level of skills in the SA
HWSETA and PSETA. are cross-cutting workforce

Municipal Revenue and Expenditure Analysis

The Financial Census of Municipalities (StatSA, 2018) showed that municipalities across South Africa received an income of
R418 billion in 2017, which increased to R447 billion in 2018, an increase of 7%. Expenditure in the same years was R418 billion, a
corresponding increase of 7%. The internally collected revenue accounted for 55% of total income made up of electricity sales,
property rates, other revenue (fines, licenses and permits, public contributions and donations), water sales, and sewerage and
sanitation charges, and refuse removal charges. The remaining 45%' comprises ‘grants and subsidies received’ from National
Treasury, and deficit funding.

Revenue for local government, revenue and expenditure grew at an average of 6% over 2015/16 and 2017/18, as reflected in Table
1-3 below. According to the National Treasury’s 2019 Budget Review, provinces continue to balance rising costs and growing
demand for services within tight budgets. Sound financial management by provincial treasuries, and national interventions
where necessary, have ensured that provincial finances remain sustainable (National Treasury, 2019). The implications for skills
vary by municipality. Opportunities for ensuring more effective revenue and expenditure management arise from ensuring
that municipalities are staffed with appropriately skilled workers to minimise outsourcing of core services, and waste due to
incompetence.

‘000 2015/16 2016/17 2017/18
REVENUE R 398 216 508 R 418 920 105 R 447 499 057
EXPENDITURE R 398 216 508 R 418 920 105 R 447 499 057

Source: Financial Census on Municipalities, 2018c

Due to the significant funding received and dispersed by local government, the effective use of this funding is critical to the
development and wellbeing of local communities. The latest Consolidated Auditor General Report for the 2017/18 financial year
(AGSA, 2018) noted a decline in the number of “clean audits”. At national level there was a regression in audit outcomes, with
the number of clean audits decreasing to 23 % of the total audited population compared to 30% in the previous financial year
(AGSA, 2018). While the audit results of 43 auditees improved, those were overshadowed by the 73 that regressed from the
previous year (AGSA, 2018).

Defining Service Delivery for Local Government

Other sectors in the economy that are predominantly in the private sector, have a direct link to the economy in that their
contribution to the Gross Domestic Product (GDP) and international competitiveness can be quantified. For the local government
sector, service delivery effectiveness is the measure by which the impact of the sector is measured.

The scope of what constitutes service delivery for local government is articulated in several documents. Of particularimportance
is section 152 of the Constitution, which states the objectives of local government are:

To provide democratic and accountable government for local communities;

To ensure the provision of services to communities in a sustainable manner;

To promote social and economic development;

To promote a safe and healthy environment; and

To encourage the involvement of communities and community organisations in the matters of local government.

CFNIRENES

"Includes grants and subsidies from national, provincial, local, government, other, special conditional grants, other income, deficit
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Capacity in Local Government

The United Nations Development Partnership (UNDP) defines capacity as a multi-dimensional construct with three distinct
components, namely: individual capacity, institutional capacity, and environmental capacity. This is shown in Figure 1-1 (CoGTA,
2014) as concentric circles within a macro context. It is proposed that changes made at the centre of the circles (individual
capacity) radiate outwards, creating changes in the institutional capacity, supported by an enabling environment, and ultimately,
changing the macro contextual factors, such as “service delivery backlogs.”

Dermare Education & Skills g'h'?nat:
Broader Envwronr%ﬁent
Economic &Social S " A !
Context Institutional Capacity Political Climate & Resource
Short-term vs Management
Long-term
. Social Value
Strategy vs Accountability System
e consequences
Local Government
Fisca Powers & . StruCturg Powers and
Functions Qualifications ?L?r:gisnss( Functions
Organisational .
gCu\ture Experience devolved Marco Political
Context -
i . Corruptions
Leglslgtour/ieitPohcy Competencies b Planning Leadership &
i (Knowledge, skills and Alignment Vision
Attitudes)
Procurement
Professional Stability Regulations
Leadership and
Mo S B management Pq\\;ical[
Spatial G e administrative Inter Gove_rnmental
; Financial interface relations
fragmentation
) ’ Networks
Urbanisation & Education and
urban/rural interface Capacity.of: Ttirine Sysier
_hUge service Bulk Infra Structure comatitty g Y
delivery backlogs including to pay

Affordability of

- o for services
service provision

Source: CoGTA (2014)

Therefore, while LGSETA might not directly affect institutional capacity or the environment in which municipalities operate,
changes to staff represent a key lever for social change and should remain the focal point of strategies, while still monitoring
indicators at the institutional and environmental level.

Service Delivery Analysis

The analysis included here is for perspective and context, and while there is overlap, does not represent the M&E indicators
discussed later in the sector skills plan. M&E indicators are more closely aligned to specific interventions, where changes can be
directly attributed to the interventions.

Unemployment:

The unemployment rate in South Africa increased to 27,6% in the first quarter of 2019 from 27,1% in the fourth quarter of 2018
(Stats SA, 2019). The youth aged 15 — 24 are the most vulnerable in the South African labour market with the unemployment
rate being 55,2% in the first quarter of 2019. Municipalities contribute to employment directly and indirectly through their Local
Economic Development (LED) strategies. Their ability to impact on unemployment levels locally is greatly dependent on the
local context. The capacity and skills of municipal officials to effect economic change in their areas also varies widely across the
country.

Basic Services and Infrastructure:
There were 3.5 million indigent households in 2017, as identified by municipalities (Stats SA, 2018). The table below illustrates
the number of households who benefited from the provision of basic services.

# %
Provision of Water 2,7 mil 771
Provision of Electricity 2,1 mil 59,5
Refuse Removal 2,2 mil 62,9
Sewerage and Sanitation 2,5 mil 71,4
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The highest provincial increases for the provision of water were recorded in Limpopo (4.3%) followed by Gauteng (3.2%),
while the lowest increase was recorded in Eastern Cape (0.6%). Delivery of electricity, also, increased by 0.5% nationally. The
highest provincial increases for the provision of electricity were recorded in Gauteng (7%) and Free State (1.3%), while declines
were recorded in the Western Cape, Eastern Cape, Northern Cape, KwaZulu-Natal, Mpumalanga and Limpopo. Delivery of solid
waste management (refuse removal) services declined nationally; the highest provincial increase was recorded in North West
(1.8%), Gauteng (1.5%) and the Free State (0.6%) while declines were recorded in the Western Cape, Eastern Cape, Northern
Cape, KwaZulu-Natal, Mpumalanga and Limpopo. Finally, the highest provincial increases for the provision of sewerage and
sanitation were recorded in the Gauteng (4.7%), Free State (2.5%) and KwaZulu-Natal (2.3%) whereas declines were observed
in Western Cape, Northern Cape, Mpumalanga and Limpopo.

Performance Reports:

Performance reports released by the Auditor General are a critical indicator to measure changes in performance. The AG
reports represent an interim outcome? between changes in the levels of skills and the desired changes in the above service
delivery areas. According to the latest consolidated Auditor General Report (2018) for the 2017-18 financial year, the quality of
annual performance reports has deteriorated, with 65% of municipalities producing reports with material flaws which were not
credible enough for the council or the public to use.

According to the Local Government Handbook (2018), there are 257 municipalities in South Africa, of which 8 are metropolitan
municipalities, 205 are local municipalities, and 44 are district municipalities. This is highlighted in the table below

Province Metropolitan District

Eastern Cape 2 6 31 39
Free State 1 4 18 23
Gauteng 3 2 6 1
KwaZulu-Natal 1 10 43 54
Limpopo N/A 5 22 27
Mpumalanga N/A 3 17 20
North West N/A 4 18 22
Northern Cape N/A 5 26 31
Western Cape 1 5 24 30
Total 8 44 205 257

Source: Local Government Handbook, 2018

The greatest proportion of employers in the sector is local municipalities. While there are a few metropolitan municipalities,
they are the largest employers and contribute the most in terms of skills development. KwaZulu-Natal has the highest number
of municipalities with 54, followed by the Eastern Cape with 39 municipalities. While Gauteng has the lowest number of
municipalities overall (11), three of the eight metropolitans fall within the province, making the province a key employer.

Interms of WSP/ATR submissions, LGSETA has achieved a 100% submission rate for the fourth year in arow with all municipalities
submitting. The table below shows the response rate over the last 4 years.

2016 2017 2018 2019
Total Submitted Total Submitted Total Submitted Total Submitted
Metro 8 8 8 8 8 8 8 8
Local 226 226 205 205 205 205 205 205
District 44 44 44 44 44 44 44 44
Total 278 278 257 257 257 257 257 257
Submissions 100% 100% 100% 100%

Source: LGSETA WSP Submissions 2016 to 2019

2In the theory of change, an interim outcome would be the outcomes of activities that occur as a result of activities but do not represent the final impact. In this case, changes due to activities
will result in more positive AG findings which will in turn result in improved service delivery.
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Municipal, Local Government related and Private Entities in the Sector

To assist with service delivery, some municipalities will establish municipal entities. These entities are accountable to the
municipality that established them in terms of governance, financial accountability, and performance. There has been a
consolidation in the number of municipal entities, with the total number of organisations falling from 50 in 2015 to 39 in 2018
(GovPage, 2018).

Table 1-7 presents the number of WSP and ATR submissions from municipal and local government related entities as well as
private organisations that are paying levies to LGSETA. The response rate from both municipal and local government entities
is low, compared to that of municipalities, with only 6 municipal entities out of 29 organisations as indicated below submitting
WSP and ATRs to LGSETA in 2019.

Province Municipal Owned Entities LG Entities Other Private Entities
Eastern Cape 3 o 1
Free State 1 o o
Gauteng 2 4 5
KwaZulu-Natal o o 1
Limpopo 1 o o
Mpumalanga o o 5
North West o 2 1
Northern Cape o o o
Western Cape o 1 3

Source: LGSETA WSP Submissions 2019

According to the 2019 WSP submissions, municipalities employed 259,716 workers (LGSETA, 2019). With the inclusion of
municipal entities (as additional constituents of LGSETA), total employment came to 269, 765. This will be discussed further in
Chapter 3. This figure is less than the figure reported by Stats SA, totalling 317, 756 full-time workers employed by municipalities.
The reason for this discrepancy is due to Stats SA including occupational shortages as well as part time occupations in their
data.

The eight Metropolitan Councils employ more people than the 205 local municipalities combined. The district municipalities
are small in comparison with only 20, 777 employees nationally. Even though Gauteng has the lowest number of municipalities,
it has the greatest number of employees nationally, mostly concentrated in the 3 metros. WSP submissions show Gauteng
employed a total of 69, 121 workers in 2019, down from 69, 9553 in the previous year. KwaZulu-Natal and Western Cape are the
next biggest employers, with the Northern Cape employing the fewest people with a combined total of 8, 226.

Province District Local Metropolitan Other Grand Total
Eastern Cape 5124 12158 16 350 260 33892
Free State 552 1857 3159 706 16 274
Gauteng 1014 8367 51937 7 803 69 121
KwaZulu-Natal 5790 20 380 27580 39 53789
Limpopo 3405 10 234 o 13 13 652
Mpumalanga 793 13 225 o 541 14 559
North West 1490 12 287 o 598 14 375
Northern Cape 543 7683 o o 8 226
Western Cape 2066 16 391 27 331 89 45 877
Grand Total 20 777 112582 126 357 10 049 269 765

Source: LGSETA WSP Submissions 2019

3The figures from WSP submissions differ slightly from those of Stats SA due to differences in data collection methods
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The figure below illustrates the change in provincial employment between 2018 and 2019. Eastern Cape experienced the highest
rate of growth, of 1%. By contrast, Gauteng has seen a decrease of 2% between 2018 and 2019. Changes that occurred in each
province are reflected in Figure 1-2.
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Statistics South Africa conducted a census of municipalities in 2017 (StatsSA, 2018b). Given the 100% submission rate, it
represents a reliable figure of total employment in the South African local government sector. The figures in Table 1-g refers to
employment in the 257 municipalities, excluding municipal entities.

Province Full-time Part-time Vacant posts

2016 2017 2016 2017 2016 2017
Eastern Cape 26 690 27 479 420 555 3808 3951 30918 31985
Free State 16 204 16 135 512 599 6 416 5687 23132 22 421
Gauteng 80 906 80 797 141 1046 10 656 10 281 92973 92124
KwaZulu-Natal 43 518 46 948 3326 2797 10132 9 470 56 976 59 215
Limpopo 13679 13 600 245 462 1878 2090 15 802 16 152
Mpumalanga 14 447 14 on 662 400 1789 2580 16 898 16 991
North West 12 922 12732 746 864 431 4 004 17 979 17 600
Northern Cape 7 780 8101 312 221 1150 1263 9242 9585
Western Cape 43 386 43 227 1948 2563 4925 5893 50 259 51683
South Africa 259532 263030 9582 9 507 45 065 45 219 314179 317 756

Source: STATSSA (2018b)
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Race and Gender Profile of Employees

In terms of labour market profile, race and gender distribution is shown in Table 1-10. Just over three quarters of all employees
are African, with African males making up 46.7% of employees with a further 30.8% being African females. The next most
represented racial group is Coloured, representing 14,1% of total employment, largely due to the high proportion of Coloured
males (70%) working in the Western Cape municipalities. Whites and Indians make up the balance of employment, with 5,8%

and 2,5% of employment, respectively.

Province

African Coloured Indian White
Male Female Male Female Male Female Male Female
Eastern Cape 17 413 1723 2083 948 80 74 947 624 33892
Free State 9585 5611 240 133 4 2 426 273 16 274
Gauteng 36 037 24 375 1439 1071 395 321 3431 2052 69 121
KwaZulu-Natal 26 784 18 873 650 524 3805 1851 829 473 53789
Limpopo 8 043 5154 22 19 n 9 235 159 13 652
Mpumalanga 8673 5212 77 o1 14 30 266 196 14 559
North West 8 242 5172 236 172 16 8 309 220 14 375
Northern Cape 2816 1363 2431 1303 10 3 160 140 8 226
Western Cape 8 320 5653 17 360 9 360 157 110 2965 1952 45 877
Grand Total 125 913 83136 24 538 13 621 4 492 2408 9568 6 089 269 765

Source: LGSETA WSP Submissions 2019

There is a substantially higher number of males employed in this sector than females, with 61% posts being held by males
nationally, and 39% are held by females. When compared to the national average employment rate of females at 70.7%, the
39% of positions held is nearly half. There is a similar distribution provincially, with KwaZulu-Natal being slightly more equal, and
Eastern Cape having slightly more males employed (58% and 60.7% of posts being held by males, respectively).

Table 1-11 indicates that in the LG sector, 76% (19, 408) of managers are African, with the remaining 24% (6, 313) being Indian,
Coloured or White. There is a similar structure to the professional occupations, with 69% (15, 473) of professionals being
African and 31% (7, 097) Indian, Coloured or White. Interestingly, while only 39% (10, 095) of managers are female, women
outnumber their male counterparts in the clerical support occupations.

Occupational Male Female
Group
African  Coloured Indian White  African Coloured Indian White

Managers 45% 7% 2% 8% 31% 4% 1% 4%
Professionals 31% 7% 2% 7% 38% 7% 2% 5%
Technicians and associate 41% 1% 3% 5% 30% 5% 2% 3%
professionals
Clerical support workers 26% 6% 1% 2% 45% 13% 2% 6%
Service and sales workers 49% 9% 2% 5% 31% 3% 1% 1%
Skilled agricultural, forestry,
fishery, craft and related 62% 13% 3% 7% 13% 1% 0% 0%
trades workers
Plant and machine operators 69% 14% 2% 2% 1% 1% 0% 0%
and assemblers
Elementary occupations 55% 10% 1% 1% 29% 3% 0% 0%

47% 9% 2% 5% 28% 5% 1% 3%

Source: LGSETA WSP Submissions 2019
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The overall educational profile of the staff in local government is fairly low. Table 1-12 indicates only 60% (70, 407) of employees
have a matric or higher. Of concern is that over one eighth (21% or 2, 899) of managers have educational attainment below
matric, this proportion increased from 19% in 2018. A significant contributor to this challenge is that rural municipalities have a
very limited labour pool to draw from and the educational profile outside of main centres is generally lower.

Table 1-12 also highlights the need for Adult Education, with 20% (23, 219) of employees having NQF level 1 or lower. This figure

is the same as 2018 and therefore, AET remains a strategic priority for LGSETA.

OFO Major Group

Manager

Professional

Technicians
and Associate
Professionals

Clerical Support
Workers

Service and Sales
Workers

Skilled
Agricultural
FFCRT Workers

Plant and Machine
Operators and
Assemblers

Elementary
Occupations

Grand Total

940
7%
1357
10%
676

5%

1225

6%
1212

6%

98

2%
289

6%

1707

6%

6%

Hﬁﬁwﬁﬁ N ﬁﬁﬁ

3%
629
5%

2137

15%

925

5%
4624

22%

M

15%
736

15%

5477

21%

13%

3%
353
3%

1156

8%

680

4%
999

5%
795

16%
1026

20%

4004

15%

8%
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8%
602
4%

1740

12%

1892

10%
1784

9%

744

15%
1219

24%

6272

24%

13%

3128
22%
3872
28%

3772

26%

7463

39%
6911

33%

1699

34%
1497

30%

7503

29%

30%

4575
32%
2606
19%
2772

19%

4021

21%
3992

19%
706

14%
250

5%

1107

4%

17%

2876
20%
2920
21%
1685

12%

2427

13%
1064

5%

151

3%
34

1%

200

1%

10%

3%
970
7%
365

3%

4an

2%
66

0%
28

1%

0%
30

0%

2%

1%
242
2%
70

0%

214

1%
15

0%

0%

0%
o

0%

1%

1%
52
0%
14

0%

14

0%

0%

0%

0%
o

0%

0%

0%
2
0%

0%

0%

0%

0%

0%
(o]

0%

0%

Source: LGSETA WSP Submissions 2019
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Employees with Disabilities

From the WSPs and ATRs submitted in 2019, municipalities employ about 2, 462 People with Disabilities (PWD). Table 1-13
illustrates the proportion of PWD within each of the demographic groups.

Province African Coloured

Eastern Cape 101 0,04% 8 0,00% o 0,00% 3 0,00% 112 0,04%
Free State 60 0,02% 3 0,00% o 0,00% 7 0,00% 70 0,03%
Gauteng 223 0,08% 10 0,00% 9 0,00% 130 0,05% 372 0,14%
KwaZulu-Natal 455 0,17% 10 0,00% 88 0,03% 36 0,01% 589 0,22%
Limpopo 88 0,03% o 0,00% o 0,00% 5 0,00% 93 0,03%
Mpumalanga 97 0,04% 3 0,00% 2 0,00% 10 0,00% 112 0,04%
North West 75 0,03% 3 0,00% o 0,00% 4 0,00% 82 0,03%
Northern Cape 25 0,01% 28 0,01% o 0,00% 16 0,01% 69 0,03%
Western Cape 175 0,06% 568 0,21% 7 0,00% 213 0,08% 963 0,36%
Grand Total 1299 0,48% 633 0,23% 106 0,04% 424 0,16% 2462 0,91%

Source: LGSETA WSP Submissions 2019

The average proportion of disabled employees nationally is 0.10%. Western Cape reported the highest proportion of employees
with a disability at 0.36% but is still below the target of 4%. The other provinces collectively reported less than 1% of workers
having a disability.

Age Profile of Employees

The age profile of a workforce is important (see Table 1-14). There needs to be a spread between the three age categories. An
over representation in the 55+ category, for example, could place the municipalities in danger in several years as a large cohort
retires at the same time. Similarly, a very young workforce may impact negatively on service delivery due to overall lack of
experience.

The current profile, based on the 2019 WSP data, shows a fairly healthy spread across the age categories in all provinces.
Limpopo’s age structure shows a very low proportion of youth in the workforce at 36.2% (2, 429). Long-term, this could lead to
an ageing workforce with an insufficient pipeline for continuity of service. Assessments into which occupations are affected will
provide greater insight into the skills planning implications (Chapter 3).
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Province Local Municipality District Municipality Metropolitan

<35 35-55 35-55 >55 35-55
Eastern Cape 2649 6 894 2606 1054 3335 735 10 251 10 251 1393
21,8% 56,7% 21,5% 20,6% 65,1% 14,3% 62,7% 62,7% 8,5%
Free State 2746 6 710 2 401 141 338 72 312 312 694
23,2% 56,6% 20,2% 25,6% 61,3% 13,1% 9,9% 9,9% 22,0%
Gauteng 4523 3188 644 153 755 106 14542 14542 6325
54,1% 38,2% 7:7% 15,1% 74,5% 10,5% 28,0% 28,0% 12,2%
KwaZulu-Natal 6055 10549 3776 1406 2689 1693 6838 6838 3291
29,7% 51,8% 18,5% 24,3% 46,5% 29,3% 24,8% 24,8% 11,9%
Limpopo 1792 6499 1939 637 1803 965
17,5% 63,5% 19,0% 18,7% 53,0% 28,3%
Mpumalanga 2022 6798 4405 195 465 133
15,3% 51,4% 33,3% 24,6% 58,6% 16,8% No Metro
North West 2881 7333 2073 454 899 137
23,45%| 59,68% |16,87% 30,47% 60,34% | 9,19%
Northern Cape 1671 4571 1439 141 354 48
21,8% 59,5% 18,7% 26,0% 65,2% 8,8%
Western Cape 3190 9589 3602 435 1329 302 8831 15633 3168
19,5% 58,5% 22,0% 21,1% 64,3% 14,6% 32,0% 56,6% 11,5%
Grand Total 27 529 62131 | 22885 4 616 11967 4191 40 774 71013 14 871
24,5% 55,2% 20,3% 22,2% 57,6% 20,2% 32,2% 56,1% 1,7%

Source: LGSETA WSP Submissions, 2019

The local government sector covers a diverse grouping of 269,765 employees covered by 57 SIC codes. The sector is well
transformed in terms of race, but further effort is required in terms of gender (currently 39% female) and people with disabilities
(currently less than 1%). Going forward, LGSETA will have to focus on increasing the gender and disability transformation
imperatives through its skills interventions. The education levels are relatively low with 19% of employees having a highest
level of education lower or equal to NQF Level 1. In addition, 21% of manager-related occupations have less than an NQF 4
educational level. Given that few of the occupations in the sector are in the elementary category, raising the educational profile
of the sector will go some way to addressing some of the challenges identified in the chapters that follow.

The data used in this section is primarily drawn from the WSPs and ATRs submissions and Stats SA. It is significant to note
that, while the responsibility for the accuracy of the data cited remains with the employers of such data, LGSETA will assist
entities to improve the quality of WSP and ATR submissions. This is part of improving the quality and credibility of the SSP,
through improving its systems for data collection and building the capacity of officials mandated to oversee the identification
and implementation of skills development interventions for the sector.
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Local government, as a sector, is relatively stable from an employment point of view. It is a constitutionally mandated function of
government, which is, to a large extent, unaffected by economic fluctuations. The factors driving demand and supply of skilled
workers are therefore based on context-specific variables. The analysis that follows identifies factors that reflect on how local
government services are evolving over time, and how they affect and impact the demand for skills within the sector. The analysis
is structured in two ways - factors affecting skills demand and supply in the sector, and policies that have implications for skills
demand and supply. The five factors affecting skills demand and supply, described in the section below, were identified through
interviews with senior HR-related municipal and entity officials and were validated through provincial SDF consultations.
These factors were further influenced through various research studies including; ‘Developing marine resources at the local
government level by identifying the role of local government in effective co-operative governance DEFF’, ‘An assessment of the
implementation of the Back-To-Basics Programme among the Municipalities’ and ‘Comparative analysis of the municipal billing
system on the revenue collection’. The policies affecting skills demand and supply were identified based on a review of relevant
policies, strategies, and research outputs from HEIs commissioned by the SETA, as well as research studies on the relationships
between ward councillors and traditional leaders toward infrastructure development in rural jurisdictions, the role of political
leadership in good municipal financial government and the politico-administrative municipal leadership by employees and multi-
sector stakeholders.

Factors affecting skills demand and supply are factors which affect the sector in terms of skills required; this in turn caused the
sector to develop in a certain way. Local government is driven more by its legislated mandate, therefore, some of the issues
identified are responses to the demands of the mandate, rather than a response to the dynamics of the market.

1. Political Change

The transformation and institutionalised upskilling within the local government workplace is reportedly undermined by
electoral political leadership change as well as political appointments and coalition politics. This change in leadership affects
the administration of local government by disrupting business continuity and institutional memory, thereby hampering the skills
transfer necessary for sustained quality service delivery and internal capacity of skills development.

This may contribute to the challenges relating to lack of skills and development of staff, improper management, lack of
institutional controls and fruitless and wasteful expenditure cut across all spheres of local government. This sentiment was
corroborated by South African Scenarios 2030, stating that “state capacity has been systemically undermined by corruption
and poor skills at critical levels.” These symptoms indicate that political change exerts a critical impact on what can be achieved
regarding skills retention, sourcing of skills, skills development by external interventions and internal skills transfer.

2. Spatial Integration and Inclusive Development (Urban and Rural)

Shared and transformed rural and urban areas are envisaged to create an integrated, inclusive, sustainable and competitive
national economy which is encapsulated in the National Spatial Development Vision. Urban and rural life will undergo radical
changes as transforming populations undergo a greater sense of ownership, business environments experience increasingly
faster change and municipalities, as a by-product face growing challenges in their financial ability and capacity to deliver services.
New forms of urban living and urban spaces will become drivers for innovation, creativity and societal transformation, resulting
in job creation such as opportunities for entrepreneurial endeavour and a rapid increase in the number of small-scale property
developers. Large rural areas, trending towards greater densification in nodes and along interconnecting nodes will experience
far more concentrated development and more agricultural land for productive use. Smaller rural areas will undergo sizable
counter-urbanisation of middle-income South Africans in search of greater tranquillity which will result in greater housing
developments, and an injection of finances in the local economy. These will have a cumulative impact on the demand for and
supply of skills. (DALRRD & DPME, 2018).

Urban development will result in the creation of smart cities. A smart city is a municipality that uses information and
communication technologies (ICT) to optimise the quality and performance of urban services. Smart cities will revolutionise
how key basic services such as energy, transportation and utilities are provided. (SALGA, 2018). Smart cities will therefore not
only require new, higher level skills but will also entail keeping abreast of continuously evolving technology.

3. Local Economic Development

Local Economic Development (LED) is an approach towards economic development which allows and encourages local people
to work together to achieve sustainable economic growth and development, resulting in economic benefits and an improved
quality of life for all residents in a local municipal area. (COGTA, 2016). LED, within the context of the local government sector,
places a focus on interventions to improve and develop skills in a number of key areas, such as the green economy, SMMEs in
both the informal (township economy) and formal economy, cooperatives and tourism.
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The commitment by the South African Government to move towards a green economy in response to the issues of climate
change over the next few decades has a significant impact on all sectors. An LGSETA study on the current state of green
skills in municipalities, with special focus on wastewater treatment facilities, found that there is a lack of green skills in local
government. The majority of municipalities do not have provision for green jobs or occupations, as they are still operating with
traditional technologies. However, as most of the infrastructure is aging and in need of an overhaul, the introduction of new
technologies is likely to lead to the need for different sets of skills.

SMMEs and cooperatives are vital to facilitate economic and social development in South Africa as they make a significant
contribution to GDP and employment. The NDP vision 2030 is for SMMEs and cooperatives to create 9o% of new job
opportunities through better procurement, access to finance (start-ups), a simplified regulatory environment, and reduced
cost of doing business. Local government plays a key role in terms of SME development through providing access to financing,
training and development as well as more flexible laws and regulations.

Tourism contributes significantly to employment and GDP growth. One of the key strategic objectives of the Tourism Sector,
Human Resource Development (TSHRD) strategy in South Africa relates to improving local government orientation to TSHRD.
To address this, the National Department of Tourism plans to work with CoGTA, SALGA and various training institutions to
integrate TSHRD awareness into programmes offered to local government councillors.

4. Constraints to Service Delivery (Urban and Rural)

Service delivery is reportedly hampered by context-specific financial and human capital constraints which is aggravated by a
lack of consultation and demotivation from municipal staff in both urban and rural areas. Additionally, in urban areas, service
delivery will be constrained by protests, thereby affecting skills planning. There is a need for municipal management to focus on
developing human capital and a performance culture to ensure that key skills and personnel are available to perform at a level
which enables effective and sustainable service delivery.

Human capital constraints are further influenced by location-specific contexts. According to the Local Government Budget and
Expenditure Review (DPLG, 2011), rural areas have distinctly different labour markets. Of particular importance is the fact that
the economically active population makes up 40% of residents in rural areas versus 60% in urban areas. Additionally, residents
of rural areas are less likely to have schooling. Only 7% of rural population aged 20 and above have a matric versus 22% in urban
areas. The implication of these factors fall on the local labour market. The local labour market, from which municipalities draw
their human resources, is limited to a greater degree in rural areas than in urban areas, making it difficult for municipalities to
recruit individuals with the required skills. This constraint is exacerbated through the challenge faced by rural municipalities
in terms of skills shortages and their inability to attract skills of the required quality. It is proposed that alternative funding
arrangements be investigated to support the ability of rural municipalities to attract skilled workers in addition to other
projects to make the sector more attractive. Rural municipalities also have ties with traditional authorities. Municipal officials in
these areas, therefore, need to have a sound understanding of the governance frameworks relating to traditional authorities,
particularly in respect of land use and management.

5. Technological Change and Digitisation

Technology is a ubiquitous driver of change in almost every facet of the economy. In local government, the adoption of new
technologies has varied across municipalities. The bigger metros have introduced new technologies in the delivery of municipal
services in areas such as water and electricity metering. Apart from customer interfaces, the role of technology in modern
municipal infrastructure is likely to gain importance as aging equipment gets upgraded and replaced. Another aspect to consider
with regard to technology is the Fourth Industrial Revolution (4IR). The 4IR alters the way communities live and work through
a fusion of technologies, blurring the lines between the physical, digital and biological spheres. Key areas of the 4IR include, but
are not limited to, virtual reality, robotics, big data analytics and cloud computing. The 4IR will result in new roles being assigned,
which will require new, higher level skills and knowledge. People will therefore need to be upskilled to fill any gaps created by the
4IR. Key occupations identified as critical for the 4IR with regard to the Local Government Sector include, data analysts, cyber
security specialists, drone engineers, virtual meeting specialists and software programmers.

There are several factors that influence the strategic focus areas of LGSETA. Firstly, is its mandate, as derived from legislature
and policy. Secondly, the field of operation, which includes the mandate and the strategies and policies of the local government
sector. Finally, there is the overarching government priority in which there is a role for local government.

Section 152 (2) of the South African Constitution states local government must strive, within its financial and administrative
capacity, to achieve the objectives set out. Schedule 4B, on the other hand, sets out the function of local government in more
detail. This wide range of responsibilities places a high burden on municipalities in terms of skills and competencies. If the
service delivery impact, as described in section 1.4, is to be realised, the sector will need assistance from its key partners.
Therefore, these functions, as enshrined in the Constitution, must be held as a validation of skills plans to ensure suitable
coverage is maintained.
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Table 2-1 provides a list of the documents which will inform LGSETA’s strategic direction. Given the number of guiding
documents, it is possible to lose focus when developing plans, which may lead to plans that are too broad and strategies that
are not achievable.

National
Strategies/
Policies

Impacting on
the LG Sector

Implications for Skills Development in the LG Sector

The New Government adopted the New Growth Path (NGP) as the framework for economic policy and the driver
Growth of the country’s jobs strategy. There are several areas of relevance to local government, particularly, the
Path (NGP): green economy and facilitating effective spatial development. Furthermore, the National Skills Accord
Framework identifies eight commitments in relation to training and skills development that must be implemented by
the constituencies to achieve the New Growth Path
Youth The Youth Empowerment Accord has six commitments to develop youth absorption programmes.
Employment LGSETA has and continues to support Government’s drive to empower youth by facilitating access to
Accord skills development programmes that include learnerships, internships, workplace learning, and bursaries.
Green The green economy accord includes commitments by stakeholders toward a greener economy in South
Economy Africa. LGSETA commissioned a study on the current state of green skills in municipalities, with special
Accord focus on wastewater treatment facilities. The findings point to a lack of such skills in local government.
The majority of municipalities do not have provision for green jobs or occupations, as they are still
operating with traditional technologies. LGSETA will need to place a focus on skills interventions aimed
at developing “green skills”.
National A main focus area of the NDP is to build a “capable state.” 8 areas have been identified to achieve this.

Development
Plan

National
Skills
Development
Plan

Local government has a key role to play in Focus area 2 (make the public service and local government
administration careers of choice) which is important, as raised by the findings in the SSP analysis, and the
professionalisation of local government as outlined in Focus area 7.

The NSDP highlights the need for integration of LGSETA with PSET institutions including universities and
TVET colleges via research partnerships as well as the need for LGSETA to outline a clearer mandate for
the longer-term and to ensure closer alignment between funding, planning and monitoring mechanisms.
It is recommended that measures be introduced to reduce cases of multiple accountabilities within the
organisational structure of LGSETA.

White The implication for the LG sector is to ensure a stronger and more co-operative relationship between
Paper for education and training institutions and the workplace, and facilitating a post-school education and
Post School training system that responds to the needs of individual citizens and employers.

Education

and Training

(2013)

White The White Paper on Transformation of the Public Service sets out eight transformation priorities,
Paper on amongst which, transforming service delivery is key. This creates a need for the LG sector to ensure

Transforming
Public
Service
Delivery
(Batho Pele
White Paper)

Local
Government
Turnaround
Strategy
(LGTAS)

that they are improving service delivery by focusing on how public services are provided and focusing on
training skills which will improve service delivery.

The LGTAS identified key areas of concern that included: leadership, financial management, economic
development, and spatial development. There is a need to focus on the skills relating to these functions
on an ongoing basis.
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Back-to-Basics
Strategy

Integrated
Urban
Development
Framework:
Implementation
Plan

The Back-to-Basics Approach was formulated as part of the government’s plan of action to revitalise
local government. The main goal of the programme is to improve the functioning of municipalities to
better serve communities by getting the basics right. All three spheres of government will have to play a
crucial role in ensuring well-functioning municipalities through the implementation of the B2B strategy.

The implication of this discussion paper is for the sector to identify policy priorities and interventions to
ensure all levels of Government and all components of the state contribute to the progressive integration
of urban development investments to realise the urban dividend, and to provide a national framework
for municipalities to manage continuing urbanisation more efficiently and equitable. Municipalities are
identified as lead agencies in areas relating to transportation, housing, urban renewal, and local economic
development.

The key implication for skills identified in this chapter relate to the impact of political change on institutional memory in
municipalities, population changes caused by urbanisation and rural development and the new skills which will be required
through the creation of smart cities. The focus will be placed on skills development across a number of areas such as SMMEs
and cooperatives, the green economy and tourism, the inability of rural municipalities to attract key skills and skills implications
precipitated by the 4IR.
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Skills planning forms a key component of skills development and informs planning and decision-making. Sharrock and Chabane
(2015) define skills planning as “the supply of, and demand for, skills so that interventions can be implemented at the points
of breakdown, improving the overall efficiency of the labour market”. For skills planning to be effectively implemented, labour
market information must be analysed at a detailed occupational level. This better facilitates the transfer into an operational
plan, as interventions can be identified, based on the need at occupational level, whether it be a skills gap (top-up or critical skill)
or an occupational shortage (scarce skill).

Occupational shortages, skills gaps and the Sectoral Priority Occupations List were determined based on the analysis of WSP
data as well as extensive face-to-face consultations with local government representatives across all nine provinces. There
were several research projects which informed this chapter, including; ‘LGSETA Scarce and Critical Skills Strategy linked to
Placement, Mentoring and Coaching Framework’, ‘Evaluation of the LED strategies of municipalities and the impact on local
communities’ and ‘Research on the Workplace Committee Training on new water management technologies for emerging
challenges’.

The analysis of skills in this chapter is undertaken using the lenses of skills gaps, occupational shortages and strategic
occupations. The approach used to determine skills gaps and occupational shortages, as well as the identification of strategic
occupations is outlined in the sections below.

Three indicators for demand side shortages are used in the analysis of scarce skills. They are:

1. Occupational Shortages: The recruitment process represents the interface between the supply and demand for skills.
Therefore, when a vacancy proves difficult to fill, it is associated with scarcity in the local government sector.

2. Turnover: Employers reported on workers leaving the employment of the municipal sector as part of the WSP submission.
These exits are classified as resignations, retirements, and other non-voluntary terminations, including death, dismissal, and
medical boarding. Since resignations may be voluntary, a higher than average rate suggests excess demand, which makes
the existing staff more mobile.

3. Imminent Retirement: The proportion of employees older than 55 years of age was also included as a risk indicator for
future skills shortages. If there are a large percentage of workers in this age category, there will be a significant cohort of
experienced skills leaving the sector in the next 5 — 10 years. If this is not met by a requisite inflow of skills, a shortage will
occur (or be exacerbated).

Based on the WSP submissions in 2019, municipalities (and other entities) identified 4,153 occupational shortages. This is
down from the 7,808 posts reported in the previous year. It should be noted that this is not an exhaustive list of vacancies but
includes a list of those identified by stakeholders as being occupational shortages. In 2017, StatsSA reported the total number
of vacancies to be 45 219. That means that based on the current assessment that underpins the WSP submission, roughly 9%
of all vacancies are considered occupational shortages.

A key element of the vacancy analysis is to examine the reasons why a vacancy was identified as scarce. This was advocated
for by stakeholders who completed the 2019 WSPs. These reasons fall within either the market or organisational scarcity
categories. In Figure 3-1, skills-related drivers of scarcity are indicated by blue bars (including location) and non-skills drivers of
scarcity are demarcated by yellow bars (including political interference). These drivers of scarcity are described below.
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Skills-Related Drivers of Scarcity (for Occupational Shortages)

Skills-related drivers of scarcity are a function of skills supply and demand. Scarcity resulting from such factors is typically
responsive to skills development initiatives. Skills-related drivers of scarcity include:

1. Unsuitable Candidate relates to a situation where candidates do not have the required skills set for a vacancy. Employers
indicated that they had advertised the vacancy and they could not find suitable candidates. This accounted for 1% of the
reasons for scarcity.

2. Relevant Experience relates to a lack of experience with regard to a vacant occupation that might require a specific skill/
skill set. This also relates to the sector itself, where individuals do not have the relevant local government experience. This
accounted for 5,6% of the reasons for scarcity.

3. Equity Consideration relates to not finding a suitable person from a specific demographic group (employment equity is
considered). Similar to point 2 above, there may be sufficient skills but not in target population groups for employment
equity purposes. This accounted for 2,1% of the reasons for scarcity.

4. Relevant Qualification relates to the linkage between an occupation and the respective qualification needed to fill the
post effectively. This accounted for 18,3% of the reasons for scarcity, bringing attention to the fact that nearly one-fifth
of occupational shortage have been recorded as not having supply of the relevant qualification — this may be due to the
number of learners entering and completing the relevant programmes as well as equity considerations mentioned in the
point above.

5. Location relates to the location of a municipality not being attractive to prospective candidates. Under the drivers of
change, the dynamics of geographically dispersed employers were discussed. Smaller municipalities in remote areas have
a smaller labour market to draw on. Therefore, there are likely to be local scarcities, especially in highly specialized areas.
Furthermore, where a more general shortage is experienced, it will be felt most severely in the rural and/or remote areas.
This accounted for 0,6% of the reasons for scarcity.

Non-Skills Related Drivers of Scarcity (for Occupational Shortages)
Non-skills related drivers of scarcity tend to be more of a function of the way in which a municipality operates and what it has

to offer, than the state of the labour market. These factors are typically outside the influence of skills development initiatives,
with the exception of a few. Non-skills related drivers of scarcity include:
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1. Financial drivers behind scarce skills are due to a lack of funding and at times a vacancy not being budgeted for. Some of
the entities can be supported through revised funding allocations for certain SETA interventions — allowing for the training
and in-house development of potential candidates for certain occupational shortages and more specifically vacancies. This
accounted for 11,6% of the reasons for scarcity.

2. Poor Remuneration refers to there being insufficient budget for a post, or the remuneration does not prove to be attractive
enough for a candidate to take the job. This accounted for 3,3% of the reasons for scarcity.

3. Recruitment Processis, by far, the biggest driver of reported scarcity (accounting for 57,2%). More than half of the vacancies
in this analysis, were cited to be due to a slow recruitment process. Given that a slow recruitment process is a fulfilment
process issue, as opposed to a skills-related driver, scarce skills stemming from this cause have been excluded from the
analysis.

4. Political Interference relates to disruptions caused by political forces e.g. Labour parties. Long term unmonitored
appointments also drive scarcity when qualified candidates are not taken into consideration. This accounted for 0,2% of
the reasons for scarcity.

The Table below is informed by WSP/ATR data and provides input on the number and nature of occupational shortages (degree
of skills-related sources of scarcity) and the proportion of imminent retirement and resignations per occupation (% Over 55 and
% Resigned). An analysis of the WSP/ATR data informed the occupations perceived to be harder to fill and these were affirmed
and contextualised through focus group consultations.

OFO Code Occupation No. of Total No.of  Degree of % %
Districts Vacancies Orgs Skills- Over 55 Resigned
reporting Reporting related
vacancy Vacancy Sources of

Scarcity

Technical

2017-671101 Electrician 7 128 16 29% 13% 1%

2017-711201 Mineral Processing Plant Operator 88 4 45% 25% 1%

2017-214201 Civil Engineer 5 42 14 86% 1% 2%

2017-335913 Building Inspector 5 90 14 42% 21% 2%

2017-311201 Civil Engineering Technician 5 90 14 73% 1% 2%

2017-311301 Electrical Engineering Technician 7 19 6 58% 13% 1%

2017-215102 Electrical Engineering Technologist 3 18 10 94% 9% 0%

2017-214202 Civil Engineering Technologist 5 15 8 67% 14% 2%

2017-331501 Property Valuer 6 50 3 100% 18% 2%

2017-215101 Electrical Engineer 5 9 9 67% 17% 14%

Finance and Compliance

2017-121101 Chief Financial Officer 9 155 42 50% 19% 5%

2017-121104 Internal Audit Manager 155 10 32% 15% 4%

2017-24221 Internal Auditor 5 17 7 35% 9% 4%

Management

2017-121905 Project Manager (Technical) 5 90 13 64% 12% 5%

2017-121201 Human Resource Manager 5 12 10 25% 22% 3%

2017-133105 Information Technology Manager 3 3 3 67% 14% 1%

Planning and Development

2017-541907 Disaster Management Officer 3 156 2 75% 18% 0%

2017-216401 Town Planner 7 100 17 28% 9% 3%

Water Services

2017-642601 Water Reticulation Practitioner 7 100 9 23% 26% 0%

2017-213306 Water Quality Analyst 4 5 5 80% 16% 0%

Source: LGSETA WSP Submissions 2019
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The following key observations were taken into consideration to finalise the Sectoral Priority Occupations list:

e Technical

« Theelectrician occupation has been flagged as an occupational shortage with 16 organisations and 7 districts reporting
vacancies.

e The data confirms the conventional wisdom that technical skills at local government level are in short supply.

« Electrical and civil occupations in particular appear as occupational shortages, with a high degree of skills-related
driven scarcity for electrical occupations.

o Of the 10 occupations listed in this category; half are at the technician/ technologist level.

«  Property valuer has the highest percentage of skills-related scarcity.

« Electrical engineer registered the highest percentage of resignation in the category.

¢ Finance and Compliance

o The data reveals that Chief Financial Officer shows the highest occupational shortage within this category (155
vacancies) with 42 organisations and g districts reporting a need for this occupation.

e Management

« The data shows that occupations related to management have a high level of skills-related scarcity with the lowest
being 25% (Human Resource Manager).

¢ PlanningandDevelopment

o The data illustrates that there is a relatively high amount of vacancies in this category with 156 vacancies being
reported for disaster management officer.
« Retention of employees in this category is good as there are low resignation rates

e Water Services

«  Water reticulation practitioner has the highest percentage of over 55s, indicating an ageing workforce.
e The data reveals that Water Quality Analyst has the fourth highest occupational shortage with 80% skills-related
scarcity.

Strategic Occupations as a Point of Reference

Although strategic occupations do not necessarily represent hard-to-fill vacancies, these are occupations that are nonetheless
important as they align to the SETA’s strategic focus areas, which are derived from the municipal KPAs. This means that there is
adirect logical flow from key operational areas of municipalities to the strategic occupations (Strategic Occupations List) being
analysed. The two main criteria used in the selection of strategic occupations are:

¢ Size of the Occupation: If an occupation has very few incumbents across the entire sector, detailed skills planning at sector
level is not feasible or necessary.

e Strategic Significance: This refers to the impact of the occupation on the sector. In other words, if there were a shortage
in this occupation, would it have a potential impact on service delivery?

As depicted in Figure 3-2 strategic occupations are based on strategic focus areas. Given changing circumstances over time,
the Strategic Occupations List will be regularly reviewed and improved to include the most relevant occupations for the sector.

/\

Municipal Keys Strategic Priority Occupation
Performance Indicators Focus
Areas
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The Strategic occupations presented under each of the Strategic Focus Areas are discussed below:

Strategic Focus

Area

Strategic Focus
Area Summary

Sub-Focus
Area

Strategic Occupation

Strategic Focus Relates to key programmes Management | « Local or Provincial Government Legislator
Area 1: Enhancing | such as councillor development, and (2017-111101).
good Governance, | union leadership management Leadership «  Ward Councillors (2017-111104)
Leadership and capacity in response to the o Mayors (2017-111105)
Management National Development Plan 2030 o Municipal Manager (2017-111201)
Capabilities requirements in order to enhance o General Manager Local Authority (2017-
service delivery and optimised 111203)
performance in local government, o Corporate Services Manager (2017-121902)
« Office Manager (2017-134904)
Building o  Skills Development Facilitator (2017-242302)
capacity of o HRD Manager (2017-121202)
workplace e Training Officers (2017-242401)
training
systems
Strategic Focus The importance of improving Finance « Chief Financial Officer (2017-121101) *

Area 2: Promoting
Financial Viability
and Management

financial governance in local
government is noted in many key
strategic documents such as the
NDP. The financial management
reform, which started in 2003

Internal audit

Finance Manager (2017-121101) *
Credit Manager (2017-121103)

Internal Audit Manager (2017-121104)
Internal Auditor (2017-242211)

with the enactment of the Supply chain | «  Supply Chain: Supply Chain Manager (2017-
Municipal Finance Management management 132401) *
Act/Programme, continued with o Supply Chain Practitioner (2017-333905)
the enforcement of the minimum
competencies in 2007 (LGSETA
2017)
Strategic Focus Infrastructure Development and Project e Programme or Project Management (2017-
Area 3: Enhancing | Basic Services includes placing a Management — 121905) *
Infrastructure and | focus on the hard skills related to infrastructure
Service Delivery providing improved service delivery | related
and core services of the municipality | projects
Water e  Water Production and Supply Manager
(2017-134918)
« Water Plant Operator (2017-313201) *
«  Water Process Controller (2017-313203)*
e Plumbers (2017-642601)
Electrical o Electrical Engineer (2017-215101) *
o Electrical Engineering Technician (2017-
311301) *
o Electrical Foreman (2017-312103)
o Electrician (2017-671101)
Built o Civil Engineer (2017-214201) *

LGSETA SECTOR SKILLS PLAN 2020/21-2024/25

environment

Emergency
services

Civil Engineering Technologist (2017-
214202) *

Civil Engineering Technician (2017-311201) *
Building Site Inspector (2017-335913) *

Disaster Management Coordinator/Officer
(2017-541907)

Traffic Officer (2017-541201)

Fire Fighter (2017-541101)

Emergency Service and Rescue Official
(2017-541902)



Strategic Focus

Area

Strategic Focus
Area 4: Enhancing
Municipal Planning

Strategic Focus
Area Summary

This focus area includes addressing
gaps in order to realise an
improvement in the planning cycle
and overall service delivery of the
municipalities.

Sub-Focus
Area

Local
economic
development

Social
Planning

Integrated
Development
Plan

(IDP) and
Community
Participation

Spatial
Planning

Cross-Cutting

Strategic Occupation

LED Officer/Coordinator (2017-242103)
Economist / Economic Advisor (2017-
263101)

Social Services Manager (2017-134401)

Community Development Worker (2017-
341201)

GIS Specialist/Technician (2017-351302)*
Urban and Regional Planner (2017-216401) *
Town Planning Technician (2017-311203)

Policy and Planning Manager (2017-121301)

Strategic

Focus Area 5:
Promoting Spatial
Transformation and
Inclusion

Spatial transformation and inclusion
focuses on developing communities
undermined by depressed economic
conditions, increasing impact of
climate change, regressing social
cohesion, poor coordination in
planning, access to land, bulk
services, limited decentralisation

in housing delivery, transport
challenges and safety and security

Spatial
Planning

Traditional Leaders (2017-111301)

GIS Specialist/Technician (2017-351302) *
Urban and Regional Planner (2017-216401) *
Town Planning Technician (2017-311203)

The analysis of the supply and demand for skills through the WSP submissions and other skills related research provided valuable
input into the identification of skills gaps. The skills gap in this context refers to critical skills which are a gap in the competence
or skills set of existing employees.

The table below lists the top 20 skills gaps by Major OFO Group. The top 20 skills gaps were identified through the analysis of
WSP ATR data and were supplemented by further consultation with stakeholders. Additionally, it indicates the number of staff
for which the skill gap had been reported, via WSPs, and the extent to which the skill gaps apply to each OFO Major Group. This
view is particularly useful, to guide the extent of training required by OFO Major Group, once training interventions have been
decided upon for each skill gap.

LGSETA SECTOR SKILLS PLAN 2020/21 - 2024/25
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Municipalities do not acknowledge the ethical values that support skills development, as a key element of skills development
policies and strategies;

There is a poor awareness and a lack of understanding of the municipal skills development policies by the employees;
Municipalities are poorly practicing skills development;

Skills development plans for departments are absent;

Consultative committees that are legislatively required to be constituted are not functioning optimally and are not
sufficiently giving input into skills development; and

The skills development support received from other municipal stakeholders such as senior management, the local trade
unions, LGSETA and SALGA was considered.

—_

o vhwNhN

The current situation can be turned around if municipalities change and commit to embracing the integrated management
framework for HRD (Cloete, 2016) that offers a collaborative approach, based on a behavioural, structural and process
change strategy for the management of skills development. Performance management and the need for change in the overall
management culture of skills development in South African municipalities is key.

LGSETA plays a key role to support the initiative for an integrated management approach to HRD, which is aimed at ensuring
that all municipal employees are capacitated to perform their jobs optimally. The workplace needs to become an active site
of learning and development where the potential of all employees is encouraged and supported. However, management and
employees will have to realise that they have an active role to play in skills development. Municipal employees have skills
development rights and aspirations that will only be fully realised when municipalities learn to manage skills development
collaboratively as opposed to the outdated compliance-driven centralised approach that is not working (SALGA, 2018, p.31).

The supply of skills in this context refers to the formation of skills through education and training institutions, and how they
flow into the various occupations in the sector. The educational profile shown in Table 1-12 (Chapter 1) shows that the sector
draws on employees across the educational spectrum. While an argument can be made that the profile should include a higher
proportion of employees from higher NQF levels, the reality is that skills are supplied from Basic Education, TVET, Higher
Education and other learning institutions. As a result, a high-level analysis of entrants into the labour market is not useful for
planning purposes in the context of the SSP. Instead, the flow of skills in key occupations is assessed so that the extent and
nature of supply is ascertained at an occupational level. The Strategic Occupations List was used to filter the supply and areas
of concern are noted.

The first step in determining the supply of skills into the Strategic Occupations is to identify what the learning pathway is for
each occupation. The National Career Advisory Portal is an integrated online self-help career information portal. It contains
information on occupations, learning pathways, HEIs and the qualifications they offer (www.ncap.careerhelp.org.za). The
learning pathways were concentrated into the most significant area of subject matter specialisation as per the Classification
of Educational Subject Matter (CESM). The link to a CESM category enabled supply data to be drawn from either the Higher
Education Management Information system (HEMIS) or LGSETA’s Quarterly Monitoring Reports (QMR).

The indicators for the supply of skills in these learning areas were based on the changes in enrolment and graduate numbers
expressed as a percentage. The reason is that expressing the numbers in absolute terms is not useful as the proportion of
skills that will flow into local government from the pool is not known (with the exception of specialised local government
programmes). Instead, the changes in supply (up or down) will give an indication on the tightening or loosening of supply
constraints on the sector. Where there is a specific or specialised programme tied to the occupation, the actual numbers are
cited where possible.

It is important to acknowledge that the measurement of the supply of skills is a difficult exercise. There are a number of factors
that confound the analysis, the most significant are:

1. Often the pathway into a given occupation is nebulous. There is not necessarily a specific qualification or learning stream
that feeds an occupation. For example: Office Manager (2017-134904) is a fairly generic management occupation. While
there are competencies that are common to incumbents in the role, their respective paths could have come through any
number of educational or professional nodes. For occupations where defining a learning pathway is not possible, they are
excluded from Table 3-3.

2. There are also occupations where, even if there is a strong utilisation of a qualification, the requirements for employment
are more dependent on experience (abbreviated to “Exp.” in the following table). In such a case, the number of graduates
specialising in the designated subject area is less valuable than the dynamics within the occupations that feed into it. For
example, a Supply Chain Manager will be more affected by the dynamics within their occupation than the respective Supply
Chain qualifications.

Table 3-3 shows each Priority Occupation with the most significant CESM code representing the learning pathway and
enrolment/graduation data. The table shows the reliance on experience as a job requirement (point 2 above). Where this value
is high, the impact of the graduate and enrolment figures will take much longer to diffuse into the occupation.
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OFO Occupation No. Supply Matric
of Learning | Code Linked Qualification Exp. | % Change |% Change |Pass
posts | Pathway of of Rate
(CESM Enrolments | Graduates |2018
CODE) between between
2016-2017 |2016-2017
2017- | General Manager | 47 190301 190301: Public Administration High 5.63% 11.23% |400 761
111203 | Local Authority (78.2%)
2017- | Corporate 137 401 040101: Business Administration and | High 6.45% -4.58%
121902 | Services Manager Management, General
040102: Purchasing,
Procurement/Acquisitions and
Contracts Management
040103: Logistics and Materials
Management
040104: Office Management and
Supervision
040105: Operations Management
and Supervision
040106: Non-
Profit/Public/Organisational
Management
040107: Customer Service
Management
040108: E-Commerce
040109:
Transportation/Transportation
Management
040110: Project Management
040199: Business Administration,
Management and Operations, Other
2017- Finance Manager = 250 | 402 040201: Accounting High 8.97% 10.90%
121101 040202: Auditing
040203: Accounting and Finance
040299: Accounting and Related
Services, Other
2017- | Credit Manager 45 40607 040607: Credit Management Medi -23.72% 4.82%
121103 um
2017- | Supply Chain 16 40102 040102: Purchasing, High -30.07% -25.27%
132401 | Manager Procurement/Acquisitions and
Contracts Management
2017- | Supply Chain 99 40102 040102: Purchasing, Low -30.07% -25.27%
333905 | Practitioner Procurement/Acquisitions and
Contracts Management
2017- Internal Audit 96 40202 040202: Auditing High 6.17% 24.03%
121104 | Manager
2017- | Internal Auditor 212 | 40202 040202: Auditing Low 6.17% 24.03%
242211
2017- Programme or 206 |40110 040110: Project Management High 6.32% 1.05%
121905 | Project Manager
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OFO Occupation No. Supply
of Learning | Code Linked Qualification Exp. | % Change |% Change
posts | Pathway of of
(CESM Enrolments | Graduates
CODE) between between
2016-2017 | 2016-2017
2017- Water 21 | 80705 080705: Water Resources High 2.82% 5.17%
134918 | Production and Engineering
Supply Manager
2017- | Water Plant 865 | Learnerships Low
313201 | Operator
2017- Water Process 650 | Learnerships Low
313203 | Controller
2017- Electrical 69 | 80901 080901.: Electrical, Electronics and Low 5.39% -2.00%
215101 | Engineer Communications Engineering
2017- Electrical 169 80901 080901.: Electrical, Electronics and Low 5.39% -2.00%
311301 | Engineering Communications Engineering
Technician
2017- | Civil Engineering 140 | 807 080701: Civil Engineering, General Low 5.87% 6.17%
214202 | Technologist 080702: Geotechnical Engineering
080703: Structural Engineering
080704: Transportation and Highway
Engineering
080705: Water Resources
Engineering
080799: Civil Engineering, Other
2017- | Civil Engineering 612 807 080701: Civil Engineering, General Low 5.87% 6.17%
311201 |Technician 080702: Geotechnical Engineering
080703: Structural Engineering
080704: Transportation and Highway
Engineering
080705: Water Resources
Engineering
080799: Civil Engineering, Other
2017- | Traffic Officer 2533 | N/A Low N/A N/A
541201
2017- Fire Fighter 2759 | Learnerships Low
541101
2017- Emergency 4 90718 090718: Emergency Medicine Low 8.92% 13.67%
541902 | Service and
Rescue Official
2017- Electrician 613 |Trade Low
671101 (General)
2017- Plumber 760 |Trade Low
642601 (General)
2017- Business 165 | Learnerships on Local Economic Development Low
242103 | Development
Officer
2017- Economic Advisor | 30 404 040401: Economics, General Med 2.59% -1.62%
263101 040402: Applied Economics
040403: Managerial Economics
040404: Econometrics and
Quantitative Economics
040405: Development Economics
and International Development
040406: International Economics
040407: Natural Resource Economics
040499: Economics, Other
2017- | Social Services 43 | 2007 200701: Sociology High 7.73% 13.32%
134401 | Manager 200702: Demography and

Population Studies

Matric
Pass
Rate
2018
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OFO Occupation No. Supply Matric
of | Learning | Code Linked Qualification Exp. | % Change |% Change |Pass
posts | Pathway of of Rate
(CESM Enrolments | Graduates |2018
CODE) between between
2016-2017 | 2016-2017

200703: The Sociology of Developing

Societies
200799: Sociology, Other
2017- Urban and 165 20201 020201: City/Urban, Community and Med 5.62% 4.84%
216401 Regional Planner Regional Planning
2017- Geographic 77 140501 140501: Geography Low 0.72% -0.68%
351302 Information
Systems
Specialist/
Technician
2017-  Town Planning 63 20201 020201: City/Urban, Community and  Low 5.62% 4.84%
311203 Technician Regional Planning

Source: HEMIS (2016), HEMIS (2017), WSP (2017), NCAP (n.d.), QMR (2013/14), QMR (2016/17)

Based on the above, the following flags have been raised:

W

ouvl i

~

A few occupations (7 out of 27) demonstrate a decline in the number of qualifying learners between 2016 and 2017. Of
these 2 have double digit rates of decrease.

A decrease in the supply of supply chain skills (-25% change in graduations) threatens to exacerbate the compliance issues
raised by the Auditor General. This relates to occupations such as supply chain manager and supply chain practitioner.
With regard to key auditing occupations, namely the internal auditor and internal audit manager, the supply of these skills
has increased.

The number of learners completing project management qualifications is on a steady increase

The supply of electrical skills is decreasing.

LED is a KPA for municipalities. While there are learnerships for LED, it is not a defined learning pathway into a specific role.
An analysis by the University of Pretoria (2017) found that there is a very low level of investment in LED learnerships and
are not necessarily implemented in a manner that will generate change. This is flagged for urgent development.

The number of learners completing economic advisory qualifications has decreased slightly, along with those for Geographic
Information Systems Specialist/Technician.

Qualifications for Social Services Manager, Urban and Regional Planner and Town Planning Technician all saw increases in
both the number of enrolments and completions.

The following qualifications were developed by LGSETA ETQA department to support development of skills and supply:

#

o A WN -

Qualification Date Submitted
Water Reticulation Practitioner 29 March 2019
Building Inspector 26 March 2019
Occupational Certification: Councillor 20 February 2019
Occupational Certification: Ward Committee Member 13 March 2018
Occupation Certification: Environmental Practitioner 19 July 2019
Occupation Certification: Business Development Officer 29 March 2018

Further to the above list, the ETQA department is currently working on the development of the following qualifications for

2019/2020:

o Disaster Management Officer

« Disaster Management Manager

« Financial Administration Manager
e  Air Quality Technician
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The local government sector occupations are most likely to draw from the science, engineering and technology (SET) as well
as business and management fields at higher education levels. Figure 3-3 and Table 3-4 show the potential supply of skills for
municipalities based on enrolments at public universities from 2013 to 2017 and private HEIs colleges in 2017.
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270 000

260 000

250 000

240 000

SET

Business & Management

2013

283 622

279 954

2014

287 221

272 409

2015

294 935

273828

2016

295383

264934

I 2017

310 115

278 930

Source: DHET, PSET stats, 2017

Since the enrolment ratios set by the National Plan for Higher Education (NPHEI) in 2001, there has been steady enrolment in
SET and business and management in proportion to humanities and education. Private HEIs are also playing a significant role in
contributing to increased access in areas as indicated in Table 3-4.

Field of study Enrolments
Private HEIs Private Colleges

Agriculture and nature conservation 364 993
Business, commerce and management studies 13 287 17 150
Communication studies and language 9575 270
Manufacturing, engineering and technology 636 3 891
Health sciences and social services 4 652 4129
Services 5296 3958
Physical planning and construction 329 646

Source: DHET, PSET Statistics, 2017

TVET colleges and private colleges are playing their part in contributing to skills for the sector, through the National Certificate
Vocational (NCV) and occupational programmes. Table 3-5 highlights enrolments in relevant programmes for the sector in
TVET colleges for 2017.
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Programme

Enrolment

Civil Engineering and Building Construction
Electrical Infrastructure and Construction
Engineering and Related Design

Finance, Economics and Accounting
Information Technology and Computer Science
Management

Primary agriculture

Safety in society

9614
17 003
17 639
9024
7 428
6788
4319
5223

Source: DHET, PSET Statistics, 2017

Although enrolment in public universities in SET and management and business has been high, graduation figures which indicate
the skills supply for each year, are on the low side, suggesting that the sector has to compete with many other sectors for a
limited number of graduates. Cohort analysis by the DHET has shown that a significant number of students do not graduate
in minimum time for their programme. Figure 3-4 shows the number of graduates annually from 2013 to 2017 in the requisite
sector fields.

70 000
60 000
50 000
40 000
30 000
20 000
10 000
o
SET Business & Management
2013 53176 49 051
2014 55574 50 381
2015 58 090 53863
2016 59125 56 364
Il 2017 61581 57772

Source: DHET, PSET Statistics, 2017

Localand provincial drivers become key to understanding the dynamics and needs of municipalities and the g provincial workshops
highlighted distinct differences between provinces. For example, the vast distances between many of the municipalities in the
Northern Cape means that the supply of skills (in terms of available service providers) becomes more of a challenge than in
a smaller more urbanised province like Gauteng. These differences will be articulated in the form of provincial occupational
shortages (scarce skills) and skills gaps (top-up skills) lists that will be used to inform discretionary grant allocations.
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The Sectoral Priority Occupations list is a key output of the SETA, as 80% of the available discretionary budget must be spent on
the identified programmes. It is used by DHET to inform enrolment and infrastructure planning by the Vocational and Continuing
Education and Training (VCET) and University branches, as well as contribute to the compilation of the Occupations in High
Demand List, published by the department every two years (DHET, 2016).

The Sectoral Priority Occupations List was generated via a bottom up approach which informed the national list. District specific
occupational shortages and skills gaps reports were generated for each province, taking into account indicators for shortages
in an occupation; viz. reported occupational shortages, turnover (resignations) and imminent retirement. Table 3-6 shows the
approach of LGSETA in developing the list as per the DHET’s guidelines.

Question in the SSP Guideline

LGSETA Approach to the Development of the Sectoral

Priority Occupations list

What informed the interventions indicated in
the SETA Sectoral Priority Occupations list?

What are the envisaged outcomes from the
identified interventions?

What consultative processes did the SETA use
to arrive at the occupations identified in the
Sectoral Priority Occupations list?

What are the main findings that informed the
Sectoral Priority Occupations list?

What informed the quantities indicated in the
SETA Sectoral Priority Occupations list?

Is the SETA Sectoral Priority Occupations list
ranked in order? If so, what informed ranking?

The learning pathways identified in section 3.3 was the primary
mechanism for identifying the interventions. If the need is based on a
critical skill, the intervention is based on suitability to close the gap.

In the case of scarce skills, the envisaged outcomes are an increase in
supply into the labour pool for the given occupation to ease the supply
constraints. In the case of critical skills, the identified gap should be
closed by the intervention.

Stakeholder consultations were held in all nine provinces. The preliminary
list of scarce and critical skills were interrogated and the opportunity
was given for SDFs to identify other occupations not flagged in the
quantitative analysis.

The criteria for inclusion on the Sectoral Priority Occupations list are:

Identified as being in shortage (scarce skill) in the analysis of demand
of skills, supply of skills and skills gaps and identified during qualitative
stakeholder consultations. Prioritised based on size of occupation,
and strategic implications of shortages in the sector. The top ten were
selected. LGSETA's interventions over the period 2018/19 did not
sufficiently address the shortage highlighted in the previous year’s list.
Preference was given to the Strategic Occupations List.

In the event of scarce skills, the number of occupational shortages
was used as an indicator of quantity. This was applied to the total
employment in the occupation

No. The final occupations included in the Sectoral Priority Occupations
list can all be considered a high priority.
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A comprehensive analysis of WSP data, existing research projects and stakeholder engagements, revealed a series of skills
needs both in terms of occupational shortages (scarce skills) and skills gaps (top-up skills). The areas of concern include:

« Audit positions (such as internal audit manager) are included in the top 20 occupational shortages. Together with finance,
auditing skills have been flagged within the top 10 skills gaps. This highlights issues raised by the AG regarding poor
capacitation of the audit and finance functions at municipalities

« A number of technical occupations (e.g. electrical, civil, property valuer, technical project management) have been flagged
as shortages; this underlines a key source of service delivery issues in local government and the importance of skills
development to bolster capability and capacity in these areas

« Two key water services related occupations have been flagged as hard to fill. Combined with a decrease in the number of
learners completing associated qualifications, this spells a potential exacerbationin the current crisis regarding maintenance
of the country’s water infrastructure

« Traditional leaders will never be classified as scarce skills, however there are skills gaps which need to be addressed.

« Management competencies are key to the success of the sector and skills gaps are evident in a number of areas, which
require focused attention.

Several occupational shortages were identified from which the Sectoral Priority Occupations list was generated. This will be
used to inform the interventions which 80% of LGSETA’s funding will be allocated to.
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CHAPTER 4: SETA PARTNERSHIPS

4.1 INTRODUCTION

Partnerships are an integral part of the success of any SETA. Partnerships are defined as a collaborative agreement between
two or more parties intended to achieve specified outcomes directed towards addressing mutually inclusive skills priorities or
objectives within a specified time frame”. Effective partnerships create synergies through maximizing relative strengths and
capabilities.

The Partnership Framework is based on stakeholder analysis, conducted and assists in identifying key role players as per Chapter
1. The objective is to identify all possible role players with a stake in local government, who therefore could offer opportunities
for collaboration through shared vision, mandate, activity, or competence. Figure 4-1 below shows LGSETA'’s value chain of the
Partnership Framework. The framework starts with research priority areas are identified, which feed into a planning process
which identifies the nature of and areas for intervention. The interventions are then designed and implemented (including
Education and Training Quality Assurance (ETQA)). The role of monitoring and evaluation provides feedback on the different
stages, which helps to close the loop for the chain to continue.

Figure 4-1 LGSETA Value Chain Component of the Partnership Framework

Service Providers

Monitoring and Support

Beneficiaries

Developments
Research —) Planning —) of Implementation L3 (LG)
Interventions

Several of the partnerships were identified through various research projects including; ‘Research on the synergy between IDP
and LED in creating employment’, Evaluation of the LED strategies of municipalities and the impact on local communities’ and
‘The harmonising of relationships between ward councillors and traditional leaders toward infrastructure development in rural
jurisdictions’.

Evaluation

4.2 EXISTING PARTNERSHIPS

The successes and challenges of these partnerships are described in the paragraph below.
Successes of Current Partnerships

Overall, LGSETA has yielded successful results with partnerships despite some challenges experienced. Partnerships with
SALGA and COGTA were aimed at improving municipal efficiency and governance and quality of decision-making. Programmes
with national departments bridged skills gaps and targeted unemployed learners. The SETA’s successful facilitation of workplace
learning and candidacies through its partnerships with professional bodies helped overcome the challenge of skills gaps in
municipalities.
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There is a core group of engineers in the sector that qualified through the SAICE candidacy programmes. The partnership with
the Department of Environmental Affairs was successful as there was direct link between the Qualification on Environmental
Practice, the learnership which was implemented through this partnership and the success of cities.

LGSETA has also had Disaster Management and Fire-related partnerships with Stenden University from the Netherlands
and the South African Emergency Services Institute respectively. Despite the small scale of these programmes, they have
successfully trained several cohorts of students. The SETA’s partnerships with TVETSs, public universities and research institutes
have ensured that learners are certified and get workplace experience.

Evidence-Based Success Model for Partnerships

The evidence-based research approach has also yielded successful results at LGSETA. Figure 4-2 below illustrates this cyclical
model. The model was implemented when recommendations stemming from the 2017 research on SDF challenges were used
to develop a customised programme titled ‘HRD for good municipal governance’. This HRD programme won ‘best innovative

skills programme’ informed by the research conducted. Currently, the programme will now train HR managers, CS directors and
Training Committee members.

Figure 4-2: Evidence-based Success Model for Partnerships
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Challenges with Current Partnerships

Although the partnerships with SALGA and COGTA resulted in improved municipal efficiency, the term of leadership for
traditional leaders is limited, as well as the term of councillors, which is limited to 5 years, which affects the retention of skills.

Additionally, while certain skills gaps were addressed through the infrastructure and finance professional bodies, the cost of
the three-year candidacy programme remains high and absorption and placement of graduates remains an issue despite an
increase in the number of professionals. LGSETA’s partnerships with trade unions have experienced considerable challenges
with the implementation of the RPL programme due to its offering in (technical) English, which resulted in high drop-out rates
especially amongst the Not in Education, Employment, or Training (NEET) group. Similar problems were experienced with the
administration of RPL and learnerships in the Department of Water and Sanitation.

Table 4-1 depicts LGSETA’s current partnerships, the type of interventions they support, the objective of each partnership and
the value of these partnerships. As can be seen below, the partnerships that have been implemented to date cover the various

components of the value chain and involve a fairly broad range of stakeholders.

Name of institution/

Nature of partnership

Objectives of Partnership

Value of partnership

partner organisation

South African Institute of
Civil Engineering (SAICE-
PDP)

South African Council for
Planners (SACPLAN)

(start & end dates)

To support candidacy
and bursaries for
employed learners in
local government sector.
Annually updated: 1 April
2019 — 31 March 2020.

To attract individuals

to obtain professional
qualifications to study
engineering, which will
lead to candidacy. This
will create a pipeline of
GIS technicians, and town
planners.

To support technicians to
register with Professional
Body to work in LG.

To support planners to
register with Professional
Body.

South African Geomatics
Institute (SAGI)

To support candidacy

and bursaries for
employed learners in local
government sector. In the
process of renewing

To ensure access to

skills development
programmes in order to
enhance the skills base of
Beneficiaries.

To support GIS related
professionals to register
with Professional Body.

South African Emergency
Services Institute
(SAESI)

10 July 2019 - 1 April
2020

To increase skills training
and development
opportunities for
Emergency Services
Personnel

To address skills gaps
relating to emergency
services and provide
workplace opportunities

South African Council
for the Property Valuers
Profession (SACPVP)

1 July 2019 - 1 April 2020

To support training of
property valuers which
is in the list of top 10
priority occupations and
interventions

To support qualification
development relating
to property valuers and
training guides

Water Institute of
Southern Africa NPC
(WISA)

25 July 2019 — 1 April
2020

To ensure the
implementation of
programmes to enhance
the skills base of the
beneficiaries.

To support management
and leadership
development

South African Local
Government Association
(SALGA)

To support councillor
development programme.
Annually updated: 1 April
2019 - 31 March 2020

To assist with the
coordination in rolling out
interventions to support
training of councillors
including development
interventions based on
specific needs.

To ensure councillors are
properly inducted and
are clear about their role
in relation to applicable
legislation.

Municipal Infrastructure
Support Agent (MISA)

To support RPL and
Bursary interventions.
In the process of
renewing

To address strategic
objectives and to support
infrastructure initiatives.
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Name of institution/

partner organisation

Nature of partnership
(start & end dates)

Objectives of Partnership

Value of partnership

Independent Municipal
and Allied Trade Union
(IMATU)

South African Municipal
Workers’ Union

To support RPL and

training of shop stewards.

Annually updated: 1 April
2017 — 30 March 2020

To support RPL and

training of shop stewards.

To provide funding to
implement and encourage
workers to take part

in skills development.
interventions including
Worker Leadership
Programme and RPL

To support training

which leads to creating
better relationships and
understanding function to
enable a win-win situation
with management.

(SAMWU) 1 April 2019 — 31 March programmes to improve
2020 skills.
Department of Co- To support competency To play an oversight To ensure officials have

operative Governance
& Traditional Affairs
(CoGTA)

training of officials.
Annually updated: 1 April
2019 — 31 March 2020

and support role over
municipalities through
competency training
programmes of municipal
officials.

required competency to
deliver on their role and
mandate.

National Treasury

To support bursary,
internship, minimum
competencies and skills
programmes

Annually updated: 1 April
2019 - 31 March 2020

To provide an advisory
role on latest trends and
developments within the
sector as well as co-fund
strategic projects.

To improve financial
management capacity of
key occupations in the
municipality in response
to AG findings.

Department of Water
and Sanitation

To support RPL and

Learnership interventions.

Annually updated: 1 April
2019 — 31 March 2020

The partnership focuses
on funding and rolling
out RPL and learnership
programmes as well as
ensure OFO Codes are
aligned to Jobs in Local
Government.

To collaborate on
initiatives relating to
water qualifications and
ensure uptake of new
occupations recorded
on the OFO Code
Framework.

Department of
Environment, Forestry
and Fisheries

To support RPL,
Learnerships and Bursary
interventions. Annually
updated: 1 April 2019 - 31
March 2020

The partnership focuses
on the Qualification on
Environmental Practice
(learnership programmes)

To support disaster
management as well as
green economy/skills
initiatives.

Department of Public
Works and Infrastructure

To support internship
interventions. 31
November 2016 - 30
November 2019

Expanded Public Works
Programme acts as an
employment creation
initiative to improve the
environment.

To support EPWP
programme in LG and
in the long-term lead to
support the creation of
cooperatives.

Department of Small
Business Development

To support SMMEs

and Community Based
Organisations in the LG
sector

November 2016 - 30
November 2019

Provision of training
intervention to support
their programmes as well
as supporting community
development initiatives.

To respond to the call

to support SMMEs both
formal and informal
(township economy) and
link to Local Economic
Development in Local
Government.

Department of Rural
Development and Land
Reform

In the process of
renewing

To support skills
development
interventions through
providing young people in
rural areas with access to
learnerships

To support rural
development initiatives

Public Universities:
UKZN, NWU, UWC, RU,
UFH, VUT, NMU, CPUT,
SP, UFS, CUT UV

To support individual
bursaries and research
related work

The relevant partnerships
can be found in Appendix
A

To conduct research
relating to a range of
topics as well as bursaries
including disaster
management and town
planning
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Name of institution/

partner organisation

Nature of partnership
(start & end dates)

Objectives of Partnership

Value of partnership

Stendon University

To support disaster
management
practitioners for WIL
component at HET In the
process of renewing

Initiative between the
Dutch government and
LGSETA to provide
Disaster Management
course to students.

To support a four-year
degree in Disaster
management

TVET Colleges:

Mopani TVET, Lephalele
TVET, Letaba TVET,
Taletso TVET, Orbit
TVET, Vuselela TVET,
Mnambithi TVET,
Umfolozi TVET, South
Cape FET, False Bay FET,
West Coast FET, Majuba
TVET, Flavius Mareke
TVET, Gert Sibande
TVET, West Coast TVET,
Lovedale TVET, King
Sabatha Dalindyebo
TVET

To support WIL and
training of lecturers and
curriculum development
as well as bursaries of
learners.

The start and end

dates of the relevant
partnerships can be found
in Appendix A

To facilitate the
implementation of
skills interventions in
the LG sector through:
placement of learners
for work; development
of lecturers; expanding
learnerships and skills
programmes, artisan
development and RPL.

To respond to all
placement of TVET
students to complete
Diplomas in LG related
Qualifications

SETAs - EWSETA, PSETA,
HWSETA

To facilitate Quality
Assurance and Skills
Development.

To promote a coherent
and effective inter-seta
quality assurance system
and to ensure and support
quality learning initiatives

To respond to cross-
cutting issues

Limpopo Department
of Social Development
(LDSD)

31 July 2018 — 31 March
2020

To assist LGSETA to meet
its annual target for NPOs
in a skills programme

To access the database
of NGOs, CBOs and
NPOs to deliver identified
programmes

Council for Scientific
and Industrial Research
(CSIR)

1 July 2014 — 31 March
2016 (In the process of
renewing)

To conduct research
on forecasting of the
demand and supply
of skills in the local
government sector in
South Africa.

To collaborate on
research initiatives and
provide research capacity
in response to Research
Agenda priorities

The South African and
Africa Chapter of The
International Association
of Assessing Officers
(IAAO SAAF)

1 September 2019 - 31
March 2022

To ensure the
implementation of
programmes in order to
en

Management and
leadership development

Feedback on the effectiveness of current partnerships has informed the establishment of new partnerships. Partnerships
targeted for the future are shown in the Table 4-2.
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Name of institution/

partner organisation

Gaps that the partnership will be addressing

Objectives of partnership

Department of Tourism

Supporting national strategy linked to Local
Government initiatives including LED and SMME
skills interventions.

To support implementation and
linkage to Strategy on Tourism,
Local Economic Development
initiatives and skills needs.

Statistics South Africa

and research

Ensuring quality data that supports skills planning

To establish data sources for the
strategic data analytics platform
planned for LGSETA.

Institute of Internal
Auditors South Africa
(1A SA)

To address skills gaps relating to Finance and
Audit occupations in response to AG findings in
municipalities.

To fund skills programmes to
increase minimum competency
levels relatin

Institute of Internal
Auditors South Africa
(1A SA)

To address skills gaps relating to Finance and
Audit occupations in response to AG findings in
municipalities.

To fund skills programmes to
increase minimum competency
levels relating to municipal
finance and governance.

National Disaster
Management Centre

Allowing municipalities to prepare for natural
disasters which they are at risk of

To coordinate disaster
management across
municipalities/ provinces

National Department of
Health

occupation and skills programme.

Providing guidance and support for health related

To coordinate health related
program to address skills
programme

Chartered Institute of
Government Finance,
Audit and Risk Officers
(CIGFARO)

training for municipal workers

Supporting audit, supply chain and financial skills

To support candidacy and
bursaries for employed learners
in LG sector

National School of
Government

Partnership expired. Qualification development
including M&E module

To support and ensure that

the top 10 senior management
officials meet the minimum
requirements in line with national
treasury requirements

Centre for Learning on
Evaluation and Results
(CLEAR-AA)

training for LGSETA officials

Enhancing M&E norms and standards Customised

To institutionalise M&E practices
and processes within LGSETA

JET Education Services

in conducting impact evaluations

Assisting with developing M&E Toolkits as well as

To develop M&E frameworks,
tools etc.

Foundation for
Professional
Development

officials

Developing customised M&E training for LGSETA

To strengthen capacity of the
M&E Unit

Partnerships are an important service delivery mechanism that can be leveraged by the SETA to improve implementation of
various programmes and provide access to other stakeholders who can contribute to the achievement of its goals. Partnerships
with various institutions will assist the SETA in overcoming skills gaps identified in the sector. The partnerships with infrastructure
and finance professional bodies, which resulted in SAICE qualified engineers as well as the partnership with the Department of
Environmental Affairs, which assisted with bridging skills gaps and decreasing unemployment are examples of such successes.
This chapter has demonstrated how, through supporting learnerships and workplace experience using partnerships with TVETs
and professional bodies to name a few, the SETA achieves NSDP Outcome 4.2. LGSETA will continue to monitor and review all
partnerships on a regular basis (quarterly) to determine any implementation issues and gaps.
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CHAPTER 5: SETA MONITORING AND EVALUATION

5.1 INTRODUCTION

Monitoring and Evaluation (M & E) is an important practice which allows for the continuous tracking and assessment of
numerous skills development programmes and projects run by LGSETA. Furthermore, it has the potential to demonstrate the
intervention’s value for money and the impact these may have. For the purpose of this document, monitoring can be understood
as aroutine process of collecting and analysing data to provide information against set targets. It tracks progress on programme
implementation and has the advantage of providing early indications of progress, achievements and challenges experienced.
Evaluation, can be understood as a systematic assessment of an activity, programme or project, strategy, policy, operational
area or institution’s performance. It focuses on expected and achieved accomplishments, examining the results chain (inputs,
activities, outputs, outcomes and impacts), processes, contextual factors and causality, in order to understand achievements or
the lack of achievements (Gage and Dunn 2009, Frankel and Gage 2007).

This chapter, reflects on LGSETA’s approach to M&E. examines the extent to which the SETA has addressed its strategic
priorities; and outlines the mechanisms and measures that should be put in place to address the strategic priorities that were
not achieved previously and those that should be initiated for current strategic priorities to be achieved.

5.2 SECTOR SKILLS PLANNING REFLECTIONS

LGSETA currently has an approved M&E policy which is used to guide implementation. The focus of this policy is on performance
with regard to divisional and organisational targets (informed by the Annual Performance Plan) as well as individual targets. The
figure below illustrates LGSETA’s current approach to M&E.

Figure 5-1 LGSETA Current Monitoring and Evaluation Process

Step 1: Send Step 2: Programme

Performance managers populate

reporting template the performance performance
to Programme reporting template reports to

Step 3: Programme Step 4: M&E
managers submit consolidates

performance report
into organisational

managers M&E with lists report
of reported
information

Step 8: Step 5: M&E
Perfor?nance Step 7: M&E Step 6: M&E validates

report submitted
to the Executive

facilitates quarterly
performance
review sessions

compiles a
performance
report

the reported
information against
the supporting

Mana%er: Strategy
& Planning documents

The main use of M&E within LGSETA is to inform decisions and payments, for example; monitoring reports are used as a tool to
manage projects and inform payments relating to Discretionary Grant projects, additionally these reports assist management
in making decisions with regard to projects. However, M&E is currently not being used to inform planning, an area which can
be significantly influenced by M & E. Going forward, this is an area that LGSETA will need to improve on. To assist with this,
LGSETA developed Evaluation/Impact Studies and a Tracer Study for 2018/2019, the outcomes of which will be used to inform
planning going forward, through the identification of gap areas. Additionally, LGSETA will need to explore effective mechanisms
to ensure there is a clear flow of information from M&E, to planning, to implementation and back to M&E. To assist them in
doing this, LGSETA plans to implement the PIMI cycle, explained in further detail in Section 5.3 below. Improvement needs to
be made in terms of the alignment between LGSETA’s APP, Strategic Plan and the SSP. The plan going forward to address this
can be found in Section 5.3.

The following table represents the strategic priorities that were included in the SETA’s APP and Strategic Plan. Table 5-1 below
shows the 2018 /19 strategic skills priority actions achieved.
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Strategic Focus Areas

Strategic Skills Priority Actions

from 2018/19 SSP

Achieved

Good Governance
and Institutional
Development

Training on skills priorities

for councillors (focusing on
governance) and Municipal
managers (focusing on
Municipal/City Manager,
Infrastructure/Technical Division
and Municipal Finance Division)
through Programmes with

Wits through partnership with
SALGA.

Training for Councillors and Municipal Managers
was completed namely:

Integrated Councillor Induction Programme
Performance Management System

Local Links Development

Municipal Leaders Media and Stakeholder
Engagement Programme

o Labour Law

 Human Resource Management

Encourage employer
management commitment

Employer management commitment was
encouraged through conducting capacity building
of Training Committees as well as provincial
feedback on the WSPs/ATRs

Traditional Leadership
and Development

Focus on the skills needs of
traditional leaders

Partnership with the Department of Traditional
Affairs focused on capacity building programmes
to address identified skills capacity requirements
for traditional leaders

Financial Management

Training with regard to minimum
competencies for finance and
supply chain occupations

In line with PIVOTAL lists and APP targets
achieved through partnership with Treasury to
provide internships and funded bursaries and DG
funding to address gap areas.

Infrastructure
Development and Basic
Services

Training on skills shortages
focusing on small and rural
municipalities to address
key occupations through
learnerships, candidacy and
bursary interventions.

In line with APP targets, training was conducted
as well as through DG grant funding to address
municipal gap areas. Additionally, a rural allowance
linked to DG grants was adopted.

Focus on supporting the hard
skills associated with basic
service delivery throughout
the value chains, including
operators, artisans and
managers

LGSETA partnered with the Department of Water
and Sanitation, professional bodies and MISA to
address key technical skills through the provision
of RPL, bursaries and candidacy programmes.

Municipal Planning

Focus on Training for Employees
with AET at ABET Level 1-4
below NQF level 1

Focus forms part of the DG funding process
but it is limited to municipality priority areas.
Additionally, LGSETA has partnered with
community colleges to assist.

Focus on LED learnerships
(NQF 5), as well as the core
skills required for LED, including,
Analytical Skills, Development
Economics and SMME
development

Created pool of 41 Training Providers who
assisted the SETA to deliver on LED learnership
and related skills programmes

Roll out a support programme
for skills planning

The programme titled Good Municipal Governance
conducted by SPL was rolled out as part of Phase
2 capacity building.

Review DG policy to allow multi-
year funding awards

LGSETA is currently awarding and reviewing
funding in 2-3 year periods
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Table 5-2 below illustrates the 2018/19 strategic skills priority actions which were not achieved.

Strategic Focus Areas Strategic Skills Priority Actions  Not Achieved

from 2018/19 SSP
Infrastructure Support mentoring initiatives Mentoring is assumed to be part of Internships
Development and Basic and programmes and Learnerships interventions. A Scarce and
Services Critical Skills Strategy to support Mentoring and

Coaching Framework was developed but not yet
implemented.

Municipal Planning Establish robust systems for Monitoring of programmes is limited to projects
M&E programmes supported by and programmes for payments but not utilised for
SETA implementation and planning.

LGSETA currently focuses on an output-based M&E. Moving forward LGSETA plans to redefine the way M&E is used in the
organisation by implementing a results-based M&E. This will ensure that they no longer only assess whether the targets
have been met or not, but also assess the impact of the programme or project. Additionally, as mentioned in Section 5.2, to
ensure M&E is used in planning, the strategic priorities reflected in the SSP will be used to proactively inform the targets and
interventions planned and reflected in the APP and the Strategic Plan. LGSETA will monitor these targets to ensure that they
are being met and to address any gap areas.

To assist LGSETA in implementing M&E more effectively and ensuring a flow between the M&E department and other

departments, such as the planning department, as mentioned in Section 5.2, the PIMI (Plan-Implement-Monitor-Improve) Cycle,
which can be seen in the figure below, will be adopted.

/ PLAN

Support
Operation

|

Evidence

Planning based Performance
<=mmp  decision <mmmp oo iion

making

1

Improvement

MONITOR /

This cycle is a four-stage model which assists organisations in improving the quality and effectiveness of processes through the
continuous monitoring of these processes. Through the use of this cycle, LGSETA will be able to plan all necessary activities,
monitor these activities as they happen and evaluate whether these activities are having the desired impact.

There are various mechanisms and measures that LGSETA plans to put in place to address the gap areas identified. The table
below illustrates the mechanisms to address the 2018/19 strategic priorities that were not achieved.
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Strategic Focus Areas

Strategic Skills Priority Actions

from 2018/19 SSP

Mechanisms to Address Gap Areas

Infrastructure
Development and Basic
Services

Support mentoring initiatives
and programmes

Adopt and implement the Scarce and Critical
Skills Strategy to support Mentoring and Coaching
Framework.

Municipal Planning

Establish robust systems for
M&E programmes supported by
SETA

Monitoring and support, as well as Evaluation
reports, need to address implementation and
planning as part of integrating systems, processes
and policy going forward. Data will need to be
monitored to assist decision-making and planning.

The table below illustrates the measures that will be put in place to ensure that the current (2019/20) strategic skills priorities

will be achieved.

Strategic Focus Areas

Strategic Skills Priority Actions

from 2019/20 SSP

Measures to ensure achievement of 2019/20
Strategic Skills Priority Actions

Good Governance
and Institutional
Development

Training on skills priorities
for Councillors (focusing on
Governance) and Municipal
Managers)

Customised programmes with Wits through
partnership with SALGA to include transfer of
skills through mode of delivery and feedback.
Conduct a tracer study to determine number of
attendees and number who passed the course.

Encourage employer
management commitment

Develop a strategy to strengthen commitment
at Executive and Board level, political will and to
implement Integrated Management Framework
for HRD (LGSETA study conducted in 2016).

Traditional Leadership
and Development

Focus on the skills needs of
traditional leaders

Partner with the Department of Traditional Affairs
and monitor deliverables to ensure the outcome
of training programmes is being achieved.

Financial Management

Training on finance and audit
related issues raised by AG
focusing on internal auditor
and internal audit manager and
minimum competencies

Provide DG funding through partnership with
Treasury to provide bursaries for training on
finance and audit related occupations to meet
minimum competencies set. Tracer Study
Research to be conducted on enrolments and
graduates.

Infrastructure
Development and Basic
Services

Training on skills shortages
focusing on small and rural
municipalities through
learnerships, candidacy and
bursary interventions.

Provide DG funding for training on skills shortages
focusing on small and rural municipalities to
address key occupations

Focus on Human Resource
Constraints limiting service
delivery focusing on technical
skills, electrical, civil, technical
project management.

Review partnerships and how they are managed
and monitored to ensure they are having the
desired impact and focusing on areas for
improvement

Focus on property related
infrastructure and interventions
focused on town planning and
property valuer occupations.

Establish partnership with South African Council
for the Property Valuers Profession (SACPVP)
to focus on qualification development and
interventions linked to Priority Occupations List.

Support mentoring initiatives
and programmes

Adopt and implement the Scarce and Critical Skills
Strategy to support Mentoring and Coaching
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Strategic Focus Areas

Municipal Planning

Strategic Skills Priority Actions

from 2018/19 SSP

Skills Planning training to
address Corporate Services, HR
manager and Municipal Manager

Mechanisms to address gap areas

Roll out phase 3 training on good municipal
governance and consider lessons learnt to
improve and increase submission of assighments

The LG sector needs to focus
on transformation in relation
to gender and people with
disabilities

Allocate DG funding and make gender and people
with disabilities a national project. LGSETA to
develop a strategy to address this.

Focus on Training for Employees
with ABET Level 1-4 below NQF
level 1

Allocate DG funding and make ABET a national
project. LGSETA to develop a strategy

Educations levels of managers
with 19% having less than NQF
level 4.

Provide feedback on WSP Evaluations and
encourage training of councillors. Partnership with
SALGA to focus on FETC Ward Councillor.

Establish robust systems for
M&E programmes supported by
SETA

Monitor and support, as well as utilise Evaluation
reports to address implementation and planning
and integrating systems, processes and policy

Review DG policy to allow multi-
year funding awards

Continue reviewing and awarding funding in 2-3
year periods

Address High Unemployment
Rate

Target youth development through bursaries, WIL
and internships linked to Priority Occupation List.
Commission impact assessment research project.

Whilst LGSETA is using M&E to inform decisions and payments, it is not being used to inform planning. Additionally, there is
a disconnect between the APP, Strategic Plan and the SSP. This has an impact on skills development as it results in LGSETA
funding initiatives which do not contribute to their strategic skills priority actions. Going forward, LGSETA will need to ensure
that the SSP is used to inform the APP and Strategic Plans to ensure that the skills interventions which are being funded will
assist the SETA in addressing their strategic priority actions, and the needs of the sector.
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The previous chapters provided information and analysis on the skills dynamics within the local government sector. This chapter
summarises those findings and presents a response in the form of recommended actions/priority actions that are realistic,
consistent, and achievable.

Findings from Chapter 1

The sector profile clarifies the scope and scale of the sector in terms of the number and location of organisations (employer
profile) and the spread and composition of the workforce (employee profile). There are currently 257 municipalities and 269
765 employees in the Local Government Sector. The sector is well transformed in terms of race, but further effort is required
in terms of gender and people with disabilities. The education levels are relatively low with 20% of employees having a highest
level of education lower or equal to NQF Level 1. In addition, 21% of manager-related occupations have less than an NQF 4
educational level. Raising the educational profile of the sector will go some way to addressing some of the challenges identified.

Findings from Chapter 2

The factors affecting skills demand and supply for the sector identified the challenges and implications for skills development,
with a focus on change in skills needs, bought about by the development of smart cities, the 4IR, the green economy, SMMEs,
cooperatives and tourism. Additional skills issues identified include the impact of political change on institutional memory in
municipalities and the inability of rural municipalities to attract key skills. It was identified that many of these factors will not
have an impact on skills until there is a policy in line with the functional area of the factor. For example, clean energy has skill
implications for local government but until the policy defines the mandate of local government accordingly, the skills changes
will remain theoretical. Specific skills needs that may arise include urban and regional planners, local economic development
officers, data analysts, cyber security specialists, drone engineers, virtual meeting specialists and software programmers.

Findings from Chapter 3

A comprehensive analysis of WSP data, existing research projects and stakeholder engagements, revealed a series of skills needs
both in terms of occupational shortages (scarce skills) and skills gaps (top-up skills). Occupations identified as occupational
shortages include but are not limited to; internal audit manager, chief financial officer, electrician, property valuer, project
manager and water quality analyst. Skills gaps identified include, but are not limited to, occupational health and safety, financial
and auditing skills, productivity tools, communication and interpersonal skills and client services. The top 20 occupational
shortages and skills gaps, along with the sectoral priority occupations list will be used to inform the skills interventions planned
by LGSETA.

Findings from Chapter 4

Partnerships are an important service delivery mechanism that can be leveraged by the SETA to assist in overcoming skills
gaps, improve implementation of various programmes and provide access to other relevant stakeholders. In Chapter 4, the
various partnerships that LGSETA has entered into were discussed, including several partnerships which are assisting LGSETA
in addressing skills gaps. These included partnerships with organisations such as the Department of Environment, Forestry and
Fisheries and partnerships with various infrastructure and finance organisations. Additionally, LGSETA plans to enter into a
number of new partnerships with organisations such as StatsSA, CIGFARO and the National School of Government.

Findings from Chapter 5

Chapter 5 explored the SETA's M&E approach and articulated the functions of M & E across LGSETA. Overall, LGSETA is
currently using M&E to inform decisions and payments; however, it is not being used to inform planning. Additionally, there is
a disconnect between the APP, Strategic Plan and the SSP. This has an impact on skills development as it results in LGSETA
funding initiatives which do not contribute to their strategic skills priority actions. A plan of action was also presented on how
the SETA intends to achieve its priorities and address the gaps identified with regard to its M&E. This plan of action includes
implementing the PIMI cycle.

Local government, as a constitutionally mandated function of government, is driven by policy and legislative imperatives. The
mandate of local government is encapsulated in the KPAs as defined by the Municipal Financial Management Act. Broadly,
the KPAs relate to good governance and institutional development, municipal planning, financial management, infrastructure
development and basic services. The strategic focus areas, presented in Table 6.1 below, were developed based on these KPAs.
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Through focused delivery of learning programmes, the development of required qualifications and other skills interventions,
the SETA will continue to invest in the local government sector to support and enhance sustainable service delivery. The table
below illustrates LGSETA's strategic focus areas mapped to NSDP objectives, the strategic skills priorities which will assist
LGSETA in achieving their strategic focus as well as the interventions, outcomes and impacts linked to these skills priorities.

The eight NSDP objectives, referenced in the table below, are as follows:

Identifying and increasing production of occupations in high demand

Linking education and the workplace

Improving the level of skills in the South African workforce

Increasing access to occupationally directed programmes

Supporting the growth of the public college institutional type as a key provider of skills required for socio-economic
development

Skills development support for entrepreneurship and cooperative development

Encouraging and supporting worker-initiated training

Supporting career development services

PN UpwWN
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Table 6-2 shows how LGSETA interventions can aim to support key strategies and policies that were identified in Chapter 2.

National Strategies/ Policies Planned Interventions by the SETA to support National Strategy

Impacting on the LG Sector

The New Growth Path LGSETA will work with municipalities and Education and Training providers to identify
(NGP): Framework “green occupations” and suitable learning programmes for both new entrants and
existing workers. The SETA is committed to improving the capacity of municipalities
to engage in LED to support job creation

Youth Employment Accord Through its bursaries, learnerships and other funding vehicles, LGSETA facilitates
access to learning opportunities for youth in the occupations prioritised on the
Sectoral Priority Occupations list

Green Economy Accord LGSETA will need to place a focus on skills interventions aimed at developing “green
skills”
National Development Plan LGSETA has prioritised two groups to raise the professional profile of LG; municipal

councillors and traditional leaders. These interventions are aimed at improving the
capacity of political leaders to oversee and provide leadership to municipalities

National Skills Development The NSDP highlights the need for integration of LGSETA with PSET institutions via
Plan research partnerships and the need for LGSETA to ensure closer alignment between
funding, planning and monitoring mechanisms.

White Paper for Post School LGSETA has established partnerships with selected TVET Colleges and HElIs to
Education and Training (2013) support the development and implementation of appropriate learning programmes in
line with the needs of the sector

White Paper on Transforming LGSETA supports this national strategy focusing on training on Batho Pele principles
Public Service Delivery (Batho to enhanced service delivery across municipalities
Pele White Paper)

Local Government Turnaround The development of capacity in municipalities to support LED is low with a limited
Strategy (LGTAS) supply of skills flowing into key occupations. This requires a focus on the LED
Learnerships (NQF 4 & 5) as well as the core skills required for LED including
Analytical Skills, Developmental Economics, SMME and Cooperative Development.

Back-to-Basics Strategy LGSETA will need to work with other spheres of Government to actively implement
objectives set towards putting people first, delivering basic services, good
governance, sound financial management and building capacity

Integrated Urban Development The skills prioritised for funding relate to technical occupations that are core to
Framework Implementation Plan| service delivery in municipalities, namely town planners, civil and electrical engineers/
technicians, water and wastewater treatment operators, technical project managers,
and property valuers. LGSETA will continue to work with municipalities to address
specific needs

The recommended actions of the SSP are aligned to the strategic focus areas and the NSDP. Some of the challenges identified
through research and the WSP analysis point to structural challenges within municipalities. The SSP has prioritised skills in
management, planning, and technical occupations that pose the greatest challenge for local government, especially in rural
areas.

LGSETA'’s vision is to be a SETA of excellence and to ensure a highly skilled and capable local government workforce. By

approaching skills development in an integrated systemic manner, the LGSETA aims to improve service delivery for the benefit
of all.
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The Table below illustrates the start and end dates of the various University and TVET colleges as mentioned in Chapter 4.

Name of Institution/ Partner Organisation Start and End Date

Public Universities (12)

University of KwaZulu-Natal 1 August 2017 to 31 July 2019
North-West University (In the process of renewing)
University of Western Cape Expired, in the process of renewing
Rhodes University Expired, in the process of renewing
University of Fort Hare Expired, in the process of renewing
Vaal University of Technology Expired, in process of renewing
Nelson Mandela University Expired, in the process of renewing
Cape Peninsula University of Technology Expired, in process of renewing

Sol Plaatjie University Expired, in process of renewing
University of Free State 19 July 2019 to 31 March 2020
Central University of Technology Expired, in process of renewing
The University of Venda Expired, in process of renewing
TVET Colleges (17) Expired, in the process of renewing
Mopani South East TVET College o1 April 2019 to 31 March 2020
Lephalele TVET College 13 September 2017 to 31 March 2020
Letaba TVET College o1 April 2019 to 31 March 2020
Taletso TVET College 1 February 2018 to 31 March 2020
Orbit TVET College 1 February 2018 to 31 March 2020
Vuselela TVET College 8 February 2018 to 7 March 2020
Mnambithi TVET College 1 March 2017 to 31 March 2020
South Cape FET College In the process of being signed
False Bay FET College In the process of being signed
West Coast FET College In the process of being signed
Majuba TVET College In the process of being signed
Umfolozi TVET College 01 April to 31 March 2020

Flavius Mareke TVET College o1 April 2019 to 31 March 2020
Gert Sibande TVET College o1 April 2019 to 31 March 2020
West Coast TVET College o1 April 2019 to 31 March 2020
Lovedale TVET College o1 April 2019 to 31 March 2020
King Sabatha Dalindyebo TVET College 01 April 2019 to 31 March 2020
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