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It is a great pleasure to present the Local Government Sector Skills Plan (SSP) for 2019/2020. The Local Government 
Sector Education and Training Authority (LGSETA) is responsible for developing the Local Government Sector 
Skills Plan 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 - SSP and Annual Updates 2016-
2018. The SSP for 2019-2020 provides a strategic overview of the local government sector and its skills gaps and 
further outlines the key skills priorities taking into consideration key legislation and policy imperatives that affect 
the sector. The LGSETA has a significant mandate to facilitate skills development within this sector in accordance 
with the National Skills Development Strategy (NSDS) III, the Medium Term Strategic Framework (MTSF) (2014-
2019), National Development Plan (NDP), White Paper for Post School Education and Training, New Growth Path 
Framework, Human Resource Development Strategy for South Africa 2010-2030 (HRDS-SA), and the Sector 
Education and Training Authority (SETA) Grants Regulations (2012).

This SSP Update has been developed as a national document with a view to be used by all local government 
stakeholders including governmental departments, municipalities, municipal owned entities, local government 
related entities, officials, employers, unions, policy makers and SETA staff, and should be used as one of a range 
of critical documents to inform skills planning and strategic decision making in the sector. The LG SSP aims to 
address skill development priorities determined by the sector for the purpose of enhancing skills and ensuring the 
development of a skilled and capable local government workforce.

It is important to note that the LG SSP is reliant on up-to-date data to inform skills development priorities so that 
we can support the sector with relevant programmes and interventions, which are aimed at making a difference 
to the lives of employees, workplaces, communities and the local government sector. Such skills interventions to 
address the skills gaps aim to empower employees as well as transform the sector.

We thank all the role-players and 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 the 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 processes to ensure municipalities and entities 
submit reliable and accurate data through the submission of workplace skills plans (WSPs). The LGSETA continues 
to strive towards achieving service excellence to enable transformation of skills development at local government 
level across South Africa.

FOREWORD

Mr. James Nxumalo
Chairperson of the LGSETA Board

Date

Ms. Nonhle Mashinini
LGSETA Acting CEO

Date

15/11/2018 15/11/2018



4 SSPLGSETA SECTOR SKILLS PLAN 2019/20

LIST OF ACRONYMS

AET
AGSA
APP
ATR
CBO
CESM
CIGFARO
CIP
COGTA
CSIR
DED
DG
DHET
DOL
DPLG
DPME
DWS
ETQA
GDP
HEI
HEMIS
HRD
HTFV
ICT
IDP
IMATU
LED
LGSETA
LGTAS
KPA
M&E
MISA
MOU
MTSF
NPC
NPO

Adult Education and Training
Auditor General of South Africa
Annual Performance Plan
Annual Training Report
Community Based Organisation
Classification of Educational Subject Matter
Chartered Institute of Government Finance, Audit and Risk Officers
Councillor Induction Programme
Department of Co-operative Governance and Traditional Affairs
Council for Scientific and Industrial Research
Department of Economic Development
Discretionary Grant
Department of Higher Education and Training
Department of Labour
Department of Provincial and Local Government
Department of Planning, Monitoring and Evaluation
Department of Water and Sanitation
Education and Training Quality Assurance
Gross Domestic Product
Higher Education Institution
Higher Education Management Information system
Human Resource Development
Hard-to-fill Vacancy
Information and Communication Technology
Integrated Development Plan
Independent Municipal and Allied Trade Union
Local Economic Development
Local Government Sector Education and Training Authority
Local Government Turnaround Strategy
Key Performance Area
Monitoring and Evaluation
Municipal Infrastructure Support Agent
Memorandum of Understanding
Medium-Term Strategic Framework
National Planning Committee
Non-Profit Organisation
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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 Strategy (NSDS) III. The Local Government SETA has prepared the SSP 2019/20 
Update in accordance with the requirements of the Department of Higher Education and Training (DHET) and the 
policy context for skills planning, which includes the NSDS III, the Human Resource Development Strategy 2010–
2030 (HRD-SA), National Development Plan (NDP), New Growth Path (NGP) and the National Skills Accord (NSA).
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 the LGSETA. A model for examining 
role players was presented intending to highlight all possible areas of potential cooperation. Stakeholders identified 
can share a common vision/mandate, and can be an implementation partner, a service provider, or a beneficiary. 
Structuring partnerships with these categories of stakeholders will each yield their own benefit. Since local 
government is a public service rather than an economic sector, the notion of service delivery was explored and 
articulated to track the outcomes and impact of SETA interventions. Finally, an employer and employee profile was 
presented. The current financial year saw a 100% submission rate of WSPs from all 257 municipalities. Based on 
WSP data, employment is at 267,923 people. There was a marginal 0.3% increase in employment overall. 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 62% (165 618) of employees 
have a matric or higher. Of concern is that over one eighth (19% or 5,055) of manager related occupations have 
educational attainment below matric. The sector has not employed many disabled workers nationally with only 
2,136 (0.8%) reportedly having a disability. All provinces reported employing below the target proportion of 2% with 
the Western Cape showing the highest proportion at 1.5%. 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 Issues” presents an analysis of the key factors driving change in the local government 
sector, and the corresponding implications for skills planning and evidence of meaningful stakeholder participation. 
There is a myriad of factors affecting skills demand and supply and this includes changes that affect the way work is 
done in the sector. Such change drivers are Political Change, Integrated Urban Development, Constraints to Service 
Delivery, Technology and Transitioning to a Green Economy.

An assessment of key policies was examined and the key LGSETA strategic focus areas were identified. The strategic 
focus areas were derived mainly from the municipal key performance areas (KPAs). They are Good Governance 
and Institutional Development, Traditional Leadership and Development, Financial Management, Infrastructure 
Development and Basic Services and Municipal Planning.

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 priority occupations, which were defined 
according to LGSETA’s strategic focus areas.

Skills gaps or top-up skills were defined for each of the eight major Organising Framework of Occupations (OFO) 
groups. Management, clerical support workers, service and sales workers and elementary occupations were the 
groups with the greatest number of skills gaps. Leading skills gaps included risk and quality management skills, 
monitoring and evaluation (M&E) skills, leadership and management skills, governance and ethics skills, planning 
skills, financial and auditing skills and change management skills.

EXECUTIVE SUMMARY
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The supply of skills was not assessed on a macro level but rather focused on the specific learning pathways affecting 
the priority 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 on the tightening or loosening of supply constraints on the sector. The PIVOTAL list 
was informed by the supply and demand indicators, qualitative inputs from provinces and key research findings.

Chapter Four: “Sector Partnerships” presents a model for partnerships, which builds on the stakeholder analysis 
in Chapter one. The Chapter outlines the different categories of partnerships LGSETA has entered into as well as 
the objective, successes and challenges of such partnerships. The Chapter also presents an identification of new 
partnerships being targeted or investigated with the goal of creating synergies in the sector.

The final chapter: “Skills Priority Actions” presents the findings from previous chapters and reflects on priority 
actions for the sector in line with the Strategic Focus Areas of the SETA, reflecting a more integrated strategic 
process. The recommended actions are stated:

1. LGSETA will continue with the existing skills priorities for councillors and new municipal managers. Following 
the CIP implemented in 2016/17, the LGSETA availed R3.3 million to fund training for 257 councillors (focusing 
on governance) and new municipal managers (with a specific focus on the municipal/city manager division, 
infrastructure/technical division and municipal finance division) through programmes offered by University of 
Witwatersrand (WITS) in 2017/18.

2. Regarding the geographic constraints, small and rural municipalities will experience shortages, based on their 
own local labour market and those in the broader labour market. When there is a shortage in skills, it is likely 
to be felt most severely in rural areas. Due to their small size, they are less able to compete financially for the 
resources available and, therefore, struggle with recruitment and retention, and may even place a dampening 
on training and development. When developing key occupations in remote areas, the funding agreements 
should include a requirement to work in the designated area for a period of time. Furthermore, the placement 
of candidates in professional occupations in remote areas should be investigated.

3. A key feature of this SSP is the focus on assisting local government with the skills development required to 
enhance service delivery. This approach seeks to address human resource constraints limiting service delivery 
that have been highlighted in Chapter 2. The hard skills throughout the value chains associated with basic service 
delivery will therefore continue to be supported. This includes various technical skills, including electrical, civil 
and technical project management. Given the looming crisis with regard to the maintenance of the country’s 
water infrastructure, increasing focus will be placed on learning interventions such as the registered water and 
wastewater process operations and the wastewater reticulation services learnerships.

4. Key skills issues underpinning the finance and audit issues raised by the Auditor General will be targeted through 
appropriate skills interventions as outlined in the SETA’s PIVOTAL plan. These interventions will result in a 
decrease in hard-to-fill occupations such as the internal auditor and the internal audit manager. Implementation 
of the minimum competencies in Finance and Supply Chain occupations will also continue.

5. The ability of municipalities to plan and manage property related infrastructure will be bolstered through 
learning interventions focused on the town planner and property valuer occupations. The need for property 
valuers to, for instance, address valuation disputes from residents, will be supported through relevant bursaries, 
learnerships and internships.

6. The sector is well transformed in terms of race but further effort is required in terms of gender and people 
with disabilities.

7. With 18,561 employees (7%) having NQF level 1 or lower, AET will remain a priority.
8. The education levels are relatively low with 19% of manager related occupations having less than a NQF 4 

educational level. Raising the educational profile of the sector will go some way to addressing some of the 
challenges identified.
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Traditional Leaders have been elevated from a sub-focus area under governance and therefore, specific programmes 
will be implemented for Traditional Leaders moving forward.

Chapter 3 indicated how the impact of training is being dampened by inadequate skills planning competencies 
in the sector. This is a key priority moving forward as it represents the core mechanism for the LGSETA to affect 
change. As a result, the LGSETA has identified the following measures to address the systemic challenges identified 
in the research:

1. Roll out a support programme for skills planning focusing on skills needs of the corporate service director, HR 
manager and municipal manager.

2. Establish a robust system for monitoring and evaluating (M & E) programmes supported by the SETA.
3. Review Discretionary Grant Policy to allow for multi-year funding awards.
4. Support mentoring initiatives and programmes.
5. Encourage employer management commitment to training.

In conclusion, there has been progress noted in a number of occupations that were previously flagged as experiencing 
shortages while others remain in need. Interventions from the LGSETA will continue to target these strategic areas 
as well as those newly identified by the research.
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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.

RESEARCH PROCESS AND METHODS

DOCUMENT REVIEW (SECONDARY RESEARCH PROCESS)
The document review involved a review of relevant literature to consolidate the knowledge available and provide 
context and impetus to the planning process. Of particular attention were policy documents and strategies for 
organisations and initiatives operating with the same intentions in the sector. Further studies on skills gaps and 
needs within specific areas of the local government sector were further examined and incorporated into the 
analysis. Table 0.1 provides an overview of the research reports commissioned by the LGSETA and their respective 
methodologies, which are discussed in the next section.

DATA ANALYSIS (QUANTITATIVE – SECONDARY DATA)
The only regular source of occupation specific data comes from Annexure 2 (WSP/ATR) submissions by employers. 
Informed by WSP data, the labour market analysis was conducted at an occupational level. In order to develop and 
implement effective programmes that will affect the institutional capacity of municipalities, there needs to be a 
detailed understanding of the skills requirements to the 6th digit of the OFO. 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 the engagements 
is to:

1. Establish whether the conclusions drawn from the data reflect the experiences of stakeholders;
2. Understand the context, drivers, and implications of various skills shortages identified by the desktop analysis. 

This is important as it provides the rationale behind the prioritisation of certain needs over others; and
3. Establish whether there are any skills gaps in the findings or needs not represented in the data but still require 

an intervention from the LGSETA.

The change drivers presented in Section 2.2 were validated through provincial SDF consultations and were informed 
by interviews with senior HR-related municipal and entity officials.

The PIVOTAL List was generated via a bottom up approach. District specific hard-to-fill vacancies (HTFV) and 
skills gaps reports were generated for each province, taking into account indicators for shortage in an occupation; 
viz. reported HTFVs, turnover (resignations) and imminent retirement. District specific reports informed provincial 
lists, which in turn informed the national PIVOTAL List.

PIVOTAL List
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CHAPTER ONE:
SECTOR PROFILE
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The World Forum for Local Economic Development indicates that there is a growing consciousness, that only 
through inclusive economic growth can we provide a more just and liveable future for all (LED, 2017). 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 the Sector Profile is to present a profile of the Local Government sector that serves as a 
foundation for the SSP by defining the scope of coverage, which the key role players are and the profile of the 
sector in terms of employers and employees. It also clarifies the concept of service delivery in the context of skills 
in local government, due to the economic impact of local government being measured mainly through its delivery 
of services.

1.1 INTRODUCTION

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

1.2 SCOPE OF COVERAGE

Table 1.1 Scope of Coverage for LGSETA
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There are several 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 the 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 the LGSETA and the sector as a whole.

Therefore, to ensure all stakeholders are accounted for several broad categories were identified into which specific 
role players were allocated. This creates a framework that will advise the creation of future partnerships (Chapter 
4). Where a focus area is identified and an intervention is planned, consultation with the stakeholder framework 
would identify potential mutually beneficial partnerships. The broad categories identified are:

1.3 KEY ROLE PLAYERS

1. Organisations directly involved in local government (in terms of the delivery of service);
2. Organisations with a shared mandate (vision/purpose) with the LGSETA;
3. Implementation partners (organisations required for the LGSETA mandate to be carried out); and
4. Beneficiaries of the services of local government, which include local communities, businesses, and civil society.

Individual organisations can be in more than one of the above-mentioned categories. The typology is articulated 
to provide a framework to organise stakeholders, rather than being a strict classification. Figure 1-1 illustrates 
the variety of organisations that engage in and with the local government sector. As can be seen, there are many 
overlaps in mandate, vision, function, and area of operation. Since there is an overarching common goal to improve 
the quality of service to the sector, the most optimal plans will be developed with collaboration in mind. It is also 
important to consider the stakeholders in terms of the LGSETA strategic areas of focus to optimise and maintain 
strategic initiatives.

Figure 1.1 Stakeholder Model

Shared Mandate

Service
Providers

LGSETA

Public
Transport
Services &
Agencies

Education
Providers

Government
Departments

(Municipality & 
Municipal Entities)

Civil Society

Business

Local Government
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The Local Government sphere includes municipalities and municipal entities, and their workers, elected officials, 
traditional Leaders, and their respective representative bodies. It has been noted in some sources (Alexander, 2015; 
NDP, 2012) that the success or failure of a municipality depends on the quality of its political leadership, sound 
governance of its finances, the strength of its institutions, and the calibre of staff working for the municipality. A 
key priority for the Medium-Term Strategic Framework (MTSF), for example, is to ensure an efficient, effective, and 
development-oriented public service (DPME, 2016/2017). These representatives are key to the LGSETA’s mandate 
of supporting the development of a skilled and capable workforce at local government level.

The LGSETA is not the only organisation working to support local government. There are several organisations 
that have a shared mandate with the SETA, where objectives and interventions are likely to align. This includes 
government departments such as Cooperative Governance and Traditional Affairs (CoGTA), Department of Water, 
and Sanitation (DWS), agencies (South African Local Government Association - SALGA) and organised labour 
[South African Municipal Workers Union (SAMWU) and Independent Municipal and Allied Trade Union (IMATU)].

The LGSETA is not able to (or expected to) carry out implementing its vision on its own. Frequently, implementation 
partners such as, education providers, government departments, service providers and public support services and 
agencies (as illustrated in above diagram), will be required. Education and training providers include all schools, 
Technical Vocational Education and Training (TVET) colleges, higher education institutions (HEIs), training 
providers, plus other bodies responsible for education (including South African Qualifications Authority (SAQA), 
Quality Council for Trades and Occupations (QCTO), and the National Skills Authority (NSA)]. Service Providers to 
the SETA and other stakeholders often hold key intellectual capital of value to the sector. Partnerships with these 
role players should not be overlooked.

Finally, the beneficiaries of local government services are important stakeholders to consider. For the current 
exercise, they are classified in terms of 1) civil society and 2) local businesses. Civil Society includes the local 
citizens, Non-Governmental Organisations (NGOs)/Non-Profit Organisations (NPOs), and Community Based 
Organisations (CBO). Section 152(1) of the Constitution 1996 states one of the objectives of local government is 
to encourage the involvement of communities and community organisations in the matters of local government. 
Local Businesses are key to developing the local economy and sustaining the citizens in an area. The NDP notes as 
a priority: “Raising employment through faster economic growth” (National Planning Committee, 2013). Therefore, 
municipalities should become competent development facilitators, building partnerships and networks with local 
communities and the private and non-governmental sector.

The Financial Census of Municipalities (StatsSA, 2018c) showed that municipalities across South Africa received an 
income of R333 billion in 2016, which increased to R351 billion in 2017, an increase of 5%. Expenditure in the same 
years was R311 billion, a corresponding increase of 6%. The internally collected revenue accounted for 69% 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 31%1 
comprises ‘grants and subsidies received’ from National Treasury, and deficit funding.

Revenue projections for local government, using an estimated 5% growth in revenue and expenditure, are reflected 
in Table 1-2 below. These estimates are based on an average growth as observed over the last two financial 
years. According to the National Treasury’s 2017 Budget Review, municipalities have to place stricter controls on 
expenditure management, and find innovative ways to address waste and inefficiencies. (NT, 2017) 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.

1.4 ECONOMIC PERFORMANCE

MUNICIPAL REVENUE AND EXPENDITURE ANALYSIS
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Table 1.2 Projected Municipal Revenue and Expenditure

‘000 2016/17 2017/18 PROJECTED 
2018/19

PROJECTED 
2019/20

PROJECTED
2020/21

Revenue
Expenditure

R 332 750 R 351 403 R 368 973 R 387 422 R 406 793
R 311 267 R 331 287 R 347 851 R 365 244 R 383 506

Due to the significant funding received and dispersed by local government, the effective use of this funding is 
critical to the development of and wellbeing of local communities. The latest Consolidated Auditor General Report 
for the 2016/17 financial year (AGSA, 2018) noted a decline in the number of “clean audits” (Unqualified with 
no findings) in 2017 (33) compared to 2016 (49). At least 6% of municipalities improved on their previous year’s 
status. Although this is a positive development, there is still a lot of work to be done, as 87% of local government 
institutions have not achieved a clean audit. Financial management and accountability related skills in Section 57 
Employees remain an ongoing point of focus.

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. 
This quantification also presents a useful metric to measure the long-term impact of education and training 
interventions implemented by SETAs and their partners. Based on the logic that education and training initiatives 
result in a more effectively performing sector, it yields improved economic performance and the effectiveness of 
the SETA programmes will be seen. Within local government, service delivery is a key indicator of its performance, 
and speaks to the values that it upholds in striving to be a SETA of excellence facilitating skills development.

The South African Cities Network (2013) stated the lack of technical, management, and leadership skills is one 
of the core challenges affecting the ability of local government to fulfil their service delivery mandate. This is 
a sentiment that is repeated in several government policies and plans, including the National Capacity Building 
Framework (revised 2014) and the MTSF (2014-2019). Therefore, an improvement in the competence of workers 
in the local government sector should result in increased / enhanced service delivery.

As mentioned in the Methodology section, this SSP Update Report forms part of a planning process. The areas 
highlighted in this plan will inform the Strategic and APP and the accompanying M&E framework. For the plan to 
be optimally effective, it is important to establish, at the outset, a link between the skills development priorities 
and the intended impact on the sector, in this case, service delivery. Therefore, as part of the process to convert 
the SSP into implementation plans, a suitable conceptual framework with monitoring indicators quantifying this 
link will be established. For the current exercise, the concept of service delivery as the desired outcome is clarified.

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

DEFINING SERVICE DELIVERY FOR LOCAL GOVERNMENT

1. To provide democratic and accountable government for local communities;
2. To ensure the provision of services to communities in a sustainable manner;
3. To promote social and economic development;
4. To promote a safe and healthy environment; and
5. To encourage the involvement of communities and community organisations in the matters of local government.

Source: Financial Census on Municipalities, 2018c
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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 1.2 (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.”

Figure 1.2 Multi-Dimensional Concept of Capacity
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Therefore, while the 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.

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 Report. M&E indicators are more closely aligned to specific interventions, where 
changes can be directly attributed to the interventions.

SERVICE DELIVERY ANALYSIS

Source: CoGTA (2014)
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Unemployment: 

The unemployment rate in South Africa remained unchanged at 26.7% over the first quarter of 2018 and below 
market expectations of 26.9% (STATSSA, 2018a). Municipalities contribute to employment directly and indirectly 
through its 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: 

According to Statistics SA, in their non-financial census of municipalities (StatsSA, 2018b), the number of consumer 
units receiving water services grew from 12.8 million to 13 million between 2016 and 2017. 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. 

There were 3.5 million indigent households in 2017, as identified by municipalities (STATSSA, 2018). 2.7 million 
(75.4%) households benefited from the indigent support system for water, while 2.1 million (59.5%) benefited 
from free basic electricity provided by municipalities. The report also revealed that 2.2 million (62.6%) indigent 
households benefited from the support system for sewerage and sanitation, while 2.5 million (71.9%) households 
benefited from the indigent support system for solid waste management.

In terms of bucket toilet systems, the report shows there has been a decrease in the number of bucket toilets 
supplied by municipalities, from 68 480 in 2016 to 66 042 in 2017. Three Provinces, Gauteng, Limpopo and KwaZulu-
Natal recorded zero households using bucket toilets in both 2016 and 2017. Mpumalanga remained constant at 30 
households. The remaining Provinces, except for the Western Cape and the North West which experiences a 11.4% 
and a 4.0% increase respectively, reflected marked decreases. (StatsSA, 2018).

Performance Reports

Performance reports released by the Auditor General are a critical indicator to measure changes in performance. 
In terms of the theory of change, the AG reports represent an interim outcome2 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 2016-17 financial year, the quality of annual performance reports has deteriorated, 
with the number of municipalities with “no material findings in this regard” having decreased from 48% in 2015-16 
to 37%. The usefulness of the information in the report has regressed slightly from 61% with “no material findings” 
in the previous year to 54% for the 2016-17 financial year. More than half (63%) are still struggling to report reliable 
information on service delivery (AGSA, 2018).

Following the Local Government Elections that took place in South Africa on the 3rd of August 2016, certain 
municipalities have become disestablished, or merged with other municipalities and in some instances, new 
municipalities have been formed (SARS, 2017). According to the Local Government Handbook (2018), there are 
257 municipalities in South Africa, of which eight are metropolitan municipalities, 205 are local municipalities, and 
44 are district municipalities. Previously there were 226 local municipalities.

1.5 EMPLOYER PROFILE
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Table 1.3 Number of Municipalities by Province

Province
Metropalitan
Municipality

District
Municipality

Local
Municipality Total

Eastern Cape
Free State

Gauteng
KwaZulu-Natal

Limpopo

Mpumalanga
North West

Northern Cape

Western Cape

Total

2
1

3
1

N/A

N/A
N/A
N/A

1

8

6
4

2
10
5

3
4
5

5

44

31
18

6
43
22

17
18
26

24

205

39
23

11
54
27

20
22
31

30

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. 

In terms of WSP/ATR submissions, LGSETA has achieved a 100% submission rate for the third year in a row with all 
municipalities submitting. Table 1.4 shows the response rate over the last 4 years.

Table 1.4 WSP / ATR submissions 2015 - 2018 by Municipal Type

Source: LGSETA WSP Submissions 2015 to 2018
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Some municipalities establish municipal entities to support service delivery, and such 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 by 2018 (GovPage, 2018). Gauteng has the highest number of entities associated with the 3 large 
metros in the Province.

MUNICIPAL ENTITIES AND OTHER EMPLOYERS IN THE SECTOR

Table 1.5 Number of Non-Municipality WSP and ATR submissions, 2018

Province

Eastern Cape
Free State

Gauteng
KwaZulu-Natal

Limpopo

Mpumalanga
North West

Northern Cape

Western Cape

Total

Municipal Owned Entities

1
1

3
0
0

0
0
0

0

5

LG Entities and Other 
Private Entities

2
0

8
2
0

2
2
0

1

17

Source: LGSETA WSP Submissions 2018

Table 1.5 presents the number of WSP and ATR submissions from municipal related entities and other private 
organisations that are paying levies to LGSETA. The response rate from municipal entities is very low, compared to 
that of municipalities, with only 5 out of the 39 organisations submitting WSP and ATRs to LGSETA in 2018.

According to the 2018 WSP submissions, municipalities employed 259,761 workers (LGSETA, 2018). With the 
inclusion of municipal entities (as additional constituents of LGSETA), total employment came to 267,923. 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 the fact that Stats SA includes hard 
to fill occupations 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 21,287 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 69,955 workers in 2018, up from 68,1913 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 8,546.

1.6 LABOUR MARKET PROFILE
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Table 1.6 Provincial Distribution of Employees by Municipality Type in 2018

Province

Eastern Cape
Free State

Gauteng
KwaZulu-Natal

Limpopo
Mpumalanga
North West

Northern Cape
Western Cape

Total

District Local Metropolitan Other Grand 
Total

5 241
576
966

5 826
3 854
796

1 475
543

2 010

21 287

12 500
12 157
8 513

18 200
10 699
13 506
11 211
8 003
16 493

111 282

12 422
3 677

53 992
28 560

No Metro
No Metro
No Metro
No Metro

28 541

127 192

262
716

6 484
85
0
6

563
0

46

8 162

30 425
17 126

69 955
52 671
14 553
14 308
13 249
8 546

47 090

267 923

Source: LGSETA WSP Submissions 2018

There was an increase in employment of 0.3% across the sector. Gauteng experienced the highest rate of growth, 
of 2.6%. By contrast, North West did not experience any growth with employment decreasing by 5.0% between 
2017 and 2018. The changes that occurred in each province are reflected in Figure 1.3.

Figure 1.3 Provincial Employment 2017 versus 2018
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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 1.7 refers to employment in the 257 municipalities, excluding municipal entities.

Table 1.7 Total Employment in the Local Government Sector by Province

Province

Eastern Cape

Free State
Gauteng

KwaZulu-Natal
Limpopo

Mpumalanga

North West
Northern Cape

Western Cape

South Africa

Full-time
2016 2017

26 690 27 479

16 204 16 135
80 906 80 797
43 518 46 948
13 679 13 600
14 447 14 011

12 922 12 732
7 780 8 101

43 386 43 227

259 532 263 030

Part-time
2016 2017

420 555

512 599
1 411 1 046

3 326 2 797
245 462
662 400

746 864
312 221

1 948 2 563

9 582 9 507

Vacant posts
2016 2017

3 808 3 951

6 416 5 687
10 656 10 281
10 132 9 470
1 878 2 090
1 789 2 580

4 311 4 004
1 150 1 263

4 925 5 893

45 065 45 219

Total
2016 2017

30 918 31 985

23 132 22 421
92 973 92 124
56 976 59 215
15 802 16 152
16 898 16 991

17 979 17 600
9 242 9 585

50 259 51 683

314 179 317 756

Source: STATSSA (2018b)

In terms of labour market profile, race and gender distribution is shown in Table 1.8. Just over three quarters of 
all employees are African, with African Males making up 46% employees with a further 31% being African Females. 
The next most represented racial group is Coloureds, representing 15% of total employment, largely due to the high 
proportion of Coloured Males (46%) working in the Western Cape municipalities. Whites and Indians make up the 
balance of employment, with 6% and 2% of employment, respectively.

RACE AND GENDER PROFILE OF EMPLOYEES
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Table 1.8 Provincial Distribution of Employees by Race and Gender

Province

Eastern Cape

Free State
Gauteng

KwaZulu-Natal
Limpopo

Mpumalanga

North West
Northern Cape

Western Cape

Grand Total

African
Male Female

Coloured
Male Female

Indian
Male Female

White
Male Female

15 245 10 105 2 242 1 015 106 61 1 019 632

10 187 5 702 302 171 7 2 463 292
33 782 27 130 1 461 1 116 423 333 3 504 2 206
26 469 17 720 670 540 3 922 1 859 930 561
8 616 5 613 14 15 8 7 159 121
8 573 5 143 44 86 13 19 233 197

7 925 4 382 217 117 16 16 357 219
2 883 1 381 2 554 1 378 12 7 184 147

8 419 5 462 18 309 9 300 150 94 3 382 1 974

122 099 82 638 25 813 13 738 4 657 2 398 10 231 6 349

Total

30 425

17 126
69 955
52 671
14 533
14 308

13 249
8 546

47 090

267 923

Source: LGSETA WSP Submissions 2018

There is a substantially higher number of males employed in this sector than females, with 61% posts being held by 
males nationally. There is a similar distribution provincially, with Gauteng being slightly more equal, and Northern 
Cape having slightly more males employed (56% and 66% of posts being held by males, respectively).

Table 1.9 Race and Gender Profile per OFO Major Groups

African Coloured Indian White African Coloured Indian White
Male FemaleOccupational 

Group

Managers
Professionals

Technicians 
and associate 
professionals

Clerical support 
workers

Service and sales 
workers
Skilled 

agricultural, 
forestry, fishery, 
craft and related 
trades workers

Plant and machine 
operators and 

assemblers
Elementary 
occupations

45% 6% 2% 8% 30% 4% 1% 4%
29% 7% 2% 7% 40% 7% 2% 6%

39% 12% 3% 6% 29% 6% 2% 3%

24% 6% 1% 2% 45% 14% 2% 6%

48% 11% 2% 6% 28% 4% 1% 1%

62% 12% 5% 7% 13% 1% 0% 0%

68% 16% 3% 2% 10% 1% 0% 0%

54% 10% 1% 1% 31% 3% 0% 0%

46% 10% 2% 4% 31% 5% 1% 2%

Source: LGSETA WSP Submissions 2018
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Table 1.9 indicates that in the LG sector, 75% (20,229) of managers are African, with 88% (23,613) being African, 
Coloured or Indian. There is a similar structure to the professional occupations, with 69% (16,346) of professionals 
being African and 87% (20,610) African, Coloured or Indian. Interestingly, while only 39% (10,427) of managers are 
female, women outnumber their male counterparts in the clerical support occupations.

The overall educational profile of the staff in local government is fairly low. Table 1.10 indicates only 62% (165,618) of 
employees have a matric or higher. Of concern is that over one eighth (19% or 5,055) of Managers have educational 
attainment below matric, although this proportion dropped from 17.5% in 2017. 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 1.10 also highlights the need for Adult Education, with 7% (18,561) 
of employees having NQF level 1 or lower. Although this figure has dropped from 15.6% in 2016, AET remains a 
strategic priority for LGSETA.

Table 1.10 Educational Profile by OFO major Group

OFO Major
Group

Managers

Professionals

Technicians 
and associate 
professionals

Clerical support 
workers

Service and 
sales workers

Skilled 
agricultural, 

forestry, fishery, 
craft and related 
trades workers

Plant and machine 
operators and 

assemblers

Elementary 
occupations

< 
N

Q
F 

1

N
Q

F 
1

N
Q

F 
2

N
Q

F 
3

N
Q

F 
4

N
Q

F 
5

N
Q

F 
6

N
Q

F 
7

N
Q

F 
8

N
Q

F 
9

N
Q

F 
10

1610 
(6%)

462 
(2%)

1080 
(4%)

1903 
(7%)

6110 
(23%)

3075 
(12%)

4656 
(18%)

5338 
(20%)

1756 
(7%)

449 
(2%)

92 
(0%)

105 
(0%)

61 
(0%)

87 
(0%)

357 
(2%)

1726 
(7%)

2723 
(12%)

8188 
(35%)

9319 
(40%)

888 
(4%)

107 
(0%)

10 
(0%)

309 
(1%)

758 
(3%)

694 
(3%)

1757 
(7%)

6225 
(24%)

5578 
(22%)

6621 
(26%)

3315 
(13%)

168 
(1%)

12 
(0%)

2 
(0%)

360 
(1%)

286 
(1%)

1150 
(3%)

2457 
(7%)

16887 
(46%)

7438 
(20%)

6680 
(18%)

1596 
(4%)

230 
(1%)

8 
(0%)

0 
(0%)

286 
(1%)

586 
(2%)

1752 
(5%)

3124 
(8%)

18276 
(49%)

9571 
(25%)

3566 
(9%)

485 
(1%)

16 
(0%)

1 
(0%)

0 
(0%)

319 
(3%)

2516 
(21%)

826 
(7%)

922 
(8%)

3786 
(32%)

2107 
(18%)

1054 
(9%)

233 
(2%)

0 
(0%)

0 
(0%)

0 
(0%)

1213 
(8%)

1229 
(8%)

3092 
(20%)

4093 
(26%)

4879 
(31%)

969 
(6%)

265 
(2%)

17 
(0%)

6 
(0%)

2 
(0%)

0 
(0%)

14359 
(16%)

17398 
(20%)

15946 
(18%)

19335 
(22%)

16789 
(19%)

3308 
(4%)

1027 
(1%)

62 
(0%)

2 
(0%)

0 
(0%)

0 
(0%)

Grand Total 18561 
(7%)

23296 
(9%)

24627 
(9%)

33948 
(13%)

74678 
(28%)

34769 
(13%)

32057 
(12%)

20365 
(8%)

3066 
(1%)

579 
(0%)

104 
(0%)

Source: LGSETA WSP Submissions 2018
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From the WSPs and ATRs submitted in 2018, municipalities employ about 2,136 People with Disabilities (PWD). 
Table 1.11 illustrates the proportion of PWD within each of the demographic groups. Western Cape employs roughly 
34% on their own, the balance being spread between the other eight provinces.

EMPLOYEES WITH DISABILITY

Table 1.11 Provincial Distribution of Employees with Disability by Race

African

Eastern Cape

Free State

Gauteng

KwaZulu-Natal

Limpopo

Mpumalanga

North West

Northern Cape

Western Cape

Grand Total

Coloured Indian White Total

110 (0.36%)

52 (0.30%)

254 (0.36%)

423 (0.80%)

80 (0.55%)

53 (0.37%)

64 (0.48%)

16 (0.19%)

157 (0.33%)

1209 (0.1%)

5 (0.02%)

6 (0.04%)

13 (0.02%)

11 (0.02%)

0 (0.00%)

1 (0.01%)

2 (0.02%)

27 (0.32%)

389 (0.83%)

454 (0.1%)

0 (0.00%)

0 (0.00%)

9 (0.01%)

87 (0.17%)

0 (0.00%)

2 (0.01%)

0 (0.00%)

0 (0.00%)

6 (0.01%)

104 (0.1%)

5 (0.02%)

6 (0.04%)

132 (0.19%)

36 (0.07%)

5 (0.03%)

3 (0.02%)

6 (0.05%)

3 (0.04%)

173 (0.37%)

369 (0.1%)

120 (0.4%)

64 (0.4%)

408 (0.6%)

557 (1.1%)

85 (0.6%)

59 (0.4%)

72 (0.5%)

46 (0.5%)

725 (1.5%)

2136 (0.8%)

Source: LGSETA WSP Submissions 2018

The average proportion of disabled employees nationally is 0.8%. Western Cape reported the highest proportion 
of employees with a disability at 1.5% but is still below the target of 2%. The other provinces, with the exception of 
KwaZulu-Natal reported less than 1% of workers having a disability.

AGE PROFILE OF EMPLOYEES
The age profile of a workforce is important (see Table 1.12). 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 2018 WSP data, shows a fairly healthy spread across the age categories in all 
provinces. About 28% (72,212) of the workforce is aged below 35, while 12% (31,764) is above 55. Limpopo’s age 
structure shows a very low proportion of youth in the workforce at 18% (2,568). 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

3298 
(26.3%)

Table 1.12 Age Profile of Employees

Eastern Cape

Free State

Gauteng

KwaZulu-Natal

Limpopo

Mpumalanga

North West

Northern Cape

Western Cape

Grand Total

7860 
(62.7%)

1373 
(11.0%)

<35 35-55 >55
Local

1846 
(35.2%)

2851 
(54.4%)

544 
(10.4%)

<35 35-55 >55
District

2782 
(22.4%)

7520 
(60.5%)

2119 
(17.1%)

<35 35-55 >55
Metropolitan

3394 
(27.9%)

7446 
(61.3%)

1305 
(10.7%)

146 
(25.3%)

347 
(60.2%)

83 
(14.4%)

747 
(20.5%)

1902 
(52.1%)

1003 
(27.5%)

2362 
(27.8%)

5182 
(60.9%)

961 
(11.3%)

121 
(12.5%)

763 
(79.0%)

82 
(8.5%)

17817 
(33.0%)

29644 
(54.9%)

6529 
(12.1%)

5718 
(31.4%)

10439 
(57.4%)

2040 
(11.2%)

1488 
(25.6%)

3697 
(63.5%)

638 
(11.0%)

7409 
(25.9%)

17816 
(62.4%)

3335 
(11.7%)

No 
Metro

2148 
(20.1%)

7286 
(68.1%)

1260 
(11.8%)

420 
(10.9%)

2652 
(68.7%)

788 
(20.4%)

2874 
(21.2%)

8911 
(65.7%)

1770 
(13.1%)

265 
(33.2%)

475 
(59.6%)

57 
(7.2%)

2918 
(26.0%)

6625 
(58.9%)

1698 
(15.1%)

513 
(34.9%)

882 
(60.0%)

74 
(5.0%)

2155 
(27.0%)

4867 
(60.9%)

965 
(12.1%)

146 
(26.9%)

359 
(66.1%)

38 
(7.0%)

4059 
(24.7%)

10835 
(65.6%)

1598 
(9.7%)

490 
(24.4%)

1250 
(62.2%)

270 
(13.4%)

9096 
(31.5%)

16512 
(57.2%)

3234 
(11.2%)

28926 
(25.8%)

69451 
(62.4%)

12970 
(11.8%)

5435 
(25.4%)

13276 
(63.8%)

2574 
(10.8%)

37851 
(26.7%)

73394 
(57.4%)

16220 
(15.9%)

Source: LGSETA WSP Submissions, 2018

The local government sector covers a diverse grouping of 267,923 employees covered by 41 SIC codes. 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 7% of employees having a highest level of education lower or equal to 
NQF Level 1. In addition, 12.7% of manager related occupations have less than a 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. It is significant to note 
that, while the responsibility for the accuracy of the data cited remains with the employers of such data, the 
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.

1.7 CONCLUSION
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CHAPTER TWO:
KEY SKILLS ISSUES
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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 not greatly subjected to the vagaries of economic fluctuations. For that reason, 
the factors driving demand and supply of skilled workers are based on atypical variables. The analysis that follows 
identifies factors that reflect on how local government services are evolving over time, and how they influence the 
demand for skills within the sector. The analysis is structured in two ways – general change drivers in the sector, 
and specific national policies that have implications for skills development at local level. The analysis is based on a 
review of relevant policies, strategies, and research outputs from HEIs commissioned by the SETA.

2.1 INTRODUCTION

Change Drivers are factors affecting the sector and causing it to develop in a certain way. Given that local government 
is driven more by its legislated mandate, rather than a response to the dynamics of the market, some of the issues 
identified are not drivers of change so much as they are responses to the demands of the mandate. Change would 
arise principally as a result of shifts in policy that may arise from time to time. However, in general, the sector is 
inherently stable over the long term. The change drivers identified in this section were validated through provincial 
SDF consultations and were informed by interviews with senior HR-related municipal and entity officials.

2.2 CHANGE DRIVERS

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 
affects the administration of local government by potentially disrupting 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 raised by the Auditor General in successive years 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.

1. POLITICAL CHANGE

Statistics South Africa (2016) tracks the changes in municipal population over time. The capacity for municipalities 
effectively and sustainably to deliver basic services is affected by changes in the demographic profile within 
respective municipal boundaries. As the population changes, there is a scaling (up or down) of services accordingly, 
which does not have significant impact on the skills requirements. Changes in population distribution also have 
significant impact on development, land use and spatial planning requirements for municipalities. The Integrated 
Urban Development Framework identifies the following short-term priorities (2016-19) for which 97 municipalities 
identified as urban are responsible:

2. INTEGRATED URBAN DEVELOPMENT

• Management of urban sprawl, including upgrading transport infrastructure, and bringing services closer to 
communities to minimise the need for travel

• Establishment of sustainable human settlements such as upgrading informal settlements, inner city revitalisation, 
and extending delivery of municipal services where they are inadequate or non-existent

• Job creation and inclusive growth by reducing the costs of doing business, creating enabling infrastructure, and 
strengthening partnerships with the private sector.

The importance of the above in the local government context is underlined by the Spatial Planning and Land Use 
Management Act (SPLUMA) 16 of 2013, which places emphasis on the fundamental role municipal planning and 
municipalities have on effective spatial planning and development. (SALGA, 2018, p.20).



34 SSPLGSETA SECTOR SKILLS PLAN 2019/20

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. 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 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 in rural areas, 83 per cent of households live in tribal settlements, while only 7 per cent live on farms 
and in small towns respectively. Furthermore, the economically active population makes up 40% of residents in 
rural areas versus 60% in urban areas. Finally, 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 is the 
local labour market, from which municipalities draw their human resources, is limited to a greater degree in rural 
areas than in urban areas. There are skills needs unique to small rural municipalities, due to an uneven distribution 
of skills in the country. Attracting skills of the required quality is an ongoing challenge. Rural municipalities are the 
most vulnerable to shortages, and yet have the fewest resources to attract skills. 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 need to have a sound understanding of the governance frameworks 
relating to traditional authorities, particularly in respect of land use and management.

Finance personnel should possess the necessary skills to develop and monitor budgets as well as develop alternative 
sources of income to deal with the new economy as well as to balance the budget. Stringent financial management 
is expected to reduce redirection of training budget funds to balancing the budget, thereby facilitating skills 
development.

3. CONSTRAINTS TO SERVICE DELIVERY

Technology is a ubiquitous driver of change in almost every facet of the economy. In local government, the 
adoption of new technologies has been variable. The bigger metros have introduced new technologies in the 
delivery of municipal services in areas such as water and electricity metering. Other uses include electronic billing, 
notices of service interruptions, etc. Apart from customer interfaces, the role of technology in modern municipal 
infrastructure is likely to gain importance as ageing equipment gets upgraded and replaced. Other developments 
include the introduction of the “smart cities” concept, adopted by many municipalities within South Africa, and 
digitalisation.

The smart city concept integrates information and communication technology (ICT) and various physical devices 
connected to the network (the internet of things or IoT) to optimise the efficiency of city operations and services 
and connect to citizens for a smart economy, smart mobility, a smart environment and smart people – revolutionising 
how the key basic services such as water, electricity, sanitation and roads are delivered. (SALGA, 2018).

Digitalisation and e-government initiatives have been implemented in governments across the world, although the 
extent and scale of their implementation varies significantly (Fang Zhao, 2015). An example of digitalisation within 
government in South Africa is where municipalities have partnered with Vodacom in order to develop a water 
management system that tracks and manages the municipality’s delivery of clean water. This system has led to 
improved service delivery and has allowed municipalities to engage more effectively with citizens (TechFinancials, 
2018). One of the most important skills implications of the ever-increasing role of technology is that the minimum 
skills requirements in many occupations are increasing. The use of technology in a function increases the minimum 
skills required to participate in that occupation. This poses an on-going risk for the number of poorly educated 
unemployed, whose number of entry level occupations is decreasing.

4. TECHNOLOGY
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The commitment by the South African Government to move towards a green economy and response to the issues 
of climate change over the next few decades should not be taken lightly as it has significant impact on all sectors. 
The LGSETA commissioned a study on the current state of green skills in municipalities, with special 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. However, as most of the infrastructure is ageing and in need have overhaul, the introduction of new 
technologies is likely to lead to the need for different sets of skills.

Another area that relates to greening local government is the ocean economy. South Africa manages an ocean space 
greater than the land territory. In the Marine Protection Services document, “Unlocking the Economic Potential of 
South Africa’s Oceans” (2014), there were limited skills in ocean governance and limited job opportunities, and an 
accelerated capacity-building programme to ramp up the skills required staffing the Secretariat, and empowering 
more officers in the governance space was needed. Good governance and protection services will benefit everyone 
and will become the foundation of a sustainable ocean economy.

A noteworthy policy is the Renewable Energy White Paper of 2003. The Renewable Energy White Paper states 
that it derives its mandate from the Constitution. As part of South Africa’s reintegration into the global economy, 
it was recognised that a definitive policy on renewable energy had to be fully developed and articulated. This has 
long-term skills implications, because it is emerging as a field; thus, the distribution to municipalities nationally will 
be uneven and scarcity will be experienced.

The Building Inclusive Green Municipalities project, aims to improve the capacity of South African municipal 
governments to support, amongst other areas, inclusive local green economic growth and enhanced climate change 
mitigation and adaptation measures. It is envisioned that by the end of the project, the participating municipalities 
will be able to deliver more effective, inclusive and innovative municipal services to their citizens (SALGA, 2018, 
p.39). These initiatives will naturally require attendant skills to be successful.

5. TRANSITIONING TO A GREEN ECONOMY

There are several factors that influence the strategic focus areas of the LGSETA. The first is its mandate, as derived 
from legislature and policy. Second, the field of operation 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 objects set out, which are mentioned in Chapter 1.4.1. 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.

There are many documents that can inform the LGSETA’s strategic direction. Alignment with some (such as the 
NSDS III) are mandated, whilst alignment with others are strategic. Table 2.1 provides a list of the documents. Given 
the number of guiding documents, it is possible to lose focus in developing plans that are too broad and strategies 
that are not achievable.

2.3 ALIGNMENT WITH NATIONAL STRATEGIES AND PLANS
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Table 2.1 Legislative, Policy and Strategic Documents informing LGSETA Strategic Focus

Local government, as a constitutionally mandated function of government, is driven by policy and legislative 
imperatives. Demand and supply of skills is governed less by change drivers, and more by its functional mandate. 
The mandate of local government is encapsulated in the KPAs as defined by the Municipal Financial Management 
Act/Programme. Broadly, the KPAs relate to good governance and institutional development; municipal planning; 
financial management; infrastructure development and basic services; and traditional leadership and development. 
These in turn were used to identify the Strategic Focus Areas, which are used to frame much of the analysis in this 
document (see Table 2.2 below).

2.4 LGSETA STRATEGIC FOCUS

Table 2.2 LGSETA Strategic Focus Areas
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With regard to the special projects mentioned under Strategic Focus Area 5 above, the following projects are 
currently underway:

The above strategic priorities and the progress of relevant interventions will be reviewed by the LGSETA Board in 
July 2018 after which new programmes may be introduced.

Batho Pele National Programme, which is designed to assist municipalities in the improvement of their service 
delivery to communities;
Worker Leadership Programme, whose goal is to develop and implement core training for municipal workers;
Women Leadership Programme, which is focused on supporting women empowerment training interventions;
National Programme for the Unemployed, which is geared towards providing support to unemployed graduates, 
partially qualified youth, and the unqualified; with a view to enabling their employment in municipalities; and
Scarce Skills Programme, which is focused on placement, mentorship and coaching opportunities in the public 
sector, private sector and communities.

(i)

(ii)
(iii)
(iv)

(v) 

The key cross-cutting skills issues mainly relate to policy and legislation aimed at addressing stable governance in 
the midst of political change; working towards integrated urban development; low education levels in the labour 
market pools of rural municipalities and skills implications precipitated by the use of new technology in local 
government operations as well as the transition to a green economy. As such, many of the change drivers will not 
have an impact on skills until there is a policy in line with the functional area of the driver. 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 from these policy positions may include urban and regional planners, civil and 
electrical engineers, building inspectors, and local economic development officers. In addition, existing members 
of the workforce may need skills upgrading to align their competencies with changes in technology and the green 
economy to which the government aspires.

2.5 CONCLUSION
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CHAPTER THREE:
OCCUPATIONAL SHORTAGES 

AND SKILLS GAPS
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Skills Planning forms a key component of skills development in order to inform 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 a hard to fill vacancy4 (scarce skill).
The analysis of skills in this chapter is undertaken using the lenses of skills gaps, hard to fill vacancies (HTFV) and 
priority occupations. The approach to determine skills gaps and HTFVs and the identification of priority occupations 
is outlined in the sections below.

3.1 INTRODUCTION

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, surveys and skills databases namely WSP/ATR data and the 
Quarterly Monitoring Report (QMR). Stakeholders provided input through interviews, focus groups and surveys on 
the priorities for HTFVs and skills gaps; initially determined through analysis of WSP data.

The lists of HTFVs and skills gaps prioritised by stakeholders were then supplemented with WSP data. For HTFVs 
and skills gaps WSP data informed the number of posts impacted. In the case of HTFVs, 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 ATR and DHET 
data. The skills supply and demand insights enabled by the above process helped inform the pivotal plan and 
recommendations outlined in this document. These insights also help inform the Seta’s strategy.

THE DETERMINATION OF HTFVS AND SKILLS GAPS

It is important that the manner in which the findings in this chapter are presented allows for alignment with sector 
priorities. The ideal lens to do this is the LGSETA Strategic Focus Areas discussed in Chapter 2 since they derive 
from the Municipal KPAs . This means that there is a direct logical flow from key operational areas of municipalities 
to the priority occupations (Priority Occupations List) being analysed. The two main criteria used in the selection 
of priority occupations are:

PRIORITY OCCUPATIONS AS A POINT OF REFERENCE

• 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.

• 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 3.1 priority occupations are based on strategic focus areas. Given changing circumstances 
over time the Priority Occupations List will be regularly reviewed and improved to include the most relevant 
occupations for the sector.
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Figure 3.1 Selection of Priority Occupations based on Strategic Focus Areas

Municipal Key
Performance Indicators

Strategic
Focus Area Priority Occupation

Size of Occupation
(Number of Employees)

Strategic Significance
(Risk if shortage)

The Priority Occupations presented under each of the Strategic Focus Areas are discussed below:

The two sub focus areas are Management and Leadership as well as Building capacity of workplace training systems. 
The occupations key to achieving this are:

STRATEGIC FOCUS AREA 1: GOOD GOVERNANCE AND INSTITUTIONAL 
DEVELOPMENT

• Local or Provincial Government Legislator (2017-111101). This occupation represents the elected officials in 
the municipalities including ward councillors and mayors. The occupation is supplemented by 2017-111104 
and 2017-111105, which were captured in the WSP as PR Councillors and Members of the Mayoral Committee 
respectively. Since they are elected, the occupations can never have a shortage (scarce skill) and as such will 
not appear on the PIVOTAL list but it is important to develop capacity in these occupations. Therefore, skills 
gaps (critical skills) become the focus. Management of the municipalities are covered by four occupations 
namely: Municipal Manager (2017-111201), General Manager Local Authority (2017-111203), Corporate Services 
Manager (2017-121902) and Office Manager (2017-134904). The Department of Planning Monitoring and 
Evaluation (DPME) (2016/2017) have identified that management practices are key to improving performance, 
productivity and service delivery and as such, these occupations should remain a key focus.
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• Building capacity within workplace training systems is driven by the Skills Development Facilitator (2017-
242302), the HRD Manager (2017-121202) and Training Officers (2017-242401). The analysis by the University 
of Stellenbosch (2017) found that the success of training interventions moves beyond the role of these 
occupations, but they are nevertheless core to the function and thus remain a focus.

In response to this key strategic objective, LGSETA which is responsible for facilitating skills development in the 
local government sector, initiated a national capacity-building programme in partnership with the University of 
Stellenbosch. The capacity-building course, titled Human Resource Development (HRD) for good municipal 
governance was developed with the aim of improving the management of skills planning and development in 
South African municipalities. More than 300 skills development facilitators (SDFs) and practitioners were trained 
across the nine provinces during February and March of 2018. The course was conceptualised and designed as 
one of the recommendations outlined in a research report, which the LGSETA had commissioned the University of 
Stellenbosch to undertake, to investigate the challenges faced by skills development facilitators in South African 
municipalities. The research findings point to a crisis on how skills development is managed in municipalities. This 
cannot be blamed on the SDFs as they were found to be functionally competent. (SALGA, 2018, p.30).

• While there is only 1 OFO code for Traditional Leaders (2017-111301), the WSP differentiated between Traditional 
Leaders and Traditional Leaders that are paid by the Provincial Department (captured as 2017-111302). Note: 
this is not an official distinction in the 2017 version of the OFO.

STRATEGIC FOCUS AREA 2: TRADITIONAL LEADERSHIP AND 
DEVELOPMENT

• Finance: Finance Managers (2017-121101), Credit Manager (2017-121103), Internal Audit Manager (2017-121104) 
and Auditor (2017-242211).

• Supply Chain: Supply Chain Manager (2017-132401) and Supply Chain Practitioner (2017-333905).

STRATEGIC FOCUS AREA 3: FINANCIAL MANAGEMENT

Technically speaking, financial management should fall under governance. However, the importance of improving 
financial governance in local government is noted in many key strategic documents such as the NDP (NPC 2011). 
The financial management reform, which was started in 2003 with the enactment of the Municipal Finance 
Management Act/Programme, continued with the enforcement of the minimum competencies in 2007 (LGSETA 
2017). The key areas of operation relate to Finance and Supply Chain Management and the priority occupations in 
this area are:

STRATEGIC FOCUS AREA 4: INFRASTRUCTURE DEVELOPMENT AND 
BASIC SERVICES

Infrastructure Development and Basic Services includes many of the hard skills related to providing the core 
services of the municipality. The priority occupations in this area are divided into Project Management, Water, 
Electrical, Built Environment and Emergency Services.

• Programme or Project Management (2017-121905) skills are critical to the implementation especially in the 
context of infrastructure related projects.

• Water related priority occupations include: Water Production and Supply Manager (2017-134918), Water Plant 
Operator (2017-313201), Water Process Controller (2017-313203) and Plumbers (2017-642601).

• Priority electrical occupations include: Electrical Engineer (2017-215101), Electrical Engineering Technician 
(2017-311301), Electrical Foreman (2017-312103) and Electrician (2017-671101).
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• The priority occupations in the built environment include: Civil Engineer (2017-214201) Civil Engineering 
Technologist (2017-214202), Civil Engineering Technician (2017-311201) and Building Site Inspector (2017-
335913).

• The safety and emergency service priority occupations include: Disaster Management Coordinator/Officer (2017-541907), 
Traffic Officer (2017-541201), Fire Fighter (2017-541101) and Emergency Service and Rescue Official (2017-541902).

STRATEGIC FOCUS AREA 5: MUNICIPAL PLANNING
This focus area includes many of the strategic areas of the municipalities’ mandate. It covers Local Economic 
Development, Social Planning, Integrated Development Plan (IDP) and Community Participation and Spatial 
Planning. Developing competencies in these areas are likely to have a significant knock on effect regarding service 
delivery. Priority occupations include:

• Cross cutting: Policy and Planning Manager (2017-121301).
• Local Economic Development: LED Officer/Coordinator (2017-242103), Economist / Economic Advisor (2017-

263101).
• Social Planning: Social Services Manager (2017-134401).
• IDP and Community Participation: Community Development Worker (2017-341201).
• Spatial Planning: GIS Specialist/Technician (2017-351302), Urban and Regional Planner (2017-216401), Town 

Planning Technician (2017-311203).

3.2 OCCUPATIONAL SHORTAGES AND SKILLS GAPS
3.2.1 HARD TO FILL VACANCIES (SCARCE SKILLS)

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

1. Hard to Fill Vacancies: The recruitment process represents the interface between the supply and demand 
for skills. Therefore, when a vacancy proves difficult to fill, it is often associated with a mismatch in the labour 
market.

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 are 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).

Hard to Fill Vacancies

Based on the WSP submissions in 2018, municipalities (and other entities) identified 7,808 hard to fill vacancies. 
This is up from the 5,997 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 hard to fill. Table 1-6 showed that StatsSA 
reported the total number of vacancies to be 45 219 in 2017. That means that based on the current assessment 
that underpins the WSP submission, roughly 17% of all vacancies are considered hard to fill.
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Market Drivers of Scarcity (External Factors)

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

1. Emerging Occupations, relates to recently introduced occupations where there are few people in South Africa 
with the requisite skills (305 posts; 4%).

2. Lack of Supply, relates to a situation in which there are no people enrolled or engaged in the process of acquiring 
skills that need to be replaced (176 posts; 2%).

3. Location Attractiveness, relates to the location of a municipality not being attractive to prospective candidates 
for a post (365 posts; 5%). Under the drivers of change, the dynamic of geographically dispersed employers was 
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.

4. Sector Attractiveness, relates to the local government sector not being attractive to prospective employees 
(517 posts; 7%). In such cases the reported scarcity is not a function of the labour market, but rather there is 
enough demand, just barriers stopping the supply from meeting demand. During stakeholder engagements, 
several factors were raised that contribute towards sector attractiveness as a driver of scarcity. First is the 
financial competitiveness of the local government sector versus the private sector. Stakeholders agreed that 
the skills are available therefore there is no shortage but the municipalities struggle to secure them.

5. Employment Equity, relates to not finding a suitable person from a specific demographic group (employment 
equity – 400 posts; 5%). Similar to point 2 above, there may be sufficient skills but not in target population 
groups for Employment Equity purposes.

Organisational Drivers of Scarcity (Internal Factors)

Organisational drivers of scarcity tend to be more a function of the way in which a municipality operates than 
the state of the labour market. These factors are typically outside the influence of skills development initiatives. 
Internal drivers of scarcity include:

1. Funding, relating to there not being sufficient budget for a post (982 posts; 13%). Where posts were not funded, 
they were excluded from the analysis. While they represent potential demand, the posts are not demanding 
any skills.

2. Recruitment Process Slow (4243 posts; 54%). This is, by far, the biggest driver of reported scarcity. Of the 
vacancies in this analysis, more than half 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 labour market driver, scarce skills stemming 
from this cause have been excluded from the analysis.

3. Training Lead Time (190 posts; 9%), relating to the scheduling of training taking too long, thus delaying skills 
supply. This is viewed as a function of the way in which a municipality operates, and has thus been excluded 
from the analysis.

Hard to fill vacancies were determined based on the analysis of WSP/ATR data as well as extensive survey and 
face-to-face consultations with local government representatives. The Table 3.1 is informed by WSP/ATR data 
which provides input on the number and nature of HTFVs (Degree of external sources of scarcity: 20%) and the 
proportion of imminent retirement and resignations per occupation (% Over 55 an % Resigned: 10%). Surveys 
informed the occupations perceived to be harder to fill and these were affirmed and contextualised through focus 
group consultations.
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Table 3.1: List of Hard-to-Fill Vacancies

The following key observations were taken into consideration to finalise the PIVOTAL list:
• Technical

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

• Electrical and civil occupations in particular appear hard to fill, with a very high degree of externally driven 
scarcity for electrical occupations.

• Of the 7 occupations listed in this category, the bulk are at technician/ technologist level.
• Electrical occupations in particular demonstrate a significantly higher-than-average rate of attrition
• The property valuer occupation has been flagged as HTFV.

Vacancies
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• Water Services
• Again, the data confirms that conventional wisdom that skills related to water services are in short supply.
• Consultations with local government and with the Department of Water and Sanitation confirms the 

critical shortage of appropriately qualified and skilled water process controllers and water reticulation 
practitioners in particular.

• Water process controllers appear to be facing an imminent retirement crisis, given that more than half of 
their number are over 55 years based on the WSP data.

• The number of vacancies may understate the extent of the skills issue for the occupations flagged for 
this category, as consultations indicate that a significant number of existing personnel may be unqualified.

• Financial and Audit
• The data supports the findings by the Auditor General regarding the shortage of financial and audit skills 

in local government.
• The shortage of internal audit skills in particular stem largely from external factors; with a significant level 

of attrition for audit managers in particular.
• Issues raised by the Auditor General regarding a shortage of CFOs at municipalities is not supported by 

WSP/ATR data – however consultations confirm the CFO occupation as one that is hard to fill.

• Planning and  Development
• The town planner has been flagged by consultations as a HTFV; the same for the GIS and landuse 

technologist – though the numbers required are modest scarcity does appear to be driven largely by 
external factors.

• Technical Project Management
• Project management (technical) has been highlighted as a HTFV driven largely by external factors.

3.2.2 SKILLS GAPS (TOP-UP SKILLS)

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 
stakeholder consultations (focus groups and surveys). It indicates the number of staff for which the skill gap had 
been reported, via WSPs, as relevant. It also indicates the extent to which the skill gaps apply to each OFO Group6. 
This view is particularly useful, to guide the extent of training required by OFO Group, once training interventions 
have been decided upon for each skill gap.
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Table 3.2 List of Skills Gaps

• Risk and quality management skills is the skills gap most prevalent across occupations;
• Financial and auditing skills and supply chain skills are in the top 10 skills gaps; in line with the findings of the 

AG Report. Financial skills however, has moved from the top 3 to the top 10, indicating an improvement in the 
provision of these skills;

• Those OFO Groups with the greatest number of reported skills gaps are managers and clerical support workers 
(14/20 each), followed by elementary occupations (11/20);

• Trades has been reported as least relevant for the skills gaps flagged by employers, contributing 4% or less to 
the number of staff for which any of the skills gaps are relevant;

• The skills gaps relevant to a greater number of OFO Groups are Risk and Quality Management, Monitoring and 
Evaluation, Leadership and Management, and Governance and Ethics, each of which is relevant to at least 5/8 
OFO Groups.

The following key observations apply with regard to skills gaps, as highlighted by the table above:
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The remainder of this section deals with two key skills gaps of strategic importance to LGSETA. The first is skills 
gaps relevant to Traditional Leaders, a Strategic Focus Area for the SETA. The second is Skills Planning and HRD. 
Although not specifically flagged as a skills gap by the WSP data, research undertaken by Stellenbosch University 
has flagged this as a critical enabler for skills development amongst employers.

Traditional Leaders

Based on the nature of the Traditional Leader occupation, the skills gaps will always be critical skills and not scarce 
skills. Therefore, there is a need to understand what the development needs are. Analysis of the WSP data reveals 
the following as skills gaps relevant to Traditional Leaders:

• Leadership
• Soft Skills, e.g. emotional intelligence
• Policy and regulation, e.g. understanding of by-laws, policy development
• Performance management.

It was also noted by the University of Venda (2016), that some traditional leaders cannot read or write.

Skills Planning / Human Resource Development

The Local Government Municipal Act (Nov 2000) identifies “Staff Management & Remuneration through a 
Performance Management System” as a focus area for municipalities. The Management Training Programme is a 
Strategic Sub-Focus Area for the LGSETA (falling under Strategic Focus Areas: Good Governance and Institutional 
Development). If skills development is to be a catalyst for change, there needs to be a focus on creating additional 
capacity in the space through appropriate skills development initiatives, to address what is clearly a skills gap at 
multiple occupational levels in the LG sector.

The University of Stellenbosch’s School of Public Leadership (SPL, 2017) assessed the challenges facing the SDF 
in implementing skills development plans. The research findings point to a crisis on how skills development is 
managed in municipalities, concentrated on six levels.

1. Municipalities do not acknowledge the ethical values that support skills development, as a key element of skills 
development policies and strategies;

2. There is a poor awareness and a lack of understanding of the municipal skills development policies by the 
employees;

3. Municipalities are poorly practicing skills development;
4. Skills development plans for departments are absent;
5. Consultative committees that are legislatively required to be constituted are not functioning optimally and are 

not sufficiently giving input into all matters on skills development; and
6. The skills development support received from other municipal stakeholders such as senior management, the 

local trade unions, the LGSETA and SALGA was considered.

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. These learned competencies and 
outcomes should be defined, and if effectively implemented through the relevant skills development initiatives will 
lead to renewed competence to deliver cost-effective skills development programs that are linked to performance 
management, that results in a change in the overall management culture of skills development in South African 
municipalities.
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The 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 limitless potential of all employees is 
encouraged and supported. However, management and employees as well 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).

3.3 EXTENT AND NATURE OF SUPPLY
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 1-10 (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 Priority 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 Priority 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, public further and HEIs and the 
qualifications they offer (www.ncap.careerhelp.org.za). The learning pathways were concentrated into the most 
significant area of subject matter specialization 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 the 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 notoriously difficult exercise. There 
are a number of factors that confound the analysis, the most significant of which 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 utilization of a qualification, the requirements for 
employment are more dependent on experience. In such a case, the number of graduates specializing 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 the occupation Supply Chain Practitioner 
(in the short and medium term) than the respective Supply Chain qualifications.
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Table 3.3 shows each Priority Occupation with the most significant CESM code representing the learning pathway 
and enrolment/graduation data. The Table also 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.

Table 3.3 Extent and Nature of Supply into Priority Occupations (2015-2016)
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Based on the above, the following flags have been raised:

1. A number of occupations (12 out of 27) demonstrate a decline in the number of qualifying learners between 
2015 and 2016. Of these 6 have double digit rates of decrease.

2. A decrease in the supply of financial and supply chain skills threaten to exacerbate the compliance issues raised 
by the Auditor General. This relates to occupations such as finance manager, supply chain manager and supply 
chain practitioner. With regard to key auditing occupations namely internal auditor and internal audit manager, 
these remain stable.
Key water services related qualifications, for the water production and supply manager, water plant operator 
and water process controller occupations, demonstrate a drop in supply over the 2015 to 2016 period.
While the supply of electrical skills in on the increase; that related to civil disciplines is on the decrease.
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.

3.

4.
5.

Number
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The number of learners completing project management qualifications is on the increase – which bodes well 
regarding the associated HTFV flagged earlier in this chapter.

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

6.

Further to the above list, the ETQA department is currently working on the development of the following 
qualifications for 2018/2019:

• Business Support Officer (LED Officer/Coordinator): Specialising in Local Fisheries
• Disaster Management Officer
• Disaster Management Manager
• Financial Administration Manager
• Environmental Practitioner
• Environmental Monitor

Given that the LG sector draws on the matriculant resource pool, the tables below highlight the matriculant pass 
rate to provide an indication of supply for various districts.

Table 3.4 Matric Pass Rate - Western Cape, Free State, Limpopo
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Table 3.5 Matric Pass Rate – Eastern Cape, Gauteng, KZN

Table 3.6 Matric Pass Rate – North West, Northern Cape, Mpumalanga

The tables below indicate the total enrolments and the total graduations/completions in the PSET system for the 
years 2012 – 2016.

Table 3.7 Total enrolments in the PSET System, 2012 -2016
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Table 3.8 Total graduations/completions in the PSET System, 2012 -2016

The tables above indicate that the Public HEIs and TVET college subsystems are the largest components of the 
post-school education and training system. Both tables above show that although there are overall improvements 
in terms of enrolments and completions for the years 2012 to 2016, there is still a gap between the enrolments and 
graduations in almost all the subsystems of the PSET, with Public HEIs demonstrating the largest gap.

3.4 PIVOTAL LIST
The PIVOTAL list is a key output of the SETA, as 80% of the available discretionary budget must be spent on 
PIVOTAL 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).

Table 3.9 shows the approach of the LGSETA in developing the PIVOTAL list as per the questions posed by the 
DHET’s guidelines.

Table 3.9 Approach to the development of the PIVOTAL List
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3.4.1 PROVINCIAL PIVOTAL LIST
Local and provincial drivers become key to understanding the dynamics and needs of municipalities and the 9 
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. As a result, there 
are skills needs that are unique to the Northern Cape only.

These differences will be articulated in the form of draft provincial HTFVs (scarce skills) and skills gaps (top-up 
skills) lists that will be included as part of the portfolio of evidence to be submitted with the final version of this 
SSP.
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3.5 CONCLUSION
A comprehensive analysis of WSP data, existing research projects and extensive 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, both internal audit manager and internal auditor are included in the top 20 hard to fill vacancies. 
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 hard to fill; 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

• All three 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 exacerbation in the current 
crisis regarding maintenance of the country’s water infrastructure

• Traditional leaders will never be classified as scarce skills but 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 attention.

Several HTFVs were identified from which the PIVOTAL list was generated.
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CHAPTER FOUR:
SECTOR PARTNERSHIPS
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4.1 INTRODUCTION
Partnerships are an integral part of the success of any SETA. The nature of the mandate is such that no organization 
can achieve it alone. Besides sharing the metaphorical load, effective partnerships create synergies through 
maximizing relative strengths and capabilities.

The LGSETA created a framework for partnerships in 2016 with the objective being to identify opportunities in 
areas that may previously have been unrecognized. The framework seeks to create ‘placeholders’ which allows the 
organization to treat it as a checklist as it moves through the different phases of carrying out its mandate. There 
are two components to the framework namely: a value chain and a stakeholder framework.

The Figure 4.1 below shows a simplified version of the LGSETA value chain of the Partnership Framework. Starting 
with research, priority areas are identified, which feed into a planning process. This planning process, which 
includes the SSP, the Strategic Plan, and the APP identifies areas for and nature of intervention. Interventions 
are then designed and implemented (this includes Education and Training Quality Assurance (ETQA)). The role of 
monitoring and evaluation provides feedback on the different stages, which helps close the loop for the chain to 
continue.

Figure 4.1 LGSETA Value Chain Component of the Partnership Framework

Research Planning Development of
Interventions

Implementation Beneficiaries
(LG)

Service Providers

Shared
Mandate

(Government/
Association)

Eduction and
Training

Providers

Monitoring and Support

Evaluation

The Partnership Framework is based on a stakeholder analysis, conducted and referenced in Chapter 1. The objective 
is to identify all possible role players with a stake in local government, and therefore could offer opportunities for 
collaboration through shared vision, mandate, activity, or competence. This Framework is still relatively new and 
will take time to populate in its entirety.
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4.2 EXISTING PARTNERSHIPS
Various partnerships have been established in pursuance of the NSDS III goals. Table 4.1 depicts these current 
partnerships, the type of interventions they support, the objective of each partnership and their respective 
successes and challenges.
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4.3 NEW PARTNERSHIPS

The LGSETA has historically engaged in various research partnerships with public HEIs to support the SETA’s 
capacity to contribute to NSDS III Goal 4.1 of Building a Credible Skills Planning Mechanism. The strength of the 
partnerships is based on the LGSETA’s ability to access expertise from the various university faculties because 
academics from these institutions form part of a collaboration network led and managed by the research teams. The 
partnerships have been very fruitful, producing valuable input into the SETA and the sector as a whole. MOU-based 
research partnerships for the 2018/19 financial year are currently under review. Feedback on the effectiveness of 
past partnerships will inform the establishment of new partnerships.

As can be seen in Table 4.1, the partnerships that have been implemented to date cover the various components 
of the value chain and involve a fairly broad range of stakeholders. Feedback on the effectiveness of current 
partnerships will then inform the establishment of new partnerships. For example, based on the experiences with 
the implementation partnerships between TVET colleges, the LGSETA and a municipality as described above, it 
is planned to roll out the model in more colleges. The goal is to deliver learning programmes, place of learners 
for experiential learning as well as provide career guidance and counselling. Targeted stakeholders include the 
University of the Free State and Sol Plaatje University. Regarding research partnerships, the availability of data to 
inform decisions is a constant struggle for SETAs. As a result, data sharing agreements with stakeholders are being 
investigated. Rather than conducting primary research, administrative datasets often provide valuable strategic 
information for skills planning. For example, projects such as the GAPSKILL skills audit process contain valuable 
skills information that would support effective skills planning. There is a need to build additional partnerships 
around planning. This refers to both skills planning and municipal planning (Strategic Focus Area 4). It was a key 
finding of the University of Pretoria Impact Assessment (Enterprise, 2017) that there is a need to strengthen M&E 
of DG programmes. Therefore, implementation agreements need to be strengthened regarding the management 
of interventions to ensure that programmes are being rolled out as agreed.

The stakeholder analysis identified organizations in national and provincial government where the mandate with 
LGSETA overlaps. Opportunities for partnerships cover a number of areas but mainly focus on planning and 
implementation. Targeted partnerships for the future are shown in the Table 4.2.
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Table 4.2 Future Partnerships

In terms of beneficiaries, a need was identified to have an intervention that focuses on gender transformation in 
the sector. Data presented earlier reveals there are more men working in the sector, in the Management and Trade 
Occupation categories. To support the development of women in local government and, in particular, to occupy 
positions in these categories, an opportunity exists to partner with CoGTA and SALGA to develop and implement 
leadership programmes. These programmes are aimed at women in management positions and at women, who 
have been in leadership positions for less than three years, to provide the emerging leaders the opportunity to 
develop leadership skills.
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The LGSETA must ensure it facilitates access to appropriate skills development opportunities for Small Medium and 
Micro Enterprises (SMMEs) and co-operatives that will support the implementation of the Strategic Infrastructure 
Projects (SIPs). A partnership with Small Enterprise Development Agency (SEDA) has been identified where the 
focus will be on SMME development and entrepreneurial skills for unemployed learners

4.4 CONCLUSION
Partnerships are an important service delivery mechanism that can be leveraged by the SETA to improve 
implementation of various programmes and access to other stakeholders that are important for its work. In this 
Chapter, the state of existing partnerships was discussed through the presentation of selected partnerships 
outlining where strengths and areas for strengthening the partnership exist. This Chapter also identified new 
partnerships that the SETA will seek to form, going forward.
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CHAPTER FIVE:
SKILLS PRIORITY ACTIONS
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5.1 INTRODUCTION
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 
that are realistic, consistent, and achievable. It also provides a set of priority actions but is not a detailed strategic 
or operational plan. The summary findings below, particularly for Chapter 3, are organised based on the LGSETA 
Strategic Focus Areas, as detailed in Chapter 2.

5.2 FINDINGS FROM PREVIOUS CHAPTERS

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). 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 16% of employees having a highest level of education lower or equal to 
NQF Level 1. In addition, 19% of manager related occupations have less than a 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 1

5.2.1 GOOD GOVERNANCE AND INSTITUTIONAL DEVELOPMENT

The primary driver in the LG sector is policy and legislation. As such, many of the change drivers will not have an 
impact on skills until there is a policy in line with the functional area of the driver. For example, Renewable Energy 
has skill implications for local government. This policy environment defines the mandate of local government 
accordingly – it was recognised that a definitive policy on renewable energy had to be fully developed and articulated. 
This has long-term skills implications, because they are emerging as a field; thus, the distribution to municipalities 
nationally will be uneven and scarcity will be experienced.

FINDINGS FROM CHAPTER 2

At the heart of sustainable service delivery is sound governance, strong political and administrative leadership, and 
accountable management. Therefore, the LGSETA will continue to focus on management occupations identified 
through the research. Key Findings include:

FINDINGS FROM CHAPTER 3

• As indicated in section 3.2, generic management occupations are well supplied from a base qualification point 
of view. In other words, there should be sufficient skills in the labour market to fill posts in the sector but there 
are a number of gaps in competencies (top up skills) which will be the focus of interventions.

• Skills Gaps in management include Leadership and Management, Labour Relations, IT, Risk and Quality 
Management, Monitoring and Evaluation and Stakeholder Engagement (see section 3.2 for details).

Also included under this strategic focus area is “Building capacity of workplace training systems” which is a critical 
area for success because the lack of capacity in this area limits the impact of investments in skills development in 
other areas. The research undertaken by LGSETA has pointed to broader institutional challenges relating to skills 
planning and implementation that face the sector. In the Impact Assessment of DG Programmes (UP, 2017) and the 
SDF Research Project (SPL, 2017) significant gaps in the collection, use, and application of information relating to 
human resources development within the sector are identified. Some of the key findings include:
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• Weak skills planning characterised by ineffective skills audits, ineffective training committees, and insufficient 
engagement by senior management on issues relating to skills development.

• Inadequate record keeping or information systems for M&E training by both the SETA and the employers.
• Poor awareness or knowledge of HRD policies in general among employees in municipalities. Moreover, weak 

management commitment to HRD leads to poor post-training outcomes. Irrespective of how good the training 
was, or how well learners fared, where senior leadership does not value the training, such investments will have 
no effect on the organisation’s performance.

• Short-term interventions for long-term challenges namely planning in one-year cycles when 2-5 years would 
be more effective.

5.2.2 TRADITIONAL LEADERSHIP AND DEVELOPMENT
The development of Traditional Leaders has been elevated to a Strategic Focus Area for LGSETA. Based on the 
nature of the occupations, the skills gaps will always be top-up skills, which include leadership, soft skills, such as 
emotional intelligence, policy and regulation (e.g. understanding of by-laws, policy development) and performance 
management.

It was also noted by the University of Venda (2016), that some traditional leaders cannot read or write; therefore, 
Adult Education and Training should be provided for those who need it.

5.2.3 FINANCIAL MANAGEMENT
The financial management reform, which was started in 2003 with the enactment of the Municipal Finance 
Management Act/Programme, continued with the enforcement of the minimum competencies in 2007. The key 
areas of operation relate to Finance and Supply Chain Management. Implementation of the minimum competencies 
will continue and as a result, the relevant learnerships will remain a priority and will continue to be supported by 
LGSETA.

There are several financial occupations that have made it into the top 20 hard to fill vacancies. Both the internal 
audit manager and internal auditor occupations are included in this list. WSP analysis also indicates significant audit 
skills gaps due to absolute scarcity and relative geographical and employment equity–related scarcity. The current 
skills issues relating to internal audit is likely a contributing factor for poor compliance findings reported by the AG 
for the LG sector.

As per section 3.3, enrolments and graduates in internal audit manager and internal auditor qualifications are low. 
This is likely to put pressure on the labour market in the future.

5.2.4 INFRASTRUCTURE DEVELOPMENT AND BASIC SERVICES
Infrastructure development and basic services includes many of the hard skills related to providing the core 
services of the municipality. There are a number of occupations flagged for scarcity amongst these hard skills 
with a common driver being municipalities unable to attract the skills to their area. Educational interventions from 
LGSETA would be able to develop local skills and tie learners into employment agreements in the specific area. The 
following key findings were made:

• As indicated in section 3.3, due to the nature of the skills, the time to develop is extensive with most occupations 
requiring at least 3 years to complete. In addition, many of the occupations require professional qualifications 
and thus allowances should be made to support the candidates and not just the base qualification.

• The main driver of shortage is geography. Funding agreements and placement of candidates should take into 
account the need to service outlying areas.
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In terms of specific occupations:

• Electrical engineering technicians and electrical engineers are the leading hard to fill vacancies;
• Those technical occupations with hard to fill vacancies stemming from employment equity considerations are 

technical support specialist, civil engineer and electrical engineer;
• Health and safety occupations that are not keeping up with demand are fire fighter, safety engineer and 

environmental health officer.

5.2.5 MUNICIPAL PLANNING
Municipal planning is a core function of the municipality and drives many of the other strategic areas of the 
municipalities’ mandate. It covers LED, Social Planning, IDP and Community Participation and Spatial Planning.

• Some of the occupations with the strongest utilization in the local government sector (Urban and Regional 
Planner and Town Planning Technician) show upward supply trends. Given that these occupations have all 
been listed as scarce skills in previous SSPs, the increased supply is welcome. Geographic Information Systems 
Specialist/Technician however, has shown a decrease in supply trends.

• LED is a KPA for municipalities. While there are learnerships for LED, it is not a defined learning pathway into a 
specific role and evidence suggests that investments in the available qualifications are low. This is complicated 
by the fact that there is not always a person dedicated to LED in the municipality. In such cases, the function is a 
KPA of a number of different people. As a result, LED is simultaneously a scarce skill (if there is a post dedicated 
to LED) and a skills gap or top up skill such as specific planning skills and GIS.

• Economic Advisors are important to the improvement of the LED function. It is a small occupation in the 
context of the sector but there is significant shortage in the area. Employers reported more HTFVs than the 
total occupational employment in the sector.

Partnerships are an important service delivery mechanism that can be leveraged by the SETA to improve 
implementation of various programmes and access to other stakeholders that are important for its work. In Chapter 
4, the state of existing partnerships was described through the presentation of selected partnerships outlining 
where strengths and areas for strengthening the partnership exist. The chapter also identified new partnerships 
that the SETA will seek to form, going forward. These partnerships underpin the recommended actions below.

FINDINGS FROM CHAPTER 4

5.3 RECOMMENDED ACTIONS
Through the funding of bursaries, artisan development, learnerships, and skills programmes, the SETA will continue 
to invest in the local government sector to support and enhance sustainable service delivery. In response to the 
findings articulated above, the following actions are recommended to supplement the existing activities to support 
the national strategies.

1. LGSETA will continue with the existing skills priorities for councillors and new municipal managers. Following 
the CIP implemented in 2016/17, the LGSETA availed R3.3 million to fund training for 257 councillors (focussing 
on governance) and new municipal managers (with a specific focus on the municipal/city manager division, 
infrastructure/technical division and municipal finance division) through programmes offered by University 
of Witwatersrand (WITS) in 2017/18. Since both COGTA and SALGA also have an interest in developing new 
members, the coordinated approach will be continued to maximise outcomes.
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2. Regarding the geographic constraints, small and rural municipalities will experience shortages, based on their 
own local labour market and those in the broader labour market. When there is a shortage in skills, it is likely 
to be felt most severely in rural areas. Due to their small size, they are less able to compete financially for the 
resources available and, therefore, struggle with recruitment and retention, and may even place a dampening 
on training and development. When developing key occupations in remote areas, the funding agreements 
should include a requirement to work in the designated area for a period of time. Furthermore, the placement 
of candidates in professional occupations in remote areas should be investigated. In 2017/18, five skills 
development programmes projects designed for rural municipalities were executed in partnership with a NGO 
with a good understanding of the constraints faced in particular communities.

3. A key feature of this SSP is the focus on assisting local government with the skills development required to 
enhance service delivery. This approach seeks to address human resource constraints limiting service delivery 
that have been highlighted in chapter 2. The hard skills throughout the value chains associated with basic service 
delivery will therefore continue to be supported. This includes various technical skills, including electrical, civil 
and technical project management. Given the looming crisis with regard to the maintenance of the country’s 
water infrastructure, increasing focus will be placed on learning interventions such as the recently registered 
water reticulation practitioner learnership.

4. Key skills issues underpinning the finance and audit issues raised by the Auditor General will be targeted through 
appropriate skills interventions as outlined in the Seta’s Pivotal plan. These interventions will result in an 
increase in hard to fill occupations such as the internal auditor and the internal audit manager. Implementation 
of the minimum competencies in Finance and Supply Chain occupations will also continue with support from 
LGSETA.

5. The ability of municipalities to plan and manage property related infrastructure will be bolstered through learning 
interventions focused on the town planner and property valuer occupations. The need for property valuers 
to, for instance, address valuation disputes from residents, will be supported through relevant bursaries, 
learnerships and internships.

6. The sector is well transformed in terms of race but further effort is required in terms of gender and people with 
disabilities.

7. With 18 561 employees (7%) having NQF level 1 or lower, AET will remain a priority. In the 2017/18 period, 4 517 
LGSETA employees completed AET programmes, thereby reducing the proportion of employees having NQF 
level 1 or lower from 15.6% recorded in 2017.

8. The education levels are relatively low with 19% of manager related occupations having less than a NQF 4 
educational level. Raising the educational profile of the sector will go some way to addressing some of the 
challenges identified.

Traditional Leaders have been elevated from a sub-focus area under governance to its own primary strategic Focus 
Area. The needs of traditional leaders have been well articulated through research conducted by the University of 
Venda (2017) and MJ Mafunisa Consulting (2018) and it is important that these needs are not lost in the broader 
implementation. Therefore, the Department of Traditional Affairs together with LGSETA has started to implement 
capacity building programmes and initiatives designed to address identified skills capacity requirements for 
traditional leadership in all nine provinces.

Chapter 3 discussed how the impact of training is being dampened by inadequate skills planning competencies 
in the sector. This should be a key priority moving forward as it represents the core mechanism for the LGSETA 
to affect change. As a result, the SETA has identified the following measures to address the systemic challenges 
identified in the research. Note: the measures mentioned below affect all of the focus areas mentioned above:

1. Roll out a support programme for skills planning, particularly addressing the skills needs of the corporate 
services director, HR manager and municipal manager to be available to employers and to be funded through 
DGs . This measure will serve as Phase II of the support programme which will be rolled out for skills planning. 
The support programme may comprise of a basket of tools and methodologies to develop competencies 
(knowledge, skills and attitudes) to deal with and manage the human resource development process within the 
context of the municipal environment. In future, degree programmes of this nature should also be designed to 
build on the developed support programmes.



69LGSETA SECTOR SKILLS PLAN 2019/20

2. Establish more robust systems for monitoring and evaluating programmes supported by the SETA. This 
includes development of data management platforms that provide accurate, comprehensive, and consistent 
data on the programmes funded by the SETA. Recommendations have been made in the Impact Assessment 
Report regarding upgrading the Quarterly Monitoring Reports (QMR) and strengthening the M&E policy to fulfil 
this need. They provide a useful starting point for the SETA to take forward. Improving information systems will 
contribute to better decision making and planning.

3. Review Discretionary Grant (DG) Policy to allow for multi-year funding awards where such an approach will 
lead to better results. Some of the intended educational outcomes for which employers apply for DG funding 
can best be realised over a multi-year cycle. Moving from one year to multi-year awards will contribute to 
long term planning by municipalities. This effort is supported by the Proposal for the NSDP which allows for 
a 5-year programme planning against priorities and a 3-year budget plan. It also overcomes the significant 
administrative delays that have adversely affected training implementation in past years.

4. Support mentoring initiatives and programmes. The need for mentoring is high as well as teaching key personnel 
how to mentor. The ability to transfer skills to learners is not intuitive and can be developed. Mentoring can be 
further supported by specific placement programmes to assist youth to complete their workplace exposure 
and complete their qualifications. Lack of access to qualified, experienced professionals is hindered by the 
observation that these potential mentors are largely employed in the private sector. LGSETA should explore 
private-public partnerships to enable mentorship outside of the municipal space.

5. Encourage employer management commitment to training through communication, policy and possibly 
mentoring and coaching.

6. Address high youth unemployment rate in the sector by introducing and funding training initiatives for 
unemployed youth. This training should be supported by consultation with employers to encourage absorption 
of youth trainees into the workplace.

The above measures are intended to support the National Strategies and Plans identified in Chapter 2. Some of 
these links are direct whereas others are more indirectly supported. Table 5.1 shows how the LGSETA interventions 
can aim to support key strategies and policies.

Table 5.1 Planned Interventions to Support National Strategies
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5.4 CONCLUSION
The recommended actions of the SSP seek to take a long-term view to human capacity development at local 
government, investing in systemic change, not only short-term interventions. The HRD policies also emphasise 
the provision of opportunities for youth. By clarifying learning and career pathways in areas that are currently 
underserved at local government, and placing greater emphasis on mentorship, this SSP creates an enabling 
framework for accommodating young people.

Strengthening of municipal capacity, as envisaged in policies such as the LGTAS and the Integrated Urban 
Development Framework is also a key priority in this SSP. 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 at present, especially in 
rural areas.

LGSETA’s vision is to be a SETA of excellence. By approaching skills development in an integrated systemic manner, 
the SETA aims to work with local government to improve service delivery for the benefit of all.
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Tel: 053 831 2748/1565
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