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FOREWORD BY THE MINISTERS OF EDUCATION AND LABOUR

We are pleased to present to the public this Human Resource Development Strategy, which
was approved by Cabinet earlier this year and which the President announced in his State of
the Nation address in February.

This strategy has its origins in the Reconstruction and Development Programme (RDP), which
declared as one of the key principles that:

“Our people, with their aspirations and collective determination, are our most important 

resources. The RDP is focused on our people’s most immediate needs, and it relies, in 

turn, on their energies to drive the process of meeting these needs. Development is not

about the delivery of goods to a passive citizenry. It is about active involvement and 

growing empowerment.” 

Following from this statement, the development of our human resources is identified as one of
the five key programmes of the RDP.

This Human Resource Development strategy is innovative, and attempts to ensure that we
meet the needs of our economy and our democratic order. It is a signal of our determination as
Government to give practical effect to this commitment of the RDP. In terms of the strategy our
people will be provided with a solid educational foundation for social participation, and also be
empowered to develop relevant and marketable skills at further and higher education levels. At
the same time employers will contribute to the identification and development of skills for the
economy, and Government will promote and support policies which target employment growth
in key industrial sectors.

The strategy will be underpinned by a set of institutional arrangements, including Sector
Education and Training Authorities, and the reshaping of Further and Higher Education. These
will ensure that the necessary co-ordination between the pillars of the strategy is achieved. The
Human Sciences Research Council will support the monitoring of progress on the identified indicators,
and this will enable us to report regularly to the Cabinet on the development of our human
resources, and the impact of this on our nation.

The overarching goals of the strategy are ambitious, including an improvement in the Human
Development Index for South Africa, a reduction in inequality, and a higher position on the
international competitiveness table. We believe these are all possible, and are committed to
working together, and with our Cabinet colleagues, to ensure that we create an enabling
human resource development environment to make our nation work, and to enjoy a better life. 

Professor Kader Asmal M.M.L Mdladlana

Minister of Education Minister of Labour
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THE CASE FOR A HUMAN RESOURCE DEVELOPMENT STRATEGY

President Thabo Mbeki has spelt out a vision for South Africa as a nation at work for a better
life for all. The purpose of this Human Resources Development (HRD) Strategy is to provide a
plan to ensure that people are equipped to participate fully in society, to be able to find or cre-
ate work, and to benefit fairly from it. 

The organising principle which has been used to cohere the various components of this strate-
gy is the concept of “work”. This is not a narrow understanding of work, and must be under-
stood as being the full range of activities that underpin human dignity by achieving self-suffi-
ciency, freedom from hunger and poverty, self-expression and full citizenship. Nationshood and
productive citizenship are inter-dependent, and it is in this sense that we speak of a nation at
work for a better life for all.

It is common cause that there is an enormous amount to be done to end poverty and to pro-
mote growth in the economy.  Since 1994, over 1 million houses have been built, clean water
has been supplied to 6.5 million people, and nearly 400 000 electricity connections were made
in 2000 alone. And yet there is no shortage of work still to be done - houses, schools and clin-
ics to be built, roads to be provided, telecommunication systems to be put in place, children to
be given good quality education. The list is long.  A more robust social and physical infrastruc-
ture is needed, not only to ensure that the basic needs of our people are met, but also to
enable them to work in ways that bring returns and increase the quality of their lives.

Many reasons are put forward to explain why in our society unemployment and poverty persist
when there is still so much to be achieved. Not all of the reasons have to do with the capabili-
ties of people; many have to do with the unequal distribution of productive assets in our socie-
ty. The poor have very few resources to muster; indeed many have only their own labour to
use or sell. But the capabilities of people nevertheless remain a limiting factor in the attainment
of socio-economic development, and this stratergy seeks to address the problem in a system-
atic way. At the heart of the proposed HRD strategy is the belief that enhancing the general
and specific abilities of all citizens is a necessary response to our current situation, which
should be embedded within the overall economic, employment and social development pro-
grammes of the State.  To realise their potential citizens need knowledge, skills and democratic
values, and they also need opportunities in which to apply them.  There are South Africans
who have skilled labour to sell - and they cannot find buyers because there are not enough
jobs, their skills do not match the demands, and there is no systematic process for information
to flow between government, the workplace and labour. 

The government’s HRD strategy has two roles to play in this environment. One is to ensure
that the various components of the state work together in a co-ordinated way to deliver oppor-
tunities for human development. The second is to ensure that those people who have suffered
from discrimination in the past are put at the front of the queue in terms of the identified nation-
al priorities. South Africa’s constitution states that “Everyone has inherent dignity and the right
to have their dignity respected and protected.” Dignity is therefore an inalienable right, but in
practice it is linked to a range of other factors - cultural, social, and economic. Citizens who live
in poverty and without opportunities to develop their natural potential have their dignity
impaired. The primary reason for a HRD strategy is therefore to ensure that this Constitutional
provision is progressively secured.
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SOUTH AFRICA TODAY: UNDERSTANDING THE PROBLEM

The scale of the South African HRD challenge is daunting.  Table 1 provides an overview
of some of the key ‘quality of life’ indicators that currently describe our labour market,
society and economy. These are compared to other selected countries, with an indication
of their current Human Development Index (HDI) ranking.

Two features stand out from this snapshot of our current situation. One is the likely
impact of poverty related health issues on the population, including HIV-AIDS, as well as
other infectious diseases. These are undoubtedly both the result and the cause of poverty
and deprivation among the population. The other feature is the high degree if inequality
prevalent in our society, especially around race, gender and disability. These differentials
are reflected in the Gini co-efficient, and apply to household income, as well as to the
occupational structure of the labour market.  South Africa’s index of 0.60 makes it the
most unequal society after Brazil (0.63).

The following data serves to illustrate these features of our society, which must inform
any HRD initiative. It must also be recognised that nationally aggregated data tends to
obscure some of the large disparities between the regions of South Africa, and all devel-
opment initiatives must be spatially targeted.

The impact of poverty related health concerns on the population and 
workforce

The life expectancy of South Africans is 54,7 years, but is expected to drop to 47 years of
age as a consequence of poverty and disease. The impact of poverty related health
issues, from an HRD coordination point of view, is their effect on education, and on the
South African population and workforce. The South African population is severely affected
by AIDS, which will impact significantly on all strata of the economically active labour force
as well as amongst the unemployed, and the epidemic will probably exacerbate the exist-
ing skills shortage in the economy. The President has spoken on this matter, and empha-
sised that it must be treated as a national priority, and particular attention will therefore
have to be given to monitoring and responding to this impact.

TABLE 1: KEY HUMAN DEVELOPMENT INDICES, 2000

HDI
rank

Country Life
expect
ancy
at birth

People living with Aids Under-5
mortality
rate

GNP per
capita

Population
growth rate

Years Total No Adult
rate (%
of 15-49
age
cohort)

Per
thousand
live births

(US$)
1998

1975-
1998

1998-
2015

3

4

10

61

USA

Australia

UK

Malaysia

74 Brazil

103

128

130

138

RSA

India

Zimbabwe

Kenya

76.7

78.3

77.2

72

66.8

54.7

62.6

44.1

52

820 000

11 000

25 000

68 000

580 000

2 900 000

4 100 000

1 500 000

1 600 000

0.76

0.14

0.09

0.62

0.63

12.91

0.82

25.84

11.64

8

5

6

10

42

83

105

89

117

29 240

20 640

21 410

3 670

4 630

3 310

440

620

350

1.0

1.3

0.2

2.5

1.9

2.0

2.0

2.7

3.3

0.7

0.9

0.1

1.5

1.1

0.6

1.2

1.0

1.5
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Inequalities in South Africa

Income inequality

Income inequality is a social reality in South Africa that places a severe limit on HRD.
Between 1975 and 1991, the income of the poorest 60% of the population dropped by
about 35%. By 1996, the gulf between rich and poor had grown even larger. The poorest
quintile received 1.5% of the total income, compared to the 65% received by the richest 10%.

The extreme income inequality suggested in Table 2 above limits the ability of individuals, 
households and government to finance the enhancement of skills and education and
training that are critical pre-requisites for improved participation in the labour market, and
therefore, improved income. Highly skewed income inequality also places a dampener on
generating increased aggregate demand for goods and services, thereby limiting eco-
nomic growth. A vicious cycle of income inequality, low skills and poor education, has lim-
ited economic growth.

Race and gender inequalities

A second critical HRD indicator is that of social equity. Two measures of equity are
applied here: equity in the occupational structure and equity in education. In both cases,
the measures are disaggregated by race and gender.

70,000,000

60,000,000

50,000,000

40,000,000

30,000,000

20,000,000

10,000,000

0

1990 1993 1996 1999 2002 2005 2008 2011 2014

No-Aids population AIDS inclusive population
Source: ASSA

TABLE 2:  ANNUAL HOUSEHOLD INCOME IN RANDS, 1996

African White Coloured Asian Average

Poorest 50%

41-60%

61-80%

81-90%

Richest 10%

Average

2 383

9 120

1 9183

37 093

108 568

21 180

29 549

83 506

134 821

207 243

40 6091

119 818

8 214

25 967

46 463

77 866

168 005

42 359

17 878

49 569

80 882

12 5962

25 8244

71 662

3 572

15 624

36 797

78 620

222 734

42 048

Figure 1 Population Forecasts for AIDS and Non-AIDS Scenarios
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The Department of Labour recently released the first results from the Employment Equity
Plans submitted by large employers to government. The key results are shown in Figures
2 and 3 below. Figure 2 shows that blacks are still under-represented in the top occupa-
tions and over-represented in the low-level occupations. Similarly with women as is
shown in Figure 3.

Labour market discrimination

The Department of Labour’s Employment Equity Report also provided qualitative indicators
of barriers to employment equity in the labour market, for example, in the areas of 
access to training, recruitment practices, succession planning, performance appraisal 
and job grading systems. In general, discrimination is still present in the labour market 

Plant and machine operators and assemblers

Black representation by Occupational Category

Legislators, senior officials and managers

Professionals

Technicians and associate professionals

Clerks

Service and sales workers

Skilled agricultural and fishery workers

Craft and related trades workers

Elementary occupations

Non-permanent employees

Total

0% 25% 50% 75% 100%

Legislators, senior officials and managers

Professionals

Technicians and associate professionals

Clerks

Service and sales workers

Skilled agricultural and fishery workers

Craft and related trades workers

Plant and machine operators and assemblers

Elementary occupations

Non-permanent employees

Total

0% 25% 50% 75% 100%

Female representation by Occupational Category

Figure 2

Figure 3
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and better qualitative measures will be needed to monitor these problems in the future.

One study that highlights these more hidden discriminatory practices is the HRSC study
of the first employment experiences of 1806 graduates who graduated in the period 
1991 to 1995. The study shows that the labour market discriminates against university 
graduates seeking employment with respect to population group and academic institution. 
African and other graduates from historically black universities (HBU’s) were more likely
to battle to find employment. Although graduate unemployment is low at only 2%, more
than double the respondents graduating from the historically white universities (HWU’s)
found employment immediately (65%), as opposed to 28%  of the respondents from the
(HBU’s). With the exception of the Medical University of South Africa (immediate employ-
ment at 80%), all the HBU’s fared worse in terms of immediate employment than the
HWU’s.

Inequalities in the composition of staff and students in Education and
Training institutions

Another important measure of inequality is the extent of change in the racial and gender
composition of students and staff at South Africa’s education and training institutions.
Table 3 shows the latest results for students in Higher Education and Training:

Black students (and specifically African students) are now in the majority in South Africa’s
HET institutions. This is an improving trend, but inequalities in the staffing of institutions
still prevail. In 1998, whites still constituted 80% of academic staff in HET, with Africans
at 12%, Coloureds at 3%, and Indian academic staff at 5%. In the Technical Colleges,
during 2000, whites still constituted 61% of academic staff, with Africans at 28%,
Coloureds at 8%, and Indian academic staff at 3%. This clashes markedly with the stu-
dent composition that has changed dramatically in the past five years. Student enrol-
ments in Technical Colleges are now: Africans (71%), Whites (18%), Coloureds (9%) and
Indians (1%).

There is a powerful imperative for government to use planning and funding mechanisms
to encourage education and training institutions more persuasively to transform the
racially skewed character of their staff compositions - clearly, a continuing legacy from
the past. Data will need to be continuously collected, analysed and acted upon in future -
especially to measure and promote black student participation in post-graduate pro-
grammes and fields of study such as medicine, law and engineering.

TABLE 3:  STUDENT HEADCOUNT IN HET BY POPULATION GROUP, 1993-1999

1993 1999

WHITE

INDIAN

COLOURED

AFRICAN

47%

7%

6%

40%

29%

7%

5%

59%
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THE HRD STRATEGY

VISION, MISSION AND OBJECTIVES

The overall vision of the strategy is:

“A nation at work for a better life for all”.

Its key mission  is: 

To maximize the potential of the people of South Africa, through the acquisition of
knowledge and skills, to work productively and competitively in order to achieve 
a rising quality of life for all, and to set in place an operational plan, together with 
the necessary institutional arrangements, to achieve this.

The strategy has three overarching goals:

The proposed strategy contains two elements which will drive the HRD Planning process:

• The institutionalisation of HRD planning and implementation, through the building of 
structures which will  ensure information flows between relevant role-players, and

• The collection and analysis of data in regard to twenty-five key indicators, which will tell 
us how the strategy is performing and inform the further development of the strategy.

The former element includes the establishment and operationalisation of the Sector Education
and Training Authorities (SETAs), the Skills Plans which are drawn up on an annual basis
reflecting the state of the labour market within each sector, and the development of learner-
ships as a partial response to some of the imperatives of these markets. As a major player in
many SETAs, the state is well placed to drive its own training needs through the SETA skills
planning processes. 

* Targets and timeframes will be set for each of these objectives through a consultative process

Overarching goals Target to be achieved *

To improve the Human Development Index:
an improved basic social infrastructure is
critical for a productive workforce and a
successful economy

An improvement is attained in the Human
Development Index

To reduce disparities in wealth and poverty
and develop a more inclusive society

The country's Gini Co-efficient rating
is improved

To improve international confidence and
investor perceptions of the economy

The country's position in the International
Competitiveness League improves in
absolute terms (currently 47th in key indices)



11

The latter element includes the appointment by the state of a specialised agency (the Human
Sciences Research Council) to collect and analyse HRD data on an ongoing basis. This will
inform us about strengths and weaknesses in the HRD system, and guide the relevant agen-
cies or systems in addressing these. Other bodies that have a role to play include the Council
on Higher Education, the National Board for Further Education and Training, and the South
African Qualifications Authority, all of which perform key advisory and quality assurance func-
tions.

The strategy depends upon effective co-ordination of the strategic objectives of  human
resource development:

• a solid basic foundation, consisting of early childhood development, general education 
at school, and adult education and training;

• securing a supply of skills, especially scarce skills, within the Further and Higher 
Education and training bands of the National Qualifications Framework (NQF), which 
anticipate and respond to specific skill needs in society, through state and private sector
participation in lifelong learning; and

• an articulated demand for skills, generated by the needs of the public and private sectors, 
including those required for social development opportunities, and the development of 
small business and; 

• a vibrant research and innovation sector which supports industrial and employment 
growth policies.

Each of these pillars will need specific intervention programmes and ongoing reporting, 
but the ultimate success of the strategy will depend on the quality of the interaction between
the various components. The plan is therefore to ensure that the necessary linkages, shown at
the centre of the diagram below, are made and sustained through the recommended institu-
tional arrangements. The indicators will provide evidence of whether the planning process is
successful or not within each of the four pillars, and in respect of the integrative function.

The strategy is therefore to ensure integrated HRD planning and implementation, monitored on
a national, regional and sectoral level, with progress measured against approved indicators.
The strategy does not seek to intervene in departmental “line-function” matters, except to
locate these within a broader strategic framework, and to provide an institutional basis for their
mutual co-operation with other government departments, private sector employers, and repre-
sentatives of workers.
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SUMMARY OF THE HRD STRATEGY

HRD STRATEGY
Linking the four
Strategic objectives

1

4

GENERAL EDUCATION

National systems of Innovation,
Research and Development

The underpinning supply of
compulsory schooling; Early
Childhood Development and
Adult Basic Education and
Training.

SUPPLY SIDE
Provision of Further
and Higher
Education
and Training.

DEMAND SIDE
Demand for skills
from Employers.

2 3
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MANAGEMENT AND GOVERNANCE OF, AND SUPPORT FOR THE STRATEGY

In order for the strategy to succeed, it requires an efficient management, governance and support
structure. Co-ordination of the HRD Strategy is required at three levels: National, Provincial
and Sectoral

National

Cabinet should provide political leadership and ensure public accountability through Parliament
for the HRD Strategy, and the Forum of South African Directors General (FOSAD) should
advise Cabinet on HRD matters. As agreed by Cabinet, the Ministers of Education and Labour
are co-responsible for the development and oversight of this strategy, and they will establish
Working Groups to ensure the targets are met.

Structured interactions with social partners in the private and community sectors will take place
from time to time, through the established advisory bodies to the two Ministers. 

Provincial

At present there is a wide array of initiatives at provincial level, many running in parallel in the
same province.  If HRD is to achieve the level of attention it deserves this needs to be resolved.

The Provincial Executive Council should be the point of provincial political decision making on
HRD matters.  Heads of Departments in provinces must advise the Provincial Executive
Council and the Premier on key HRD issues. These need to address HRD issues across the
province and Departments.

The Department of Labour has already established a Skills Development Forum in each
province, consisting of both government departments and social partners, to disburse funds
from the National Skills Fund. These structures could be upgraded to perform a co-ordination
function, and reconstituted to ensure a stronger role for other Departments, especially
Education and Trade & Industry.

Inter-provincial forums as well as stakeholder forums need to be considered, from time to time,
to facilitate and exchange of best practice and lessons learned.

A key mobilising tool at provincial level could be the Provincial Skills Plan developed by the
Provincial Office of the Department of Labour. This will ensure that the skills required to imple-
ment the Provincial Growth Plans are identified and developed. 

Sectoral

Every Minister and government official needs to be a champion for skills development in their
sector.  For this to be meaningful, government will need to contribute intellectually and finan-
cially to the functioning of SETAs, as approved by Cabinet.  Government endorsement of
Sector Skills Plans in each sector will ensure an alignment between State policy and its HRD
dimension, and partnerships with the private sector should take place through the Education
and Training Authorities in each sector. The special role of the Public Services Education and
Training Authority (PSETA) must be given attention and support to ensure public service delivery.
Inter-sectoral meetings are managed through the existing SETA Forum. The fuller participation
of government departments in this Forum should be encouraged. 
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The Support Agency

Cabinet has approved the Human Sciences Research Council (HSRC) as the agency which
will provide support services to the HRD Strategy. The Strategy has determined what data
must be collected and what research should be undertaken.  The first functions of the HSRC
will be to monitor performance against baseline data in each of the indicators, and to conduct
impact evaluation studies.
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THE STRATEGIC OBJECTIVES

The HRD Strategy consists of five strategic objectives. The tables that follow outline each of
the strategic objectives, provide success indicators and an indication of actions required, and
identify the agencies responsible.   

Once the objectives are agreed, these departments or agencies will need to determine targets
to be attained by 2005/6, and annual milestones against which progress can be monitored.  In
many cases this has already been done as part of normal planning processes.

1
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Strategic Objective 2: Improving the supply of high-quality skills (particularly scarce skills) which are
more responsive to societal and economic need
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people development standard •    DoL
(NSDS Target)
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Strategic objective 5: Ensuring that the four strategic objectives of the HRD stategy are linked
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PRIORITIES FOR 2001/2002

Winning irrevocable improvements in human resource development is an ongoing process.
The proposed targets are ambitious and as is suggested will take time to achieve.  In order to
focus the implementation of the Human Resource Development Strategy and to demonstrate
the government’s commitment the following priorities are approved for the current year:

• To develop a broad social consensus on the HRD Strategy and establish targets, 
programmes and structures and resources to support its implementation

• To enhance the capacity of government to deliver services
• To initiate an integrated programme to tackle skill shortages, including enhancing the 

responsiveness of FET and HET institutions
• To develop a more coherent public policy to support SMMEs
• To inaugurate learnerships
• To give priority to programmes to improve literacy and ABET.

Indicative time-frames for each of these are as follows, and each Department will need to

determine precise targets and dates:



20

PRIORITIES FOR 2001/2002

Priority Activity Target

Agreements on the HRD Strategy • Agreement by Cabinet: March 2001
• Core support team designated: March 2001
• Discussions with key stakeholders: completed by end
  of April 2001
• National event to launch and publicise HRD Strategy:
  May 2001
• First FOSAD review of progress: September 2001
• Cabinet review: November 2001
• Priorities, targets and plans for 2002: agreed January
  2002
• Report to Nation: February 2002

Public Service Delivery • PSETA functioning fully: August 2001
• Departments prepare Workplace Skills Plans:
   September   2001
• Review of Departmental HRD reports and identification
  of functional areas critical for service delivery:
  December   2001
• Implementation and review of Management
   Development Programmes: Evaluation report:
  January    2002
• Development of targeted senior management
   programmes: December 2001
• SAMDI    and other providers increase the number of
   programmes   delivered and evaluate their effectiveness:
   March 2002

Scarce skills • Legislative review of impediments to recruitment of
  foreign skilled workers: August 2001
• Identification of scarce skills by SETAs, DoE, DTI
  and DACST: first assessment: May 2001
• Bursary programme for scarce skills training
  inaugurated: February 2001
• First bursaries awarded: August 2001
• 1,000 bursaries awarded: March 2002

SMMES • DTI initiated review of inter-departmental policies
   and programmes and integrated policy launched:
   August 2001

Learnerships • Learnerships launched formally: February 2001
• SETAs identify adult learnerships and agree targets:
  March 2001
• 3,000 young people in learnerships: March 2002

ABET and literacy • Targets established by SETAs for NQF level 1 workers
  2001/2: March 2001
• Implementation of multi-year ABET plan
• Targets established by SA National Literacy Initiative:
   August 2001

ECD
• Approval of ECD policy May 2001
• Implementation of policy January 2002
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BASELINE DATA FOR MONITORING PROGRESS

In this section we describe the baseline data from which progress will be measured. Statistics
on each of the indicators are presented, describing the current position, and these will be used
to monitor progress and to ensure targeted interventions to achieve the HRD goals of govern-
ment. These indicators are grouped according to the related strategic objective.

STRATEGIC OBJECTIVE 1: IMPROVING THE FOUNDATIONS FOR LIFE AND
WORK

The key challenges to be addressed are early childhood development, literacy, adult education,
and universal General Education and Training, including pass and exemption rates in public
examinations, and results in vital “gateway” subject areas such as mathematics and science.

INDICATOR ONE: Participation in Early Childhood Development (ECD)

Prior to 1994 the Early Childhood Development sector was badly neglected, except for the
rich.  Non-governmental agencies provided some training, particularly for poor Black women in
an attempt to ensure some quality provisioning for the ever-increasing number of ECD sites in
poor communities.  These sites and the teachers working in them were not recognised or 
supported by the authorities, and no investment was made to ensure that minimum standards
were being met. This situation prevailed despite the overwhelming international evidence that
pre-school development is a key factor in success at school, and later, in life.

The Education for All assessment of 2000 records that only about 560 000 of the approximate-
ly 6 million children under the age of 6 are accommodated in pre-school facilities, while an
audit conducted by the DoE in 2000 showed there were in fact over 1 million learners under
age 6 at some form of pre-school institution. It is estimated that at least 50% of the age cohort
(5 turning 6) are enrolled in ECD facilities (440 000 learners), and a target of 1 million learners
of this age has been set for increased participation over the next three years. Particular attention
will be given to the participation of children from the poorest 40% of the nation.

The low rate of participation is compounded by the fact that some of these ECD sites are of
dubious physical and educational quality, and serve as no more than “creches”, with little or no
structured development programmes. A register of sites is being compiled by the Department
of Education, with over 25 000 entries to date. 

In response to this situation, the ECD Pilot Project began in 1997, and was designed to test
out a different way of offering children an extra year of education - the Reception Year. Interim
ECD Policy and curriculum framework guidelines were developed, and agencies were contract-
ed in each of the provinces to provide educational and management training for ECD practi-
tioners in line with the policy and framework. A further objective of the Pilot Project was to align
ECD with the National Qualifications Framework, and the establishment of a career path for
ECD practitioners. To date, a total of 2 700 practitioners have been trained and 40 training
agencies accredited by the Interim Accreditation Committee.
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The Pilot Project ended in March 2000. A Standards Generating Body (SGB) for ECD was re-
gistered in 2000, and the draft qualification framework that was developed for the National Pilot
Project was handed to the SGB. The South African Qualifications Authority (SAQA) has registered
this ECD unit-standard based qualification, and qualifications have been developed at Levels
1,4 and 5 on the National Qualifications Framework.

A conditional grant has been awarded to the Department of Education to extend services to
the ECD sector and ensure the further development of practitioners.  It is anticipated that at the
end of the 3-year period a total of 4 500 practitioners would have obtained at least the Level 4
qualification. This grant will also be used to train district officials to ensure that there is an
effective and efficient monitoring system in place for community-based ECD sites.

INDICATOR TWO :Participation in Adult Basic Education  and Training (ABET) and
Literacy programmes

Illiteracy is very prevalent in South Africa, particularly among older persons who were margin-
alised from educational opportunities under the apartheid system. Three million South Africans
cannot read or write at all, and millions more are semi-literate. This can have devastating neg-
ative consequences on their ability to participate fully in the political, economic and social
spheres of life. About 67% of persons aged 15 years and above and 83% of those aged 15-24
have completed Grade 6 and are considered to be functionally literate. Comparative literacy
rates are: USA, UK and Australia, all at 99%; Malaysia, 86.4%; Zimbabwe, 87.2%; Nigeria,
61.1%; India, 55.7%; and Mozambique, 42.3%.

The SA National Literacy Initiative (SANLI) has been established by the Department of
Education, and aims to mobilise three million participants into literacy programmes. The initia-
tive also seeks to mobilise the support of business, local government, NGO’s and volunteers in
tackling the issue of illiteracy.

The need for adult education is equally acute. A high proportion of South African adults aged
20 years and older have never been to school - 19.3% overall, but peaking at 36.9% in the
Northern Province and going as low as 6.7% in Gauteng. Regional strategies to encourage
participation in lifelong learning, and proportional to the disparities in participation rates, will
need to be developed. 

INDICATOR THREE: Achieving universal general education (9 years)

Universal primary education in South Africa has increased sharply in the last five years, with
near universal enrolment at 93%. The national net enrolment ratio (NER) was 87% and the
gross enrolment ratio (GER) 112% in 1997.  The NER measures the extent of participation of
the official primary age cohort (7-13 years of age) in primary schooling, and therefore excludes
those learners who are formally too young or too old to sit in primary school classrooms - but
who do. The GER is a measure of participation regardless of age and a GER that is above
100% has high numbers of under- as well as over-age pupils. This is attributed to high
repeater rates (estimated at 17% in South Africa). There has been a decrease in GER between
1997 (112) and 1999 (106), meaning that there are less children of inappropriate age within the
schooling system. This is an indication of an improvement in the efficiency of the system.
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The level of non-school attendance by eligible children is another measure of access to basic
education. Currently, approximately 16% of children between 6 and14 years of age are out-of-
school - which varies by place of residence, population group and gender. For example, the
measure of African out-of school youth is 17.3%, whereas for white youth the measure is 9.3%. 

INDICATOR FOUR: Examination Pass Rates

At present, the key indicator of school success is the matriculation examination that takes
place at the end of Grade 12. This will change with the introduction of the General Education
and Training Certificate (GETC) at the end of Grade 9 and which will become a benchmark for
improvement. 2001 will also see the introduction of a systemic evaluation at Grade 3 level, with
5% of learners in the cohort being appraised in language and numeracy skills. This systemic
evaluation will be extended to Grade 6 as well, which will also provide an indication of
progress. 

Until 2000, there had been a decline in both the number of students enrolled to write the
matriculation exam and in the pass rates, although the pass and exemption rates improved
dramatically in 2000, as table 4 indicates:

Figure 4 shows poor throughput in the system - from the initial 489 941 learners who enroll to
write the exam, through to the 68 626 (14%) candidates who passed with exemptions - a key
pre-requisite for entry into higher level professional training.

TABLE FOUR: MATRICULATION ENROLMENTS AND PASS RATES

Year Candidates who
wrote

Candidates who
passed

No                 %No                 %

Pass with exemption Pass
without
exemption

Candidates
who failed

1996 518 225 279 487 54.4 80 015 15.6 199 472 234 381

1997

1998

1999

2000

559 233

552 862

511 474

489 941

264 795

272 488

249 831

283 294

47.4

49.3

48.9

57.8

70 127

69 856

63 725

68 626

12.5

12.6

12.5

14.0

194 668

202 632

186 106

214 668

294 175

279 896

261 328

283 294



Figure 4: 2000 Matriculation examination results

The transition from school to work is made extremely difficult by these matriculation results. A
number of ‘transition’ problems in the youth labour market are created: 

• Of 489 941 candidates only 68 626 are considered “successful” because they 
are now eligible for entry into higher learning. 

• Inefficient through-flow from matric: Of the 70 127 matriculants who received exemption 
in 1998, only 43 000 (61%) entered higher education institutions in 1998 as first time 
entering students in the year immediately after matriculation. There is no data on 
where the remaining 39% of the 1997 matric cohort went. Many young people take a 
few years before re-entering the education system at higher levels - because of poverty
(for the poor) or in pursuit of leisure (for the middle classes). Table Five provides the 
details of this through-flow.

68 626

214 668

283 294

489 941

100 000 200 000 300 000 400 000 500 000
candidates

Passed with exemption

Passed without exemption

Passed the examination

Wrote the examination
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TABLE FIVE:
THROUGHPUT RATES FROM SCHOOL

TO HET IN 1995-1998

1995 1997 1998

Universities 1st
time (std 10
previous year)

Technikons 1st
time (std 10
previous year)

Total

Total pass with
exemptions

Throughput rate
(In percentages)

31 000 23 000 22 000

15 000 23 000 21 000

46 000 46 000 43 000

1994 1996 1997
88 000 80 000 70 000

52.0% 57.5% 61.4%
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• Inefficient through-flow of all the potential adult learners: the first-time total intake at 
HET institutions is roughly estimated at being 120 000 students per annum - 84 000 in 
the contact institutions and 36 000 in the two distance institutions. Approximately 
87 000 come from specific learner constituencies: those who obtained a matric exemp-
tion in previous years but did not enter HET immediately after Grade 12; mature age 
students who do not need exemption (those older than 24) and part-time adult learners
who are studying after work in distance institutions. This component of the labour market -the 
working adult, post-school potential learner constituency - is currently an 
unknown. Few effective strategies are in place to entice these adults into further learing.
Rectifying this problem is a major priority of a future HRD strategy.

• The most devastating impact of the matric system is that approximately 250 000 stu
dents annually are considered failures because they failed to pass matric, even though
they have passed 11 years of previous schooling. The labour market currently places 
no value on these learning achievements.  It is estimated that only 21% of African 

youths have completed matric, and that 6% go onto higher education.

INDICATOR FIVE: Mathematics and science results

The most recent statistics available on school mathematics and science are the 2000 matricu-
lation results per subject field. Out of 284 017 students who wrote mathematics, 38 520
(13.5%) wrote in Higher Grade (HG) and 19 327 (50.1%) of those who wrote in HG passed in
Higher Grade. 245 497 (86.4%) students wrote in Standard Grade (SG) and 79 631 (32.4%)
passed in SG. Similarly, only 23 344 (41.9) out of 55 699 students who wrote in Higher Grade
passed Physical Science on Higher Grade and 54 884 (51%) out of 107 486 students who
wrote in Standard Grade passed, out of a cohort of 489 941 matriculants in 2000.

The problem in mathematics and science has not only to do with the numbers who passed on
the Higher Grades and who obtained university exemption. In general, mathematical and sci-
entific literacy are extremely poor in the entire schooling system. The Monitoring Learner
Achievement (MLA) initiative that formed part of the UNESCO Education for All campaign, tested
Grade 4 students in a number of African countries against a set of internationally defined
numeracy and literacy learning competencies. The average scores for countries participating in
the MLA study were as follows: 

TABLE SIX: AVERAGE LITERACY AND NUMERACY SCORES OF GRADE
4 LEARNERS,  MLA INITIATIVE 1999

Country Average literacy score
(percentages)

Average numeracy score
(percentages)

Mauritius

Tunisia

Senegal

Malawi

South Africa

Zambia

61.0
77.9

48.9

35.0

48.1

43.0

58.5

60.4

39.7

43.0

30.0

36.0
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STRATEGIC OBJECTIVE 2: IMPROVING THE SUPPLY OF HIGH-QUALITY
SKILLS (PARTICULARY SCARCE SKILLS) WHICH ARE MORE RESPONSIVE
TO SOCIETAL AND ECONOMIC NEEDS

INDICATOR SIX: Learning in areas of scarce skills, especially enrolments in Science,
Engineering and Technology

There has been a gradual shift in enrolments in HET between 1993 and 1999 away from the
humanities to business/commerce, and to a far lesser extent, science, engineering and tech-
nology (SET). Total enrolments in the humanities decreased from 57% to 49%, business/com-
merce enrolments increased from 19% to 26%, and SET enrolments improved marginally from
24%-25% during this period. The movements are in the right direction, although the growth in
SET is still insufficient to meet national priorities. Increases in SET are restricted by the fact
that only 25 000 matriculants per year are obtaining exemptions in mathematics on the higher
grade.

The Technical Colleges function across two bands: the N1-3 band (equivalent to Grades 10-
12) and the N4-6 band (post-G12 provision). In the N1-3 provision, 54.4% of learners are
enrolled in Engineering Studies and 30% in Business Studies. In the post-school N4-N6 band,
this ratio is reversed with 71.9% enrolled for Business Studies and only 16.5% in Engineering
Studies. These figures are problematic, particularly given the importance of producing sufficient
skilled and highly skilled technical personnel needed in the South African labour market cur-
rently and in future.

INDICATOR SEVEN: Adult participation in FET and HET

The overall net participation rate in the Technical College sector in 1998 is 1.13%. This 
compares poorly with the participation rates for other countries. For example, the rate in
Australia in 1998 was 3.88%. The majority of learners in the South African technical colleges
are youth, with 96% being in the age group 15-35 years and 73% in the age group 15-24 years
old. The technical colleges currently do not cater for the lifelong learning needs of adult work-
ing people. This is apparent in Table 11:

The South African enrolment in technical colleges thins out after the age group 25-29 years of
age, whereas the Australian enrolment picks up again at this age with the 30-34 year cohort

TABLE ELEVEN: AGE DISTRIBUTION OF TOTAL ENROLMENT OF SOUTH AFRICAN AND AUSTRALIAN
TECHNICAL COLLEGE LEARNERS, 1998

Age cohort South Africa Australia

< 15 0.1% 0.5%

15 - 19 34% 21%

20 - 24 40% 17%

25 - 29 19% 13%

30 - 34 8% 22%

40 + 0% 27%
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increasing to 22% and the 40+ cohort constituting 27% of total enrolment in Australian TAFE
colleges. There is clearly no practice of lifelong learning in the South African post-school tech-
nical colleges. They function as an adjunct to the school system and service very young post-
school youth only. Other learner constituencies such as the working adult population and
unemployed persons who require skills upgrading and retooling are not catered for.

These practices are also evident in the HET sector. Table 12 and Figure 8 highlight the age
profile of the total first-time enrolment of university and technikon students - the bulk are in the
18-34 (youth) category. Enrolment then dips to a very low level in the 35+ age category. This
shows that few older working students are coming back to the HET sector to update their
skills. The South African post-school Education and Training system has not modernised and
massified to the extent of other systems in the world, which have adapted significantly to the
needs of adult and continuing education.

Figure 8: Age profile for students in universities and technikons for 1998
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TABLE 12: ENROLLMENTS IN TECHNIKONS AND
UNIVERSITIES COMBINED 1998

Age groups

under 18

M F T

1 337
9 487

13 659

6 329

4 336
5 904
3 331

2 005
1 040

  475
 139

48

          18

          19-20

         21-22
         23-24

         25-29

         30-34

         35-39

         40-44

         45-49

        50-54
        55-59

        60-64

        65

unknown

Total

 12

 21

 266

48 389

2 448

12 464
14 113

6 118
4 246
6 015

3 650

2 624

1 450

677

247
87

20

13

577

54 749

3 785

2 1951
27 772

12 447

8 582
11 919

6 981

4 629
2 490

1 152

386

135
32

34

843

103 138
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INDICATOR EIGHT: Improving HET participation rates

The National Commission on Higher Education (NCHE) in 1996 projected that the higher edu-
cation participation rate (that is, the proportion of 20-24 year olds enrolled in the HET system)
would expand from 20% in 1996 to 30% by 2005. In headcount terms, this would have meant
a doubling from just under 600 000 enrolments to 1.5 million in 2005. This is however not
occurring. On the contrary, the participation rate has decreased from 17% to 15% by 2000.
Explanations of this declining participation rate include:

• The rapid rate of growth in enrolments in the early 1990s (25% growth between 1993 
and 1996) began to level off by the late 1990s (3% growth between 1999 and 1998)

• The significant decrease in the number of school-leavers with matric exemption from
89 000 in 1995 to 63 725 in 1999 (with a marginal increase to 68 626 in 2000)

• A decline in the retention rate due in part to the more stringent financial and academic 
exclusion policies being implemented by HET institutions across South Africa since the 
late 1990s.

Differentiating the South African HET participation rate by race is revealing as is shown in
Table 9: 

Apart from the significant decrease in the participation rate between 1993 and1998, the other
significant development is the substantial decline in the percentage participation of white stu-
dents in the HET system. This decline may be due to a shift in enrolment patterns away from
public to private HET institutions, and it may also be due to increased emigration of young
white South Africans seeking to study abroad. Both developments will need to be monitored
more closely in future.

INDICATOR NINE: Changing the distribution of HET enrolments

Table 10 illustrates the significant rise and fall of enrolments in HET that has taken place since
the early 1990s:

TABLE NINE: GROSS PARTIPICATION RATES BY POPULATION GROUP (AGE COHORT 20-24 YEARS OLD)

African Coloured Indian White Average

1993 12% 13% 40% 70% 19%

1999 12% 9% 39% 47% 15%

1993 19991998

TABLE TEN: CHANGE IN ENROLMENTS IN HET, 1993-1999

Universities

Technikons

TOTAL

340 000 397 000 372 000

133 000 208 000 192 000

473 000 605 000 564 000
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Changes in enrolment patterns have not been felt merely in terms of this quantitative decline.
The changes have also impacted unevenly, triggering expansionary and contractionary effects
in different parts of the system. The following diagram illustrates the impact of these changed
enrolments on the institutional landscape:

Figure 6: Changes in enrolment: 1995 compared to 1999

These changed enrolment patterns are having a significant impact on the institutional land-
scape, with the former historically white (Afrikaans) universities and most technikons displaying
great entrepreneurial spirit in winning new students to their institutions, often through part-time,
distance programmes. Enrolments at the historically black universities and the two traditional
distance institutions (UNISA and Technikon SA) whose enrolments have declined by approxi-
mately 20% in the period 1995-1999 

INDICATOR TEN: The distribution of learners between FET and HET institutions

The relationship between the total outflow of students from the school system per annum and
the recruitment by the different arms of the post-school system is central to a HRD Strategy.
The following inverted triangle diagram is a very important metaphor for a system that is struc-
turally flawed if compared to other systems internationally:
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Figure 7: The inverted Triangle

The inverted triangle in Figure 7 illustrates one of the most acute problems facing a HRD strat-
egy in South Africa. Enrolments are skewed in the wrong direction - the largest number of stu-
dents should be (but currently are not) enrolled in the FET Technical College sector. The sec-
ond largest cadre of post-school enrolments should be in the Technikon sector. And lastly, the
smallest intake, internationally, is usually in the traditional university sector. 

Although the headcount of learners in the FET colleges was 302 550 in 1998, the actual full-
time equivalent was only 122 740. The headcount tally is an inflated view of learner volume at
the technical colleges because most of these students are not equivalent to a full-time residen-
tial student. In contrast, the technikon and university sectors are still predominantly residential
and full-time (currently at 69% although this is changing rapidly). Hence, it is better to compare
colleges, technikons and universities using FTEs rather than headcounts. 

INDICATOR ELEVEN: Migration of High Skill Labour

Another key labour market indicator is migration data - particularly the net loss of key skills.
Migration statistics do not reflect the number of South Africans who leave the country perma-
nently, and refer only to self-declared emigrants. People who leave permanently under the pre-
text of, for example, temporary visits (on holiday or studying abroad) will not be included. The
skills profile of people leaving the country is also not recorded.  

Data from the destination countries have been generated by independent researchers as an
alternative to create a more accurate picture of the South African brain drain as well as the
nature of skills that are lost.  The five major recipient countries of South African emigrants are
the United Kingdom, Canada, the United States, New Zealand and Australia.  The official figure
of South Africans that left the country permanently between 1989 and 1997, is 82 811, in com-
parison to independent research that was obtained via data from the five major recipient coun-
tries, which shows that 233 609 did so.

The official data from 1991 to1997 (as shown in Figure 5 below) reveals a rapid decline from a
net gain of economically active persons to a net loss.

Universities, 1999
245 000 FTEs

Technikons, 1999
141 000 FTEs

FET Colleges
122 740 FTEs
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More than half (54%) of these official emigrants occupied professional or semi-professional or manage-
rial positions, as is evident in Table 8:

INDICATOR TWELVE: Placement rates of FET and HET graduates

As was indicated earlier, unemployment of HET graduates is extremely low - at approximately
2%. The problem facing HET graduates in terms of placement and employment experiences is
not unemployment but under-employment and discrimination in terms of barriers to occupation-
al mobility - factors that have already been discussed.

Few reliable indicators of placements exist for graduates from the school and college sectors.
One study by the HSRC in Kwa-Zulu Natal sheds some light on technical college graduate
placements - and in general, it highlights the dysfunctional nature of the labour market. The
study highlights the collapse of the structured apprenticeship-technical college labour market
that ensured the placement of the majority of young graduated white artisans in the racially
segregated labour markets of the 1940s-1970s. Table 7  highlights this change graphically: 

Figure 5: Immigration and emigration flows, 1991-1997
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 TABLE 8: EMIGRATION ACCORDING TO OCCUPATION (1997)

PERCENTAGEOCCUPATION

Engineers
Education related
Accountants

Medical practitioners

Managerial, executive and administrative
Clerical and sales
Services
Artisans and technicians

Agriculture
Other

TOTAL

Other professions

7 %
5%
5%
2%

19%
15.6%

17%
2%

6.5%
0.6%
20%

99.7%
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In the era of the great apartheid economic boom (late 1950s to early 1970s) almost all stu-
dents at technical colleges were apprentices who were sponsored by industry to study in main-
ly technical/engineering fields. They trained part-time in block release format, working for their
employer for the rest of the time. They had access to work experience and received practical
training from senior artisans on the shop floor.

In the period since the statutory deracialisation of the apprenticeship system (1981), and more
recently with the rapid deracialisation of technical colleges (since 1994), these social conditions
have been dramatically inverted. 90% of students in Technical Colleges are now black. Most
study full-time with no employer sponsorship. Job placement rates after training are estimated to
be at an average of about 15%. Employer indenturing of new apprentices has dropped dramati-
cally.

The new labour market environment surrounding Technical Colleges appears to be premised
on the continued exclusion of blacks from reasonable access to jobs even after the legal and
institutional barriers to their inclusion have long since been withdrawn. It is clear that South
Africa’s technical college model founded historically on a close articulation with a racially
defined apprenticeship system is fundamentally inappropriate to today’s changed political,
social and economic conditions. These colleges need to become much more responsive to the
employment opportunities in the SMME sector. This is the only sector where the prospects for
employment growth at an intermediate level are strong.

STRATEGIC OBJECTIVE 3: INCREASING EMPLOYER PARTICIPA-
TION IN LIFELONG LEARNING

INDICATOR THIRTEEN: Changing labour market structure

Significant structural changes have occurred in the economy over the past three decades, and
these changes have intensified in the past decade.  Tertiary sector activities are rising in impor-
tance while primary and secondary sectors are becoming relatively less significant. The South

White apprentices only.

Apprenticeship central regulator
of labour market.

Most (white) trainees sponsored
by employers.
Trainees all part-time, have jobs

In legal statutory terms, labour
market deracialised.

Apprenticeship system in
serious decline

Most trainees (now black) are
full-time, not sponsored by
employer. They struggle to get
jobs.

TABLE  7: TRANSITION IN THE APPRENTICESHIP LABOUR MARKET, 1960s - 2000

LABOUR MARKET FOR
COLLEGE TRAINED

APPRENTICES IN EARLY
1960s - MID 1980s

LABOUR MARKET FOR
COLLEGE TRAINEES BY YEAR

2000

     TRANSITION TO
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African economy is in the process of becoming more service and knowledge-based each year.
More complex and dynamic operating environments, together with continuous technological
advances, are resulting in businesses requiring more skilled labour. The implications for South
Africa’s largely unskilled and low-skilled workforce are serious and far-reaching. 

Figure 9 shows that the relative share of value added by the tertiary sector rose from 55.5% of
total value added in 1990 to 65.5% in the first half of 1999. Over the same period, the relative
share of the primary sector declined from 14% to 10.5% and that of the secondary sector from
30.5% to 24,5%. The growing significance of the services industries in the domestic economy
is consistent with trends observed in the advanced economies of the world.

These economic sector shifts have been accompanied by increasing capital to labour ratios
(increased use of technology and capital equipment). The combined impact of these changes
has led to an increasing share of skilled and highly skilled jobs and a decrease in the share of
unskilled and lowly skilled jobs. Together with job losses due to trade liberalisation and low lev-
els of both foreign direct investment and new local investment, the net effect on employment
has been a dramatic decline in the total number of formal sectors jobs. From 1960 to 1995 for-
mal employment has been declining as a percentage of those economically active and both
informal employment and unemployment have been increasing. Figures 10 and 11 reflect
these trends:

Figure 9: Distribution of GDP between 3 sectors 1990 & 1999

Primary sectors

Secondary sectors

Tertiary sectors

Composition of gross
domestic product 1990 First half of 1999

54.6%

31.3%14.1%
24.5%

64.9%

10.6%
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Figure 10: Formal, Informal Employment & Unemployment 1960-1995
Figure 10: Formal and Informal Employment & Unemployment 1960-1995

Figure 11: Formal Employment by Occupation 1970-1995

The occupations showing the largest increases over a twenty-five year period were ‘profession-
als’, followed by ‘managers’ and then ‘transport’ occupations. These three occupation categories
account for an increase of close to two million jobs.  The number of workers in lower skilled
occupations, farming, production work and labourers, either declined or increased only margin-
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ally. Farming occupations experienced the most dramatic decrease - the number of jobs halved
- which matches the decline in the sector’s share of GDP. The number of labourers only
increased by about 8% over the period (amounting to 50 000 jobs), and the share of labourers
in total employment declined. The shift in labour demand shows that skilled workers at the
upper end of the occupational ladder have benefited most from output growth, while those in
unskilled positions at the bottom end have benefited least, and in some cases have significantly
declined.

Figure 12 presents an overview of employment trends at the sector level from 1970 to 1995.
The data shows that over the period, formal employment increased by 17.6% or from about 7.5
million employees to about 8.9 million. The economically active population in 1970 was 
8 114 248 and in 1995 was 12 741 8684, which represents a 36% increase. This further illus-
trates that the labour absorptive capacity of the formal economy has been inadequate to pro-
vide jobs for all the new entrants into the labour market. 
Employment gains were unevenly distributed amongst the different sectors of the economy.
The primary sectors, Agriculture and Mining, suffered huge employment losses over this twenty-
five year period. Agriculture lost 1.2 million jobs and mining lost about 211 000 jobs.
Employment also fell in the construction industry by approximately 10%.

Figure 12: Changes in Formal Employment by Sector 1970-1995

INDICATOR FOURTEEN: Private sector responsiveness to new skill requirements

Educational level is a significant determinant of how one is affected positively or negatively
from changes in employment. The largest increase in employment was for individuals with terti-
ary education whose demand rose by 2000% over the period from 1990-1995. Demand for
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those who completed secondary education (Matriculation) increased by over 350%. While
demand for those individuals who have not attained a matriculation certificate increased by far
less, 53%. The demand for the labour of those with primary or less education, decreased. 

Although conventional economic analysis argues that primary schooling shows the biggest
returns to human capital the results here demonstrate that primary schooling is a necessary
but no longer a sufficient human capital base for gaining employment. Those with no education
have been the most severely disadvantaged in the labour market over the last 25 years. South
Africa’ s labour demand patterns show a high and increasing demand for individuals with 
secondary education or more. Those who have completed secondary education will do better
and the best employment opportunities will go to those with tertiary education. Standard bank
economist, Iraj Abedian, concludes his recent analysis of changes in the labour market by writ-
ing:

Structural change has implications for policy makers, business and organised labour. The
process implies that higher skilled labour is required in “new” as well as “old” economy 
activities. The current disparity between what the economy needs and the skills that 
labour possesses means that the level of human capital is forming a ceiling to economic 
development. Because creating jobs for unskilled people has become harder, more training
and education are required to lift the level of skills.

South African employers have a poor training track record. Two official indicators, managed by
the Department of Labour in the past, recorded the following poor levels:

• Private sector workplace industrial training declined from a peak of 344 907 employees 
trained in 1990 to 129 133 in 1996 to a low of 77 812 in 1998.

• Newly indentured apprentices dropped from 9 660 in 1986 to a low of 3 129 in 1999 - a
66% decline. The total number of artisans in the workforce dropped from 29 826 in 
1 986 to a low of 16 868 in 1999.

These indicators do not reflect all training activities but only those registered with the
Department of Labour. A more recent HSRC Baseline Survey of Industrial Training (2000) drew
the following more nuanced conclusions about the rate of training - training was likely to benefit
between 20-30% of the formal workforce of 8 million employees. That is, between 1.6 and 2.4
million employees benefited from some form of training in 1999. However, the quality and
depth of this training is questionable. The majority was part-time, in-house, and primarily short-
course in orientation. Much of it entailed activities such as brief training sessions on industrial
relations, health and safety issues and basic computer skills. Little of it was externally accredit-
ed nor did much of it substantively upskill this percentile of the workforce. 

The National Skills Development Strategy (NSDS) has recently been published  by the
Department of Labour. Set out below are the objectives and success indicators of the NSDS.



•  By 2004 a minimum of 50% of those who
have completed learnership are, whithin six
months of completion, employed (e. g. in a
job or are self-employed), in full-time study
or further training or are in a social 
development programme.
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These objectives are bold and ambitious. The HSRC baseline study highlights limited achieve-
ments in almost all of these skill objective areas. However, the targets are within reach if real
commitments to train are harnessed in the next five years. The HSRC baseline study provides
the following current benchmark levels against which some of the targets set by the National
Skills Strategy can be evaluated:

The National Skills Development Strategy (NSDS)
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• Blacks currently constitute 68% of the beneficiaries of training. This achievement level is 
reasonably close to the target of 85% as set out in the NSDS.

• Women constitute 30.1% of the beneficiaries of training (as measured in the HSRC 
Baseline study). Attaining the target of 54% remains a major challenge in the years 
ahead

• 64.1% of persons currently employed possess the GETC (equivalent to the current 
Grade 9 certificate) that is pegged at Level One on the NQF. The target of 70% is clearly
attainable within the five-year period (2000-2004) if significant resources are put into 
ABET training in the workplace. Of course, these formal sector based efforts will not 
resolve the high levels of illiteracy outside of the workplace where a far greater propor-
tion of unemployed people do not possess a qualification equivalent to NQF Level One

• The target for the training of the disabled will be one of the toughest challenges to 
meet. The baseline survey indicates a firm participation rate of 6% in terms of firms that
employ disabled people. The number of disabled trainees as a percentage of total 
trainees was 0.3% - significantly lower than the NSS target of 4%

• The targets set for Learnerships appear to be very ambitious, with the aim of 80 000 
beneficiaries by the year 2004. However, the baseline survey of employer attitudes 
toward Learnerships was positive, with 43% indicating their intention to introduce them in
the short-term, and 51% in the longer-term. 

INDICATOR FIFTEEN: Unemployment levels

South Africa has a population of approximately 43 million people of them about 12.6 million are
economically active. Over 8 million of the economically active have jobs in the formal economy
and another 1.3 million are employed in the informal economy. About 3.2 million are unem-
ployed (official definition) of whom the vast majority is black and nearly 60% are women.  
17 million are classified as either too young or old and another 13 million number of are not
economically active.  If the expanded definition of unemployment is used then the unemployed
increases to about 5.6 million (representing a 37.5% unemployment rate).

Figure 13: Breakdown of population by employment status
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INDICATOR SIXTEEN: Youth unemployment levels

Figure 15 shows that unemployment is highest in the 25-29 age category closely followed on
either side by the 20-24 age group and the 30-34 age group. After that unemployment declines
linearly in the older age groups. 

Figure 15:  Unemployed by Age

Figure 14: Unemployed by Population, Official and Expanded
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Table 13 below provides the employment, unemployment and economically active population
estimates for youth between the ages of 16 and 24 for the period 1994-99. It is evident from
the Table that youth employment rates are far below that of the growth in new entrants into the
labour market. Hence, while the number of youth entering the labour market grew by over 800
000 individuals (35.2%), the number finding employment was only a quarter of this at about
200 000 individuals (18.3% growth in job openings) leaving approximately 600 000 youth

unemployed during this period. This is a post-school placement rate of only 25%. 

Youth unemployment impacts principally on two groupings - the immediately out-of-school
youth but also those young people who have not had any previous employment experience.
Unemployment is the highest amongst this latter category.

INDICATOR SEVENTEEN: Public Sector Skills for Service Delivery

Enhancing the skills and capacities of employees in the public sector is another critical compo-
nent of an HRD strategy. A number of determinants are already shaping the formulation of
HRD policy in this sector. These are:

• An emphasis on right sizing and decreasing personnel expenditure in the Public 
Service

• An emphasis on improving service delivery in the Public Services
• Increased levels of decentralisation of management control leading to greater needs for

flexibility and accountability
• The impact of HIV/AIDs is likely to result in a loss of skilled people and the overall 

under-performance of the workforce
• Increasing level of scarcity of skilled and professional people due both to external and 

internal factors.

The Public Service Review Report of 1999 outlines the following priorities for the transforma-
tion of the Public Service:

- Improved co-ordination of transformation efforts
- Improvement of monitoring and evaluation
- Improving management capacity
- Ensuring a balance between centralisation and decentralisation
- Improving the quality of service delivery
- Better people management
- Increasing the use of information technology

TABLE 13: UNEMPLOYMENT RATE IN THE YOUTH LABOUR MARKET

16-24 age cohort 1994 1999 Increases, 1994-99 Growth rates

Employed

Unemployed

EAP

1 098 004 1 299 589 201 585

1 188 002 1 791 184 603 182 50.77

18.36

2 286 006 3 090 773 804 767 35.20
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Through the sector skills planning process, the Public Services SETA drew on a number of
pieces of research conducted in the Public Service.  Two such pieces of research were con-
ducted by the Department of Public Service and Administration in August 1999 entitled
“Strategic Transverse Occupations for fast tracking in the Public Service” and a document enti-
tled “The Management of scarce skills”.  These studies show that the Public Service is most in
need of middle and senior managers and professional staff (particularly engineers and IT spe-
cialists).  The new management framework of the Public Service, which emphasises decentral-
isation, flexibility and accountability, underpins the need for professional public service 
managers. 

On the basis of the above findings as well as the input from individual departments on their
education and training needs, the following training priorities have been identified for the Public
Service as a whole:

- Project Management
- Strategic Planning
- Financial Management
- Monitoring and evaluation of policy implementation
- Human Resource Management (including Performance Management), Supervisory 

skills and Industrial Relations
- Leadership Development
- Team Building.

Adult basic education and training (ABET) and training aimed at improving career path devel-
opment for lower level workers were also identified.  A need to ensure that this training was
linked to redeployment opportunities in the Public Service was also clearly identified.  

In addition the following transversal training needs were identified across the Public Service:
• Public Service contextual training (i.e. understanding the socio-economic framework for 
government as contained in the Constitution and other core policy documents)

• Service Delivery and Public Service Ethics
• Information Management and its use (including technology) 
• Policy formulation, implementation, monitoring and evaluation
• Stress, Conflict and Diversity Management 
• Communication Skills
• Research Skills

INDICATOR EIGHTEEN: Skills Development for the SMME Sector

The SMME sector is seen as key to many of the problems already raised so far. According to
the 1995 October Household Survey, a total of 1,7 million of the economically active population
were employed in productive activities in the informal sector in 1995. The Reserve Bank esti-
mates that the informal sector accounts for 7% of the South Africa’s gross domestic product
and 18% of employment[AVMC1]. The South African Reserve Bank also estimates that 80% of
the informal sector workers are Black African and that 60% of them are women with nearly
90% of the women involved in survivalist enterprises. Four in every five informal sector jobs
(79%) occur in only two segments: Personal Services (58%) and Trade, Catering and
Accommodation (21%). More than three-quarters of women own-account workers in the infor-
mal sector work in the Personal Services sector of the economy. This category includes
domestic work. By contrast, two in every five (40%) men are found in the Trade, Catering and
Accommodation sector. 
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Informal employment is concentrated primarily in private households.  This is not surprising
considering that domestic occupations account for a large proportion of informal occupations.
The next biggest sector is wholesale and retail trade, followed by agriculture, construction,
manufacturing, community and transport, storage.

Figure 16: Informal Employment by Sector
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accounted for approximately 45% of total employment, and it is estimated that they account for
about 41% of the formal sector’s gross national product. SMMEs largest contributions were in
agriculture, (68% of employment, 65% value-added) trade, (51% of employment, 63% value-
added) and construction, (58% of employment, 64% value-added). 

Figure 17 provides a comparison of education levels in the Survivalist and Small SMME cate-
gories. The figure shows that there is considerable educational disparity between both cate-
gories with the Survivalist entrepreneurs having much lower educational attainment.

Figure 17: Levels of Education, Survivalist and Small Enterprise owners, 1997
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One of the key challenges facing government policy regarding SMMEs is to enhance the
employment creating potential of SMMEs. Skills development is a key issue. But skills develop-
ment may have to be accompanied by additional financial support to optimise employment
generation because nearly all SMMEs identify lack of finance as an inhibitor to growth. When
small firms were asked what inhibited their growth, finance, lack of skills, problems with
employees and lack of planning all were mentioned as internal constraints.

INDICATOR NINETEEN: Social Development initiatives

Government policy is now stressing the importance of co-ordinating the different components
of an effective social development strategy. Government intends using the development of
social infrastructure as a key lever to create jobs and alleviate poverty activity that is normally
not undertaken by the market and is usually the ambit of government. The aim of this social
development strategy is to provide the unemployed with a combination of skills development
and work experience in the development sector in order to bridge the gap for those 
unemployed who lack a track record of formal work experience and skills. The kinds of social 
development interventions envisaged by government include: securing basic services and
infrastructure; implementing an integrated Rural Development Strategy and an Urban Renewal
Strategy; Local Economic Development; Spatial Development Initiatives; Community-based
public works; Building of houses, access to water, upgrading schools and roads; and finally,
Youth Community Service.

SETAs will play a key role in assisting with the provision of training, accreditation and the quality
assurance of skills. The National Skills Fund (NSF) will fund many of these training initiatives.

STRATEGIC OBJECTIVE 4: SUPPORTING EMPLOYMENT
GROWTH

INDICATOR TWENTY: Expenditure on research and development in South Africa

South Africa’s expenditure on research and development (R & D)in relation to the rest of the
world is provided in Table Fourteen below:
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Expenditure on R&D and the ratio of R&D researchers per 1000 employees in the workforce in
South Africa clearly fall far short of the achievements of the more advanced economies, but it
compares favourably with R&D expenditures and researchers per 1000 employees in other
developing economies. 

R&D expenditure in South Africa has decreased in the period since 1994 as cuts in the
defence budget have acted to reduce the amounts available for military-related R&D work. In
addition, the limited availability of researchers - as compared with other countries such as New
Zealand and Korea which are in the process of trying to jump start their R&D enterprise - is
probably the most important issue of concern in the South African innovation policy domain.

Total expenditure on R&D in South Africa in 1997/1998 is reflected in Table 15:

This total represents a significant decrease in the total budget allocated to R&D in 1997/1998
as compared with the figure for 1995/1996 - which was R4 944 million. Measures will be need-
ed to ensure that sufficient resources are allocated across government, industry and HET to
increase the percentage allocation to R&D.

INDICATOR TWENTY ONE: Number of science-industry partnerships

The Department of Trade and Industry (DTI) has introduced a number of dynamic programmes
to facilitate science-industry partnerships such as the ‘Technology and Human Resources for

TABLE FOURTEEN: GROSS  EXPENDITURE ON RESEARCH AND DEVELOPMENT

Country/Region Gross Domestic Expenditure on R&D as a
percentage of GDP

Researchers per 1000 employees in
the labour force

Japan

North America

OECD

Korea

New Zealand

Brazil

South Africa

Turkey

Mexico

2.98

2.29

2.15

2.68

0.98

0.76

0.69

0.38

0.31

10.10

5.90

5.50

4.80

3.50

-

0.72

0.70

0.60

TABLE FIFTEEN: TOTAL EXPENDITURE ON R&D IN SOUTH AFRICA, 1997/1998

In R millions

Sector Total expenditure Proportion of total
Industry

Government (including science
councils)

Higher education

Research income from abroad

Total

2 052 50%

1 354 33%

410 10%
287 7%

4 103 100%
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Industry Programme’ (THRIP) and the ‘Support Programme for Industrial Innovation’ (SPII).
THRIP has a number of objectives. Firstly, it facilitates and funds the increased participation of
higher education and science council researchers and students in industrial innovation, techno-
logical adaptation and commercialisation. Secondly, THRIP encourages the formation of
stronger linkages between companies in undertaking joint R&D work. And lastly, THRIP pro-
motes technological development in the SMME sector. The number of partnerships established
so far is shown in Table Sixteen below:

The figures above are low, and further incentives and leverage will be required to encourage
greater numbers of innovation partnerships between government, science councils, HET insti-
tutions and key industry players. 

INDICATOR TWENTY TWO: Identification of emergent economic sectors and skill

needs 

Significant changes are occurring in the economy as a consequence of globalisation and the
advent of the ‘information age’. Most significantly, South Africa can no longer rely on its tradi-
tional comparative advantage - cheap raw materials, energy and labour. In the international
economy today, it is those activities that incorporate and entail knowledge and skill that are the
dynamic areas of international trade and that provide high economic returns. The Department
of Trade and Industry’s envisaged industrial policy, accordingly, has HRD and skills develop-
ment at its centre. Increasingly, South Africa’s policies will be shifting to encourage firms to
integrate activities that add value to their production - in the fields of design, production
process, sales and marketing. All of these activities are skill intensive - all will make greater
demands upon skill endowments. The key will be to develop these activities and combine them
with more traditional production activities. In a very real sense, South Africa’s industrial strate-
gy will fail if we do not succeed in rapidly expanding its skill base.

Many of these new knowledge/skill-driven activities are located in the ‘new’ economy - and
here the demand for skills is likely to rise particularly rapidly. Our industrial policy will not be
confined solely to traditional manufacturing, but will incorporate new economic sectors and
seek to integrate their activities with traditional manufacturing.

Providing information on these new developments in the national economy (up-to-date informa-
tion on emergent sectors and their concomitant skill implications) will be a critical activity in the
future. Supply-side institutions such as HET and FET institutions require this information so as
to adapt their education and training strategies accordingly. Mechanisms for acquiring these
‘market signals’ will be a critical feature of any future industrial and HRD strategy.

724

TABLE SIXTEEN: THE NUMBER OF SCIENCE-INDUSTRY PARTNERSHIPS ESTABLISHED,
                                                                   1997 AND 1999

Year THRIP Partnerships Other Partnerships

1997 671

1999 2 536
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STRATEGIC OBJECTIVE 5: LINKING THE PARTS OF THE HRD SYSTEM

Data Management

The HSRC as the support agency will be required to collect data on all the approved indica-
tors, on a regular basis, at least annually. This data will be analysed and summarised in a
report to the governance structures proposed in Section 3. The report will indicate:

- where the strategy is succeeding, according to the approved indicators;
- where the strategy is failing;
- possible steps to address any failings; and
- possible responsibilities for dealing with these.

Integration

Cabinet will determine the shape of the Strategy and the specific targets to be achieved.  As
the lead ministers, the Ministers of Education and Labour will ensure that co-ordination mecha-
nisms are put in place.

The Department of Labour will be responsible for monitoring and reporting on the functioning
of SETAs, including the state of Skills Planning in each sector, the development of learnerships
to address identified skills shortages, and other matters relating to information flows.

The Department of Education will be responsible for reporting on the supply-side characteris-
tics of the education and training system, particularly across the FET and HET bands.
Institutions such as the Council on Higher Education (CHE) will also play a crucial role here.

The Department of Public Service and Administration will be required to report on the Public
Service SETA (PSETA), in regard to similar matters.

The Department of Labour will also be required to report on the participation of State
Departments in the relevant economic SETA, and/or the PSETA, and to monitor State contribu-

tions to these.

CONCLUSION

The benefits that will arise from the successful implementation of a HRD strategy in our coun-
try over the next five to ten years will be very significant. Primarily, the integration and attain-
ment of complementarities between differing government policies (policies which, in the
absence of a HRD strategy, would be implemented separately) will create a virtuous circle of
increased economic growth and employment, an improved standard of living for all, broadened
participation in the labour market, and a more educated and trained citizenry. In short, the
effective implementation of this HRD strategy will indeed lead to a ‘better life for all’.
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