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A Sector Skills Plan is a report on the skills needs of a sector and 
strategies to address these.  The strategies are aligned to the National 
Skills Development Strategy and the specific growth and development 

strategies for the sector 

A Learning Programme is any type of learning 
offering which includes a structured work 

experience component 

Employers who have paid the skills development levy can claim grants from their SETA.  There are 2 types of grants:  
1) Mandatory Grants paid to employers for the submission of a Workplace Skills Plan and an Annual Training Report, 

which is fixed at a percentage of the levy paid; and 2) Discretionary Grant which is payable to employers, learners, 
providers and other stakeholders for skills development initiatives that are aligned to agreed PIVOTAL programmes 

and the Sector Skills Plan 

SETAs do not provide education 
and training programmes 

1. Introduction 
1.1 Project Aim 

This Expenditure and Performance Review (EPR) was commissioned by the National Treasury. It forms part of a 
broader initiative to understand the planning, implementation and financing dynamics of a number of government’s policy 
initiatives. The overall aim of these EPR assignments is to allow for greater value for money in government expenditure 
and improved implementation of policy initiatives.  
 
1.2 Topic for this assignment 
This EPR assignment examines the function of the Public Service Sector Education and Training Authority, otherwise 
known as PSETA. 

 
PSETA is one of 21 Sector Education and Training Authorities (“SETAs”), each representing a different sector of the 

economy and formed as a result of the Skills Development Act, No. 97 of 1998.   
 
1.3 About Sector Education Training Authorities 

SETAs were established to assist in the implementation of the National Skills Development Strategy - to increase the 
skills of people employed or those seeking employment. 
 
There are many South Africans who need to learn new skills.  Some are already in jobs but need to improve their 
existing skills or learn new ones, there are also those who have a qualification and are looking for jobs but they lack 
required vocational skills and finally there are those who are yet to acquire a qualification and appropriate vocational 
skills.  SETAs were therefore established to contribute to the raising of skills levels, to bring appropriate, relevant and 
nationally recognised skills and qualifications to the employed or those seeking employment thereby upskilling South 
Africa’s workforce, which in turn will lead to improved economic growth and ultimately further employment creation 
opportunities. 
 
As per the Skills Development Act all SETAs are responsible for: 

 Developing a Sector Skills Plan. 

 Assisting with the implementation of the 
Sector Skills Plan. 

 Promotion, registration and 
administration of learning programme 
agreements. This includes: 
- Encouraging employers, skills development providers and 

others to design new learning programmes aligned to the 
Sector Skills Plan; 

- Providing assistance to ensure that the correct training 
standards are developed and in the right format; 

- Recommending new learning programmes to the Department of Higher Education and Training, the Quality 
Council for Trade and Occupations and/or the South African Qualifications Authority, so that they can be 
registered on the National Qualifications Framework; 

- Promoting learning programmes to employers, employees, unemployed and others to build support for the 
programmes; 

- Administration of the learning agreements entered into between an employer, a learner and a skills development 
provider; 

- Assisting in the identification of workplaces and skills development providers to implement the learning 
programmes; and 

- Monitoring the implementation of learning programmes and 
communicating good practice.  

 The disbursement of skills development levies. 

 Quality assurance of training provision, certification of learners and the development and registration of 
qualifications, under the guidance of the Quality Council for Trade and Occupation (QCTO).  This includes: 
- The SETA being recognised as an Education and Training Quality Assurer (ETQA) by the Quality Council for 

Trade and Occupation (QCTO); 
- Accreditation of skills development providers – ensuring that providers are competent to deliver good 

programmes; 
- Monitoring of training provision to ensure that programmes are being followed; 
- Registration of assessors and moderators; 
- Collaboration with other Education and Training Quality Assurers; and 
- Issuing of certificates to those who have completed registered learning programmes. 

 
If all of these activities are implemented SETAs will be in a position to: 

 Fully understand the skills needs of the sector, including a clear understanding of the quantum of scarce and critical 
skills; 

 Manage and disburse skills development levies; 
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Non-leviable employers include: the public 
service; religious or charity organisations; public 

entities that get more than 80% of their money from 
Parliament; and employers whose total payroll is 

less than R500 000 per year; or who do not have to 
register according to the Income Tax Act. 

 

PIVOTAL is an acronym which means 
Professional, Vocational, Technical and 

Academic learning programmes that 
result in qualifications or part 
qualifications on the National 

Qualifications Framework 

 

 Manage learning programmes aligned to the needs of the sector; and 

 Ensure quality of training in the sector. 
 

and therefore contribute to the raising of skills levels for the employed or those seeking employment.  
 
PSETA’s mandate, although aligned to that of the other 20 SETAs does include some variations to the above.  This is 
further elaborated and explained in Section 2.1:  PSETA’s mandate. 
 
1.4 SETA funding and administration 

The Skills Development Levies Act makes provision for leviable 
employers to pay 1% of payroll to the South African Revenue 
Service (SARS).  SARS is responsible for allocating these funds 
as follows:  

 20% to the National Skills Fund (NSF); and 

 80% to the relevant SETA. 
 

SETAs are mandated to distribute 89,5% of the funds they receive back to employers, employees and the unemployed 
through a series of mandatory and discretionary grants.  SETA’s may use up to 10,5% of total funds towards operating 
costs (refer to Figure 1 below). 
 
Figure 1:  Flow of Funds:  Skills Development Levy 

 
 
However, PSETA is the only SETA to which this funding model does not apply.  This is further explained in Section 2.4: 
PSETA’s funding dilemma. 
 
 

2. PSETA’s Mandate 
2.1 PSETA’s Mandate 

PSETA is mandated to ensure that the skills needs of the Public Service at national and provincial level are identified, 
understood and addressed.  
 
The specifics of this mandate are detailed in the Skills Development Act and further supplemented by the National Skills 
Development Strategy III (effective from 2011 to March 2016), and finally by an annual Service Level Agreement entered 
into between the Department of Higher Education and Training (DHET) and PSETA.  A summary of this mandate is 
presented diagrammatically in Figure 2. 
 
PSETA’s mandate can be broken down into 4 areas, viz:  

1. Development of a Sector Skills Plan; 
2. Support for the implementation of the Sector Skills Plan;  
3. Promotion of learning programmes; and  
4. Quality assurance functions.   

 
Each of these components is further broken down into a number of deliverables.  PSETA’s specific targets, as defined in 
the DHET/ PSETA Service Level Agreement, as well as its activities and focus areas, as defined in the National Skills 
Development Strategy III, can all be categorised into these 4 mandate areas.   
 
In support of its mandate PSETA is required to ensure ongoing liaison and interaction with a wide range of stakeholders.  
Furthermore, PSETA is required to monitor its activities and outputs and report these to the DHET.  

Skills Development Levy 
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Transversal functions include for 
example, administration, management, 

planning, legislation and policy 
development 

 
Figure 2: PSETA mandate as per the Skills Development Act, National Skills Development Strategy III and PSETA’s Service 
Level Agreement with the Department of Higher Education and Training 

 

 

2.2 PSETA scope of coverage 

PSETA is responsible for the development of transversal skills across the 
public sector at national and provincial level including some public sector 
entities (refer to Annexure C for a full list of public sector departments and 
entities affiliated to PSETA).   PSETA’s niche and core business is the 
development and promotion of skills and competencies that will ensure that 
employees in the public service and public entities are able to perform the 
“business of government”. 
 
The Local Government SETA (LGSETA) is responsible for skills development in local government.  The Local 
Government SETA is not included in the scope of this assignment.  
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Much of PSETA’s work focuses on personnel in the following two occupational categories: 

 Professionals and managers (or Senior Management Service (SMS)), which accounts for 23% of the personnel in 
PSETA’s scope of coverage; 

 Administrative office workers, which accounts for a third of the personnel in PSETA’s scope of coverage.  This 
category includes secretaries, filing clerks, database operators as well as those in more senior roles performing tasks 
such as policy and regulation formulation, inspections and administrative procedures. 

 
In 2013 there were approximately 516 200 people employed in the national and provincial public service under the 
Public Service Act – these are the people that fall within PSETA’s mandate (this number excludes public servants who 
belong to another SETA such as nurses, doctors, educators, police, etc.). 
 
Ideally, all national and provincial government departments should report either directly or indirectly to PSETA.  Indirect 
reports are those departments which are aligned to another SETA e.g. the Department of Health is a member of the 
Health and Welfare SETA.  For these departments there is dual reporting to both PSETA and another SETA and 
PSETA’s work should concentrate on skills development amongst the Senior Management Service (SMS). 
 
In addition, PSETA should include in its scope the development of skills sets in areas which overlap with the focus of 
other SETAs in which case PSETA’s role is to make these skills sets applicable to the needs of the public sector.  For 
example, whilst the Financial Services SETA (FASSET) is responsible for skills development in the area of financial 
management generally, PSETA also has a mandate to develop skills in public sector financial management.  The same 
principle applies to artisans employed in the public service. 
 
In reality those government departments/ entities that report to other SETAs typically don’t report to PSETA for the 
transveral skills needs of their employees even though PSETA is responsible for skills associated with the “business of 
government”, which spans the needs of all government departments and many public sector entities.  There is confusion 
across government departments as to the roles of the various SETAs and their responsibility to the employees in the 
public sector. There is also a reluctance for government departments to implement multiple reporting lines. 
 
2.3 PSETA reporting structures 

PSETA should report and communicates with a wide range of stakeholders and stakeholder groupings. Like all SETAs 
advocacy is an important role for PSETA that permeates throughout most required activities and deliverables. 
PSETA’s broad reporting framework is depicted in Figure 3 and discussed further hereunder.     
 
Figure 3:  PSETA reporting and funding flowchart 
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PSETA and DHET 

As per the Skills Development Act, PSETA is required to report to DHET with regard to the performance of its functions 
in terms of the Act.  The DHET in turn is required to give PSETA guidance and assistance in respect of its functions and 
responsibilities (as per Figure 4). 
 
PSETA has entered into an annual Service Level Agreement (SLA) with the DHET and timeously submits the following 
to DHET:  
 

 A 5-year Sector Skills Plan, which is updated annually;  

 A 5-year Strategic Plan, updated annually if applicable; 

 An Annual Performance Plan (APP); and 

 Quarterly performance reports – where PSETA reports on its targets and achievements in respect of the National 
Skills Development Strategy III, the Service Level Agreement and its annual plans.   

 
In return, the DHET monitors PSETA’s activities and provides ongoing guidance and/or assistance to PSETA to ensure 
that the organisation is able to deliver on its mandate. 
 
The relationship between DHET and PSETA is good with both parties reporting and delivering as required.  The roles of 
both are clear and understood. 
 
Figure 4: Department of Higher Education and Training and PSETA relationship as per the Skills Development Act 

 

 
 
 
PSETA and DPSA 

PSETA should also report to the Department of Public Service and Administration (DPSA).  The DPSA, which is the 
representative of the largest employer body that PSETA serves, is required to provide PSETA with information on the 
skills needs of the national and provincial public service as well as data on vacancies, employment trends, hard-to-fill 
positions, etc.  In order to be both effective and efficient in delivering on its mandate, PSETA is required to have a close 
working relationship with its employer base through the DPSA.  As per the PSETA strategic plan, the DPSA and PSETA 
relationship is depicted in Figure 4. 
 
Figure 5: Department of Public Service and Administration and PSETA relationship  
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PSETA does provide the DPSA with information on its financial performance as well as strategic initiatives, targets and 
achievements.  The PSETA reports submitted to the DPSA on targets and achievements are similar to/ a duplication of 
the quarterly performance reports submitted to the DHET.  PSETA is the only SETA with this dual reporting function, 
which does require slightly higher administrative time and hence costs. 
 
Although DPSA and PSETA work closely together and share information as required there is still some role confusion 
between these entities.  For example the DPSA requires government departments to complete Human Resource 
Development plans, which is seen as an overlap to the Workplace Skills Plans and Annual Training Reports these 
departments are required to submit to PSETA. 
 
PSETA and NSF 

As PSETA receives discretionary project funding from the National Skills Fund, PSETA in turn should (and does) report 
to this entity in respect of the performance and achievements of projects and/or programmes funded. 
 
PSETA and National and Provincial Departments and Entities 
National and provincial public service departments and entities that report directly to PSETA (refer to Annexure C for a 

list of these departments and entities) and are not affiliated to a another SETA, are required to report to PSETA annually 
in respect of their Workplace Skills Plans (WSP) and Annual Training Reports (ATR).  These are PSETA’s primary 
“customer” base and with whom PSETA is required to forge ongoing and close relations.  Through these reports PSETA 
should be able to gain an in-depth understanding of the skills needs of the sector as well as implementation of required 
skills development initiatives. 
 
Furthermore, those national and provincial public service entities that report directly to another SETA (such as the 
Department of Health that reports directly to the Health and Welfare SETA), are required to report to PSETA in respect 
of transversal skills needs of their employees (in particular SMS employees).  Thus these entities are also required to 
submit Workplace Skills Plans and Annual Training Reports to PSETA, but only for transversal skills.  In reality only a 
few departments comply with this requirement. 
 
In reality the submission of accurate data on skills initiatives in the public service has been poor and in general data is 
not forthcoming from departments.  As these departments are non-leviable employers they are not eligible for the 20% 
mandatory grant which other SETAs use as a tool to encourage compliance from their employer base.  PSETA’s 
executive are of the opinion that the additional requirement for government departments to submit Human Resource 
Development reports to the DPSA further detracts from additional or duplicate reporting to PSETA. 
 
Without accurate and sufficient data from its employer base, PSETA is unable to develop a comprehensive skills plan for 
the public service sector, which is a key deliverable for the organisation. 
 
Therefore we believe that there is a need for a single reporting mechanism to both PSETA and DPSA. 
 
PSETA and the GSETA Forum 

In order to ensure that all SETAs which have one or more government departments and/or public sector entities in their 
employer base are aligned to the overall objective of a skilled public sector, a communication forum called “Government 
SETA” or “GSETA” was formed by the DPSA.  SETAs are the only members of GSETA (Annexure D includes a list of 

member SETAs) and the forum is facilitated by the DPSA.   It is at the various GSETA fora that the skills needs and 
strategies of the entire public sector, at national, provincial and local government levels, are addressed and 
communicated back to all relevant SETAs.  PSETA is a major player and contributor to the GSETA forum. 
 
PSETA and the PSSC and HRDC 

The GSETA forum, together with PSETA, is represented on the Public Service Skills Committee (PSSC).  This 
committee was formed by the Minister of Public Service and Administration to coordinate an approach to skills 
development across the public service and local government aimed at developing a more capable state.  The Public 
Service Skills Committee reports to the Human Resource Development Council (HRDC) and in addition to PSETA 
includes representatives from DHET, DPSA, PALAMA (now the National School of Government), and the Department of 
Cooperative Governance. The PSSC has developed a strategic framework for improving skills development in the public 
service. The framework provides an important guide for PSETA’s work. 
 
The Human Resource Development Council is a multi-stakeholder body comprising representatives from government, 
business, civil society, labour and the training and education sector. It was established in 2010 to “create an enabling, 
coordinated and integrated environment to focus on improving the human resource development base and skills of the 
South African people” (HRD Council website, 2013).  
 
PSETA and the NSG and training institutions 

The National School of Government (previously the Public Administration Leadership and Management Academy 
(PALAMA)) and provincial academies are statutory bodies which provide (either directly or indirectly) education and 
training for public servants.  In addition some departments or sectors within the public service have their own training 
academies.  These training providers are accredited through PSETA’s ETQA function.   
 
Multitude of role players with blurred roles 

In reality there is a blurring of lines between the responsibilities of many of the role players involved in skills development 
for the public sector. 
 
In spite of a delineation of responsibilities there appears to be confusion across the public service between the roles of 
the DPSA and PSETA, which is compounded with the DPSA’s close working relationship with PSETA and the 
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requirement for government departments to submit annual Human Resource Development reports to the DPSA (in 
addition to the Workplace Skills Plans and Annual Training Reports submitted to PSETA).  The historical DPSA and 
PSETA relationship has created confusion in terms of accountability to stakeholders.  According to PSETA’s executive 
the reporting mechanisms and monitoring and evaluation roles of the DPSA and PSETA need to be clarified.  Clear role 
definitions for these two entities are required and should be communicated to the public service departments and entities 
that they each serve. 
 
Role confusion also extends to the National School of Government, with a mandate to build an effective and professional 
public service through the provision of relevant, mandatory training programmes.  There are proposals for some of 
PSETA’s functions to migrate to the National School of Government.  Until these proposals are confirmed, the role of 
both entities and the overlap of functions remain unclear.  If the National School of Government’s role is clearly defined 
as that of a training institution then there should be no overlap between the roles of the two entities. 
 
In the absence of PSETA, the identified deliverables would probably become the responsibility of the DPSA and the 
National School of Government.  However, there would be a conflict of interest as the DPSA is representative of the 
employer body and the entity’s impartiality would be questioned, i.e. the DPSA would be playing the role of both “referee 
and player”.  Furthermore, the National School of Government would need to be quality assured and qualifications would 
need to be developed by an independent and credible organisation – there is no obvious alternative entity that could pick 
up this role for the public service.  
The different roles and responsibilities of the Public Service Skills Committee and the GSETA forum are unclear.  Whilst 
the need for one cohesive and co-ordinated approach to skills development in the public sector is recognised, the 
rationale for two committees/structures to address this is unclear.  
 
For PSETA to implement its mandate effectively it needs to collaborate and partner with many different institutions, 
however, the roles of these institutions should be clarified and duplication of effort needs to be removed.  
 
2.4 PSETA’s funding dilemma 

The SETA funding model does not apply to PSETA as the majority of its employer stakeholders are not classified as 
“leviable employers”.  Instead PSETA receives an annual budget allocation from the national budget via the Department 
of Public Service and Administration (DPSA) to implement its activities.  The PSETA allocation is pre-determined over 
the MTEF period. The entity has no control over the amount received as it is pre-determined in the budgeting process 
and ring-fenced in the DPSA vote. The allocation is then received via the DPSA on a quarterly basis.   
 
In 2012/13 PSETA’s allocation from DPSA amounted to R22,3 million and accounted for 56% of PSETA’s income, with 
the balance of income sourced from the National Skills Fund (R15,6 million to be used for National Skills Fund projects) 
and a small allocation (R1,45 million) via SARS from PSETA aligned employers that paid the skills development levy 
(these include mainly public sector entities that are deemed to be “leviable employers”).   
 
To date PSETA has primarily used the MTEF allocations as ring-fenced to fund operations.  Whilst PSETA’s business 
activities are funded through the National Skills Fund allocation and the limited levies received from some public entities.  
This has resulted in PSETA’s activities being aligned to the National Skills Fund’s mandate (skills development initiatives 
for the unemployed, rural youth and artisanships) in order to secure additional funding. This means that the activities 
actually undertaken by PSETA are not aligned to the core needs of the national and provincial public service and 
therefore PSETA is not delivering fully on its mandate of ensuring that the skills needs of the public service at national 
and provincial level are identified, understood and addressed. 
 
The PSETA executive has developed a view that the budget funding allocation is to be used for administrative purposes 
only and that additional funds secured via the National Skills Fund or other sources are to be used to deliver on its 
mandate i.e. PIVOTAL and other discretionary programmes.  However, this is not the view of National Treasury which 
believes that the budget allocation should be used to deliver PSETA’s full mandate. 
 
In recognition of PSETA’s funding dilemma, the Minister of Higher Education and Training along with the Minister of 
Public Service and Administration, established an Inter-Ministerial Task Team in 2010 with the aim of recommending a 
viable funding model for PSETA.  This Task Team, led by the Department of Higher Education and Training and with 
representation from the Department of Public Service and Administration and National Treasury, produced a Cabinet 
Memorandum that introduced the payment of levies (30% of 1% of payroll) by government departments to PSETA and 
other government related SETAs.  This Memorandum resulted in a Directive issued by the Department of Public Service 
and Administration in March 2013 which specified: 

 That each government department would be required to set aside 1% of the total departmental personnel budget for 
training and development of its personnel and potential employees.  These funds were to be apportioned as follows: 
- 30% to be paid to the SETA to which the department is affiliated and to PSETA for staff that fall within the scope 

of PSETA of which: 
 One third (33,3%) could be utilised to administer the SETA; and 
 Two thirds (66,7%) to be used to fund special projects as approved by the relevant SETA Boards. 

- 20% to be set aside for the training and development of unemployed youth and the positioning of the public 
service to create and offer opportunities as a training and development space; and 

- 50% for the capacity development of serving public service employees. 
 
Based on this Directive, PSETA would have received an estimated budget for approximately R100 million per annum. 
However, in June 2013 the legality of the Directive was challenged by the Premier of the Western Cape and government 
departments were therefore requested to withhold payments to PSETA (or any other SETA).  This is still the current 
status of the Directive/ funding model. 
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In the interim PSETA is continuing on its prior approach i.e. utilisation of the allocation from DPSA for administrative 
expenses and securing grant funding from the National Skills Fund to carry out projects that meet the needs of the 
National Skills Development strategy (III).  PSETA therefore acknowledges that that many of its activities continue to not 
meet the needs of the public service sector. 
 
The unapproved funding structure is a symptom of the question being raised as to whether PSETA should exist at all.  
But without a clear funding structure PSETA will continue on its misguided direction of implementing National Skills Fund 
projects and using the budget allocation to fund operations.  Therefore either PSETA should receive a realistic budget to 
deliver on its mandate (this study will attempt to determine what is considered to be a realistic budget) or it should be 
disbanded and its functions integrated into those of one or more aligned role players however, this route is likely to raise 
potential conflicts of interest which would need to be addressed.  
 
2.5 PSETA administration and financial management 
Administration 

Up until 2007 PSETA was located within DPSA as a Chief Directorate.  From 2007 to end March 2011 PSETA depended 
on the DPSA for corporate services, finance and supply chain management functions.  Since 1 April 2011 PSETA has 
been operationally independent of DPSA, with its own capacity in the areas of finance, procurement, corporate services, 
human resources and project management. 
 
In November 2010 the Ministry for Higher Education and Training re-certified qualifying SETAs for a period of 5-years in 
line with the span of the National Skills Development Strategy III.  However, PSETA was only recertified for a period of 
1-year to allow for the entity’s repositioning as an independent SETA.  On 20 March 2012 the Minister of Higher 
Education and Training extended PSETA’s licence to operate as a SETA until 31 March 2016. 
 
Financial management 

PSETA was plagued with poor governance and financial mismanagement during the period 2005 to 2010.  This resulted 
in the entity being placed under administration by the Minister of Higher Education and Training with the aim to rectify 
the challenges faced by the organisation namely poor governance, financial mismanagement and non-compliance with 
legislation.  During this administration period PSETA was restructured and an accounting authority was established.   
 
PSETA’s historical financial woes largely originate from the mismanagement of R30,72 million of a R100 million National 
Skills Fund project where it was found that there was lack of accountability, lack of documentation to substantiate 
expenditure incurred, fraudulent activities and gross negligence.  In recent years PSETA’s accounting authority has 
managed to reduce its liability to the National Skills Fund to R6,1 million from  the original R30,72 million.   
 
In addition, the validity of a 5-year lease agreement between PSETA and a service provider for a property previously 
occupied by PSETA is under investigation.  This lease agreement was terminated as of the end of December 2013.  In 
this agreement PSETA was committed to paying annual rental in excess of R5 million, which is significantly beyond 
market related rates and is more than double the current rental paid by PSETA for its new office space.    
 
The government’s Special Investigation Unit is currently investigating the lease and NSF funding matters with a report 
due at the end of November 2014.   
 
Since 2010 PSETA’s financial management has improved dramatically and in 2013 the organisation implemented a new 
governance framework to improve efficiencies and effectiveness.  The latest report from the Auditor General indicates 
that PSETA has improved from a disclaimer in previous financial years to a qualified audit opinion (the lingering liability 
to the National Skills Fund is preventing a clean audit opinion). PSETA’s Board and executive are now confident that the 
organisation has been turned around and is equipped to lead skills development in the public service.   
 
2.6 Key findings 

PSETA is an organisation in limbo.  Although there is a clear mandate, PSETA’s role relative to other related entities 
(such as the DPSA and the National School of Government) is unclear to not only PSETA’s employer base (national and 
provincial government departments and entities) but also between the organisations themselves.   
 
PSETA’s funding dilemma is another area of concern.  With the lack of clarity on funding the organisation is continuing 
on its path on delivering on the mandate of the National Skills Fund and not the needs of the public service it represents. 
 
2.7 Key questions 

To date PSETA has not fully implemented its mandate to impact on the training needs in the public service.  Going 
forward the following should be understood and addressed: 
i. The level of funds PSETA currently spends to run its operations and achieve its outputs and what is being achieved 

from this level of funding needs to be determined. 
ii. PSETA’s role and mandate vis-à-vis other public sector entities such as the National School of Government, the 

DPSA, etc needs to be clearly defined. 
iii. If there is a definitive role for PSETA then the following needs to be determined: 

a. The level of funds PSETA requires to effectively deliver on its mandate and realistically what can be achieved 
from this level of funding  

b. The source of funding for PSETA to be able to effectively deliver on its mandate 
c. Should PSETA receive approximately R100 million per annum, realistically what can be achieved from this level 

of funding. 
d. The performance measures to be tracked to ensure that PSETA is effectively implementing its mandate need to 

be defined. 
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 This report will aid in providing answers to some of these questions. 

 

3. PSETA’s Deliverables and Activities 
3.1 PSETA’s ideal deliverables and activities 

For PSETA to achieve its objectives and to contribute to the ultimate strategic intent, a number of key deliverables have 
been identified that are broken down further into separate activities.  These deliverables and activities are detailed in 
Annexure E (together with identified measures and targets) and are summarised in Table 1, below. 
The deliverables and activities in Table 1 reflect what PSETA should be achieving, based on its mandate as per the 
Skills Development Act and the National Skills Development Strategy III.   
 
Table 1:  PSETA deliverables and activities to achieve each deliverable 

Deliverables Activities to achieve the deliverable 

There is a comprehensive Sector Skills Plan ("SSP") 
for the Public Service, which is widely distributed 
and understood 

Conduct research on the transversal skills needs of the 
public service 

Skills supply and demand analysis 

Development and dissemination of a Sector Skills Plan 
for the Public Service 

PSETA reports on, and understands, the planned 
skills development initiatives as well as annual 
training and learning programmes implemented in 
the national and provincial Public Service 

Develop skills planning and monitoring systems to be 
utilised by the Public Service 

Capacitate Skills Development Facilitators and training 
committees in the Public Service to identify and collect 
relevant skills data 

Receive, analyse and report on Workplace Skills Plans, 
Annual Training Reports and other reports on learning 
programmes 

There is a Public Service Career Guide and career 
development path, which is widely distributed 
throughout the Public Service and other channels in 
order to reach potential new employees 

Development of a career guide and career development 
path for the Public Service (national and provincial) 

Artisanal skills development initiatives for 
employees and unemployed to address skills gaps/ 
needs identified in the Sector Skills Plan are 
implemented 

Implement learning programmes for artisans – employed 

Implement learning programmes for artisans – 
unemployed 

Transversal/ mid-level skills development initiatives 
for employees and unemployed to address skills 
gaps/ needs identified in the Sector Skills Plan are 
implemented 

Implement learning programmes for transversal skills – 
employed 

Implement learning programmes for transversal skills – 
unemployed 

An appropriate Recognition of Prior Learning 
system is in place and implemented in the national 
and provincial Public Service 

Development and implementation of a Recognition of 
Prior Learning ("RPL") policy in the Public Service 
(national and provincial) 

Training providers and educators are capacitated to 
deliver quality training programmes for the public 
service 

Capacitation of skills development providers to provide 
appropriate and quality training programmes for the 
Public Service 

Capacitation of educators/ lecturers/ trainers so that they 
have a detailed understanding of the workplace in the 
Public Service at national and provincial level 

PSETA designs and develops relevant qualifications 
for the national and provincial Public Service 

Implementation of Development Quality Partner 
responsibilities as nominated by QCTO 

PSETA manages assessments for the national and 
provincial Public Service 

Implementation of Assessment Quality Partner 
responsibilities as nominated by QCTO.  Ensuring 
quality of training provision. 

PSETA programmes and activities are monitored Monitoring of PSETA programmes and activities 

PSETA outcomes and impacts are evaluated.  There 
is a baseline and progress is measured 

Evaluation of PSETA 

 

3.2 PSETA’s actual achievements 

PSETA’s executives argue that due to insufficient funding some of the required deliverables have not been achieved or 
alternatively the extent of the impact/ number of beneficiaries has been limited. 
 
A summary of PSETA’s actual achievements in 2012/13 (compared to what was planned for that period) are presented 
in Annexure F.  It is important to note that although PSETA achieved many of its planned targets and in some cases 
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achieved way beyond these targets, many of these targets were not onerous and were linked to PSETA’s available 
budget for the period. 
 
For example the actual number of learners on learning programmes in 2012/13 was a mere 1 027 and the projected 
number for 2013/2014 is 1 563 unemployed learners and 825 employed learners (of which only 400 were funded by 
PSETA in 2013).  In 2013/14 the total number of projected learners on PSETA supported/ funded learning programmes 
will represent less than 0,5% of all national and provincial public service employees that fall within PSETA’s mandate.  
Given that  DPSA statistics suggest that around a third of the 6 266 people appointed to Senior Management Service 
positions in the last three years fell short of the competency requirements for their positions and that a PSETA model 
forecasts that R250 million per annum is required for training costs alone in order to address the skills backlog in the 
public service, this level of skills development will not make a material difference to the sector and is unlikely to yield the 
required outcome or impact.    
Commentary on PSETA’s achievements compared to its required deliverables is presented in Table 2. 
 
Table 2:  PSETA’s achievements and recommendations for improvement 

Achievements Areas for improvement and recommendations 

Sector Skills Plan 

 Sector skills planning for the national and provincial public 
service is a key output for PSETA.  A Sector Skills Plan is 
developed every 5-years and is updated annually to 
account for any changes/ amendments.   

 

 Sector skills planning requires a well-researched and 
deep understanding of the sector and related training/ 
skills development needs.  Sector Skills Plans for all 
sectors must be informed by ongoing research into, 
and consultation with, the sector.   

 Although PSETA’s Sector Skills Plan has been 
approved by the DHET, by PSETA’s own admission 
this plan lacks detailed and quantifiable skills 
development targets.  We are of the opinion that this 
plan requires further in-depth research and analysis. 

 Furthermore, this plan needs to be widely distributed 
throughout the public service sector and should be 
the basis against which departments/ entities develop 
their own training plans. 

Workplace Skills Plans and Annual Training Reports 

 As PSETA does not have “leviable” employers it is not 
required to reimburse employers for the submission of 
Workplace Skills Plans and Annual Training Reports, which 
other SETAs are required to do.  

 However, PSETA is still required to receive, analyse and 
provide feedback to employers on their Workplace Skills 
Plans and Annual Training Reports.  Each national and 
provincial government department is required to submit 
these reports to PSETA for evaluation and assimilation.   

 A total of 141 plans were received in 2012/13 (against a 
target of 116), however, only 85% of these contained what 
PSETA considers to be reliable data. 

 In addition, some 72 capacity building workshops were 
held with Skills Development Facilitators and Training 
Committees, 272 guides were disseminated and 165 
training committees were inducted. 

 PSETA’s has acknowledged that the quantity and 
quality of Workplace Skills Plans and Annual Training 
Reports received is poor which makes skills planning 
and monitoring difficult.  Poor quality Workplace Skills 
Plans and Annual Training Reports means that 
PSETA will not receive an accurate reflection of the 
sector it represents which in turn means that the 
Sector Skills Plan will be deficient.   

 PSETA has indicated that the lack of an integrated 
information system or framework for recording skills 
needs further hampers the assimilation of data for 
skills planning purposes. 

 PSETA should further increase training interventions 
for skills development facilitators and training 
committees on how to report on the skills needs and 
the training programmes implemented in the 
department/s they represent. 

Career Guide 

 PSETA is responsible for ensuring that careers and career 
paths in the national and provincial public service are well 
understood by potential new entrants as well as existing 
employees in the public service. 

 PSETA has already invested in the development of a 
comprehensive career guide for the national and provincial 
public service.   

 This guide now needs to be distributed nationally and 
updated as and when applicable. 

Skills Development Initiatives for Artisans 

 According to the National Skills Development Strategy III, 
SETAs are required to establish projects which enable 
learners to be trained and qualify in the sector. 

 Using NSF funds PSETA trained 77 unemployed artisans 
in 2012/13 

 The PSETA Trades Research Report produced by 
Wits University indicated that the current public 
service environment does not support artisan 
development – demand for artisans in the sector is 
low. 

 Therefore, although a mandate of the National Skills 
Development Strategy, PSETA should not be 
focusing its funds on the development of artisans. 

Skills Development Initiatives for Transversal Skills 

 Discretionary PIVOTAL grants are used to ensure that 
there is a pipeline of people trained and skilled with the 
relevant qualifications that address the identified scarce 
and critical skills of the sector.  More often these people 
are unemployed when entering the various learning 
programmes and are uniformly referred to as “unemployed 
learners”.  PSETA is responsible for managing these 
learning programmes for unemployed learners, and the 
contracts entered into between the employer, training 
provider and the learner. PSETA also ensures that monies 
are appropriately dispersed to each party in accordance 
with the contract.   

 Discretionary grants may be utilised to ensure that 
employed personnel within the public service receive 
adequate training.  Thus PSETA could allocate these 
funds to facilitate learning programmes for the 
employed.  However, this has not happened to date. 

 The actual number of learners on PIVOTAL 
programmes and other interventions that were 
supported financially by PSETA in 2012/13 was 
limited.  In order to make a meaningful impact on the 
skills levels in the public service this is an area where 
PSETA will need to concentrate its efforts and funds 
in the future.  
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Achievements Areas for improvement and recommendations 

 Actual implementation of learning programmes for the 
employed are initiated, managed and funded by employers.  
PSETA is required to ensure that the necessary tools and 
systems are in place so that employers (the national and 
provincial public service in this case) can implement 
learning programmes that are aligned to their specific 
needs.  When PSETA reports on the number of employed 
learners who have been trained, it doesn’t necessarily 
mean that PSETA provided any monetary support or 
funding to assist these learners.  

 In 2012/13 a total of 1 027 learners were recorded on 
learning programmes. 

Recognition of Prior Learning 

 A policy for the implementation of Recognition of Prior 
Learning has been developed.   

 

 PSETA is now required to ensure that this policy is 
communicated and implemented across the public 
service at national and provincial level.   

 PSETA is also required to ensure that there are 
sufficient and appropriately qualified assessors and 
moderators so that this policy can be effectively 
implemented. 

Capacitation of Training Providers 

 PSETA is required to ensure that there is a pool of suitably 
skilled and appropriate skills development providers to 
provide the necessary training programmes and that 
trainers/ lecturers/ educators are well equipped, with an in 
depth understanding and knowledge of the public service in 
order to deliver the training programmes. 

 PSETA supported more than 180 FET lecturers in 2012/3 
 

 A key deficit in the delivery of quality learning 
programmes is the lack of capacity and workplace 
experience of some educators/ lecturers/ trainers.  
This is a key area of intervention that PSETA should 
be focusing on in the future.   

 Furthermore, training providers contracted by PSETA 
to deliver skills development programmes are paid at 
lower than market related rates (according to PSETA 
this is due to budget constraints).  This may, but not 
necessarily, also lead to poor quality trainers and 
training programmes.  PSETA should ensure that 
training providers and training programmes supported 
are of a high standard. 

Qualifications 

 PSETA is required to ensure that required qualifications 
and related learning materials are developed and available. 

 PSETA was accredited by the South African Qualifications 
Authority (SAQA) as an Education and Training Quality 
Assurance body.  This accreditation function has now been 
transferred to the Quality Council for Trade and 
Occupations (QCTO), which has reaccredited PSETA as 
both a Development and Assessment Quality Partner.  This 
accreditation implies that PSETA has the necessary 
capabilities to continue its role as an Education and 
Training Quality Assurance partner for the public service. 

 However, in 2012/13 no new qualifications were 
developed. 

 Most of the PSETA registered qualifications have not 
attracted interest from training providers therefore 
rendering them inactive.   

 PSETA needs to ensure that qualifications developed 
are aligned to the needs of the sector, that there is 
sufficient demand and that there are suitably 
qualified, accredited and willing training providers to 
deliver these. 

Quality Assurance 

 PSETA is required to ensure that the quality and standard 
of training offered and the resulting skills are quality 
assured. 

 PSETA was accredited by the South African Qualifications 
Authority (SAQA) as an Education and Training Quality 
Assurance body.  This accreditation function has now been 
transferred to the Quality Council for Trade and 
Occupations (QCTO), which has reaccredited PSETA as 
both a Development and Assessment Quality Partner.  This 
accreditation implies that PSETA has the necessary 
capabilities to continue its role as an Education and 
Training Quality Assurance partner for the public service. 

 In 2012/13 PSETA accredited 32 training providers and 
registered 224 assessors and 150 moderators 

 PSETA’s role as a quality assurer is not in question. 

 However, PSETA’s challenge will be to ensure that 
there are sufficient quality assured providers, 
assessors and moderators to meet the needs of the 
public service. 

Monitoring and Evaluation 

 PSETA’s deliverables are monitored by both the DHET and 
the DPSA.  These quarterly reports and an Annual Report 
indicate PSETA’s achievements against targets.  
 

 These monitoring reports do not include an evaluation 
of the effectiveness and efficiencies of PSETA’s 
activities and outputs in meeting its overall objective 
and strategic intent.  It is therefore recommended that 
a full evaluation programme be implemented. 
 

 

Facilitation and communication are key activities that should permeate throughout PSETA’s deliverables.  PSETA is 
required to develop deep, robust and ongoing relations with its employer base, skills development facilitators, training 
providers, educators/ lecturers, research institutions, and other stakeholders.  Although PSETA does communicate with 
its stakeholders and hosts various stakeholder workshops, management acknowledges that PSETA needs to ensure 
that it is more visible to its stakeholders. Thus more considered and consistent communication, consultation and debate 
is required. 
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3.3 Implications 

In summary, PSETA has implemented, almost all of the activities as required and has produced most deliverables.  
However, in almost all areas these deliverables fall short of expectations and targets.  PSETA’s management team 
acknowledges that “the public service needs to train much higher numbers than we have resources for”.  To make a 
difference to the public service it represents PSETA needs to focus on significantly increasing the level of outputs 
achieved. 

 

4. Expenditure Analysis 
4.1 Introduction 

We have performed an expenditure analysis for PSETA with the objective of obtaining a detailed understanding of the 
current cost structure. Our government is faced with budgetary constraints and for this reason it is important that 
available resources are used in the most beneficial way in all spheres of government. To achieve this it is important that 
adequate understanding of current expenditure is obtained. The analysis includes the following: 

 Identification of sources and amounts of funding for PSETA including financial sustainability analysis 

 Funds utilization analysis including reasons for expenditure structure 

 Identification of any shortcomings in the utilization of funds. 
 
4.2 PSETA Funding analysis 

What is very clear from the analysis of PSETA’s current funding, expenditure and performance is that the Authority does 
not have a viable funding model and this has prevented it from delivering on its pre-determined objectives in line with its 
mandate. It is our view that the fundamental issue affecting PSETA’s sustainable funding is legislative. The Skills 
Development Levy Act determines the funding of SETAs (i.e. SETAs are funded thorough levies from employers), and 
unfortunately for PSETA the Act exempts public service employers in the national and provincial spheres of government. 
This has resulted in a significant funding gap which has effectively left PSETA with an unfunded mandate. This 
background is crucial in explaining the current expenditure patterns within PSETA.   
 
The table below illustrates the current funding structure of PSETA. 
 
Table 3:  PSETA Revenue 

 
Source:  PSETA Annual Report 2012/2013 
 
The grant from DPSA is currently PSETA’s main source of funding at 56% of revenue. This is mainly applied towards 
administrative costs and salaries. Discretionary grants from the National Skills Fund accounted for 39% of funding, 
however this is not guaranteed and fluctuates from year to year. In addition to these PSETA has other minor sources of 
income including Skills Development Levies from some employers that are affiliated with the authority (4%, which is 
collected by SARS and redirected to PSETA) and other income which is mainly insurance recoveries 1%. 

4.3 Current expenditure analysis 

We have analysed PSETA’s current expenses based on the definitions and categories used by the Authority. PSETA 
spends its financial resources in the following main areas: 
 

1. Skills planning and research: The purpose of the programme is to manage skills planning processes and 

conduct research to develop a Sector Skills Plan, develop and disseminate a Career Guide, capacitate training 

Revenue (R'000) 2012/13 2011/12 2012/13 (%) 2011/12 (%)

Revenue from non-exchange transactions

Skills Development Levy: income 1 448             1 355             4% 5%

Administration levy income (10%) (from SARS) 181                174                

Mandatory grant levy income (50%) (from SARS) 905                847                

Discretionary grants levy income (20%) (from SARS) 362                334                

Skills Development Levy: penalties and interest 8                    12                  0% 0%

Discretionary grants 8                    12                  

Transfers from other government entities 22 295           23 708           56% 89%

Administration 22 295           23 708           

National Skills Fund Projects realised income 15 611           1 338             39% 5%

Special projects 15 611           1 338             

Revenue from exchange transactions

Investment income 6                    9                    0% 0%

Administration 6                    9                    

Other income 585                178                1% 1%

Administration 585                178                

Total revenue 39 953           26 600           100% 100%
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committees in the sector and monitor the expenditure on training within government departments. Currently this 
accounts for 5% of the total expenditure.  
 

2. Learning programmes: The purpose of this Programme is to facilitate and manage the development and 

implementation of Learning Programmes for and within the public sector. Currently learning programmes 
account for 10% of the expenditure.  
 

3. ETQA: This is for performing all quality assurance functions with regard to accreditation of training providers, 

implementation of learning programmes, evaluation of learning materials and learner achievements in the 
Public Service sector. 10% of PSETA financial resources are spent on ETQA.  
 

4. Corporate Services: This function accounts for 35% of PSETA’s total expenditure. The purpose of this 

Programme is to provide an efficient and effective function to internal departments within PSETA and external 
stakeholders by providing the following services: 
• Human Resources Management 
• Auxiliary Services 
• Communication and Marketing 
• Information and Communication Technology (ICT) 
 

5. Finance: PSETA’s finance function takes 18% of the total funds. The purpose of this programme is to ensure 

prudent financial management and reporting in compliance with relevant acts and regulations. 
 

6. Governance: Governance costs currently account for 14% of PSETA’s total expenditure. The purpose of this 

Programme is to ensure that the organisation has effective and efficient governance structures and funding to 
enable the PSETA to carry out its legislative mandate. 
 

7. Projects: 6% of PSETA’s current funding goes towards project management capacity. The purpose of the 

Projects Programme is to effectively initiate, monitor and report on discretionary related projects being 
implemented by other programmes within the PSETA. 
 

It is noted that overall, expenditure for administrative and supporting functions accounts for 56% of the total expenditure 
while the core functions only account for 44%. Moreover all of PSETA’s core functions had budget deficits for the 2012 & 
2013 while the supporting functions had surpluses with exception of governance and projects. The budget deficits in 
PSETA’s core areas confirm funding gap on projects.  

 

Table 4: PSETA Expenditure 

 
Source:  PSETA Annual Report 2012/2013 
 

4.4 PSETA Personnel   

Personnel costs are defined as the total remuneration, in cash or in kind, payable by an employer to an employee in 
return for work done by the latter during the reference period. In 2012/2013 PSETA had 46 employees, at an average 
personnel cost of R458 858 per person per annum. This average annual personnel cost appears acceptable.  During this 
period personnel expenses accounted for 37% of PSETA’s total expenditure.   
 
Table 5: PSETA Personnel expenditure 2012/13 

 Number of Employees Total Remuneration Average 

Executives 3 R 3 633 406 R 1 211 135 

Senior Managers 5 R 3 301 158 R 660 232 

Specialists 10 R3 488 928 R 348 893 

Officers 12 R3 104 412 R 258 701 

Administrators 11 R1 944 950 R 176 814 

General workers/Clerks/Reception 5 R 486 869 R 97 374 

Total number of staff 46 R15 959 723 R 458 858 

Source:  PSETA Annual Report 2012/2013 
 
The number of administrative personnel (Corporate Services, Finance and Governance) as a percentage of total staff is 
high at 50%.  This means that only 50% of PSETA’s personnel are in functions that are directly aligned to its mandate. 
 
There is likely to be further efficiencies that can be achieved from the existing PSETA personnel.  Furthermore, the 
balance between administrative and line function personnel should be reconsidered. 
 

 % 

Allocation 

2012 

 % 

Allocation 

2013 

 2012

Actual  Budget 

 Over/Under 

Budget 

 % 

Over/Under 

Budget 

 2013

Actual  Budget 

 Over/Under 

Budget 

 % 

Over/Under 

Budget 

Skills Planning and Research 8% 5% 1 228 095       3 142 092       (1 913 997)      -61% 3 488 586       4 116 762                                                          (628 176)              -15%

Learning Programmes 16% 10% 2 641 541       2 938 192       (296 651)         -10% 6 813 986       11 232 114                                                        (4 418 128)           -39%

ETQA 17% 10% 2 619 449       3 749 622       (1 130 173)      -30% 7 325 704       13 736 295                                                        (6 410 591)           -47%

Corporate Services 23% 35% 8 810 473       8 346 911       463 562           6% 9 729 889       8 679 924                                                          1 049 965             12%

Finance 13% 18% 4 517 013       3 972 947       544 066           14% 5 466 407       4 099 818                                                          1 366 589             33%

Governance 8% 14% 3 639 617       4 155 922       (516 305)         -12% 3 416 297       5 006 983                                                          (1 590 686)           -32%

Projects 13% 6% 1 541 579       3 456 139       (1 914 560)      -55% 5 392 294       10 113 056                                                        (4 720 762)           -47%

Employer Grants 2% 2% 427 000           427 000           100% 931 000           -                                                                      931 000                100%

Total 100% 100% 25 424 767     29 761 825     (4 337 058)      -15% 42 564 163     56 984 952                                                        (14 420 789)         -25%
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4.5 Overhead costs  

PSETA’s overhead costs were analysed. Overhead costs are those costs that are associated with the administration of 
PSETA on a day to day basis, and as per PSETA’s accounts have not been allocated to a particular deliverable. Total 
operating costs were R10,1 million in 2012/13 or an average of R218 720 per PSETA employee per annum (refer to 
Table 6) and only 4% higher than that recorded in 2011/12. 
 
Of PSETA’s operating expenses in 2012/13, two expense items are out of proportion to the organisation’s total 
expenditure, viz: operating lease rental for office accommodation at over R5 million (or 50% of overhead expenditure) 
and audit fees at over R1 million (or 12% of overhead expenditure).  
 
PSETA’s historical lease agreement is under investigation by the Special Investigation Unit.  It is acknowledged that 
PSETA was overpaying for the premises occupied.  PSETA has a new lease agreement, which is effective from January 
2014.  Under this new agreement, annual rental for the same office space will be less for half of that paid in 2012/13. 
 
The high audit fees paid by PSETA to the Auditor General can be attributed to PSETA emerging from a period of 
financial mismanagement.  This would have made auditing the entity extremely time consuming, resulting in a costly 
external audit.  As the organisation’s management accounts and financial records are improved, the annual audit fee 
should start to decrease.  
 
Table 6: PSETA Overhead expenses 

 
Source:  PSETA Annual Report 2012/2013 
 

In the table above we have noted that travel and subsistence, consultancy and marketing costs appear significantly high. 
The high travel and subsistence is mainly due to the fact that PSETA personnel are required to travel extensively across 
the country to interact with various stakeholders, attend workshop/ forums and to provide support to learning providers. 
PSETA also make use of consultants quite significantly in certain areas such as for its Education and Training Quality 
Assurance function, to conduct research into the skills needs of the sector and to provide training for learners. Marketing 
costs are high due to specific campaigns to raise awareness about PSETA.  In reality much of PSETA’s marketing, 
consultancy and travel costs are directly linked to deliverables and should not be categorised as overhead expenses – 
these have been reallocated to the identified deliverables in the next step of the expenditure analysis as presented in 
Section 4.6 below (“Expenditure by PSETA deliverable/ activity”). 

4.6 Expenditure by PSETA deliverable/ activity 

We have reallocated PSETA’s 2012/23 expenditure, whether overhead, direct or personnel, to PSETA’s deliverables 
and/or activities as discussed in Section 3.1 “PSETA’s ideal deliverables and activities” (refer to Table 1). Direct costs 
are those costs that can be directly attributable to PSETA deliverables/activities.  
 
Of PSETA’s various activities, learning programmes focusing on transversal skills for the employed and unemployed 
absorbed nearly 32% of annual expenditure in 2012/13.  A further 11% would have been allocated to the development 
and promotion of a career guide for the public service. 
 
Although not PSETA’s core mandate, approximately 8% of expenditure was directed at the development of artisans (as 
per the NSF funding received for these programmes). 
 
Collectively, the activities associated with skills planning and research accounted for nearly a quarter of PSETA’s 
expenditure at 23,5% of total spend in 2012/13. 
 

Expenditure (R'000) 2012/13 2011/12 2012/13 (%) 2011/12 (%)

Administration expenses 10 061            9 667                   

Depreciation 258                 57                        2.6% 0.6%

Gain/ (loss) on disposal of property, plant and equipment 17                   10                        0.2% 0.1%

Operating lease rentals - buildings 5 028              5 028                   50.0% 52.0%

Other interest 23                   -                       0.2%

Maintenance, repairs and running costs

Property and buildings 67                   36                        0.7% 0.4%

Machinery and equipment 52                   36                        0.5% 0.4%

Advertising, marketing and promotions, communication 640                 669                      6.4% 6.9%

Remuneration to members of the audit committee 81                   122                      0.8% 1.3%

Bank charges 22                   17                        0.2% 0.2%

Consultancy and service provider fees 461                 572                      4.6% 5.9%

Legal fees 156                 422                      1.6% 4.4%

Travel and subsistence 638                 406                      6.3% 4.2%

Staff training and development 1                     8                          0.0% 0.1%

Remuneration to members of the board 169                 82                        1.7% 0.8%

Internal auditor’s remuneration 211                 246                      2.1% 2.5%

External auditor’s remuneration 1 192              999                      11.8% 10.3%

Other

Printing and Stationery 119                 122                      1.2% 1.3%

Conference costs 14                   68 0.1% 0.7%

Insurance 69                   43 0.7% 0.4%

Rates & taxes, water & lights & security 561                 554 5.6% 5.7%

Sundry items 282                 170 2.8% 1.8%
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Table 7:  2012/13 Expenditure by PSETA deliverable 
 
 

  

Programme element % of Total 

Expenditure 2012/13

A. Transversal Skills Research 3.7% R 1 564 275

Cost of employment R 958 107

Direct Operational costs R 98 200

Overheads allocation R 507 968

B. Skills supply and demand analysis 3.7% R 1 564 275

Cost of employment R 958 107

Direct Operational costs R 98 200

Overheads allocation R 507 968

C. SSP Development and disseminnation 4.9% R 2 084 008

Cost of employment R 958 107

Direct Operational costs R 617 933

Overheads allocation R 507 968

D. Skills planning and Monitoring system 3.4% R 1 466 075

Cost of employment R 958 107

Direct Operational costs R -

Overheads allocation R 507 968

E. Capacitation of SDFs and training Committees 4.4% R 1 865 474

Cost of employment R 1 162 331

Direct Operational costs R 86 900

Overheads allocation R 616 243

F. Analysis of WSP and ATRs 3.4% R 1 466 075

Cost of employment R 958 107

Direct Operational costs R -

Overheads allocation R 507 968

 G. Career guide and Career development 11.0% R 4 698 574

Cost of employment R 1 162 331

Direct Operational costs R 2 920 000

Overheads allocation R 616 243

H. Artisans (Employed and Unemployed) 8.1% R 3 458 574

Cost of employment R 1 162 331

Direct Operational costs R 1 680 000

Overheads allocation R 616 243

I. Learning Programs for Transversal Skills (Employed & Unemployed) 31.8% R 13 520 118

Cost of employment R 1 162 331

Direct Operational costs R 11 741 544

Overheads allocation R 616 243

J. Recognition of Prior Learning policy 3.9% R 1 642 314

Cost of employment R 1 073 282

Direct Operational costs R -

Overheads allocation R 569 031

K.Capacitation of Skills development providers 4.0% R 1 722 314

Cost of employment R 1 073 282

Direct Operational costs R 80 000

Overheads allocation R 569 031

L.Capacitation of educators/lecturers/trainers 4.0% R 1 682 314

Cost of employment R 1 073 282

Direct Operational costs R 40 000

Overheads allocation R 569 031

M. Development Quality Partner responsibility 4.6% R 1 942 314

Cost of employment R 1 073 282

Direct Operational costs R 300 000

Overheads allocation R 569 031

N. Assessment Quality Partner responsibility 5.0% R 2 122 314

Cost of employment R 1 073 282

Direct Operational costs R 480 000

Overheads allocation R 569 031

O. Program Monitoring 2.1% R 882 492

Cost of employment R 576 725

Direct Operational costs R -

Overheads allocation R 305 767

P. Program Evaluation 2.1% R 882 492

Cost of employment R 576 725

Direct Operational costs R -

Overheads allocation R 305 767

Total Cost

Total cost for all programme elements R 42 564 000

Cost of employment R 15 959 723

Direct Operational costs R 18 142 777

Overheads allocation R 8 461 500

Ratio analysis

Cost of employment 37%

Direct Operational costs 43%

Overheads allocation 20%

Deliverables               %              2012/13 
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5. Costing model 
5.1 Scenarios 

A costing model has been prepared for PSETA in order to determine firstly what PSETA can achieve within a prescribed 
budget and secondly what it would cost PSETA to effectively deliver on its mandate. The costing model has been 
developed to allow the user to differentiate between these two different scenarios for PSETA, viz:  
1. R100 million Scenario: this scenario explores how the policy purpose of PSETA can be achieved cost-effectively 

based on practical assumptions and an assumed funding level of approximately R100 million. This scenario 
provides a benchmark against which the other scenario can be compared. It incorporates many of the cost saving 
and efficiency measures discussed below.  The scenario only includes a forecast for a period of 1-year i.e. 
2014/15. 

2. Full Mandate Scenario:  This is a 10-year model, which attempts to determine PSETA’s required expenditure in 
order to achieve a realistic level of output that will result in a meaningful impact on the skills development needs for 
the national and provincial public service.  Default variables (discussed below) have been applied however; the 
model can be adjusted by varying the Key Variables i.e. number of learners supported annually and the ratio 
between employed and unemployed learners.  There are also a number of secondary variables (which are detailed 
below) that can be adjusted and the overall impact on PSETA’s annual expenditure can be determined.  
 

5.2 Structure of the model and key variables 

The costing model has been developed using PSETA’s historical expenditure, expenditure by other SETA’s for similar 
functions, information provided by PSETA personnel as well as the consultant’s knowledge and understanding of typical 
costs.  The model is not an extrapolation of PSETA’s historical structure and expenditure. 
 
The model is designed to allow for a high degree of flexibility in the specification of the different variables. This is to 
enable users of the model to explore different options with regards to these variables and so test the cost implications of 
these. Details of these key and secondary variables are discussed hereunder.  
 
The model consists of two main worksheets viz: 
1. Model Variables & Statistics – This worksheet contains the key model variables, which the user can modify to suit 

various policy parameters. In the same worksheet the user will be able to view a summary of the impact of any 
changes to the total costs, number of learners and PSETA human resource requirements. 
 
The key variables included in this model are: 

 

Key Variable Implications of change Default Setting 

Percentage 
learning 
programmes 
funded by PSETA 

Increasing or decreasing this percentage changes the number of learners who 
will be funded through PSETA initiatives.  This assumption estimates the 
percentage of targeted training demand that will be funded by PSETA, with the 
balance being funded directly by employers or employees themselves.  

25% 

Percentage 
unemployed 
learners 

Increasing / decreasing this percentage results in an increase / decrease in the 
number of unemployed learners and an equivalent decrease / increase in the 
number of employed learners supported by PSETA initiatives.   The percentage 
split between unemployed and employed learners will always sum to 100%. 

40% 

 
2. PSETA Costing Model – This is the main worksheet, where the results of all of the underlying worksheets are 

amalgamated and summarised. This worksheet contains the total costs for each of PSETA’s deliverables, broken 
down into direct costs, personnel costs and overhead expenses. The cost implications of the R100 million Scenario 
as well as the Full Mandate Scenario are contained in this worksheet.  There are no variables in this worksheet – 
all changes are driven from the “Model Variables & Statistics” for the key variables or the other assumption 
worksheets for the secondary variables. 

 
The two main worksheets are driven and supported by 17 worksheets in which the various assumptions and details are 
calculated.  These include: 
1. Beneficiaries - This worksheet summarises the number of employed and unemployed learners who are projected to 

be beneficiaries of PSETA funded learning interventions, categorised according to the various learning 
programmes.  In addition, the number of other PSETA beneficiaries such as skills development providers, 
educators and Skills Development Facilitators (SDFs) are quantified.  This worksheet is important in determining 
the total direct costs portion of the model.   There are a number of variables in this worksheet, viz: 

a. The percentage split of unemployed learners between the following learning programmes (the split must 
total 100%, default percentages are in brackets): 

 PSETA funded learnerships (62%) 

 PSETA funded artisanships (0%) 

 PSETA funded internships (18%) 

 PSETA funded work integrated learning experiences (18%) 

 PSETA funded post graduate students (1%) 

 PSETA funded undergraduate students (1%) 
b. The percentage split of employed learners between the following learning programmes (the split must total 

100%, default percentages are in brackets): 

 PSETA funded learnerships (23%) 

 PSETA funded artisanships (0%) 

 PSETA funded skills programmes (75%) 

 PSETA funded post graduate students (1%) 

 PSETA funded undergraduate students (1%) 



EPR - PSETA 17 
  
 

c. The percentage of currently employed personnel in the national and provincial public service who are to be 
part of a Recognition of Prior Learning (RPL) programme.  This is set at a default of 1% and can be altered 
up or down. 

d. The average number of learners per skills development provider.  The default setting is 1000 learners per 
provider. 

e. The number of learners per FET colleges.  The default setting is 1000 learners per college. 
f. The number of educators/ lecturers/ trainers who are capacitated by PSETA, as a percentage of the total 

number of PSETA supported learners.  The default percentage in the model is 3,2% i.e. 1 educator for 
approximately every 31 learners. 

g. The number of registered occupational qualifications as a percentage of the number of skills development 
providers.  The default percentage is 15%. 

h. The number of assessors as a percentage of total PSETA funded learners, with the default setting at 7%. 
i. The number of moderators as a percentage of total PSETA funded learners, with a default setting of 5%. 
j. The number of public and private training providers which need to be quality assured per annum, as a 

percentage of the number of assessors.  The default percentage is 27%. 
 

2. General Assumptions – This worksheet contains a summary of staffing requirements and payroll for PSETA, 
which is drawn from the various salary and personnel spreadsheets.  All overhead expenses are also calculated 
on this worksheet.  Overhead expenses are based on PSETA’s historical expenditure, with relevant modifications 
to ensure that these are market related.  The only variable on this worksheet is annual inflation, which is set at a 
default rate of 6% per annum. 
 

3. Direct Costs Assumptions – This worksheet contains direct cost assumptions that are related to PSETA’s 
deliverables and activities and are variable to the number of beneficiaries.  There are numerous variables which 
can be altered on this worksheet which typically relate to an average annual cost, number of workshops, average 
number of delegates per workshop, etc.  In general there should be no need to alter these variables as these 
have been informed from various discussions with PSETA and are aligned to market rates. 

 
4. Demand Assumptions – This worksheet includes an estimated projection of the training demand in the national 

and provincial public service.  With the absence of reliable skills demand data, these calculations are based on a 
number of assumptions including:  
a. The number of people employed in the public service that are under PSETA’s mandate (assumed at 

516 000 as per PSETA’s Sector Skills Plan); 
b. Annual growth in the number of employees in the public service (assumed at 0%); 
c. The percentage of public service employees that require some form of skills intervention (assumed at 44% 

based on data presented in PSETA’s Sector Skills Plan),  
d. The public service vacancy rate or percentage of current positions replaced annually (assumed at 10% per 

annum as per PSETA’s Sector Skills Plan),  
 

From the above assumptions the total number of people in the public service that will require some form of skills 
development/ training intervention was calculated at 227 040 people (based on the default settings as 
discussed). 
e. A further variable on this worksheet is the percentage of these people requiring some form of learning 

intervention that will be supported financially by PSETA funded initiatives (assumed at 25%).  It is assumed 
that the remaining programmes may be funded directly by the employee and/or the employer and will not 
require PSETA intervention. 

Based on these assumptions, it is calculated that there is a total of 69 660 people who should be beneficiaries of 
PSETA funded learning interventions. 
f. The final variable on this worksheet allows the user to distribute the total projected number of people to be 

supported by PSETA over a 10-year period  (which must sum to 100%).  This variable allows for a “ramp-
up” of activities over a 10-year period, instead of dispersing the total learner target equally over 10-years.  
The default setting for this variable is as follows: 
 

Year 1 Year 2 Year 3 Year 4 Year 5 Year 6 Year 7 Year 8 Year 9 Year 10 

6% 7% 8% 9% 10% 11% 12% 12% 12% 13% 

 
At the end of this worksheet, the projected number of learners benefiting from PSETA activities on an annual 
basis is compared to the estimated total number of employees in the national and provincial public service.   

 
5. Salary assumptions – This worksheet summarises the salary assumptions for all the scenarios in the model. This 

includes the total number of employees, salary levels and the split of the salary cost across the various PSETA 
deliverables.  The model accommodates for improved efficiencies in personnel outputs and also differentiates 
between variable and fixed personnel expenses.  There are 2 variables on this worksheet, viz:  average annual 
percentage salary increase (set at a default of 7% per annum over 10-years) and the PSETA variable staff to 
learner ratio which is set at a default of 2%. 
 

6. Personnel Scenario (R100 million and years 1 to 10) – These worksheets calculate the PSETA personnel 
requirements for each year of the selected scenarios and together feed into the Salary Assumptions worksheet.  
There are no variables on these worksheets.   

 
Included in the model are various assumptions regarding PSETA’s internal human resource requirements i.e. the 
number of positions in some occupational categories will vary depending on the number of learners to be trained, 
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whilst the number of personnel in other functions will remain static.  A human resource “efficiency factor” has 
been built into the model which assumes that there is additional capacity within the current personnel. 

 
7. Travelling costs and Accommodation – The assumptions regarding the cost of travelling and accommodation are 

included in this worksheet. The outcomes of these calculations are used to determine direct costs relating to 
workshops and seminars which in turn feed into the Direct Costs Assumptions worksheet.  These costs were 
determined through consultation with PSETA personnel as well as from research on average charges. 
 

5.3 Model Outcomes 
The scenario table below summarises the outcome of the R100 million Scenario and the Full Mandate Scenario.  
 
In the R100 million scenario, PSETA will be able to provide learning programmes to a total of 2 600 learners (1040 

unemployed and 1560 employed learners) at a total cost of R99 million in 2014/15. This will meet about 4% of the total 
estimated demand of 69 000 public service employees and unemployed beneficiaries requiring learning interventions 
from PSETA.  If a decision is taken to consistently target 4% of the total demand on a yearly basis it will take 26 years to 
eliminate the current demand levels as calculated and PSETA’s annual budget will be R100 million inflated annually.  At 
this level of funding PSETA would need approximately 39 employees to deliver its mandate.  
 
The Full Mandate Scenario model assumes that the targeted training demand will be achieved in a 10-year period and 
that PSETA initiatives are progressively increased on a year to year basis.  By progressively increasing the percentage 
of the targeted demand each year the current demand will be met in 10 years at a total (inflated) cost of R3,2 billion over 
10-years – ranging from R149 million in 2014/15 to R502 million in 2023/24 (a compound growth rate of 14,5% per 
annum).  In total 69 660 learners would be the beneficiaries of PSETA funded learning programmes over the 10-year 
period.  In order to meet this level of output, the number of PSETA employees will need to increase steadily from 56 in 
year 1 to 91 in 2023/24 (from the current level of 46 employees).  
 
It should be noted that the number of learners projected in the costing model are PSETA funded learners and exclude 
learning programmes funded by the employee or the employer. Therefore the annual number of learners cannot be 
compared to the historical achievement figure of 1027 employed and unemployed learners as reported by PSETA in 
2012/13.  
 

Table 8: Summary of outputs from the PSETA Costing model 

 R100 million 
Scenario 

Full Mandate Scenario  

Scenario Year 1 Year 2 Year 3 Year 4 Year 5 Total over 
10-years 

2014/15 2014/15 2015/16 2016/17 2017/18 2018/19 

Unemployed learners on PSETA funded programmes 

Total  1 040   1 672   1 950   2 229   2 508   2 786  27 863 

Learnerships  645   1 037   1 209   1 382   1 555   1 727   

Internships  374   602   702   802   903   1 003   

Bursaries  21   33   39   45   50   56   

Employed learners on PSETA funded programmes 

Total  1 560   2 508   2 926   3 344   3 762   4 180   41 798  

Learnerships  359   577   673   769   865   961   

Skills Programmes  1 170   1 881   2 195   2 508   2 822   3 135   

Bursaries  31   50   59   67   75   84   

Unemployed and Employed learners on PSETA funded programmes 

Total                                     
2 600  4 180 4 877 5 573 6 270 6 966 69 662 

Total learners as a percentage of national and provincial public service workforce 

 0,5% 0,8% 0,9% 1,1% 1,2% 1,4% 13,5% 

Number of PSETA employees 

 39 56 63 67 72 77  

PSETA Annual Expenditure (millions) 

Cost of employment  R14,0   R20,0  R23,0   R26,0   R 29,0   R33,0   R353,0 

Direct operational costs  R79,0   R123,0   R150,0   R181,0   R215,0   R253,0   R2734,0  

Overhead allocation  R5,8   R6,1   R6,5   R7,0   R7,5   R8,1   R 88,5  

Total  R99,2  R148,8   R180,4  R214,3  R252,3   R293,8  R3176,9  

Ratio analysis:  Costs as a percentage of total costs 

Direct operational costs  80% 83% 84% 85% 85% 86% 86% 

Administrative costs 21% 18% 17% 15% 15% 14% 14% 
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5.4 Key cost drivers 

The number of learners on PSETA funded learning programmes is the most significant cost driver for PSETA as this 
affects the amount of stipends, bursaries and learning provider costs incurred (the most expense cost items for PSETA). 
The number of learners supported also has a direct impact on the number of employees that PSETA may require. 
 
Furthermore, the type of learner also has an influence on PSETA’s costs, with an unemployed learner generally 
requiring more funds than an employed learner.    

 
5.5 Key policy parameters – savings and efficiencies 

During the study we noted some opportunities for savings and efficiencies for PSETA as listed below: 

 Overhead employees’ vs core function employees - Currently 54% of PSETA employees are overhead 

employees. As of 2013 more than R9.5 million of PSETA’s R15 million salary cost was spent on overhead 
employees. There were vacant and frozen positions in some of PSETA’s key programmes and none in 
support/overhead positions. Better value for money can be realised through prioritisation of key programmes in 
PSETA’s spending.  In the costing model we have assumed that the increase in number of employees where 
required will only be in certain key programmes (learning and ETQA).   

 Audit fees - PSETA currently pays more than R1million in audit fees. We considered this to be high for an 

institution of PSETA’s size. As audit fees are normally dependent on the time spent on the audit as well as the audit 
risk, we believe this will be reduced in the coming years with improvement in accounting processes and reporting. 

 Rental cost - Historically, PSETA was paying more than R5 million per annum on premises rental.  Based on 

PSETA’s updated lease agreement (effective from January 2014) the annual rental will decrease to a market related 
R2million.  The current office space occupied by PSETA has the capacity for about 90 people while PSETA only has 
48 employees. Therefore in our model we have assumed that while the number of employees may increase, 
additional space may only be required once the number of employees has exceeded 90. 

 Skills Programmes - In this model we have considered that Skills Programmes can be an effective, and one of the 

most economical ways of addressing skills demand. We have therefore allocated 62% of the employed learners’ 
targeted demand towards this category of learning intervention. 

 Economies of scale factor - Economies of scale are the cost advantages that enterprises obtain due to size, 

output, or scale of operation, with cost per unit of output generally decreasing with increasing scale as fixed costs 
are spread out over more units of output.  As the scale of PSETA's operations increases efficiency gains are 
expected to be realised, resulting in more efficient utilisation of labour and overhead resources. 

 

6. Summary of key points 
Throughout this report it has been highlighted that PSETA has not fully implemented its mandate and on this background 
a number of key questions were raised in Section 2 about PSETA’s role and funding structure, some of which were to be 
answered through this project. By way of conclusion, we seek to answer each of these questions briefly:  
 
i. What levels of funds is PSETA currently spending to run its operations and achieve its (limited) outputs and what is 

being achieved from this level of funding? 
PSETA’s current income (as at 2013) is just over R42million of which 56% of is sourced from the DPSA in the form 
of a grant and 39% was secured via National Skills Fund project funding. PSETA reported a total of 1 083 PIVOTAL 
programmes for the 2013 financial year.  However, more than 50% of this was funded by the departments and not 
PSETA.  In real terms PSETA funded learners on PIVOTAL programmes were just over 400.  
The majority of the PSETA’s current funding is going towards salaries and administrative overheads (61%).  As 94% 
of project expenditure was funded by the National Skills Fund these funds were directed towards the needs of this 
agency (skills development initiatives for the unemployed, rural youth and artisanships) and not to the core needs of 
the national and provincial public service.  PSETA’s delivery on its core mandate, i.e. transversal skills has been 
negligible.   

 
ii. What are the level of funds PSETA requires to effectively deliver on its mandate and realistically what can be 

achieved from this level of funding  
In order to effectively deliver on its mandate PSETA requires around R150 million in year 1 increasing to an inflated 
R500 million in year 10 (this is an average compound growth of 14,5% per annum and a cumulative 10-year budget 
of over R3 billion).  With this level of funding PSETA would be able to support more than 69 000 learners over the 
10-year period through various learning interventions (or more than 13% of the employees in the public service 
sector). 

 
iii. Should PSETA receive approximately R100 million per annum, realistically what can be achieved from this level of 

funding? 
Taking into account the various efficiencies discussed in this report, we believe PSETA should be able to achieve 
about 2 600 PSETA funded learners, with an annual budget of R100 million. 
 

iv. What performance measures should to be tracked to ensure that PSETA is effectively implementing its mandate? 
The following performance measures should be tracked to ensure that PSETA is effectively implementing its 
mandate: 

 Number of learning programmes supported by type and type of learner. 

 Total expenditure including the ratio between direct operational costs and administrative expenses 
From the costing model we have identified key cost elements and cost drivers which should be closely monitored 
and controlled.  The number of learners on learning programmes is the main cost driver that should be closely 
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monitored.  Linked to the number of learners, direct costs on transversal skills learning programmes will be the key 
cost element.  It is projected that more than 80% of total expenditure should be directed towards this element.   

 
v. PSETA’s role and mandate vis-a-vis other public sector entities such as the National School of Government, the 

DPSA, etc needs to be clearly defined. 
Although it is evident that the blurring of lines between the roles of various entities and departments involved in skills 
development for the public service need to be clarified it is not the responsibility of this project to make policy 
decisions regarding the roles and/or future of PSETA or any other entity.  It is hoped that the information contained 
herein will provide policy makers with some of the required information to assist with this decision. 

 
vi. What are the possible sources of funding for PSETA to be able to effectively deliver on its mandate 

Although PSETA is facing a funding dilemma it is not the responsibility of this project to make policy decisions 
regarding potential sources of funding for PSETA. Hopefully the information in this report will provide policy makers 
with some of the required information to assist with this decision. 
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Annexure A – Definitions and Acronyms 
 
Definitions 

 
Annual Training Report - A report that is submitted by employers that submitted a Workplace Skills Plan to the SETA 

that the employer is registered with.  An Annual Training report is a report on the implementation of the skills 
development activities that were outlined on the Workplace Skills Plan. 
 
Apprenticeship/ Artisanship - An apprenticeship is a work-based route to learning, mainly for learners in blue-collar 

trades.  Learners spend some time working under the guidance of a skilled, qualified artisan, generally with an employer, 
such as the South African National Defence Force or a mining company. In addition, the learners attend formal 
instruction sessions at a technical college to learn the theory of the National Technical Certificate courses (the ‘N’-
courses.). The learner qualifies as an artisan after successfully completing a trade test. 
 
Artisan/ apprentice - an individual going through an artisan and/or apprenticeship programme. 

 
Assessor – people who assess candidates against unit standards and/or qualifications. 

 
Bursary - financial award granted to the basis of financial need for purposes of educational funding at a tertiary 

institution. 
 
Critical Skills - skills within an occupation that are required to perform a function within that occupation. There are two 

groups of Critical Skills:  
a) 'Key' or 'generic' skills (the critical cross-field outcomes listed by SAQA, e.g. problem solving, working in teams, 

language and literacy skills); and  
b) Occupation-specific 'top-up' skills required for performance within that occupation to fill a skills gap that arose due to 

changing technology or new forms of work organisation.  
 
Discretionary Grant – a grant paid by a SETA to employers, learners, providers and/or other relevant stakeholders for 

various skills development initiatives which are aimed at the achievement of the Sector Skills Plan and National Skills 
Development Strategy. 
 
Education and Training Quality Assurance (ETQA) –  The Education and Training Quality Assurance (ETQA) 

regulations provide for the accreditation of Education and Training Quality Assurance bodies. These ETQA bodies are 
responsible for accrediting providers of education and training standards and qualifications registered on the NQF, 
monitoring provision, evaluating assessment and facilitating moderation across providers, and registering assessors. 
The ETQA responsibilities of SETAs reside with the Quality Council for Trade and Occupations (QCTO).  PSETA is a 
registered ETQA. 
 
Further Education and Training (FET) - all learning and training programmes leading to a qualification at levels 2 to 4 

of the NQF or such further education and training levels determined by SAQA and contemplated in the SAQA Act, 1995 
(Act No. 58 of 1995), which levels are above general education but below higher education. 1 
 
GSETA –a collaboration of SETAs affiliated to one or more government departments, formed for purposes to collectively 

respond to the question on the capacity of the state to meet its service delivery mandate. 
 
Higher Education Institution (HEI) - an institution that provides higher education on a full-time, part-time or distance 

basis.2  
 
HRD Council – the council is a multi-stakeholder body that is responsible for creating an enabling, coordinated and 
integrated environment to focus on improving the human resource development (“HRD”) base and skills of the South 

African people. 
 
Intern – an individual placed on an internship programme. 

 
Internship - work-based training programmes that offers trainees work experience related to their field of study in order 

to complete a qualification. 
 
Learner - any person who is learning as a student, pupil, apprentice, or trainee at a higher education institution or at an 

organisation. 
 
Learning Programme – any type of learning offering structured set of teaching, learning and assessment activities that 

are designed to enable learners to achieve specified outcomes that will enable them to grow as individuals, and make a 
contribution in the workplace context and in society in general. This includes a Learnership, Apprenticeship, Skills 
Programme, Internship, etc. The description of a learning programme would typically include:  

 Sequential learning activities linked to clearly specified outcomes and associated assessment criteria;  

 A delivery plan that describes how the learning is to be facilitated;  

                                                      
1  Further Education And Training Colleges Act 16 Of 2006 
2  Further Education And Training Colleges Act 16 Of 2006 
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 An assessment plan that describes the assignments and the way formative and summative assessment will be 
conducted, where it will take place and who will conduct the assessment;  

 A description of the learning materials and other resources/equipment required; and  

 The kind of learner support provided to learners.  
 

Learnership - a structured learning process for gaining theoretical knowledge and practical skills in the workplace 

leading to a qualification registered on the NQF. 
 
Leviable employer – an employer who is compelled to pay skills development levies as per the Skills Development 

Levies Act, which applies to all employers except: 

 the public service; 

 religious or charity organisations; 

 public entities that get more than 80% of their money from Parliament; and 

 employers – 

 whose total pay to all its workers is less than R 500 000 per year; and 

 who do not have to register according to the Income Tax Act. 
 

Mandatory Grant – a grant paid by a SETA to an employer for submission of a Workplace Skills Plan and Annual 

Training Report of performance against the Workplace Skills Plan.  This applies only if the applications are submitted on 
time, if the employer provides proof of training as per the Workplace Skills Plan and the employer is up-to-date with the 
payment of the skills development levy. 
 
Moderator – people who ensures that assessment of the outcomes described in the NQF standards and qualifications is 

fair, reliable and valid. 
 
National Qualifications Framework - is a comprehensive system approved by the Minister for the classification, 

registration, publication and articulation of quality assured national qualifications. 
 
NSDS III – a strategic guide for skills development and provides direction to sector skills planning and implementation in 

the SETAs. 
 
Occupational Qualification – a qualification that includes a knowledge, a practical and work experience component 

registered on the National Qualifications Framework. 
 
PIVOTAL – is an acronym which means professional, vocational, technical and academic learning programmes that 

result in qualifications or part qualifications on the National Qualifications Framework. 
 
PIVOTAL programmes – programmes which lead to part or full qualifications, and address scarce and critical skills 

within the public service sector.  
 
Quality Council for Trades and Occupations – is a Quality Council established in terms of the Skills Development Act 

and is one of 3 Quality Councils provided for in the National Qualifications Framework Act (NQF Act No. 67 of 2008).  Its 
role is to oversee the design, implementation, assessment and certification of occupational qualifications on the 
Occupational Qualifications Sub-Framework i.e. the QCTO ensures that there are available, relevant and quality 
occupational qualifications to meet industry needs. 
 
South African Qualifications Authority – SAQAs responsibilities are to advance the objectives of the NQF, oversee 

the further development of the NQF, and coordinate the sub-frameworks. 
 
Scarce Skills - occupations in which there is a scarcity of qualified and experienced people, currently or anticipated in 

the future, either (a) because such skilled people are not available or (b) because they are available but do not meet 
employment criteria. 
 
Sector Skills Plan – a report prepared by a SETA on the skills needs of a sector as well as strategies to address these.  

The strategies are to be aligned to the National Skills Development Strategy and the specific growth and development 
strategies for the sector. 
 
SETA – a body established under the SDA whose main purpose is to contribute to the improvement of skills in South 

Africa through achieving a more favourable balance between demand and supply, and by ensuring that education and 
training reaches the objectives of the sector. 
 
Skills Development Facilitator - The main role of the SDF is to promote and oversee the skills development initiatives 

in the organisation, and to promote the quality standards set by the SETA. The SDF’s role is to oversee, guide and 
assist the process and also to serve as the communication link between the SETA and the organisation.  
 
Skills programme – any other prescribed learning programme which includes a structured work experience component; 

this includes a Learnership, Apprenticeship, Skills Programme, Internship and any other prescribed set of learning 
offerings which include a structured work experience.3 
Structured Workplace Learning – the component of learning in an occupational qualification, an internship, or work 

placement for professional designation whereby a learner is mentored by a qualified, and where required, registered 

                                                      
3 PSETA Learning Programmes Implementation Guide 
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mentor in the application and integration of the knowledge and practical skills learnt, under supervision, in the actual 
context of a workplace in accordance with the prescripts set by the relevant qualification authority or professional body. 
 
Training provider/ Skills Development Provider - a body which delivers learning programmes, and/or manages the 

assessment thereof. 
 
Transversal skills – a set of skills and competencies relevant to jobs and occupations relating to the “business of 

government”. These functions include administration, management, planning, legislation and policy development. 
 
Work Integrated Learning – an umbrella term to describe curricular, pedagogic and assessment practices, across a 

range of academic disciplines that integrate formal learning and workplace concerns, which culminates in a qualification 
or part qualification and can include practicums, professional practice, internships, workplace experience, industry-based 
learning, cooperative education, service learning, real work learning, placements, experiential learning, clinical 
placements, etc. 
 
Workplace Skills Plan – A workplace skills plan is submitted annually by employers that have more than 50 employees 

to the SETA that the employer is registered with. The WSP indicates the skills development priorities and objectives of 
the employer and states what skills development activities are planned for the following year. 
 
 
Acronyms 

 
Abbreviation/Acronym Description 
APP Annual Performance Plan 
ATR Annual Training Report 
DHET Department of Higher Education and Training 
DPSA Department of Public Service and Administration 
ETQA Education and Training Quality Assurance 
FET Further Education and Training 
GSETA Government SETAs 
HRDC Human Resource Development Council 
LGSETA Local Government SETA 
NSA National Skills Authority 
NSF National Skills Fund 
NSDS National Skills Development Strategy III 
NQF National Qualifications Framework 
PARI Public Affairs Research Institute 
PIVOTAL Professional, Vocational, Technical and Academic Learning 
PSETA Public Service Sector Education and Training Authority 
PSSC Public Service Skills Committee 
QCTO Quality Council For Trades and Occupations 
RPL Recognition of Prior Learning 
SAQA South African Qualifications Authority 
SARS South African Revenue Service 
SDA Skills Development Act 
SDF Skills Development Facilitator 
SDL Skills Development Levies Act 
SETA  Sector Education and Training Authority 
SLA  Service Level Agreement 
SMS Senior Management Service 
SSP Sector Skills Plan  
WIL Work Integrated Learning 
WSP Workplace Skills Plan 
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Annexure B – Information sources, Policies and Reports referenced 
 

A number of key stakeholders were involved in providing information for this assignment, viz:  

 PSETA management team – information relating to the structure and operations of PSETA; 

 National Treasury – information pertaining to the funding of PSETA; 

 Department of Higher Education and Training (“DHET”) – reports as provided by PSETA to DHET as well as 

understanding the supportive role provided to PSETA; 

 Department of Public Service and Administration (“DPSA”) – information relating to PSETAs role to achieve its 

policy objectives and the historical and current relationship between PSETA and DPSA. 
 

National Skills Development Strategy IIII  (“NSDS III”) 

Skills Development Act and amendments 

Skills Development Levies Act and amendments 

SETA Regulations 

Service Level Agreement (“SLA”) between PSETA and DHET 30 April 2013 

Annual update of PSETA Strategic Plan 

PSETA Scorecard Summary 

PSETA Strategic Plan 2011 to 2016 

Circular and directive on Utilisation of Training Budgets in the Public Service 

Memorandum of Understanding (“MOU”) between Public Affairs Research Institute and PSETA  

PSETA Sector Skills Plan and Updates 

Inputs into Briefing Notes for MPSA: Location and Funding 

Report of the First Public Service Sector Skills Colloquium, 2012 

MOU between PSETA and various Institutions for Education and Training 

PSETA Annual Reports 2012/2013 and 2011/2102 

DSPA Strategic Plan 2013/15 

DPSA Annual Reports 2012/2013 

Local Government SETA Annual Reports 

DPSA Directive of the Utilisation of the 1% Personnel Budget For Training and Development in 

The Public Service 

PSETA Amended Annual Performance Plan (“APP”) 2013/14 
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Annexure C – PSETA affiliated Public Service Departments/ Entities 
 
National government departments that fall exclusively within the remit of PSETA 

Economic Development 
Government Communications and Information Systems (GCIS) 
Home Affairs 
International Relations and Co-operation 
Labour 
Public Administration Leadership and Management Academy 
Public Enterprises 
Public Service and Administration 
Public Service Commission 
Rural Development and Land Reform 
Statistics South Africa 
Trade and Industry 
The Presidency 
 
National public entities within the PSETA scope of coverage 

Independent Development Trust 
Industrial Development Corporation of South Africa Limited 
African Renaissance and International Co-operation Fund 
Commission for Conciliation Mediation and Arbitration 
Competition Commission 
Competition Tribunal 
Estate Agency Affairs Board 
International Trade Administration Commission of South Africa 
National Consumer Commission 
National Consumer Tribunal 
National Credit Regulator 
National Empowerment Fund 
National Gambling Board of South Africa 
National Lotteries Board 
NEDLAC 
Productivity SA 
Public Service Bargaining Council 
SA National Accreditation System 
Small Enterprise Development Agency 
Unemployment Insurance Fund 
Centre for Public Service Innovation 
 
Provincial administrations within the PSETA scope of coverage 

Office of the Premier 
Rural Development and Agrarian Reform 
Education and Training 
Provincial Planning and Finance 
Health 
Human Settlements 
Local Government and Traditional Affairs 
Roads and Public Works 
Safety and Liaison 
Social Development, Women, Youth and People with Disabilities 
Sports, Recreation, Arts and Culture 
Transport 
Agriculture 
Finance 
Provincial Treasury 
Health and Social Development 
Local Government and Housing 
Public Works 
Environment and Nature Conservation 
 
Provincial public entities within the PSETA scope of coverage 

Eastern Cape Gambling and Betting Board 
Free State Gambling and Racing Board 
Gauteng Economic Development Agency 
Gauteng Enterprise Propeller 
Gauteng Gambling Board 
Gauteng Partnership Fund 
KZN Gambling Board 
Limpopo Development Enterprise 
Limpopo Gambling Board 
Limpopo Panel of Mediators 
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Limpopo Planning Commission 
Mpumalanga Gambling Board 
Northern Cape Gambling Board 
North West Gambling Board 
Western Cape Gambling and Racing Board 
Western Cape Language Committee 
Western Cape Provincial Development Council 
East London Industrial Development Zone Corporation 
Eastern Cape Development Corporation 
Free State Development Corporation 
Ithala Development Finance Corporation 
Limpopo Development Corporation 
Mpumalanga Economic Growth Agency 
North West Development Corporation 
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Annexure D – GSETA forum 
 
SETAs represented at the GSETA forum 

PSETA: Public Service SETA 
ETDPSETA:  Education, Training & Development Practices SETA 
LGSETA:  Local Government SETA 
SASSETA:  Safety and Security SETA 
HWSETA:  Health and Welfare SETA 
EWSETA:  Energy and Water SETA 
AGRISETA:  Agricultural SETA 
TETA:  Transport SETA 
CATHSSETA:  Culture, Arts, Tourism, Hospitality, Sports SETA 
MQA:  Mining Qualification Authority 
MICT:  Media, Information & Communication Technologies SETA 
CETA:  Construction SETA 
FASSET:  Finance and Accounting SETA 
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Annexure E – PSETA logframe 
 

 
 
 
 

PSETA DHET DPSA

Impacts

Indicator / 

Measure

Public perception of public 

service delivery of high 

quality services

Public Service 

employee satisfaction 

survey

Vacancy rate in Public 

Service and hard-to-f ill 

positions

Skills gaps and scarce 

skills identif ied in the 

Public Service

Data source
Commissioned research Commissioned research DPSA MIS PSETA SSP

Outcomes

Indicator / 

Measure

Skills planning in the 

National/ Provincial Public 

Service is accurate, 

appropriate and 

communicated to DPSA and 

PSETA

National/ Provincial 

Public Service invests 

in training of identif ied 

employees, w hich is 

aligned to the skills 

needs of the individual, 

department/ 

organisation and the 

Public Service

National/ Provincial Public 

Service and PSETA 

invest in learnerships 

(Work Integrated 

Learning) and other 

learning programmes for 

unemployed learners, 

w hich is aligned to the 

skills needs of the 

department/ organisation 

and the national/ 

provincial Public Service

Data source

Commissioned research

DPSA, DHET and 

PSETA MIS.  

Commissioned research

SAQA, PSETA, DPSA 

and DHET MIS

Outputs

Indicator / 

Measure

Comprehensive and relevant 

Sector Skills Plan (SSP) in 

place for the Public Service

The Sector Skills Plan is 

w idely distributed 

through out the Public 

Service and other 

stakeholders

The Sector Skills Plan is 

adopted and implemented 

by National/ Provincial 

Public Service entities

No. of Public Service 

employees trained 

according to skills gaps 

and scarce/ critical skills 

identif ied in Sector Skills 

Plan (annual)

No. of unemployed 

learners participating in, 

and qualif ied, according to 

scarce and critical skills 

needs of the Public 

Service as per the Sector 

Skills Plan (annual)

Data source
DHET report on PSETA SSP PSETA MIS Commissioned research DPSA and PSETA MIS

SAQA, PSETA and DHET 

MIS

Intermediate Outputs

There is a Public Service 

Career Guide and career 

development path, w hich is 

w idely distributed throughout 

the Public Service and other 

channels in order to reach 

potential new  employees

An appropriate Recognition 

of Prior Learning (RPL) 

system is in place and 

implemented in the Public 

Service

PSETA designs and 

develops relevant 

qualif ications for the Public 

Service

PSETA manages 

assessments for the Public 

Service

PSETA programmes and 

activities are monitored

PSETA outcomes 

and impacts are 

evaluated.  There is 

a baseline and 

progress is 

measured

DHET provides 

necessary assistance to 

PSETA in support of 

PSETA objectives

DHET monitors 

PSETA 

achievements/ 

activities

DPSA provide PSETA 

w ith information on skills 

needs in the Public 

Service

DPSA receives relevant 

reports from PSETA and 

provides funding to 

PSETA

Indicator / 

Measure

Approved Sector Skills Plan

Wide distribution of SSP 

to all Public Sector 

entities and other 

stakeholders

Stakeholder 

understanding and 

agreement of the SSP

Number of Public Service 

w orkplace skills plans 

received and analysed

Number of Public Service 

Annual Training Reports 

received and analysed

Report on skills plans and 

implemented training in the 

Public Service

Public Sector Career Guide in 

place, evidence of w ide and 

appropriate distribution of the 

guide and clear 

understanding of the content 

(by existing and potential 

employees)

Number of employees 

attending artisanal 

skills training/ skills 

programmes, by race, 

age, gender, location, 

etc.  Number of new  

qualif ied artisans pa.

Number of unemployed 

people entered into 

learning agreements 

for artisanal skills, by 

race, age, gender, 

location, etc.  Number 

of completed 

learnerships pa.

Number of employees 

attending mid-level and 

transversal skills 

programmes, by race, 

age, gender, location, 

etc.  Number of new  

qualif ications pa.

Number of unemployed 

people entered into 

learning agreements 

for transversal skills, 

by race, age, gender, 

location, etc.  Number 

of completed 

learnerships pa.

Research report on RPL in 

the Public Service.  Public 

Service RPL policy in place.  

Number of Public Service 

employees w ho have been 

RPLed pa.

Number of accredited 

training providers

Number of educators/ 

lecturers/ trainers 

capacitated through 

w orkplace experiential 

learning

Number of relevant 

qualif ications designed and 

developed by PSETA

Number of registered 

assessors and moderators.  

Number of certif ied learners.  

Number of learner records 

uploaded onto the NLRD. Monitoring reports

Baseline study and 

evaluation reports

Extent of support/ 

assistance provided by 

DHET to PSETA

Records of DHET 

monitoring and 

review s of PSETA 

reports

Extent of data provided 

by DPSA to PSETA - 

number of Public Service 

entities included in the 

data set

Records of funding 

provided by DPSA to 

PSETA.  Reports prepared 

by DPSA on PSETA 

performance.

Data source
DHET PSETA MIS Commissioned research PSETA MIS PSETA MIS PSETA MIS

PSETA MIS and 

commissioned research

WSPs, ATRs and 

learning programme 

reports

Learning agreements, 

SAQA certif ication

WSPs, ATRs and 

learning programme 

reports

Learning agreements, 

SAQA certif ication

PSETA MIS. WSPs, ATRs 

and learning programme 

reports

QCTO database, PSETA 

ETQA MIS PSETA MIS PSETA MIS, QCTO PSETA MIS, QCTO PSETA and DHET MIS PSETA and DHET MIS DHET MIS DHET MIS DPSA MIS DPSA MIS

Process / 

Activities

Further develop 

partnerships and 

relationships w ith research 

institutions and Public 

Service stakeholders

Analyse ATRs and 

WSPs

Develop strategies and 

plans to address skills 

gaps and scarce/ critical 

skills and match to 

available budgets

Consult w ith the Public 

Service to identify current 

skills planning/ 

implementation systems

Identify SDF and training 

committee skills gaps

Follow -up and receive 

WSPs and ATRs from 

Public Service 

departments

Consult w ith Public Service 

stakeholders to determine 

the appropriate content for 

the career guide and/or 

development path

Research on RPL 

requirements for the Public 

Service is conducted

Develop relationships w ith 

skills development providers 

that do or could provide 

training programmes as 

identif ied in the Sector Skills 

Plan

Identify appropriate Public 

Service w orkplaces that can 

provide w orkplace 

experience for trainers/ 

educators.  Develop 

relationships w ith these 

w orkplaces. Enter into SLA w ith QCTO

Enter into SLA w ith QCTO.  

Establish relationships w ith 

relevant professional bodies 

and if necessary assist in 

the creation of new  

professional bodies

Monitoring of activities 

and programmes Do baseline study

Consult w ith PSETA on 

the implementation of the 

agreed strategy and 

service level agreement 

Analyse PSETA 

Sector Skills Plan, 

Annual Performance 

Plan, Strategic Plan 

and quarterly and 

annual reports

Collect data on hard to f ill 

vacancies and skills 

needs across the Public 

Service and provide this 

to PSETA

Receive f inancial and 

strategic reports from 

PSETA

Process / 

Activities

Identify research needs

Analyse research, 

secondary data and 

data from skills 

development providers

Obtain stakeholder 

approval of strategies

Develop appropriate tool/s 

to address identif ied gaps 

IRO data capturing of 

skills needs and supply Develop training modules

Analyse data from WSPs, 

ATRs and learning 

programme reports

Develop a career guide 

and/or development path for 

relevant careers in the Public 

Service

Provide input into the 

development of a policy on 

RPL for the Public Service

Identify specif ic 

requirements to capacitate 

these to deliver the required 

type and quality of training 

programmes 

Facilitate the placement of 

educators in these 

w orkplaces

Design and develop relevant 

qualif ication through 

engagement w ith all relevant 

stakeholders (employer 

bodies, professional bodies, 

subject-matter experts, 

learning providers, etc.)

Design and conduct 

summative assessments, 

register assessors and 

moderators, manage learner 

data uploads to the National 

Learner Records Database 

and issue certif icates.

Reporting to and 

submission of quarterly 

and annual reports to 

DHET (and relevant 

reports to DPSA)

Data gathering 

processes

Provide guidance and 

assist in implementation 

of the PSETA Strategic 

Plan & service level 

agreement should 

PSETA have diff iculty in 

implementing its mandate

Consult w ith PSETA 

on quality of reports 

and its achievements/ 

areas of concern

Provide PSETA w ith 

information on changes in 

strategic direction in the  

Public Service and how  

this relates to changes in 

skills demand

Consult w ith PSETA on 

achievements/ areas of 

concern

Process / 

Activities

Conduct research and/or 

commission relevant 

research

Develop skills supply 

and demand model and 

identify shortfalls/ 

oversupply

Development and 

implementation of 

communication plan to 

ensure w ide distribution 

and understanding of the 

SSP

Disseminate tools to all 

Public Service entities

Conduct training of SDFs/ 

training committees

Report on results and 

f indings on skills plans, 

implemented training and 

learning programmes in 

the Public Service

Print/ publish and distribute 

the career guide and career 

development path through 

skills development providers, 

career days, Public Service 

HR departments, etc.

PSETA supports and 

accredits skills development 

providers to provide RPL for 

the Public Service - existing 

employees receive 

qualif ications through the 

RPL process

Capacitate these skills 

development providers 

according to identif ied needs

Monitor the progress/ 

performance of the 

educators in the w orkplace.

Monitor qualif ication 

implementation and approve 

learning programmes

Monitoring, quality assurance 

and reporting of activities to 

QCTO and relevant 

professional bodies Evaluate impact

Report on PSETA 

achievements/ 

activities

Participate in relevant 

PSETA governance 

structures to ensure that 

the needs of the Public 

Service are addressed 

by PSETA 

Analyse and report  on 

PSETA achievements. 

Disperse funding.

Current

Programme 

Elements

Conduct research on the 

transversal skills needs 

of the public service

Skills supply and 

demand analysis

Development and 

dissemination of a 

Sector Skills Plan for 

the Public Service

Develop skills planning 

and monitoring 

systems to be utilised 

by the Public Service

Capacitate SDFs and 

training committees in 

the Public Service to 

identify and collect 

relevant skills data

Receive, analyse and 

report on Workplace 

Skills Plans, Annual 

Training Reports and 

other reports on 

learning programmes

Development of a career 

guide and career 

development path for the 

Public Service

Implement learning 

programmes for 

artisans - 

employed

Implement learning 

programmes for 

artisans - 

unemployed

Implement learning 

programmes for 

transversal skills - 

employed

Implement learning 

programmes for 

transversal skills - 

unemployed

Development and 

implementation of a 

Recognition of Prior 

Learning ("RPL") policy in 

the Public Service

Capacitation of skills 

development providers 

to provide appropriate 

and quality training 

programmes for the 

Public Service

Capacitation of 

educators/ lecturers/ 

trainers so that they have 

a detailed understanding 

of the workplace in the 

Public Service

Implementation of 

Development Quality 

Partner responsibilities 

as nominated by QCTO

Implementation of 

Assessment Quality 

Partner responsibilities 

as nominated by QCTO

Monitoring of PSETA 

programmes and 

activities

Evaluation of 

PSETA

Assist PSETA IRO its 

functions and 

responsibilities 

where it is falling 

short of its mandate

Monitor PSETA 

achievements/ 

activities against 

targets

Provide input to 

PSETA on the skills 

needs of the Public 

Service

Provide funding and 

report on PSETA 

activities/ 

achievements

1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22

A B C D E F G H H I I J K L M N O P Q R S T

Location of 

budget PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA PSETA DHET DHET DPSA DPSA

There is a comprehensive Sector Skills Plan ("SSP") for the Public Service, 

w hich is w idely distributed and understood

PSETA reports on, and understands, the planned skills development initiatives as 

w ell as annual training and learning programmes implemented in the Public 

Service

Artisanal skills development initiatives for 

employees and unemployed to address skills 

gaps/ needs identif ied in the Sector Skills Plan 

are implemented

Identify, develop and register appropriate 

learning programmes and facilitate the 

development of appropriate learning materials

Identify and capacitate skills development 

providers to deliver training.  Identify and 

capacitate w orkplaces to provide experiential 

training in the Public Service.

Ensure that learning agreements are in place 

betw een the learner, w orkplace and provider.  

Disperse applicable grants.  Monitor and 

evaluate learning programmes.

Ensure that learning agreements are in place 

betw een the learner, w orkplace and provider.  

Disperse applicable grants.  Monitor and 

evaluate learning programmes.

Training providers and educators are capacitated to deliver 

quality training programmes for the public service

Transversal/ mid-level skills development 

initiatives for employees and unemployed to 

address skills gaps/ needs identif ied in the 

Sector Skills Plan are implemented

Identify and capacitate skills development 

providers to deliver training.  Identify and 

capacitate w orkplaces to provide experiential 

training in the Public Service.

PSETA Log Frame

Identify, develop and register appropriate 

learning programmes and facilitate the 

development of appropriate learning materials

Skills needs of the National/ Provincial Public Service are identified, understood and addressed

Improved and appropriate skills planning as well as adequate and appropriate skills development in the Public Service at national and provincial level

Towards the realisation of a skilled public service who are committed to the 

public good & capable of delivering consistently high quality services, while 

prioritising the Nation's developmental objectives (Source:  National Development 

Plan)
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Annexure F – PSETA achievements 2012/13 
 

 
Source:  PSETA Annual Report 2012/2013  

PSETA Programme Achievements 2012/13 Planned Actual

1. ETQA

1.1 Ensure quality of learning in the Public Service

a. FETs

No. FET programmes 5 8

No. FET lecturers supported 50 184

b. Qualifications

No. registered occupational qualifications 8 0

c. Training providers

No. public & private training providers accredited 10 32

No. secondary accredited providers 10 10

No providers' scope extension 11 11

No. registered assessors 170 224

No. registered moderators 100 150

d. Certification

No. issued learner certificates 700 1825

e. Recognition of Prior Learning

Delivery against Recognition of Prior Learning research, tools & approvals Full scaleRPL research completed

2. Learning programmes

2.1 Raising the qualifications bar for underqualified Public Service employees

a. Full qualification linked interventions

Entries towards:

Learnerships 400 167

Skills programmes 410 628

Bursaries 190 565

Completion rate over the previous year’s entries.:

Learnerships 100 0

Bursaries 50 15

Skills programmes 450 689

b. Encourage Workplacebased Skills Development in the Public Service

No. of mentors trained 143 143

c. Employed & unemployed learners on Artisanship & Trades Learning Programmes 

No. unemployed learners trained 76 77

No. providers accredited 4 2

Monitor  accreditation of trades learning provision & testing centers 4 2

No. workplace approvals 10 12

d. Pivotal programmes

No. of leaners entered programmes:

Learnerships 300 96

Internships 640 828

Bursaries 10 159

No. of leaners completed programmes:

Learnerships 40 0

Internships 250 845

Bursaries 0 3

3. Skills planning

3.2 Skills planning capabilities and systems 

a. Submission rate for WSPs 116 141

b. %  of submitted WSPs with reliable data. 75% 85%

c. No. capacity building workshops held for SDFs & Training Committees. 72 72

d. SDF and Training Committee Guides disseminated. 250 279

e. %  Training Committees inducted by 31/03/13. 292 165

3.4 Widespread understanding of SSP and career guide

a. No. National Skills Conferences, Inter-SETA Forums, GSETA Forums, DHET workshops attended. 7 8



EPR - PSETA x 
  
 

Annexure G – PSETA costing model
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