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Introduction

The state of the labour market in South Africa today is a reflection of the
crippling legacies of the apartheid years and, as such, is a major challenge
confronting the government. Wherever one looks in the workplace that sec-
tor’s HRD is characterised by racial inequalities. There are pockets of progress,
but this progress has been minuscule in relation to the magnitude of the
inequities inherited from the apartheid era.

Historical overview

The inherited state of HRD can be characterised by the following:
�� Race and gender inequalities in the occupational structures.
�� Education and training structures and systems perpetuating and reinforc-

ing the occupational inequities.
�� Huge income inequalities.
�� A shortage of skills in critical areas and an abundance of unproductive

skills.
�� Huge unemployment and underemployment rates among Africans.

While there are several reasons for this, the most relevant in the South African
context is discrimination in both the pre-labour market and the labour mar-
ket. Major sectors of the economy, including the public sector, developed rigid
forms of division of labour along racial lines. Race was the determining factor
in the allocation of people to jobs, particularly in occupations that were
largely outside the apprentice system, and those that required a professional
qualification: i.e. accountants, engineers, doctors, and so on. However, even in
these occupations job opportunities were largely reserved for whites, espe-
cially white males. As a result, Africans and women were concentrated in
low-skill work and unskilled labour.
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The division was established and reinforced by legislation and other barriers
to access. Skilled and supervisory job categories were reserved for white work-
ers, while black workers were restricted to unskilled, low-paid job categories.
White workers used the trade unions and their institutional and political
power to influence the shape of labour laws to their advantage. A system of job
reservation was instituted for whites in key occupational categories and sec-
tors. Efforts to employ Africans in higher-level positions reserved for whites
were thwarted by closed-shop agreements and other prescriptions, such as
higher wages for certain occupations (Webster 1985).

Excluding Africans and women from key occupations in industry and
government meant that there was a restricted pool of skilled workers. This
undermined the development of essential technical and managerial skills
within the economy. Thus the country experienced qualitative and quanti-
tative skill constraints.

Job reservation automatically implied that training, when it took place, was
limited and concentrated in the types of skilled jobs reserved for whites. The
apprenticeship system, for example, was the main form of industrial training and
took place in racially-separate colleges administered by racially-defined education
departments. When Africans received apprenticeship training it was concentrated
in the relatively low-skill trades, such as welding, boiler-making, fitting and sheet-
metal working (Lundall & Kimmie 1992). Even then, those who did receive
apprenticeship training found it hard to find placements within industry.

Qualitatively the training had a number of shortcomings. This was underlined
by the 1995 World Competitive Report, which ranked South Africa last out of
32 countries in terms of total quality management. The report noted that
South African managers were appointed without much training and had low
awareness of productivity issues. The National Training Board confirmed the
lack of formal management training in South Africa (Standing, Sender &
Weeks 1996), which could be attributed to the poor quality of training.

Working practices within firms strengthened and perpetuated the inequities.
Hiring policies were such that white males were placed in jobs with training
provision and opportunities to enjoy upward mobility within the internal
labour market; other groups were placed in jobs requiring least in the way of
formal skills, with little scope for occupational advancement. In other words,
white males enjoyed an absolute advantage in terms of access to internal
promotion paths.
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The inequalities in the labour market were aggravated by the shortcomings of
the education system. Lack of access to education meant that a large section
of the population was functionally illiterate. The 1996 census estimated that
about 36 per cent of the population aged 20 years and above were illiterate
(SAIRR 2000).

Where Africans did have access to education, the quality and standard was not
adequate to ensure a satisfactory supply of potentially productive members of
the labour force. The disparities in education were evident in expenditure and
resource commitment. A lack of resources created pressure on teachers who
had to deal with overcrowded classes, and the low quality of education was
reflected in the educational output of Africans. In the mid-1980s it was esti-
mated that the drop-out rate for Africans was about 50 per cent for those
between the first year of primary education and first year of secondary edu-
cation, while that of white pupils was below one per cent. African matriculants
also had high failure rates, although a small proportion did matriculate with
good maths and science grades.

The result was that few Africans obtained matric results of a standard that
enabled them to proceed into higher education. And those who did enter higher
education could not meet the requirements for registration in fields that would
prepare them for a profession. For example, in 1993 fewer than 20 per cent of
black matriculants studied mathematics or physical science, and of those who
did, fewer than 20 per cent passed those subjects on the higher grade. In con-
trast, 61 per cent of white matriculants studied mathematics, a third at the
higher grade, and 44 per cent did physical science, half at the higher grade (FRD
1996). As a result, the output of Africans from institutions of higher learning
was skewed towards the non-professional degrees, except for teaching.

Historical trends in training

One of the main drawbacks in analysing the state of HRD is the lack of com-
prehensive research in the area. Some micro-studies do exist, but these are not
sufficiently comprehensive. For this reason the Department of Labour (DoL)
commissioned a study to ‘capture the extent of training prior to the imple-
mentation of the new training dispensation’ (Kraak, Patterson, Visser & Tustin
2000: Executive Summary). This study provides the baseline information with
which to compare subsequent data on training.
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The DoL study revealed trends that were common in the apartheid era. It was
found that overall, on average, firms spent about 4,4 per cent of their budget
on training. This varied by sector, however. For example, forest industries,
manufacturing and engineering, food and beverages, and services spent 0,2
per cent, 0,7 per cent, 0,7 per cent and 0,3 per cent respectively of their total
remuneration on training (Kraak et al. 2000). The low level of spending was
confirmed by a study of manufacturing firms in the greater Johannesburg
area, which found that 16 per cent of respondents spent nothing on in-house
training and 27 per cent spent nothing on external training (Bhorat & Lundall
2002).

The baseline study also revealed common trends in terms of differentiated
spending by size of firm. Small- and medium-sized firms were spending less
on training, especially externally-accredited training. Overall, firms recorded
a higher rate of on-the-job training. The report showed that whites domi-
nated training in the managerial, professional and technical occupational
categories. Africans, on the other hand, were the main participants of training
in operative and clerical occupation categories. For example, in the operative
occupational category, 83 per cent of those trained were African compared to
4,9 per cent of whites. In the managerial and professional category, whites
constituted 71 per cent of those trained compared to 16 per cent of Africans.

Table 9.1  Training recipients within occupational groups by race

Occupational group African Asian Coloured White

Professional 16.4% 7.4% 4.9% 71.3%

Technicians 27.8% 8.6% 8.6% 55.1%

Clerical 30.9% 15.3% 15.8% 37.9%

Services 44.3% 16.2% 17.3% 22.2%

Craft 49.0% 2.6% 8.8% 39.6%

Operators 83.6% 2.3% 9.3% 4.9%

Unskilled 89.4% 0.6% 9.6% 0.4%

Source: Kraak et al. 2000

Women were not only under-represented in certain occupations, especially those
requiring high levels of skill, but they also had limited access to training oppor-
tunities within these occupations. As the data shows, it was only in the
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clerical/administration category where, relatively, they enjoyed more training
opportunities, (57,9 per cent of those being trained). Women constituted only 28
per cent of trainees in the management/professional category (Kraak et al. 2000).

Table 9.2  Training recipients within occupational groups by gender

Occupational group Percentage male Percentage female

Professional 71.9 28.1

Technicians 82.9 17.1

Clerical 42.1 57.9

Services 67.0 33.0

Craft 93.5 6.5

Operators 77.9 22.1

Unskilled 79.1 20.9

Source: Kraak et al. 2000

Legislation

Two major pieces of legislation have been enacted since 1994 to address issues
of equity and skills shortages in the South African labour market – the
Employment Equity Act (EEA) and the Skills Development Act (SDA). The EEA
was passed in 1998, the first piece of legislation dealing specifically with equity
that recognised racial and gender disparities affecting labour market opportu-
nities. The EEA aims to eliminate discrimination and establish specific meas-
ures to accelerate the advancement of designated groups – i.e. women, blacks
and people with disabilities – by using affirmative action. Affirmative action
measures are aimed at ensuring that suitably qualified people from designated
groups have equal employment opportunities and are equitably represented at
all levels in all occupational categories. The Act prohibits discrimination by a
‘designated employer’ (direct or indirect) on the basis of race, gender, age and
sexual orientation, among others. A ‘designated employer’ excludes an
employer of 50 or fewer employees and whose annual turnover is less than that
stipulated for a small business in Schedule 4 of the Act. The EEA was comple-
mented in the public sector by the Public Service Laws Amendment Act of 1997.
This Act focused on the drive to achieve equality in public sector appoint-
ments, and the constitutional goals of a public service broadly representative of
the South African population with regard to race, gender and disability.
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Supporting both these acts are the SDA and Skills Levies Act passed by
Parliament in 1998 and 1999 respectively. The main focus of the SDA was the
development of workforce skills, with particular emphasis on the previously
disadvantaged. Overall, the SDA aims not only to develop the skills of the
workforce, but also to increase levels of investment in education and training
in the labour market, encourage employers to use the workplace as an envi-
ronment for active learning, improve employment prospects of the previously
disadvantaged through education and training, assist work-seekers to find
work, whether first-time job seekers or those re-entering the labour market.
Through the SDA the traditional apprenticeships would be replaced by learn-
erships that would lead to registered qualifications and be linked to the NQF.
The Skills Development Levy Act requires companies with a remuneration bill
of more than R250 000 to pay one per cent of the total remuneration bill to
fund skills training.

The two acts provide the legal underpinnings that support the National Skills
Development Strategy (NSDS). ‘A key aim of the NSDS is to help achieve
equity in the labour market and in the acquisition of skills by the population
of this country’ (DoL 2001b: 20). The NSDS has five main objectives:
�� Developing a culture of high-quality lifelong learning.
�� Fostering skills development in the formal economy for productivity and

employment growth.
�� Stimulating and supporting skills development in small businesses.
�� Promoting skills development for employability and sustainable live-

lihoods through social development initiatives.
�� Assisting new entrants into employment.

The strategy is comprehensive and aims to bring a much broader view to skills
development, guided by the ultimate outcomes that it aims to achieve, namely
an economy with skills which will ‘… enable it to compete more successfully
in the global economy, attract investment, enable individuals and communi-
ties to grow to eradicate poverty and to build a more inclusive and equal
society’ (DoL 2001b: 20).

The SDA set out institutions for skills development that are not far removed
from the pre-1994 institutional framework, although refined and improved.
The SDA provided for the establishment of the National Skills Authority
(NSA), the Sectoral Education and Training Authorities (SETAs) and institu-
tions within the DoL. The NSA, which is primarily an advisory body to the
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Minister of Labour, resembles the National Training Board. The SETAs, whose
responsibilities involve facilitating education and training in their sectors, dis-
bursing grants and promoting quality assurance, resemble the Industry
Training Boards (ITBs). A key change is that the current set-up is stakeholder-
driven, while the old dispensation was more employer-driven. The skills levies
have a precursor in the training levies introduced and administered by the
ITBs. The other key development is the role given to the DoL, which is
expected to play a proactive role in steering skills development and in ensur-
ing delivery of training.

Current state of occupational distributions

While few people would quarrel with the basic proposition that conditions for
Africans and women are better than they were say 20 years ago, the argument
now is about the speed and spread of these gains, and the reasons for them.
Admittedly it is still too early to assess the full effect of transformation poli-
cies in regard to HRD, but there have been some tangible results.

However, when it comes to high-level occupational categories, especially at
management level, white males remain dominant in spite of initial gains by
Africans. The table below compares management composition for 1992 and
1994, with the projections for 2000 made in the light of trends emerging from
affirmative action policies, and the actual figures for 2000. These show, for
example, that it was expected that by 2000 at least 32,8 per cent of managers
would be African, whereas the actual figure achieved was 9,5 per cent. The
enthusiasm with which policies of affirmative action were begun appear to
have diminished over time, and this was the case for all race groups.

Table 9.3  Management composition by race group: October 1992, September 1994 and

projected for September 2000

Race October 1992 September 1994 Projected: September 2000 Actual

African 2.3% 3.8% 32.8% 9.5%

Asian 1.6% 2.2% 6.9% 5.5%

Coloured 2.5% 3.0% 6.9% 5.3%

White 93.4% 90.9% 53.5% 79.6%

Sources: South Africa Survey 1995–1996 and Breakwater Monitor 2000–2001
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The table below reflects the continued domination of white males in high-
level occupation categories, especially at management levels. This was the case
across almost all sectors. What is of particular interest is the extent to which
whites dominated management positions across the sectors despite being a
smaller proportion of the total workforce, except in the accounting and other
financial services sector.

Table 9.4  Sectoral staff profile by skills level, race and gender

Sector Level Race (percentage) Gender (percentage)

African Coloured Indian White Male Female

Accounting and Management 7 2 6 85 68 32
other financial Skilled 20 6 10 64 28 72
services Total staff 26 5 8 61 35 65

Banking Management 6 4 6 84 68 32
Skilled 12 15 14 59 28 72
Total staff 20 16 11 53 35 65

Chemical and Management 16 5 8 71 84 16
allied industries Skilled 27 9 9 55 77 23

Total staff 49 8 5 38 82 18

Construction Management 5 7 8 80 89 11
Skilled 25 15 11 49 83 17
Total staff 67 11 4 18 90 10

Education, Management 5 2 1 92 72 28
training  and Skilled 16 10 4 70 49 51
development Total staff 25 15 2 58 59 41

FMCG (food Management 10 5 6 79 83 17
and consumer Skilled 23 18 8 51 77 23
goods) Total staff 51 21 6 22 76 24

Forestry, pulp Management 6 1 7 86 90 10
and paper, board, Skilled 22 5 22 51 89 11
furniture, wood Total staff 66 5 10 19 82 18

IT, electronics Management 22 6 7 65 87 13
and telecoms Skilled 18 9 7 66 79 21

Total staff 36 13 6 45 74 26

Insurance Management 7 4 2 87 80 20
Skilled 30 13 5 52 52 48
Total staff 32 16 4 48 48 52

T H E  S TAT E  O F  T H E  L A B O U R  M A R K E T  I N  C O N T E M P O R A RY  S O U T H  A F R I C A
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Sector Level Race (percentage) Gender (percentage)

African Coloured Indian White Male Female

Local government, Management 6 15 2 77 82 18
water and Skilled 21 40 1 38 72 28
related services Total staff 30 48 0 22 82 18

Media, publishing, Management 13 7 7 73 80 20
printing and Skilled 18 20 16 46 75 25
packaging Total staff 41 22 15 22 80 20

Metal engineering, Management 5 3 3 89 90 10
plastics, motor retail, Skilled 21 10 10 59 86 14
auto manufacturing, Total staff 54 10 5 31 86 14
new tyres and
rubber

Mining and Management 5 2 1 92 95 5
minerals Skilled 24 6 1 68 92 8

Total staff 84 2 0 14 97 3

Primary Management 9 3 12 76 91 9
agriculture Skilled 24 6 32 38 83 17

Total staff 59 4 19 18 90 10

Services Management 8 6 8 78 90 10
Skilled 36 38 6 20 92 8
Total staff 49 38 5 8 88 12

Tourism and Management 11 3 4 82 78 22
hospitality Skilled 32 11 12 45 51 49

Total staff 68 10 6 16 61 39

Transport Management 8 4 5 83 87 13
Skilled 20 13 7 60 62 38
Total staff 35 12 6 47 68 32

Wholesale and Management 9 12 7 72 57 43
retail Skilled 23 25 9 43 34 66

Total staff 41 27 7 25 36 64

Source: Breakwater Monitor, 2000–2001

The data also show the continued under-representation of women in man-
agement, constituting about 21 per cent of employees at this level. According
to the Employment Equity Report, white females were doing better than their
counterparts in other race groups (15 per cent of the legislators, senior

Table 9.4 (continued)
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officials and managers occupational category), compared to Africans at three
per cent, coloureds at two per cent and Asians at one per cent. There were
more white females than black males even within this occupational category
(see table below).

The racial and gender composition of the professional category is interesting. It
shows that there are almost equal proportions of white males and African females,
and African males and white females. The high proportion of African females
could be explained by their concentration in the nursing and teaching professions.

Table 9.5  Occupational distribution by race and gender

Occupational category African Asian Coloured White

M F M F M F M F

Legislators, senior officials 11 3 4 1 5 2 59 15
and managers

Professionals 16 26 3 3 3 4 28 17

Technicians and associate 17 12 4 2 7 6 33 19
professionals

Clerks 19 15 4 5 6 11 8 32

Service and sales 38 14 3 2 7 8 17 11

Craft and related 41 4 4 0 11 1 37 2

Plant and machine operators 63 9 3 1 10 7 6 1

Elementary occupations 63 13 1 0 8 6 8 1

Source: DoL 2001a

The above portrays the national picture. Micro-level studies are also used to
reinforce the national data and to provide a better understanding of the dis-
tribution within professions and sectors/industries.

Distribution of employment across a sector

Information from two sector studies – the financial, accounting, management
consulting and other financial services (FASSET), and the mining and miner-
als sectors – are used here to provide a snapshot of human resource
distribution. They were selected because they are based on comprehensive
research undertaken and available recently.
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The financial sector

By its nature this sector is comprised of high-skill personnel with only a few
in low and semi-skilled positions. Whites constitute 66 per cent of employees
within the sector, with Africans, coloureds and Asians at 17, 8 and 10 per cent
respectively. White managers and owners of business constituted about 81 per
cent, professionals were 70 per cent, while Africans constituted about 83 per
cent of those in elementary and labourer occupations, and 77 per cent of plant
and machine operators.

Table 9.6  Racial distribution of workers according to occupational categories

Occupational category Percentage Percentage Percentage Percentage
African coloured Asian white

Legislators, senior officials,

managers and owner managers 7 4 8 81

Professionals 14 7 10 70

Technicians and associate 

professionals 14 5 23 59

Clerks and administrative workers 18 10 10 62

Service and sales workers 21 12 5 62

Plant and machine operators 77 16 1 5

Labourers and elementary 

occupations 83 10 0 6

Trainees 14 4 22 61

Other 20 8 9 63

Total 17 8 10 66

Source: HSRC 2003

The financial sector consists largely of professionals and as a result is regulated
by professional bodies. The professional bodies clearly reflect the inequities
still extant in this sector. The major professional bodies within the sector are
those of the accountants – South African Institute of Chartered Accountants
(SAICA) – and of the auditors – Public Accountants’ and Auditors’ Board
(PAAB). In 2002, 91 per cent of SAICA members were white, while Africans,

T H E  S TAT E  O F  T H E  N AT I O N  2 0 0 3 – 2 0 0 4
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coloureds and Asians constituted 1,9 per cent, 1,2 per cent and 5,5 per cent
respectively of its membership across all the categories. PAAB members were
92 per cent white, while Africans, coloureds and Asians constituted 1,4 per
cent, 0,3 per cent, and 5,4 per cent respectively of its membership.

Gender distribution within the sector shows slightly more women (56 per
cent) than men (44 per cent). However, a detailed look at the figures reveals
the inequalities: women constituted 32 per cent of managers, 83 per cent of
clerical and administrative workers, and 67 per cent of labourers and elemen-
tary occupations. Unfortunately the gender figures do not show the
breakdown across racial groups. However, a look at the figures of the profes-
sional bodies indicate that it is largely white females who are making
significant progress compared with their counterparts in other race groups.
For example, African females represented only 0,5 per cent of SAICA mem-
bership, while white females were 16 per cent, coloureds 0,4 per cent and
Asians 1,1 per cent. PAAB’s white female membership was 11 per cent, while
African, coloured and Asians constituted 0,2, 0,1 and 0,3 per cent respectively.

Table 9.7  Gender distribution of workers according to occupational categories

Occupational category Percentage Percentage Total 
male female percentage

Legislators, senior officials, managers

and owner managers 68 32 100

Professionals 52 48 100

Technicians and associate professionals 50 50 100

Clerks and administrative workers 17 83 100

Service and sales workers 50 50 100

Plant and machine operators 97 3 100

Labourers and elementary occupations 33 67 100

Trainees 47 53 100

Other 50 50 100

Total 44 56 100

Source: HSRC 2003

T H E  S TAT E  O F  T H E  L A B O U R  M A R K E T  I N  C O N T E M P O R A RY  S O U T H  A F R I C A

 

Fr
ee

 d
ow

nl
oa

d 
fr

om
 w

w
w

.h
sr

cp
re

ss
.a

c.
za

 



T H E  S TAT E  O F  T H E  N AT I O N  2 0 0 3 – 2 0 0 4

216

The mining and minerals sector

In contrast to the financial sector, mining and minerals largely employs work-
ers with low- and medium-level skills, i.e. 40 per cent of the workforce are
labourer-related, 37,9 per cent are plant and machine operators and assem-
blers, 9,9 per cent are craft-related, 1,5 per cent are professionals, 0,8 per cent
managers, 4,5 per cent are technicians and associated professionals, 3,25 per
cent are clerks and 3,2 per cent are service workers, shop and market sales
workers. Africans constituted 83,7 per cent of workers, while whites, Asians
and coloured constituted 12,4, 0,2 and 3,7 per cent respectively.

The sector is largely male dominated and so reflects the inequities in the
labour market generally. African males were 82,6 per cent of the total work-
force, but only 3,8 per cent of management, 10,8 per cent of professionals and
21,8 per cent of technicians and associated professionals. In contrast they con-
stituted 94,3 per cent of plant and machine operators and 95,9 per cent of
labourers.

Women constitute only three per cent of the workforce in this sector, most of
whom are white females. They constitute about five per cent of management
(mostly white females). While there were more males (African) within the
clerical occupations, there were more white females as well (23,6 per cent). It
is the only occupational category where there was a higher proportion of
females.

Table 9.8  Racial distribution of workers according to occupational categories

Occupational category African Asian Coloured White

M F M F M F M F

Senior officials and managers 3.8 0.8 2.5 4.6 0.1 83.9 4.3

Professionals 10.8 2.2 3.9 2.3 1.7 0.2 71.8 7.2

Technicians and associated 

professionals 21.8 0.7 2.8 0.3 0.5 0.03 67.8 6.1

Clerks 52.3 6.6 3.9 5.9 0.3 0.8 6.6 23.6

Service workers, shop and 
market sales workers 66.7 6.7 3.9 3.1 0.1 0.01 15.8 3.6

Craft and related workers 43.2 0.6 7.0 1.0 0.6 0.003 46.7 0.9
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Plant and machine operators  

and assemblers 94.3 0.5 2.9 0.3 0.03 0.001 1.6 0.4

Labourers and related 

occupations 95.9 1.1 2.0 0.5 0.01 0.5 0.1

Total 82.6 1.1 3.0 0.7 0.2 0.03 10.8 1.5

Source: HSRC 2000

The financial and mining sectors represent extremes of the labour spectrum,
but it is reasonable to assume that they offer a picture that is common to all
sectors of the economy. The data above on the sectoral breakdown of the dis-
tribution of occupational levels confirms the continued domination of whites
in high-level occupations, especially management.

Measures to improve on HRD and redress

On-the-job training, recruitment and promotion practices have all played and
continue to play a major role in shaping the labour market outcomes
described above. The extent of a firm’s HRD and its willingness to redress past
inequities is reflected in its commitment to training and the way it organises
promotion and recruitment practices. In the post-apartheid labour market it
is expected that the previously disadvantaged should benefit the most from
training. This, in turn, should lead to an increased level of recruitment of the
previously disadvantaged, matched by an increase in the number of promo-
tions, compared to the rest. However, other studies reveal that the pattern in
training, promotions and recruitment continues to reflect the skewed trends
observed in the occupational studies referred to in this paper.

Training

Training – whether on-the-job or off – is significant to the acquisition of skills
and formal qualifications for those who have left the education system,
because of its role in improving the skills level of the country. Training is also
imperative for firms as a means to improving the productivity of workers and,
hence, performance and competitiveness. It is surprising, therefore, that South
African firms have a reputation for being averse to training.

On-the-job training is hard to measure, and encompasses formal and infor-
mal learning to acquire skills. Formal training can be measured to some
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extent, although it can also take many forms. There is external accredited
training, for example apprenticeship training, and in-service training that is
not accredited externally, but may lead to the acquisition of skills and
increased productivity, eg. learning to operate a bulldozer. Informal training,
i.e. learning by ‘sitting next to Nellie’, occurs almost daily on the job. However,
it is of little help if it fails to improve promotion prospects or the potential to
enter a job outside the firm. Therefore, the type of training individuals receive
is important. Unfortunately, there are no studies to date that have evaluated
training at that level of detail.

Information from the DoL’s NSDS Synthesis Report for April to June 2002
shows that between April 2001 and the first quarter of 2003, a total of
1 345 213 workers participated in structured learning programmes. Black
males constituted 41,7 per cent, black females were 22,2 per cent, while white
males and females constituted 21 per cent and 14,7 per cent respectively.
Unfortunately, the information does not distinguish training participants by
occupational category.

However, that information has been separated out by the SETAs and an
assumption of participation by occupational categories can be made based on
that work. This is shown below and is based on the information of the two
SETAS, taken from the NSDS report, which appeared to be the most compre-
hensive.

Table 9.9  Training participants in the Services SETA

Quarter Number of workers participating Number of workers participating in

in NQF Level 1 training structured learning programmes 

including NQF level 1

Black White Black White

Male Female Male Female Male Female Male Female

02/1

02/2 24 703 20 988 1 995 2 504 43 072 34 350 11 526 14 755

02/3

02/4 21 006 19 890 1 333 1 667 33 758 29 971 8 826 10 630

03/1 228 127 0 1 562 342 195 322

Source: NSDS Synthesis Report, DoL 2002
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Table 9.9 is extracted from the DoL report and shows the numbers participat-
ing in training within the Services SETA. It compares training participants on
NQF level 1 and the total number of those participating in training. It shows
that there were more blacks participating in training within this SETA. It also
emerges that while there is a higher proportion of workers participating in
training, within this SETA the higher proportion was participating in training
on NQF level 1. This was especially the case for black workers.

Table 9.10 Bank SETA training participants

Quarter Workers participating in structured learning

Black White

Male Female Male Female

02/1 7 960 10 817 9 536 13 629

02/2 8 041 10 948 9 556 13 642

02/3 8 987 11 725 10 571 11 836

02/4 10 670 16 333 9 505 13 914

03/1 5 975 7 198 11 292 13 7441

Source: NSDS Synthesis Report, DoL 2002

The Bank SETA information extracted from the DoL report indicates that
while there are higher numbers participating in structured learning pro-
grammes, the participation is still skewed. More whites participate than
blacks, and more females than males, which might be a reflection of the
concentration of females in the bank sector. Overall, the information from the
two SETAS confirms that blacks and women continue to be represented in
training at lower occupational categories.

The trend is underlined when learnership agreements are examined. Based on
submissions to the DoL, there were only 5 839 learners in learnership agree-
ment 18(1) registered during the same period, that is, April 2001 and first
quarter of 2003. Across all SETAs represented, there were more whites (2 505)
in learnership agreements than blacks (1 594). White males had the highest
proportion. FASSET SETA had the highest number of registered learners in
learnerships, which reflects the racial occupational distribution within that
sector. An overwhelming majority of the learners were still white. There were

T H E  S TAT E  O F  T H E  L A B O U R  M A R K E T  I N  C O N T E M P O R A RY  S O U T H  A F R I C A

 

Fr
ee

 d
ow

nl
oa

d 
fr

om
 w

w
w

.h
sr

cp
re

ss
.a

c.
za

 



T H E  S TAT E  O F  T H E  N AT I O N  2 0 0 3 – 2 0 0 4

220

1 279 white males and 1 119 white females, compared to 498 and 406 for black
males and females respectively.

Training for the unemployed appeared to have taken place at an even slower
pace. There were only 1 055 learners who completed learnership agreement
18(2), of whom 688 were black and 367 white.

Promotions and recruitment

The DoL Employment Equity report (2001) shows that 47 per cent of total pro-
motions went to Africans, 32,7 per cent to whites, while for Asians and coloureds it
was 6,3 and 14 per cent respectively. Within management, 35 per cent of promo-
tions went to blacks. In top management, nine per cent of promotions went to
blacks. Confirming these figures, the Breakwater Monitor Report (2000) indicated
that while black promotions were about ten per cent higher than those for whites,
white promotions were significantly higher at management (71 per cent) and
skilled levels (52 per cent) than for blacks. The DoL reports more promotions for
men (65 per cent) than for women (35 per cent). While the Breakwater Monitor
shows that women’s promotions were two per cent higher than those for men, it
also shows that at management level more men were promoted (69 per cent) than
women, while at skilled job levels more women were promoted (54 per cent) than
men. The difference in the two reports could be attributed to the fact that the DoL
report does not make an occupational breakdown.

Recruitment trends indicate that, overall, four per cent more Africans were
recruited. However, whites accounted for most of the recruitment at manage-
ment levels (66 per cent), compared to 20, six and eight per cent for Africans,
coloureds and Asians respectively. A higher proportion of whites (43 per cent)
also accounted for most of the recruitment at skilled levels compared to
Africans, coloureds, and Asians where the figures were 35, 12 and nine per
cent respectively (Breakwater Monitor 2000).

Trends in higher education

Overall, participation in higher education has increased. However, the
increased participation is, as Cooper and Subotzky (2001) stated, ‘a skewed
revolution’. The proportion of those obtaining three-year qualifications is still
higher than those obtaining four-year qualifications. The latter are largely pro-
fession-oriented, while three-year qualifications are largely general, without
any form of specialisation.
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Table 9.11 University qualifications

Type of qualification 1991 1998

Bachelor degree (3 years) 45.4% 43.3%

Bachelor degree (4 years) 16.5% 18.5%

Postgraduate diploma 8.0% 7.8%

Honours degree 21.4% 21.3%

Masters degree 7.3% 7.9%

Doctorate 1.4% 1.2%

Source: SA Survey 2001/2

Historically, Africans and women were denied access to education but this has
changed over time and their participation has increased. In 1991 Africans con-
stituted 24 per cent of total awards in tertiary institutions; in 1998 the figure
had increased to 49 per cent. However, they are still over-represented in three-
year qualifications, which carry less weight in the labour market. Most
Africans are graduating in fields that do not prepare them for a profession, i.e.
engineering, architecture, medicine, and so on, and these trends correspond
to some extent with occupational distributions. For example, the fact that
FASSET has a lower proportion of Africans employed could be attributed to
the lack of Africans graduating in fields related to the sector.

Conclusion

A number of observations can be made, therefore, about the state of HRD in
relation to the labour market, in particular.

1. Whites still dominate high-level occupations; white males predominate in
management; Africans and women are still concentrated in secondary
sectors and occupations with the characteristics of the secondary sectors.

2. While there is progress in terms of redress, it has been relatively slow.
There is little change in the racial and gender composition within occu-
pations, with whites dominating high-level occupations. What is
interesting is that white females are progressing faster than their counter-
parts, and even faster than African males at management level.

3. On-the-job training, promotions and recruitment reflects limited com-
mitment towards redress. These are still skewed towards whites and are
concentrated on higher levels.
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4. Beneficiaries of training reflect the demographic profile of sectors and
occupations, i.e. it is still mostly whites who receive training at higher
occupational levels because they form the majority of those within those
groups.

5. Education and training is still supply-led. There is little if any labour mar-
ket information on demand for skills. As a result, in higher education for
example, people pursue qualifications for which the labour market out-
come is unknown, while in the labour market, skills analysis studies are
not undertaken. The question then is: on what basis is the recorded train-
ing taking place?

6. Lack of basic education is a major challenge in HRD. Numeracy and lit-
eracy affects access to good jobs and hence training.

Emphasis on training – and hence improving the human resources of the
country – is heavily concentrated within enterprises. While it is in firms’ best
interests to invest in training, there are shortcomings to this approach when it
comes to redressing the inequities of the past. The structure of the labour mar-
ket as it developed historically poses a major challenge when seeking redress.
Access to jobs – and therefore to work-related training – is limited and
unequally distributed across different groups. Those in short-term employ-
ment, part-time work and who work in small- or medium-sized firms, have
poor literacy and numeracy, are less likely to receive work-related training.
Their jobs require relatively low skills and offer little advancement within the
internal labour market. Technological advancement and its diffusion biases
training towards the highly-skilled, pressuring firms to prioritise retraining of
the highly-skilled over that of the low-skilled. As a consequence, past inequities
are perpetuated because most of those in high-skill occupations are white.

The problems are such that they need to be tackled both within and outside
the labour market. High unemployment rates and marginalisation of Africans
and women needs to be tackled through active labour market policies, i.e.
basic literacy and numeracy training, job-search assistance, vocational guid-
ance and counselling. Active labour market policies would improve the
employability of the unemployed, increase the efficiency of job searching,
secure job outcomes and improve equity. These cannot be provided by private
enterprise so become a responsibility of Government.

This is not meant to underplay the importance of equity legislation and the
role it can play in redress. The continued domination of whites in highly-
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skilled occupations cannot only be accounted for by the poor basic education
of Africans. It reflects the deep entrenchment within internal labour-market
systems of patterns of occupational segregation and the difficulties associated
with overcoming them. Thus, they affect the major sources of redress, i.e.
training and promotion opportunities. Hence, even after the abolition of
racist legislation, apartheid patterns in employment continue to reproduce
themselves. There is thus a need to strengthen affirmative action policies.

The HIV/AIDS epidemic poses another major challenge, especially with
regard to training provision. High levels of infection in the working popula-
tion may result in a need for the replacement of formerly productive workers.
However, the epidemic could also become a disincentive to training provision,
resulting in inefficiencies in this regard.

In conclusion, owing to a lack of detailed research on training in the South
African labour market, it is hard to provide answers to pertinent questions
about the impact of training on both the individual and the firm. As a result,
it is not possible to distinguish between training that simply enables an indi-
vidual to perform the job better, and that which not only enables them to do
the job better, but also provides opportunities to move up the job ladder.
While each individual worker needs training that will enable them to do both,
the emphasis is different for workers at differing occupational levels and cat-
egories. A manager might emphasise training that enables the job to be done
better, while a semi-skilled or unskilled worker might emphasise training that
enables them to move up the job ladder (better performance is embedded in
this type of training). As a result we cannot say what the end result of train-
ing is – do people move up a higher level as a result of the training they receive
and, if so, how does it differ by race, gender and occupational category, and
what is the impact on firms and the economy?

References

Bhorat, H & Lundall, P (2002) Employment, wages and skills development: Firm-specific
effects, evidence from two firm surveys in South Africa. Pretoria: Development Policy
Research Unit, UCT, in association with Skills Development Policy Unit (DoL).

Breakwater Monitor Report (2000) Monitoring employment equity in South Africa. Cape
Town: Graduate School of Business, UCT.

Cooper, D & Subotzky, G (2001) The skewed revolution: Trends in South Africa higher edu-
cation, 1988–1998. Cape Town: Education Policy Unit, UCT.

223

T H E  S TAT E  O F  T H E  L A B O U R  M A R K E T  I N  C O N T E M P O R A RY  S O U T H  A F R I C A

 

Fr
ee

 d
ow

nl
oa

d 
fr

om
 w

w
w

.h
sr

cp
re

ss
.a

c.
za

 



DoL (Department of Labour) (2001a) Report on Employment Equity Registry. Pretoria:
Department of Labour.

DoL (2001b) National Skills Development Strategy: Skills for Productive Citizenship for All.
Pretoria: Department of Labour.

DoL (2002) National Skills Development Strategy: Synthesis Report. Pretoria: Department of
Labour.

Foundation for Research and Development (FDR) (1996) Survey on factors affecting the
quality of research. Pretoria: FDR.

HSRC (2000) Skills analysis in the mining and minerals sector, report for the mining qualifi-
cation authority. Pretoria: HSRC.

HSRC (2003) Skills development in the financial, accounting, management consulting and
other financial services sector. Draft report to FASSET. Pretoria: HSRC.

Kraak, A, Patterson, A, Visser, M & Tustin, D (2000) Baseline survey of industrial training in
South Africa. Pretoria: HSRC & Bureau of Market Research (UNISA).

Lundall, P & Kimmie, Z (1992) Apprenticeship training and artisan employment:
Changing numbers – but maintaining job reservations, South African Labour Bulletin
16 (6): 42–45.

SAIRR (South African Institute of Race Relations) (1996) The South African survey
1995–1996. Johannesburg: SAIRR.

SAIRR (2000) The South African survey 1999–2000. Johannesburg: SAIRR.

SAIRR (2001) The South African survey 2001–2002. Johannesburg: SAIRR.

Standing, G, Sender, J & Weeks, J (1996) Restructuring the labour market: The South African
challenge. Geneva: ILO.

Webster, E (1985) Cast in a racial mould: Labour process and trade unionism in the foundries.
Johannesburg: Ravan Press.

T H E  S TAT E  O F  T H E  N AT I O N  2 0 0 3 – 2 0 0 4

224

 

Fr
ee

 d
ow

nl
oa

d 
fr

om
 w

w
w

.h
sr

cp
re

ss
.a

c.
za

 




