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The LGSETA was established in terms of the Skills Development Act of 1998, in March 2000 and its license of operation was further extended for a five (5) year period in March 2005 and will lapse on 31 March 2010. Renewal or extension of the seta license of operation will be determined by the Minister of Labour in terms of the provisions of the Skills Development Act of 1998.
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2.1
 Authority of the LGSETA
 
In terms of the LGSETA constitution the authority of the seta main governing structure of the organisation which consist of ten (10) members representing labour and ten (10) members representing the employer component. Seats of labour and employer components are structured as follows:
 
· South African Municipal Workers – six (6) seats 

· Independent Municipal Allied Trade Union – four (4 seats) 

· South African Local Government Association – eight (8) 

· National Department of Provincial and Local Government and  member must be drawn from senior management of the department –two (2) 

 
2.2
Executive Committee of the LGSETA
 
The Executive Committee of the Authority consists of five (5) members representing labour component and five (5) members representing employer component. Seats of labour and employer component are structured as follows:
 
        Three members representing 
– SAMWU
        Two members representing 
– IMATU
        Four members representing 
– SALGA
        One members representing 
– DPLG
 
NB. The Chairperson and Vice Chairperson of the Authority will also preside as the chairperson and Vice Chairperson of the Executive Committee and their terms of office shall be a period of one year respectively in accordance with the financial year of the seta. Both the position of the chairperson and vice chairperson shall alternate between the two labour and employer component.
 
2.3
Functions of the AUTHORITY OF THE LGSETA
 
Brief summary of the functions of the LGSETA as contemplated in the LGSETA constitution and the Act, is summarised as follows: 
 
· Develop a sector skills plan within the framework of the national skills development strategy 

· Implement its sector skills plan by establishing learnerships, approving workplace skills plans, and allocating grants in the prescribed manner and in accordance with any prescribed standards and criteria to employers, education and training providers and providers 

· Promote learnerships by identifying workplaces for practical work experience, supporting the development of learning materials, improving facilitation of learning, and assisting in the conclusion of learnership agreements 

· Register learnership agreements 

· Perform such functions as may be assigned by to it by the South African Qualifications Authority 
· Establish a learnership if the learnership consists of a structured leaning component 

· Establish a learnership that would lead to a qualification registered by the South African Qualifications Authority and related to an occupation 

· The authority may fund a skills programme if they are occupationally based and when completed it will constitute a credit towards qualification registered in terms of the National Qualifications Framework 

 
2.4
Functions of the EXECUTIVE COMMITTEE OF THE LGSETA
 
Brief summary of the functions of the Executive Committee of the LGSETA as contemplated in the LGSETA constitution is summarised as follows:
 
· The Executive Committee must supervise the  proper management of all financial matters of the Authority 

· Consider and advise on quarterly Management Reports 

· Coordinate the functioning of any Provincial Committees and other committees of the Authority and monitor their activities and ensure that they are acting within the terms of any powers delegated to them by the authority or by the constitution 

· Establish committees to assist it in the performance of its functions 

· Monitor the relations and interactions of the authority with the national Skills Authority with National Skills Authority and other SETA s 
· Consider and advise on Skills Programmes which have been recommended by committees within approved policy guidelines 

· Perform any other function or duty, delegated to it by the authority 

 
2.5
Provincial Committees of the LGSETA 
 
The nine (9) provincial committees comprising of the equal representation from labour component and employer component have been established in all provinces. Seats of employer and labour component for provincial committees are structured as follows:
 
· Three members representing – SAMWU 

· Two members representing – IMATU 

· Four Members representing – SALGA 

· One member representing relevant provincial government department 

 
2.6
Brief summary of the functions of the Provincial Committee of the LGSETA as contemplated in the LGSETA constitution is summarised as follows:
 
· Conduct participatory research in support of needs analysis and skills planning in relevant province 

· Promote the adoption by local government of skills development plans and ensure that these plans are consistent with their human resource development plans 

· Liaise with any relevant provincial structures of other SETA s 

· Make proposal on skills development for incorporation into the sector skills plans 

· Ensure proper consultation at municipal level with regard to the development of the skills plans 

· Identify potential providers for possible accreditation and promote quality amongst such providers 

· Monitor the activities and performance of any of the persons performing accreditation and quality assurance functions in the province and report thereon to the authority 

NB. The Chairperson and Vice Chairperson of the Provincial Committee and their terms of office shall be a period of one year respectively in accordance with the financial year of the seta. Both the positions of the chairperson and vice chairperson shall alternate between the two labour and employer component.
 

 
In terms of the Skills Development Act, a SETA is obliged to among other activities:
 
· Research and develop a Sector Skills Plan 

· Receive and evaluate Workplace Skills Plans and Annual Training reports/ Implementation Reports from employers 

· Identify and develop strategic projects arising from skills needs within the sector, funded by discretionary grants 

· To register, train and support Skills Development Facilitators within the sector 

 
The activities listed above are the function of the Sector Skills Planning ( SSP) department within the SETA.
 
The purpose of the SSP is to ensure that the LGWSETA has relevant, up-to-date information and analysis to allow it to perform its strategic skills planning function for the sector, and to maximise participation by employers in the National Skills Development Strategy through the efficient use of resources available for training within the sector.

 

3.1
The Sector Skills Plan is an analysis of the labour market within the local government sector which gets compiled once every five years, and submitted to the Dept of Labour, and is updated annually. The Sector Skills Plan provides the:
 

· Profile of the labour force within the sector by province, race, age, gender, qualification and occupational category 

· It monitors the supply of, and demand for labour within the sector 

· It tracks the absorption of new labour market entrants into the sector 

· It identifies areas of skills growth and skills need 

· It identifies opportunities and constraints on employment growth in the sector 

 


The Sector Skills Plan forms the key strategic analysis guiding the implementation of training and skills development within the sector.

 


In terms of the Skills Development Levies Act employers, including municipalities, are obliged to register with the SA Revenue Services and pay 1% of the monthly pay roll as skills levy. Upon the submission and approval of the Workplace Skills Plan and the Annual Training/ Implementation Report by the municipality to the LGSETA, the municipality becomes eligible for both the mandatory training grant, and the discretionary training grant from the LGSETA.

 

3.2
The Workplace Skills Plan and the Annual Training/ Implementation Report must be completed by each employer, and submitted to the LGSETA by the 30 June each year. The submission date is gazetted by the Minister of Labour and no extensions may be granted.

 

The  Workplace Skills Plan is the key strategic planning document relating to workplace training, career pathing, and employment equity for the municipality. The Workplace Skills Plan ( WSP) must relate to the key municipal IDP objectives, and to the priority training areas identified in the sector skills plan. The WSP details the training planned by a municipality in a given financial year. To qualify for the mandatory grant, an employer must, in addition to submitting the WSP, submit the 
Annual Training/ Implementation Report to the LGSETA by 30th June each year. The Implementation report details the actual training conducted, against the training planned in the WSP. 

 

The following would disqualify an employer from receiving mandatory training grants:

· Non payment, or irregular payments of the skills levy 

· Non submission, or late submission of the WSP 

· Non submission or late submission of the implementation report. 

· Both the WSP and the implementation report must be submitted timeously to release the payment of the mandatory grant. 

 

The discretionary grants may be applied for by compliant municipalities to engage in training to fulfil strategic sectoral objectives, for example: ABET learnerships and certain skills programmes.

 

Employers employing more than 50 people are obliged to establish a training committee comprising employer representatives, management representatives and representatives of organised labour. The training committee is a workplace consultative forum which needs to be consulted on both the compilation of the WSP and be involved in the monitoring of training and consulted on the presentation of the implementation report.

3.3
Sector Profile 
 
The Sector Skills Plan for the Local Government SETA  has been written within the framework provided by the Dept of Labour’s National Skills Development Strategy, The Dept of Provincial and Local Government’s National Capacity Building Framework (version 1.7), and the Demarcation Board’s analysis of municipal performance for 2004.  Where appropriate, reference has been made to other pertinent strategic documents and research, such as the DPLG ‘Project Consolidate’ (October 2004) findings and proposed action plan. The document has been structured in accordance with the Dept of Labour’s guidelines on the development of Sector Skills Plans as issued in August 2005.
 
During 2002 and 2003, extensive quantitative and qualitative research was conducted in the sector, on behalf of the then LGWSETA by Resolve Skills Works and Leslie Powell Consultancy.  In addition, a sample of Workplace Skills Plans received by the LGWSETA for 2003 and 2004 was analysed by Dr Pundy Pillay, of the Sizanang Centre for Research and Development.  Further, focussed research was commissioned by the LGWSETA.   The profile presented by the analysis of the WSP sample has largely been validated by the data captured within the WSP component of the LGSETA MIS.  Thematically focussed research was conducted, along with extensive stakeholder consultation, during June, July and August 2004. 
 
Subsequently, the document has been updated to take account of the change in status of the LGWSETA to the LGSETA as of March 2005 and its revised scope of coverage, the new Dept of Labour guidelines for the development of Saps, the evaluation comments from the Dept of Labour on the document submitted in 2004, updated research and information where appropriate. In addition during July and August 2005 a series of 9 provincial ‘ scarce skills’ workshops were held, and scarce skills questionnaires based on the required Dept of Labour format were distributed in the provinces to each of the 284 local authorities. Unfortunately, the response rate to this questionnaire was low ( about 10%).Additional documentation was sourced from the Demarcation Board, National Treasury and the Dept of Provincial and Local Government.
 
3.3.1
Drivers of change
 ‘I am so angry with the authorities. Why do we have contaminated water? It is their job to make sure they give us clean water. I have lost my little girl because someone did not do their job properly’   (mother of Maria Sithatu, aged 14 who died after contracting typhoid after drinking contaminated water in Delmas, quoted in The Star, September 15, 2005). There is a human cost associated with service delivery failure.
Local government, including the local government water service delivery function, are at the forefront of developmental change in South Africa.  Clauses 152 and 153 of the Constitution allocate to local government the role of promoting social and economic development while maintaining and improving service delivery (which includes water and sanitation) to all community members. Additionally, local government is the foundation for participatory democracy. 
 
According to the Demarcation Board’s 2003 assessment of municipal capacity, local authorities tend to be better at performing their income generating functions vs. the performance of their service delivery and developmental functions. In the context of local government, a lack of capacity is often demonstrated in the following:
· A municipality may lack financial resources to meet its service delivery obligations due to the poverty of their community. This should be ameliorated by the equitable share which is formula based and needs driven (based on number of poor households). However, there may be discrepancies as local level statistics are often unreliable.
· Municipalities have a large number of staff vacancies, both on budgeted posts and on their organograms
· The staff employed do not have minimum level of competence, or attitude necessary to do the job for which they were employed
· Operational systems and processes may be poorly developed or absent
· Employees lack the tools, or hardware to do their jobs ( 50% of municipalities do not have budgets for IT hardware)
 
“Developmental local government is local government committed to working with citizens and groups within the community to find sustainable ways to meet their social, economic and material needs and improve the quality of their lives.”  (Local Government White Paper', 1998.)
 
The white paper continues that developmental local government has four inter-related characteristics:
 
1.      To maximise social development and economic growth
2.      To integrate and co-ordinate the development activities of a variety of actors
3.      To democratise development by empowering communities to participate meaningfully in development
4.      To provide leadership, promote the building of social capital and create opportunities for learning and information sharing
 
Municipalities have to become competent development facilitators, building partnerships and networks with local communities and the private and non-governmental sector, to achieve their developmental goals as well as to “democratise” development processes. 
 
Local government and water services transformation has been guided by the sector’s new constitutional mandate and key legislation including the White Paper on Local Government (1998), the Municipal Systems Act (2000), the Municipal Structures Act (1998), the Municipal Demarcation Act (1998), the Municipal Finance Management Bill (2000), the Water Services Act (1997), the National Water Act (1998), the White Paper on Basic Household Sanitation (2001), the White Paper on Municipal Service Partnerships (2000) and the White Paper on Water Services (October 2002). 
 
In addition to changed mandates and functions, the municipal demarcation process of 2000 generated massive spatial and organisational restructuring, from 800 transitional local governance structures to 284, placing considerable managerial and organisational strains on local authorities having to deal with the integration of geographical areas, delivery systems, financial and administrative systems, delivery backlogs, staffing and placing significant constraints on skills development within the sector. In several municipalities the staff placement process initiated by the 2000 amalgamations, still has not been completed, particularly in the metros ( Cat A) and larger local ( Cat B) municipalities, despite them having been eligible for a specific restructuring grant from National Treasury upon submission of a credible restructuring plan.
 
In terms of the Municipal Structures Act of 1998, municipalities were divided into three categories:
 
A: 
Metropolitan Municipalities
B:  
Local municipalities
C: 
District Municipalities, which would co-ordinate, oversee and support groups of local municipalities
  
The municipalities are required by law to administer, regulate, or provide for the following:
Table 1:
	Priority 1
	Priority 2
	Priority 3

	· cemeteries
· electricity
· fire fighting
· municipal health
· municipal planning (both spatial and economic)
· municipal roads
· refuse 
· sanitation
· storm water
· traffic and parking
· potable water (water services)

	· control of air pollution
· regulation and control of beaches and amusement facilities
· building regulations
· cleansing
· control of public nuisances
· fencing
· regulation of outlets selling food
· municipal transport
· noise pollution
· pontoons and ferries
· pounds
· street lighting
· street trading
· trading regulations
	· public parks and recreation facilities
· municipal sports facilities
· public open spaces
· local tourism
· public amenities
· municipal airports
· dog licensing
· regulation of child care facilities
· regulation of outlets selling liquor to the public
· markets
· burial of animals
· municipal abattoirs
 


 
 
‘’The purpose of the National Capacity Building Framework for Local Government is to establish an integrated capacity building structure and guidelines, which will steer all capacity building strategies towards enabling municipalities to fulfil their constitutional duties, and to perform their powers and functions, as developmental local government entities.”  (Version 1.7.)
 
In terms of the DPLG’s stated goals for the sector:
 
· All new municipalities will be fully stabilised by 2003;
· By the end of 2005 the new system will be consolidated; and 

· In the remaining five years, further outstanding issues that may affect the sustainability of local government will be dealt with.
 

‘’The stability of the local government system has been severely affected by the complex and time-consuming processes of amalgamating the disestablished interim transitional councils. New legislative obligations require that municipalities significantly upgrade their existing capacity.  Uncertainty related to the division of powers and functions resulted in many municipalities delaying critical institutional decisions for services provision as well as delaying associated capacity building initiatives.  Whilst the announcement of the final division of powers and functions has been made, implementation of this division will require extensive capacity and external support.  

 

In particular, municipalities are required to address service delivery mechanisms for their entire municipal area.  Implementing the new system of local government is a critical challenge that municipalities need to address if they are to tackle their community’s development challenges effectively.”

 
In addition to dealing with the complexities of legislatively driven changes local authorities have to attempt to eradicate service delivery backlogs inherited partly from the apartheid era, and partly generated by increasingly rapid levels of urbanisation. Whilst urbanisation affects the metropolitan areas in particular, it should not be viewed as a solely metropolitan phenomenon. The ‘Ten Year Review’ found that 20% of the urban population were ‘newcomers’, or new urban migrants. The SA Cities Network ‘ State of the Cities’ report of 2004 notes particularly high urbanisation and population growth within South Africa’s secondary cities. Important in its consequences for local authorities and their obligation to provide services, has been the dispersal of populations within cities and its accompanying increase in the number of urban households.
 
DWAF, in September 2003, developed the Strategic Framework for Water Services to provide a comprehensive approach to water services provision. The primary goal of the water services sector is that all people living in South Africa will have access to an appropriate, acceptable, safe and affordable basic water supply and sanitation service. DWAF is responsible for sector policy, support and legislation. The following, still within the LGSETA scope of coverage, are involved with water services provision:
 
· Water Services Authorities ( metros, some districts and authorised local authorities) Municipalities
· The introduction of the Regional Electricity Distribution System ( the first RED having been established in the Western Cape ) the provision of electricity becomes a shared service with distribution becoming the responsibility of the REDS, but operations and maintenance remaining the responsibility of the local authorities.
· The restructuring of the public sector into a single public service, inclusive of all spheres of government is unlikely to have much impact on the functions, size or skills sets and competencies required by local government. It will however, have a significant impact on conditions of service. In the longer term it should streamline and improve intergovernmental relations, and raises interesting possibilities for the streamlining of public sector training systems. It raises the potential for developing a framework of minimum qualifications and competencies for different job categories, and for greater standardisation of required performance standards, and the standardisation of job descriptions. This could in turn assist to improve selection and recruitment processes within local government.

3.3.2
Implications of the new National Skills Development Strategy
 
· The Seta re-demarcation process, and the recertification of the LGSETA which saw the removal of the Water Chamber to ESETA, has resulted in a loss of approximately 20 000 employees, approximately 185 employers and approximately R 11 million p.a in levy income. Despite this, the bulk of water services infrastructure, staff and water service processes still lie within the scope of coverage of the LGSETA as most local authorities are Water Service Authorities, and it is a priority 1 municipal function to provide water services.
· The continued focus on SMME targets, whilst logical in most other sectors where approximately at least 90% of enterprises would fall into the SMME category, makes little sense for the LGSETA, where a more sector specific indicator linked to municipal capacity should be developed. Alternatively, Project Consolidate initiated by the DPLG could be used as a sector specific indicator of capacity and need.
 
· The increased focus of the new NSDS on scarce skills, (although the linkage of skill to occupational title does remain problematic), and improved quality of training provision, should assist the sector to move away from ‘training for training’s sake’ to enable training to be more closely linked to improved job performance and resulting improvements in the performance of key municipal functions. Also welcome in a sector where 42% of the employees do not have an NQF 1 qualification is the particular focus on ABET. The NSDS objectives and indicators will be dealt with in more detail in appropriate sections of this report.
 
· The linkage in WSP and implementation report (ATR) assessment to Employment Equity Plans should assist with career planning of individuals within municipalities.
 
· Whilst the sector has a high compliance rate with the Skills Development Act and the Skills Levy Act, recording WSP submission rates of about 77%, and only 13 municipalities omitting to pay levies during the 2004/5 financial year, the gazetted cut – off dates for the submission of documentation (Wasp’s and ATR's) whilst welcomed by the LGSETA, provide a considerable challenge for local authorities. Evidence of this is the decline in submission rates of WSPs to 62% in the 2005/6 year. However, there are extensive provincial variations with the Western Cape recording a 100% submission rate, and KwaZulu Natal at 39% followed by the Free State at 44%.
 
3.3.3
 Characteristics of the sector
 
· Local government in South Africa is responsible for delivering basic services to communities, investing in and maintaining physical and social infrastructure, and promoting economic growth and poverty alleviation. Local government also has considerable financial powers, including the right to raise income through property taxes and user charges for services. Local authorities raise most of their operating budgets from their own income. However, as the 10 year review of government performance notes, the level of municipal debt and illegal connections suggest poor capacity, and that many citizens do not understand their obligations.
· Yet, according to the Demarcation Board’s 2003 assessment of municipal capacity, local authorities tend to be better at performing their income generating functions vs. the performance of their service delivery and developmental functions. The service delivery and developmental functions are largely linked to the capital budgets. The National Treasury Report on 2004/5 Local Government budgets (September 2005) reports ‘sluggish spending’ by local authorities on their capital budgets, with most local authorities having under spent.
· The total municipal budget for the 2004/5 financial year amounted to R 101 billion (R 17 billion on capital expenditure and R 84 billion on operating expenditure). Most of the capital budget (R 7.4 billion) is funded by transfers from national government. Local Government’s share of the division of revenue rises from 4.4% in 2003/4 to 4.6% in 2006/7. 
 
The capital budget was split as follows (National Treasury 2005):
Water and sanitation:
R
4.0 
billion: 
24%
Roads and storm water:
R 
2.8 
billion:  16%
Housing:
R 
2.2 
billion:  13%
Electricity:
R 
1.8 
billion:  11% 
The balance was on community facilities.
 
The operating budgets were split as follows:
Salaries:
R 
25 
billion:
30%
Bulk electricity purchases:
R 
13 
billion:  16%
Repairs and maintenance:  R
5.8 
billion:
7 %
Interest on loans:
R 
5.7 
billion:
7%
Bulk water purchases:
R 
5.1 
billion:  6%
 
Budgeted revenue (income) on the operational budget was split as follows:
Regional levies:
R
5.7
billion
Property rates:
R 
15.6
billion
Electricity:
R 
22.6
billion
Water:
R
10.6
billion
Sanitation:
R
2.7
billion
Refuse removal:
R
2.8
billion
Subsidies and grants:
R
12
billion
Other income:
R
11.9
billion
 
There is an excess of R 4.1 billion of budgeted income over expenditure on the municipal operational budget. Yet, the number of people employed within the sector has remained stable despite the increased number of households to be serviced, although the budgeted surplus on the operational account would suggest the possibility of increasing employment within the sector. Or, at the very least filling existing vacancies in elementary occupations and clerical staff existing on approved organograms. The average public sector expenditure on salaries is approximately 54% of operational budget, although local government remains restricted to 35%.
 
Despite the restrictions on municipal finances, municipalities demonstrate limited actual expenditure on their budgets, according to the National Treasury. The table below illustrates average actual expenditure on the budgets, bearing in mind that these are unaudited figures, and are taken from a limited number of municipal annual financial statements for 2004/ 2005 financial year. Whilst not representative, these figures do demonstrate expenditure trends:
Table 2
	Budget Item:
	Actual expenditure as % of total budget

	capital
	71%

	Operating ( incl. salaries)
	81%

	Salaries, wages & allowances only
	84%


 
The Provinces demonstrating the lowest rates of expenditure on the approved salary budget are the Western Cape (with the City of Cape Town spending only 69% of their total approved salary budget) and Mpumalanga.
 
The local government sector provides for around 5% of formal sector employment in the country, employing approximately 200 000 people. The sector is expected to remain relatively stable in terms of employment size. This is, despite the fact that a strong argument can be made around both the affordability of increased employment within the sector, and the necessity to improve and expand services to a growing number of households. Employment growth in the sector and service delivery remain hampered by the fact that there are no existing norms and standards for the staffing of municipalities – either in relation to minimum qualifications and experience required to fill various posts, or the number of posts of a particular type required to deliver services to a given population or number of households. 
 
The average annual growth rate in capital formation between 1994 and 2001 was 16.4% for the local government sector (2002/3 Budget review).  However, this is likely to increase substantially with the implementation of the Expanded Public Works Programme through local authorities during the current MTEF period. The Expanded Public Works Programme is directly aimed at the initiation of labour intensive projects and infrastructure creation. The major vehicle for this will be the Municipal Infrastructure Grant, which aims to eradicate service delivery backlogs by 2013. The maintenance of existing infrastructure is currently not covered within the scope of the MIG.
 
3.4
Scope of the LGSETA
 
The Local Government, Water and Related Services SETA were established in terms of the Skills Development Act (1998). In terms of the provisions of the Act, the SETA was recertified by the Minister of Labour in March 2005, with a reduced scope of coverage, as the Local Government SETA.
 
 
Table 3:          LGSETA scope of coverage by organisation type and functions
	SIC Code
	Main Activity

	50493
	Any utility or agency, wholly or partially owned by a municipality providing local government services under contractors or a municipality

	91201
	All functions, services and facilities provided by a metropolitan council as determined by 84 (1): (2) and (3) of Act 117 of 1998 – Local Government Municipal Structure Act of 1998

	91202
	Category B Municipalities: all functions, services and facilities provided by local council as determined by 84 (1), (2) and (3) of Act 117 of 1998 - Local Government Municipal Structure Act of 1998

	91203
	Category C municipalities: all functions, services and facilities provided by a district council and district area management as per Act 117 as determined by 54 (1), (2) and (3) of Act 117 of 1998 Local government Municipal Structure Act 1998

	91204
	Organised local government: an statutory or regulatory body assigned the function as per constitution of RSA, to deal with matters at an executive level within local government


 
In terms of section 9 of the Act, the table briefly describes the scope of coverage of the LGSETA as determined by the Minister of Labour. The full scope of coverage as outlined in the Government Gazette is largely redundant, as it is covered in the definitions encapsulated within SIC Codes 91201, 91202, and 91203. SIC Code 91204 would include coverage of traditional leaders.
 
3.5.
Nature of the LGSETA: key stakeholders:
 
The key stakeholder bodies within the local government sector are:
 
1. Dept of Provincial and Local Government
2. Provincial Department of Housing, Local Government and Traditional Leaders ( the title of the departments vary from Province to Province) who are represented on the Provincial Committee structures of the LGSETA
3. SA Local Government Association ( SALGA)
4. Provincial structures of SALGA ( represented at provincial level)
5. SAMWU ( represented at national and provincial level)
6. IMATU ( represented at national and provincial level)
 
There is no official representation of professional bodies operating within the local government sphere, on the LGSETA structures. There are 14 such professional associations which are either specific to local government, or have extensive links to the local government sector professions.
 
3.6
Employer profile
 
The employers (used in this sense to refer to organisations, not the employer body) within the sector comprise:
 
· Metropolitan Councils
· Local councils
· District councils
· Municipal utilities
 
Almost half of all local government enterprises are located in three provinces (KwaZulu Natal, Eastern Cape and Western Cape).  Half of all district councils are also located in these three provinces.  On the other hand, while Gauteng has the lowest number of municipalities overall, 50% of metropolitan councils fall within the province.  It is also the most urban of all provinces. Conversely, KwaZulu Natal has the highest number of local municipalities and district councils and has a balanced urban-rural spread.  The total number and even spread of district councils across provinces make them an obvious point of contact from which to launch capacity building and skills development support for the large numbers of municipalities, in keeping with their mandate to support local municipalities. However, many district municipalities themselves are severely under capacitated.
 
 
Table 4:          Number and type of enterprises by province
 
	Province
	Category A:
Metro
	Category B:
Local
	Category C:
District

	Eastern Cape
	1
	38
	6

	Free State
	-
	20
	5

	Gauteng
	3
	9
	3

	KwaZulu Natal
	1
	50
	10

	Limpopo
	-
	26
	6

	Mpumalanga
	-
	17
	3

	North West
	-
	21
	4

	Northern Cape
	-
	26
	5

	Western Cape
	1
	24
	5

	Total
	6
	231
	47


 
 
Of the total water in use in the urban, industrial and domestic sectors, 72% is urban, 12% is rural and 16% is mining and bulk industrial usage. The Strategic Framework for Water Services provides an overview of the size of the water services sector, as follows (noting however, that the data presented are estimates only, as data within the sector is neither consistent, nor absolutely reliable) -:
Table 5:          Size of the water sector 
 
	 
	DWAF
	Water Boards
	Municipalities
	Total

	Assets          (R bn)
	40
	12
	50
	102

	Investment   (R bn pa)
	1,2
	1,0
	2,8
	5,0

	Turnover      (R bn pa )
	1,7
	3,5
	6,8
	12,0

	Staff numbers
	8 000
	8 000
	40 000
	56 000

	Volume        ( million kl pa)
	 
	 
	 
	4 600


 
From this table, it is clearly seen that the bulk of water services capacity and responsibility lies within the local government sphere and within the LGSETA scope of coverage. Water services include abstraction, conveyance, treatment, storage and distribution of water for potable and industrial use as well as health, hygiene and water resource-use education, measurement of consumption and associated billing, collection of revenue and customer care. Water service providers can contract with a water services authority to provide these services or they can contract with other water service providers. The same functions relating to collection, removal, disposal or treatment of sewerage, domestic wastewater and industrial wastewater apply to sanitation service providers.
 
It should be noted that DWAF’s proposed increase in capital expenditure linked to water resources management ( largely through increased provision of dams and storage facilities) will not lead to any significant job creation within the water resources sector, but rather to increases in employment in the construction sector.
  
Table 6
	WSP Comparative Submissions
	 

	Municipal Type
	2004/2005
	Percentage
	2005/2006
	Percentage

	Metropolitan
	6
	100%
	5
	83%

	District
	37
	78%
	27
	57%

	Local
	177
	76%
	145
	62%

	Total
	220
	 
	177
	 


 
The table above illustrates the comparative WSP submission rate for the local government sector by municipal type, by year.
Table 7
	WSP Submission 2004/2005  
	 

	Province
	Metro
	District
	Local
	Total

	Gauteng
	3
	2
	7
	12

	Limpopo
	0
	4
	22
	26

	Mpumalanga
	0
	3
	13
	16

	Kwa-Zulu Natal
	1
	6
	30
	37

	Western Cape
	1
	5
	22
	28

	North West
	0
	3
	16
	19

	Northern Cape
	0
	5
	21
	26

	Free State
	0
	3
	15
	18

	Eastern Cape
	1
	6
	31
	38

	Total
	6
	37
	177
	220


The table above illustrates the WSP submission rate by municipal type, by province for 2004/5, demonstrating a 77% WSP submission rate for local government, across all provinces and all types of municipalities.
 
Table 8
	WSP Submission 2005/2006
	 

	Province
	Metro
	District
	Local
	Total

	Gauteng
	3
	2
	7
	12

	Limpopo
	0
	2
	19
	21

	Mpumalanga
	0
	1
	12
	13

	Kwa-Zulu Natal
	1
	6
	17
	24

	Western Cape
	1
	4
	25
	30

	North West
	0
	2
	15
	17

	Northern Cape
	0
	3
	12
	15

	Free State
	0
	3
	8
	11

	Eastern Cape
	0
	4
	30
	34

	Total 
	5
	27
	145
	177


 
The table above illustrates the WSP submission rate by municipal type, by province for 2005/6 (as at 30 September 2005). This demonstrates a 62% WSP submission rate for local government for the 2005/6 cycle. The gazetted cut off date of 30 September 2005 for WSP and Annual Training report submissions has contributed to the decline in submissions from 77% to 62%.
 
3.7
Size of the LGSETA – levy income
 
The six metropolitan councils, only 1.3% of all enterprises in the sector, are responsible for 52% of LGSETA’s levy income, while district councils are only responsible for around 6%. 
 
The total levies (80%) contributed by organisations in the sector for Skills Development Levies for the 2004/2005 Financial Year was R 145 million according to the LGSETA's Annual Financial statements for the year ending 31 March 2005, from R 57m in 2001/2. The increase is linked to wage increases in the sector and better compliance, rather than increased employment. 
However, despite better compliance from local authorities with the requirements of the Skills Levies Act, according to the National Treasury analysis of municipal operational budgets for 2004/5 the total budgeted amount for salaries, wages and allowances was R 25,489 billion. Following from this (if municipalities were spending their total salary budget), the total gross levy income from the local government sector should be approximately R 254 million p.a. This suggests a significant under collection of levies from the sector. Reasons for this need to be explored further.
Table 9:          Skills development levies paid by employers in the sector – Year 1.
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 As seen in Table 9 above, and Table 10 below there has been no significant change in proportional levy payments by province, between 2000/1 and 2004/5.  
 
 

 Table 10:          Levies paid by employers 2004/5
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3.8
Size of the LGSETA – employees
 
· There are approximately 200 000 employees in the sector. It should be noted that the local government sector operates within an inflexible labour market (particularly given the fixed ratio of salary as a proportion of operational budget), in as much as whilst the demand for skills may well exist within the sector, the financial constraints and inefficiencies within operational budgets ( particularly smaller municipalities in poorer communities) and the lack of norms and standards, mean that even if the skills required existed within the labour market, the sector would not necessarily employ them.
 
· Operational budgets, which include salaries, are largely constrained by a local authority’s ability to raise its own revenue through rates and taxes, or through equitable share transfers from national treasury. The salary bill is restricted to 30% of the operational budget. The poorer the community within which the local authority is located, the more constrained the operational budget. At the same time, aggregated National Treasury figures demonstrate a budgeted surplus of approximately R 4 billion on operational budgets.
 
· Staffing levels within local government have remained relatively stable since 2002, as indicated by the Demarcation Board, and supported by the LGSETAs own analysis of WSPs. However, high vacancy rates over the same period suggest that posts on approved organograms are simply not being filled, particularly in elementary occupations, clerical and plant and machine operators. The slight decrease in average staffing levels in locals, as illustrated in the table below, is due to attrition rather than large scale retrenchments across the sector. 
 
· The standard definition of an SMME is an organisation employing between 1 and 49 people.  The targets and reporting criteria related to these, as used by the Dept of Labour in terms of the National Skills Development Strategy, is a considerable difficulty for the LGSETA.  Only a few organisations fulfil these criteria. According to DTI estimates approximately 97% of active companies in South Africa in 2004 employed 49 or less staff, yet this same grouping ( 1 -49 employees) comprises a negligible proportion of the LGSETA’s levy base.  Yet approximately a third of local authorities, almost all of which employ considerably more than 50 people, according to the Demarcation Board, are severely under-capacitated. DPLG, in terms of its Project Consolidate initiative has identified 136 such local authorities, which are unable to perform satisfactorily against a set of key performance indicators being: municipal transformation and institutional development, municipal financial viability and management, basic service delivery and infrastructure, local economic development, and good governance. In terms of the objectives of capacity building strategies for the sector, and the mandate of local authorities, the focus of the LGSETA strategic interventions and support must be directed towards these 136 organisations, not merely focussing on those which employ less than 50 people (an indicator of limited value in the local government sector).
 
 
Table 11: LGSETA Employer by employment size:
 
	1 - 49
	50 - 149
	150 - 499
	500- 999
	1000 - 4999
	5 000 +

	26
	98
	102
	35
	17
	6


 
The vast majority (90 %) of the employers (in this sense, the individual local authorities) employ more than 50 employees and therefore, do not fall within the standard definition of small enterprise. It should be noted that approximately half those currently listed as employing about 1 – 49 employees have more than 50 posts listed on their organograms.
 
 Table 12:  Average staff size by municipal type:
	Municipal type
	2002
	2003
	2004

	Local municipalities
	456
	455
	453

	District municipalities
	158
	155
	169


 
However, it must be questioned whether local municipalities in particular, are adequately staffed to fulfil their functions. The table below (Municipal Demarcation Board) illustrates the national average number of households per employee by local municipalities:
  
Table 13: No. of households per employee (locals):
	2002
	2003
	2004

	2134 households
	2113 households
	2138 households


 
The national average number of households hides significant geographical disparities, which are illustrated in table 8 below:
 
Table 14: No. of households per employee by descriptor:
	Descriptor:
	No. of households:

	Large urban
	
1 506

	Small urban
	
12 616

	ISRDS ( largely rural)
	
9 110


 
As would be expected from the tables above, 61% of municipalities are performing 50% or less of their municipal functions. Given the staff to household ratio the weakest performers are, understandably, the small urban centres and the ISRDS (Integrated Rural Development Strategy) denominated municipalities. Despite the source for this information being the Demarcation Board these figures should be treated with caution, as these figures seem exceedingly high, given estimates of households in South Africa.
3.9
Employment by standard occupational category -:
 
Almost 44% of employment in the sector is still in the lower end plant and machine operators and elementary occupations. Though only one-fifth of employment resides in the technician and associated professional, professional, senior management and leadership categories, this is where the bulk of skills needs and shortages are. The key findings of the table below are the following:
 
         Almost 44% of employees are in the elementary occupations, 36% in semi-skilled and 15% in highly-skilled occupations; 
         41% of jobs are held in elementary occupations by Africans, with a further 22% in semi-skilled and 6% in highly-skilled occupations. These last two categories account respectively for 36% and 15% of all jobs in municipalities; and 
         Males account for almost 75% of all jobs in municipalities. Nearly 36% of all male jobs are in elementary occupations, 26% are in semi-skilled occupations, and 9% in highly-skilled occupations. For females, the respective proportions are 8%, 10%, and 5%.
 
1. the ‘highly-skilled’ category refers to workers in the following categories: 
· senior officials and managers 

· professionals 

· technicians/associated professionals 

· skilled agricultural and fishery workers 

 
2. the ‘semi-skilled’ category refers to workers in the following categories:
· clerks
· service workers
· craft and related workers
· plant and machinery workers
 
 
Table 15:        Percentage Distribution of Workers by Occupational Categories and 
Province
 
	Province
	% Leadership         & Governance
	% Highly            Skilled
	% Semi       Skilled
	% in Elementary Occupations

	Eastern Cape
	6
	25
	26
	43

	Free State
	3
	12
	35
	11

	Gauteng
	5
	11
	22
	62

	KwaZulu Natal 
	5
	9
	46
	40

	Limpopo
	8
	12
	34
	46

	Mpumalanga
	15
	10
	35
	40

	Northern Cape
	6
	19
	47
	29

	North West
	9
	10
	44
	38

	Western Cape
	 
	26
	46
	29


 
The sector is notable for its gender imbalances in employment. District councils fare slightly better than locals or metros. However, recruiting patterns indicate that more attention is being placed on the recruitment of women.
 
Table 16:        Distribution of municipal jobs by occupation and gender 
 
	Occupation
	         Male (%)
	     Female (%)  
	        Total (%)

	Elementary
	           36
	                    8
	           44

	Semi-Skilled
	           22
	                  10
	           32

	Highly-Skilled
	             9
	                    5
	           14

	Other
	             8
	                    2
	           10

	Total
	           75
	                  25
	         100


 
Table 17:        Distribution of district council jobs by occupation and gender 
 
	Occupation
	         Male (%)
	     Female (%)  
	        Total (%)

	Elementary
	           16
	                    5
	           21

	Semi-Skilled
	           23
	                  19
	           42

	Higy-Skilled
	           12
	                    8
	           20

	Other
	           12 
	                    5
	           17

	Total
	           63
	                  37
	         100


 
Overall, approximately 2% of those employed in the sector are people with disabilities (2002 research findings).  However, almost half of those with disabilities are employed in the elementary occupations. From analysis of the data within the LGSETA MIS, it would appear that relatively few of those employed with disabilities appear to benefit from training and skills development opportunities.
 
As demonstrated in the tables below, however, more significant than retrenchments has been the considerable outflow of skills from the sector because of resignations, particularly from managerial and skilled technical occupations. These will be elaborated on in Chapter 2.
 
A high proportion of people leaving the sector do so as a result of ill-health or death.  One could assume that these deaths are HIV/AIDS linked. There are also significant differences in death rate between district municipalities and local municipalities, possibly linked to the higher proportion of people employed in elementary occupations in local municipalities. 
 
The HIV/AIDS link to the relatively high death rate remains conjecture, as does the linkage between people employed in elementary occupations and the significant differences demonstrated between local municipalities and district municipalities, as certain professional categories (e.g. health care workers and teachers) have, in other studies, been demonstrated to have relatively high HIV prevalence rates. However, the Medical Research Council, in 2004 research conducted on behalf of Buffalo City Municipality found that of the sample of 20% of employees tested, 10, 3% were HIV positive. Temporary employees had higher incidence of HIV infection than permanent employees. All job bands were infected, but the highest prevalence rates were in the lower skill levels. The HIV/AIDS epidemic in the Buffalo City workplace is estimated to cost the municipality a further 0.9% of the wage bill through absenteeism, lost productivity, medical costs etc.
 
In addition to the impact on staffing and staff training, for example, escalating needs for training due to staff replacement, the HIV/AIDS pandemic places an additional strain on the sector given its service delivery focus, with greater demands being placed on health care systems, appropriate housing and water service delivery, increasing demand for child care for affected children etc.
 
 
Table 18:        Reason for leaving employment in the sector 
	Reason for Leaving
	% of Total

	ALL  MUNICIPALITIES
	 

	Resigned
	29.4

	Dismissed
	8.7

	Retired
	15.8

	Medical grounds
	4.4

	Retrenched
	0.2

	Deaths
	23.8

	Other 
	17.7

	Total
	100.0


 
 
 

“Learnerships” are based on the Skills Development Act of 1998. A Learnership is a vocational education and training program aimed to link theory with work experience. Learnerships are the king’s way to achieve a qualification registered on the National Qualifications Framework (NQF). 
In the past, educational qualifications have been divorced from the world of work. These theoretical qualifications have been primarily focused on providing learners with theoretical knowledge. Learners would enter the working world with no clear understanding of how to implement or use the knowledge gained. On the other hand, company training programs often focused on how to perform certain limited tasks in the working environment, without providing the broader understanding of the theory behind these tasks. 

A Learnership cannot be implemented without on-the-job practice since the integration of the theory and workplace learning is essential. The idea is that the learners experience the “ins and outs” of an occupation by practicing all its aspects under the watchful eye of an experienced and qualified person (Workplace Coach). 

Generally, a Learnership has an average duration of one year and carries a minimum of 120 credits. In a Learnership the theory learning takes place at a Training Provider while the practical learning takes place at the workplace (Municipalities). These two aspects of the learning are structured in such a way that they form an integrated training program. 

4.1
SKILLS PROGRAMS
Skills Programs (SP) are usually much shorter than Learnerships with duration between 1 week and 3 month. Skills Programs are also based on Unit Standards, preferably aligned with a qualification. Theoretically, with a range of Skills Programs the learner could also achieve a qualification, however going this route will take much longer. 
Skills Programs are a useful tool in response to clearly defined skill shortages in an efficient way. Skills Programs focuses on narrow aspects and well defined subjects. 
4.2 
RECOGNITION OF PRIOR LEARNING (RPL)
Recognition of Prior Learning is the recognition of the skills, knowledge and capabilities currently held by a person regardless of how, when and where the learning occurred. The learning may have been acquired through any combination of formal and informal training and education, work experience, community engagement or general life experience.

Recognition of Prior Learning consists of a process to help people receive formal recognition for what they have learnt through their experiences and for what they can do, know and understand. The Recognition of Prior Learning process enables a person to gain access to credits for Unit Standards or even to qualifications.

4.3 
THE LEGAL FRAME WORK
The NQF and Learnerships are based on the Skills Development Act of 1998 which forms the legal framework for Skills Development in South Africa. This framework requires a range of legally binding documents to clarify the roles and functions of the role players and stakeholders involved as well as to provide protection. For the learner two documents are particularly important as they regulate the learner’s role, rights and obligations during the training process: 

4.3.1
The Learnership Agreement
The Learnership Agreement is a formal document prescribed by the Department of Labour and needs to be signed by the three parties involved in the implementation of the Learnership, namely:

· The employer.

· The learner.

· The Training Provider. 

The Learnership Agreement stipulates the rights and obligation of learners, employers and Training Providers. 

The learner’s rights:

· To be educated and trained in terms of the agreement.

· To have access to the required resources and to receive training in terms of the Learnership.

· To have his/her performance assessed and have access to the assessment results.

· To receive a certificate upon successful completion of the Learnership.

The learner’s obligations:

· To be available for assessment by the facilitator, coach or assessor.

· To ensure he/she meets the agreed deadlines to complete work and assignments.

· To be available for feedback meetings.

· To regularly attend the theory sessions.

· To regularly report to the workplace.

Rights and obligations of the employer are also stipulated in the Learnership Agreement. In particular, the employer can expect the learner to adhere to certain standards and to meet the stated outcomes of the Learnership Agreement. 

The employer’s rights:

Amongst others, the employer has the right to expect that the learner:

· Performs the duties listed in the Learnership Agreement.

· Comply with business rules and regulations.

The employer has certain responsibilities towards a learner participating in a Learnership. These responsibilities revolve around making sure that the learner has the opportunity to successfully conclude the Learnership process. 

The employer’s responsibilities:

· To implement the agreed training plan for the learner.

· To ensure NQF aligned training is provided for the learner.

· To conduct regular evaluations and feedback sessions with the learner to monitor learner progress.

· To create a supportive and secure learning environment for the learner.

· To keep the learner’s file updated 

For further details please see the original of your Learnership Agreement which should be available at your Municipality.

4.3.2
The work contract 

The Department of Labour (DOL) prescribes that for all unemployed learners a work contract needs to be signed for the duration of the Learnership. This contract automatically expires once the Learnership is terminated. The conditions of this “Learnership work contract” are outlined in the Sectoral Determination No. 5 of the DOL. In the following section selected items are outlined in detail.

Besides the DOL requisites, it needs to be mentioned that the learner and employer also need to follow the general code of conduct as well as the disciplinary rules of the employer.

Learner allowance:

The Sectoral Determination on Learner Allowance prescribes the minimum weekly allowance the employer is required to pay unemployed learners participating in Learnerships. The employer is free to exceed these stipulations. 

	Exit level of Learnership
	Credits already earned by learner
	Minimum allowance per week

	NQF 4
	0 – 120
	R120.00

	
	121 – 240
	R240.00

	
	241 – 360
	R370.00

	
	361 – 480
	R540.00

	NQF 5 to 8
	0 – 120
	R120.00

	
	120 – 240
	R260.00

	
	240 – 360
	R389.00

	
	361 – 480
	R548.00

	
	481 – 600
	R700.00


LIST OF LEARNERSHIPS
	LEARNERSHIP
	NQF LEVEL
	SAQA
	Comments

	
	
	NLRD NO.
	

	1. 
	Wastewater
Process Operations

 Learnership no: 14Q140015331692
	2
	22673
	

	2. 
	Water Purification Process Operator, Learnership no: 14Q140014261202
	2
	22672
	

	3. 
	Water Reticulation Services
Learnership no: 14Q140016271262
	2
	23475
	

	4. 
	Supervision of Water Reticulation
Learnership No: 14Q140017221404
	4
	23476
	

	5. 
	Municipal Finance Management and Administration
Learnership
	4
	SAQA Public comment phase
	Implementation to commence in August 2006

	6. 
	Municipal Finance Management and Administration
Learnership no: 14Q140033272605
	5
	49554
	Implementation to commence in 2007

	7. 
	1. Municipal Finance Management 
Learnership no. 14Q140030181666


	6
	48965
	Implementation to commence in June 2006 
(NT-internship programme)

	8. 
	Electrical Distribution
Learnership no:

14Q140003371512
	2
	48473
	

	9. 
	Electrical Distribution
Learnership no: 14Q140002311293
	3
	48475
	

	10. 
	Electrical Distribution
Learnership no: 

14Q140001311324
	4
	48474
	

	11. 
	LED Officer
Learnership no: 14Q140022351654
	4
	36436
	

	12. 
	LED Coordinator, Learnership no: 14Q140023251425
	5
	36438
	Implementation to commence in May 2006

	13. 
	LED Manager Learnership no: 14Q140024191496
	6
	36437
	Implementation to commence in 2007

	14. 
	IDP Manager
	
	SAQA Public comment phase
	(Pilot) Implementation to commence in July 2006

	15. 
	Community Development Worker Learnership no: 14Q140018271204
	4
	23094
	

	16. 
	Community Development Worker Learnership no: 14Q140019231205

	5
	23095
	Implementation to commence in 2007

	17. 
	Local Government Contact Centre, Learnership no: 14Q140021241342
	2
	21793
	

	18. 
	People Centre Management Learnership no: 14Q140021241352
	2
	21793
	

	19. 
	Wastewater Reticulation Services
14Q140025281622
	2
	48905
	

	20. 
	Wastewater Reticulation Services
14Q140026281203
	3
	48907
	

	21. 
	Supervision of Wastewater Reticulation Services
14Q140027281494
	4
	48906
	

	22. 
	Water Purification Processes
14Q140028321604
	4
	48910
	

	23. 
	Emergency
Services Operations

 Learnership no: 14Q140029211205
	5
	48855
	

	24. 
	Sanitation Co-ordination:  Learnership no: 14Q140031241495
	5
	48908
	

	25. 
	Road Traffic Management NQF Learnership no: 14Q140032401724
	4
	48921
	


5. Flow chart for the preparation period

TP = Training Provider

WP = Workplace / Municipality





4.3 
APPRENTICESHIPS
The Apprentice Training Board for Local Government was established on the 22nd March 1989 and took over the function of administration of the apprenticeship from Department of Labour. 

The LGWSETA was established in terms of the Skills Development Act of 1998 in March 2000 and took the role over from the Apprentice training board.  

Apprenticeships focus on technical trades and practical skills with some theory training at a technical college and are time and competency based learning. 

Apprenticeships are aimed mainly at younger people starting work. 

There are two types of apprentices. A section 13 apprentice are employed by a local government and enter into a 3 year apprentice contract with the local authority. The section 28 apprentice are unemployed and do not have a contract with a Local Authority.

4.4.1
POLICY

· An apprentice undergoes his training at a Local Authority

· An apprentice must have a Minimum N2 with four subjects (one the relevant trade theory) plus three – five years practical experience. Applicant with 3- 5 years experience without a N2 trade theory may also apply for the trade test.

· An apprentice must complete 52 weeks of in – service training (on the job) training before he/she can write a trade test.

· An apprentice has to pass a trade test to successfully complete an apprenticeship.

4.4.2
PROCEDURES
4.4.2.1
Section 13

· The Local Authority submits an application to indenture an apprentice. 

The following must be attached to the application to be indentured:

· Certified copy of applicants Identity document, with three specimen signatures.
· Documents specifying training/experience plus copies of educational qualifications.

· The learner’s details are captured on to Data Net.

· An learner file is opened


The following are kept in the file:


· Log sheets

· The Duplicate contract

· Certified copies of ID

· Certified Copies of educational qualifications/ experience

· Copies of trade test application forms.

· All correspondence regarding trade test dates and notifications of results

· The LGSETA register the apprentice and duplicate contracts are sending to the local authority after an apprentice is registered. The Training Committee signs the contracts and sends the duplicate contract back to LGSETA the original are kept by the Local Authority. The original contract   must be handed over to the apprentice after qualification of the trade, the duplicate remain in the LGSETA to be archived.  

· After completion of 52 weeks in – service training (on the job) training the apprentice can apply to write a trade test.

· The local authority submits a trade test application form to the LGSETA.

· The LGSETA submit the application form to INDLELA Trade Test Centre , Olifantsfontein (Department of Labour testing centre)

· The LGSETA informs the Local Authority of the trade test date.

· If the apprentice was not yet competent the LGSETA informs the Local Authority and attached the trade test results. The apprentice must go back for more training before he/she can attempt any further testing. An apprentice has three (3) changes to write a trade test.  The apprentice receives credits for each subject he/she was found competent in. If he/she his not competent after the third attempt the contract expires.  A contract shall be extended if an apprentice had an injury while training, sick leave or special leave.

· If an apprentice was competent the local authority must send the original contract to the LGSETA for endorsement.

· The LGSETA send the endorsed contract back together with the certificate and trade test results and the local authority hand it over to the apprentice.

4.4.2.2
Section 28

· The Local Authority submit a trade test application form 

Attached should be:

· Certified copy of the applicants Identity document, with three specimen signatures.
· Documents specifying training/experience plus copies of educational qualifications.

· The learner’s details are captured on to Data Net.

· An learner file is opened

The following are kept in the file:


· Log sheets

· Certified copies of ID

· Certified Copies of educational qualifications/ experience

· Copies of trade test application forms.

· All correspondence regarding trade test dates and notifications of results

· The LGSETA submit the application form to INDLELA Trade Test Centre , Olifantsfontein (Department of Labour testing centre)

· The LGSETA informs the Local Authority of the trade test date.

· If the apprentice was not yet competent the LGSETA inform the Local Authority and attached the trade test results. The apprentice must go back for more training before he/she can attempt any further testing.  The apprentice receives credits for each subject he/she was found competent in. 

· If an apprentice was competent the LGSETA issue a certificate and attached the trade test result. The local authority hand it over to the apprentice.


The South African Qualifications Authority Act of 1995, created a new framework for education and training in South Africa. This was done by:

· Creating a single system of classifying qualifications on the National Qualifications Framework (NQF), and by

· Ensuring that these qualifications are of a high quality by creating the systems and infrastructure for quality assurance.

The NQF is a framework on which qualifications, Skills Programs and learning programs are registered. Achievements gained by learners against these programs are recorded and nationally recognised. This leads to an integrated approach to education and training. 

The objectives of the NQF are to:

· Create an integrated national framework of learning achievements.

· Facilitate access to, and mobility and progression within education, training and career paths.

· Enhance the quality of education and training.

· Accelerate the redress of past unfair discrimination in education, training and employment opportunities.

· Contribute to the full personal development of each learner and the social and economic development of the majority of the nation.

	NQF Level
	Band
	Qualification Type

	HIGHER EDUCATION and TRAINING (HET)

	8

7

6

5


	Technikons

Universities
	Doctorates

Masters Degrees

Honors Degrees

National First Degrees

National Diplomas

National Certificates

	FURTHER EDUCATION and TRAINING (FETC)

	4

3

2


	FET Colleges
	National Certificates

	GENERAL EDUCATION and TRAINING (GETC)

	1
	Primary Schools
	Grade 9; ABET Level 4




The NQF is like a single but wide ladder that covers many possible learning and career paths which include all forms of education and training. The ladder makes it easy for people to move sideways and upwards as they move from one type of learning to another or from one career to another. Like ladders, the NQF has different rungs or levels that make it clear how far a person is from the bottom or from the top and what the next step is. All types of career paths have the same steps or levels. Qualifications are registered on the different levels based on the exit level of that qualification i.e., what the person will know and be able to do once they have completed their qualification.

5.1 
AT THE CENTRE OF THE NQF
Qualifications are at the centre of the NQF. A qualification registered on the NQF is defined as “a planned combination of learning outcomes which has a defined purpose and which is intended to provide qualifying learners with applied competence and a basis for further learning.” A learning outcome is what a learner will know and be able to do when they have been declared competent for a qualification. These outcomes will be defined through national standards. A qualification carries formal recognition (a certificate, diploma or degree) and is registered on a level on the NQF. A qualification consists of a meaningful combination of Unit Standards.

Qualifications are registered by SAQA on the NQF as either whole qualifications or Unit Standard based qualifications. 

Unit Standard based qualifications consist of three different sections:

· Fundamental Unit Standards that comprises of basic skills such as numeracy and communication.

· Core Unit Standards that are compulsory and defines the specific qualification.

· Elective Unit Standards that allow for learner choice in specific areas of specialisation.

5.2 
UNIT STANDARDS
A Unit Standard (US) describes the learning outcomes to be achieved by the learner, as well as the assessment criteria against which the learner’s performance will be judged. These Unit Standards are the minimum level of competency as agreed to by an entire industry. 
Unit Standards are the smallest, independent part of a qualification and when put together in a combination will form a qualification that will prepare a learner for a particular occupation. Each Unit Standard describes the skill, knowledge and value used by a competent person to perform in a trade.

A Unit Standard is defined as a description of the outcome of learning. A Unit Standard is therefore a statement of expectation and/or aspiration. It also provides a basis for assessments to be made. 

Unit Standards contain the following: 

	
	UNIT STANDARD TITLE

	A Unit Standard is broken down into smaller, more manageable outcomes.
	SPECIFIC OUTCOMES

	The associated standard of performance used by the assessor to determine whether the outcome has been met.
	ASSESSMENT CRITERIA

	The context in which the individual is expected to perform.
	RANGE STATEMENT


Assessment criteria form a very important part of a Unit Standard. They are used to assess learners and to declare a learner competent or not. 

Assessment criteria are statements which describe the standard to which learners must perform the actions, roles, knowledge, understanding, skills, values and attitudes. They are requirements against which successful performance is assessed. However, assessment criteria are not applied one by one or in isolation, but clustered into a meaningful assessment approach.

Unit Standards are made up of credits. Credits are the value given to Unit Standards and qualifications. The credit value of a Unit Standard indicates the number of notional (approximate) hours it takes an average learner to achieve the outcomes of the Unit Standard. One credit is equal to 10 notional hours of learning. 

To summarise, a qualification is made up of Unit Standards. Unit Standards are made up of outcomes and assessment criteria. Each Unit Standard carries a certain number of credits. The benefit of credits is their portability. If a learner cannot afford a full qualification or don’t have the opportunity to embark on a full qualification, he/she can obtain credits by attending Skills Programs. Skills Programs are based on Unit Standards as well, but are much shorter. One Unit Standard can form the basis for a Skills Program. Over time, these credits may add up to a full qualification. The credits are portable across educational institutions and workplaces. Once awarded, credits are recorded on the National Learner Records Database (NLRD). 

5.3 
HOW TO ACHIEVE A QULIFCATIONS
A qualification is the meaningful combination of Unit Standards. The qualification is the end product; it is the statement of a competency achieved to practice a certain trade. The qualification in itself does not say anything about the pathway to achieve the qualification. In general, there are three ways to achieve a qualification:



All Seta’s must be accredited by SAQA as an ETQA Bodies and LGWSETA was accredited in 2001 and has been re-accredited by South African Quality Authority (SAQA) on 27 September 2005 to fulfill the functions as contemplated in the ETQA Regulations (R 1127 of 1998) section 9, for the qualifications and standards outlined in the letter of accreditation to perform the following quality assurance functions:

 

a) Report to the South African Qualifications Authority  (SAQA) as required :

b) Develop and register standards and qualification through the standards generating bodies (SGB)

c) Accredited providers  and promote overall quality amongst the constituents providers

d) Support the emerging and BEE providers (especially rural)

e) Implementation of Quality assurance of learner achievements or results by Moderating and certificating all training in the primary focus of LGSETA.

f) Monitor and evaluate the quality of training and the impact thereof.

g) Promote and implement the recognition of prior learning ( RPL)

h) Supporting current and former Local government education and training professional  bodies,  or potential  institute intending to carryout  such functions

i) Continuous training and registration of assessors/Mentors, Moderators/Verifiers, coaches and RPL advisors

j) The outcome of SSP review indicated the need for the following areas to be supported and addressed

k) Identifying and supporting centers of excellence etc 

 

The overall objective of the ETQA is to improve the quality of learning, teaching and assessment and ensure promotion of access to quality lifelong learning and RPL to all the employees in the LG sector as well as stakeholders.

 

Education and training quality assurance is the cornerstone of teaching, learning and assessment to improve productivity in the workplaces. It ensures that learning is of a good quality and not only quantity driven, it will therefore remain a key priority function of LGSETA.  It is supporting the NSDS target both directly and indirectly.

 

6.1 
PRIMARY FOCUS OF LGSETA
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6.2 
HOW TO ACHIEVE A QUALIFCATIONS
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The mandate of the Finance and Information Technology (IT) Department is to plan, execute and to efficiently manage the finances of the SETA to ensure that assets are properly safeguarded, a fair and transparent procurement system is implemented, that all revenue is accounted for and to ensure the development and implementation of a fully functional integrated management information system (MIS), secure and stable network and Information Technology (IT) environment in ensuring that the organisation delivers on its mandate.

The mission of the Finance and IT Department is to assist in making the organisation sustainable through the development, implementation and maintenance of an effective accounting system and administrative controls for record keeping and reporting, proper financial management policies and procedures in accordance with applicable legislation and internationally accepted accounting standards.

In order to streamline objectives in the day-to-day operations of the Finance and IT Department, the Finance/Tender Committee plays a key role in ensuring effective and transparent control over financial processes and procedures which have been implemented to ensure that the finances of the LGSETA are efficiently managed.

In accordance with the PFMA the Accounting Authority of a Public Entity must ensure that there are effective, efficient and transparent financial, risk management and internal control systems and an internal audit system controlled by an Audit Committee.  

The Audit Committee is accountable to the Accounting Authority of the SETA and must, inter alia, ensure that the SETA has taken appropriate steps to prevent irregular expenditure, fruitless and wasteful expenditure, the implementation, evaluation and monitoring of policies and finance measures in compliance with Generally Accepted Accounting Principles (GAAP) and the Public Finance Management Act (PFMA) and that Treasury Regulations, which may be promulgated from time to time, are enforced.   

Reports of the independent Internal Auditors are submitted to the Audit Committee and the interrogation of both internal and external audit reports are facilitated at meetings held by the Audit Committee.  Quarterly reports on the activities of the Audit Committee and recommendations made are communicated to the Executive Committee.

The graph below indicates the flow and distribution of the skills development levy paid by employers and beneficiaries who receives Discretionary Grants from the SETA
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The mandate of the Finance and Information Technology (IT) Department is to plan, execute and to efficiently manage the finances of the SETA to ensure that assets are properly safeguarded, a fair and transparent procurement system is implemented, that all revenue is accounted for and to ensure the development and implementation of a fully functional integrated management information system (MIS), secure and stable network and Information Technology (IT) environment in ensuring that the organisation delivers on its mandate.

The mission of the Finance and IT Department is to assist in making the organisation sustainable through the development, implementation and maintenance of an effective accounting system and administrative controls for record keeping and reporting, proper financial management policies and procedures in accordance with applicable legislation and internationally accepted accounting standards.

In order to streamline objectives in the day-to-day operations of the Finance and IT Department, the Finance/Tender Committee plays a key role in ensuring effective and transparent control over financial processes and procedures which have been implemented to ensure that the finances of the LGSETA are efficiently managed.

In accordance with the PFMA the Accounting Authority of a Public Entity must ensure that there are effective, efficient and transparent financial, risk management and internal control systems and an internal audit system controlled by an Audit Committee.  

The Audit Committee is accountable to the Accounting Authority of the SETA and must, inter alia, ensure that the SETA has taken appropriate steps to prevent irregular expenditure, fruitless and wasteful expenditure, the implementation, evaluation and monitoring of policies and finance measures in compliance with Generally Accepted Accounting Principles (GAAP) and the Public Finance Management Act (PFMA) and that Treasury Regulations, which may be promulgated from time to time, are enforced.   

Reports of the independent Internal Auditors are submitted to the Audit Committee and the interrogation of both internal and external audit reports are facilitated at meetings held by the Audit Committee.  Quarterly reports on the activities of the Audit Committee and recommendations made are communicated to the Executive Committee.

The Finance and IT Department is responsible for the following functions:

· Skills Development Levy Administration

· Grant Disbursements

· Levy Tracking 

· Sweeping of unclaimed grants

· Budgeting Process

· Financial Management

· Procurement

· Asset Management

· Investment of funds

· Payroll, administration of leave and company benefits, PAYE, UIF etc.

· Creditors

· Management Information System (MIS) and maintenance of the Network and Information Technology (IT) infrastructure 










1.  	INTRODUCTION











2.    COMPOSITION OF THE LGSETA











3.  	SECTOR SKILLS PLAN











4.  	INTRODUCTION INTO LEARNERSHIPS











A practical introduction into the guiding principles of the NQF, Unit Standards and Learnerships





Recruitment and selection of Learners


TP / WP





WP takes final decision about Learners





Employed learners =


Current work contract prevails





Unemployed learners





Signing a work contract for the duration of the LS 





WP negotiates with the TP the Learnership fees (= delivery of theory lessons + administration of the LS and signs a


Service level agreement








Joint ceremony of WP + TP + Learners to sign the


Learnership agreement











WP to work out the 


           Workplace rotation plan 


For each learner based on the outline of the learning modules 








WP to nominate 


         Workplace coaches 


Based on the workplace rotation plan





WP + TP to work out the annual training plan











The process in a nutshell:





1. Recruitment and selection process			TP/WP


2. Final nomination of learners				WP


3. Sign contract with unemployed learners		WP


4. Negotiate Service level agreement with TP		TP/WP


5. Sign Learnership Agreement				TP/WP/Learners


6. Develop workplace rotation plan				WP


7. Nominate workplace coaches				WP


8. Develop the annual training plan			TP/WP


9. Send an invoice to the SETA with following		WP


     


List of learners


Contracts for unemployed learners


Service level agreement with TP


Learnership Agreement








5.  	THE NATIONAL QUALIFCATION FRAMEWORK NQF














Unit Standards











QUALIFICATION








Learnership


(Kings Way)





Skills Pro-grams





RPL (Recognition of Prior Learning)








6.  	EDUCATION TRAINING QUALITY ASSURANCE


(ETQA








The Primary Focus of the LGSETA ETQA





Integrated Development 


Local Economic Development (LED)


Public Safety


Councilor Training


Water and Sanitation


 





Community Services


Environment


Health & Welfare


Public Administration


Finance


Electricity


HR Planning





Providers that offer Qualifications and standards that are critical to work of LGSETA and NOT part of primary focus of other ETQAs





Providers that offer programmes that lead to standards that relate directly to local government areas





Administration


Project Management


Management


Leadership





Providers that offer programmes to LG constituents & lead to generic standards part of LGSETA qualifications











The Process of Accreditation








7.  	FINANCE AND INFORMATION TECHNOLOGY (IT)





PROVIDERS








UNSPENT 


OPERATIONAL INCOME PLUS UNCLAIMED MANDATORY GRANT LEVIES











SETA





80%





EMPLOYERS











SARS








DoL








NSF


20%








LEVY PAYMENTS Govt.ddepartments and Organised Local Government





SETA ADMIN INCOME





10%








SDL DISCRETIONARY


GRANTS


20%





FUNDS TO BE UTILISED FOR STRATEGIC PROJECTS








LEARNERS








MANDATORY GRANTS


60%





EMPLOYEES








FUNDING FOR SPECIAL PROJECTS






















































   “To be first among the best in skills development for a better life for all”

PAGE  
2

   “To be first among the best in skills development for a better life for all”


