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1. Introduction

Skills development is a global challenge faced by developed and developing countries alike. Countries that appear to have large numbers of skilled workers often need to re-skill their workforce in the face of ever- changing technology and other macro environmental factors.

South Africa not only needs to re-skill workers to catch up with and surpass developed countries, but continues to face the enormous challenge of redressing the inequities of the past so that all the citizens of the country can become skilled and enjoy the benefits that were previously denied them.

To achieve this goal, a Skills Development policy was developed and implemented in 1998. A critical and integral part of that policy is the National Skills Development Strategy. This strategy is now in its second phase of implementation that will cover the period 1st April 2005 to 31st March 2010.

The National Skills Development Strategy has been described as the “most ambitious and complex of all of South Africa’s social development programmes.”
 

Various infrastructural implementation systems were developed to ensure the implementation of the National Skills Development Strategy. The largest and most complex of these systems is the Sector Education Training Authority or SETA System – a group of twenty three public entities that represent twenty three clearly demarcated sectors within the South African socio-economic landscape.

These twenty three SETAs collectively coordinate the investment of an estimated R 5 billion per annum in skills development across public and private sector organisations. 

To assist and guide all the SETAs to improve their performance continuously, a SETA Performance Scorecard methodology has been developed over the last three years. This guideline and the accompanying scorecard is the latest version of the methodology that will be used to measure SETA Performance Results for the 2006 – 2007 annual financial year.

The scorecard methodology will be improved continuously from year to year as lessons are learnt and areas of improvement identified. However there are key principles of the methodology that must be noted:

· The scorecard methodology is an inclusive South African skills development stakeholder-developed methodology. Thus the design and improvements, although coordinated by the Department of Labour, will at all times be discussed and shared with SETAs and other key stakeholders such as the National Skills Authority and NEDLAC. This will ensure a coherent approach that avoids duplications and enriches the quality of the methodology. While international scorecard models may be consulted and referred to, the scorecard is a South African, SETA specific model.

· The scorecard methodology is an organisational performance measurement methodology, not a human resource performance methodology. Standard human resource performance assessment systems should be used for SETA CEOs, Management and Staff. There are significant differences between the process of organisational performance assessment and that of human capital performance assessment, and the two should not be confused. 

· The organisation that is being measured by the scorecard is the SETA. This by definition therefore is the SETA Board or Council of the SETA since it represents the sector. The more active the sector is in supporting the work of the SETA Board or Council, the more successful the SETA will be.  As stated above, the scorecard does not attempt to measure the performance of the SETA CEO, Management or Staff. That is the function of the SETA Board or Council.  This principle in itself also means that the “sector” being represented by the SETA Board or Council is in fact being measured by the scorecard. 

2. Background and Context of the Scorecard

The concept of a scorecard to structure the formal measurement of the performance of a SETA arose out of the process of evaluating the performance of SETAs as part of the SETA re-establishment process that occurred during the period April 2004 to March 2005.

The first scorecards were developed and populated during May/June 2004 and were used as the basis for the budget vote speech made by the Minister of Labour on the 22nd June 2004.  In this speech the Minister, for the first time, identified specific SETAs with poor and below average performance. The same speech also noted specific SETAs that had performed well.

Since that milestone event the SETA performance scorecard has been developed and improved upon both in structure and accuracy of content through close collaborative efforts of the SETAs and SETA Coordination.

SETA performance results for 2004 – 2005 and 2005 – 2006 were measured on the improved scorecard and the review of results formed the basis for comprehensive reports submitted to the NSA. These formed part of the NSA’s process to collect information on the activities of the SETAs and have a better understanding of challenges faced by SETAs and engage SETAs to ensure that it appropriately advise the Minister of Labour on issues relating to the implementation of the National Skills Development Strategy.

For the second consecutive year, the NSA endorsed the continued use of the scorecard including making specific recommendations to broaden the scope of the scorecard and continuous improvement. These recommendations are noted under the objectives of the scorecard below.

In addition to the input on the scorecard received from the NSA, the invaluable questions and comments made by Members of the Parliamentary Portfolio Committee on Labour, the National Council of Provinces during the SETA meetings in Parliament scheduled annually since the first invites to SETAs in August 2005 to such meetings  have also been considered in the design of the scorecard. This will assist all SETAs to focus on those matters that are of national concern including participation at provincial level to the benefit of citizens of the country.

The scorecard has also been developed in an evolutionary manner.  As the various working groups that are working on implementation processes linked to the NSDS 2005 - 2010 have engaged with the Success Indicators, they have come to understand these with greater clarity. 

This evolutionary process will continue to be the approach that SETA Coordination will follow to ensure that the scorecard is adapted progressively to measure and report on the key issues related to the NSDS 2005 -2010, in particular impact-related factors.

3. Objective and Design of the Scorecard

The scorecard is designed as an organisational development instrument that will guide all SETAs to continue to improve their performance against the NSDS 2005 - 2010. It is important to note that the scorecard DOES NOT have as an objective to measure SETAs against each other to determine the “best” or “worst” SETA. 

Although SETAs are encouraged to apply business principles and processes in their day to day activities, they are NOT business entities that compete with each other. On the contrary, they are complementary to each other, each SETA looking after a specific economic and/or social sector of the country. As SETAs strive to collaborate and assist each other to achieve NSDS Success Indicators, all sectors within South Africa will benefit and add to the success of the nation as a whole.

The redesigned scorecard is based on five Key Result Areas (KRAs) that have been recommended by the NSA and that cover all relevant NSDS 2005 – 2010 Success Indicators as well as other related matters.

The KRAs are

1. NSDS 2005 - 2010 Success Indicators

2. NSDS 2005 - 2010 Equity Principles

3. NSDS 2005 - 2010 Governance

4. NSDS 2005 - 2010 Funds Management

5. NSDS 2005 - 2010 Provincial Linkages

For the period 2006 - 2007 onwards, all of the KRAs will be measured quantitatively some specific areas where clarified and SETAs were informed of the need to improve participation in provinces to ensure that the KRA 5 (Provincial Linkages Provincial Linkages) is included and is adequately measured subject to agreement by the stakeholders on the specific measurement criteria. This approach is in line with the developmental, consultative process that has been taken to date. 
The revised scorecard has a new format that enhances readability and that also broadens the scope of measurement. A single landscape page is devoted to each of the NSDS Success Indicators as well the other KRAs.

Each page of the scorecard is structured to include three elements being:

· Output measurement that relates to measurable quantitative data.

(For example number of learners that enter or complete a programme)

The output data will form the basis for the quantitative score that each SETA achieves. However these quantitative scores will be moderated by the other two elements of the scorecard described below.

· Data verification criteria to confirm currency and accuracy of data.

(For example learner contract records for learners on learnerships)

This element has been identified as a key area of concern with the use of the previous scorecards over the last two years.  More than half the SETAs could not verify the currency or accuracy of their data. Each scorecard page verification result must be evaluated as positive or negative to allow for final scorecard assessment moderation.

The DoL will use a random sampling approach when requesting proof / evidence in relation to specific indicators.

Please note that if any one of the verification requirements is evaluated as negative the overall verification result will be rated negative.

· Outcomes measurements that relate to impact or qualitative data.

(For example how many learners were placed in employment?) 

This is considered the most important of the three scorecard elements to be measured. All these outcomes measurements that relate to impact assessment will be reported on by the SETAs in collaboration with the official DoL Research Partner. This is critical to avoid duplication and to ensure that impact assessment research informs future decisions by SETAs, the DoL and the NSA in regard to the National Skills Development Strategy. 

Each scorecard page impact assessment result must be evaluated as positive or negative to allow for final scorecard assessment moderation.

SETAs should note that the above approach is a significant shift in the manner in which the performance of a SETA will be reported on for the NSDS 2005 – 2010. Although the quantitative data for outputs will be recorded and scored, the primary consideration for a SETAs performance will be qualitative data as confirmed through data verification and qualitative outcomes measurements.

The scorecard has been designed for a five-year term but includes both annual and progressive data. The SETAs will be measured each year from 2005 to 2010 using this scorecard on an annual basis only. Quarterly reviews of SETA performance will be conducted based on the submission and evaluation of the DoL/SETA annual MoU / SLA Schedule 2b.

Annual SETA scorecards will be finalised and signed off with each SETA during September each year once the SETA has submitted its Annual Report to the Executive Authority. This will align the scorecard reporting with annual reports to Parliament as well as the publication of the annual NSDS Implementation Report.

The current scorecard has been designed (and will be implemented initially) using a password-protected Excel spreadsheet with numerous worksheets. However as phase one of the DoL Employment Services (ES) System developed in 2006 -2007 is well established and phase two of the system to be developed during 2007 -2008 with specific focus to integration of SETA systems intended to be fully implemented during 2008 – 2009.  The scorecard will become an integral part of the ES system with SETAs capturing data at source and the scorecard being printed out of the system on specific dates. 

The eventual move towards an at-source capturing system with cut off dates for producing of reports will mean that eventually SETAs will not be required to actually submit reports to the DoL. The system will produce the pre-formatted reports at regular intervals based on data entered by SETAs.

4. Definitions

A key lesson that was learnt during the implementation of NSDS I during 2001 to 2005 and the use of the SETA scorecards during 2003 to 2005 was that SETAs and the DoL need to agree on definitions of what is being measured. Different SETAs can and do interpret terminology in different ways.

NSDS II which was launched in March 2005 and will be implemented during 2005 – 2010, includes twenty Success Indicators against which the SETAs will be measured. Within these Success Indicators there are various words, terms and phrases that require very careful definition.

Further to the strategy, the actual scorecard and the service level agreement between the DoL and SETAs also contain terminology that needs to be understood in a consistent manner.

A partial list of definitions has been developed to date for NSDS II, the scorecard and the service level agreement. These definitions are listed alongside each of the NSDS II Success Indicators page overview.

It must be noted that this list is not exhaustive and continued discussion between all stakeholders will continue to refine this list. Where definitions are still in the process of being developed, a comment is made to that effect.

This list of definitions will greatly assist in the development of further revisions of the National Skills Development Strategy beyond 2010, as it is vital that all role players and in particular the National Skills Authority (NSA),  agree on what the expressions used within the NSDS actually mean. Such an approach will be very useful for the implementation of future revised National Skills Development Strategies.

5. Overview of Each Page of the Scorecard
KRA 1- NSDS 2005-2010
	Success Indicator 1.1

Description and Comments
This indicator measures the performance by each SETA in the development and submission of its Sector Skills Plan and annual updates. All relevant process and qualitative criteria are contained in the Sector Skills Plan guide as well as the Scarce and Critical Skills Organizing Framework for Occupations issued by the SETA Support Directorate of the DoL. 


Impact assessment for this indicator attempts to improve the quality of the sector skills research and planning efforts of the SETAs by aligning the SETA research with the activities of the independent research partner contracted by the DoL.

Research to be conducted by the DoL Research partner will be done in collaboration with SETAs and a combined SETA / DoL Research Partner report on the impact assessment will noted on the scorecard.
	Definitions
Positive evaluation of an SSP means that the SSP conforms to the evaluation criteria contained in the latest SSP guide issued by the DoL. Appendix A of the SSP Guide will give the DoL Decision for the evaluation outcome for the SSP as “Acceptable”. 

	
	

	
	National growth, development and equity strategic driver is the national organization whose national strategy is most relevant to the sector. This will normally be a national government department but in isolated instances it could be another structure. The DoL and each SETA must agree on the relevant structure.

	
	


	Success Indicator 1.2

Description and Comments
This indicator measures the performance by each SETA in the development of guides that describe the scarce and critical skills needs of the sector as well as the training of persons who carry out skills development facilitation in the use of the guide.

SETAs are to take note of the need for wide distribution of these guides and the need for stakeholders in the sector to be able to report clearly on how the information was utilised. 
When SETAs train persons who carry out skills development facilitation in the use of the guide, they may include some form of contact sessions and/or other forms of training as well. SETAs are requested to inform SETA Coordination personnel in the training for possible participation whenever possible.


Impact assessment for this indicator will require the SETA in collaboration with the DoL Research partner to carefully analyse annual training reports and other relevant research data to establish if the number of learners that are entering, completing and being placed in scarce and critical skill related occupations is rising on an annual basis. 
	Definitions
Scarce skill refers to skill deficiency at an occupational level where there are insufficient skilled people to meet labour market demands.



	
	

	
	Critical skill refers to a skill deficiency within an occupation which a broad range of skilled people in a particular occupation lack in the performance of their duties. 



	
	

	
	Stakeholder reports describing the manner in which the information was utilised by potential learners can include any form of documented reports.
 



	
	


	Success Indicator 2.1

Description and Comments
There are two separate pages in the scorecard for this Success Indicator:  one for large firms and one for medium firms. The pages are identical in design and content.

This indicator measures not only the performance by each SETA in paying out mandatory grants to large and medium firms, but also reflects efforts of the SETA Board or Council Members to ensure participation of  large and medium firms in its sector in the skills development revolution. This is the key function of the SETA and a major responsibility of SETA Board or Council members.

The scorecard requires that SETAs report on the total number of different large and medium firms that submitted applications for a Workplace Skills Planning (WSP) / Annual Training Report (ATR) mandatory grant on or before the cut-off date specified in the grant regulations.

The very clear and definite cut-off dates for submission of WSPs and ATRs to each SETA implies that in effect SETAs will in the 2nd quarter period (Jul – September) depending on the efficiency of the SETA system disburse minimal mandatory grants. However, SETAs will be in a position to indicate the total number of applications approved of firms submitted on time thereby make provisions for payment in quarterly tranches. 

The target of 80% for large firms and 60% for medium firms as specified in the NSDS II is an annual percentage, not a progressive percentage.  This means that for each year SETAs are required to pay out WSP / ATR grants to 80% of the large firms and to 60% of the medium firms within their sector – not progressively “grow” the percentage until March 2010. This is the approach that was implemented and accepted by all SETAs for the 2003 – 2005 scorecard and will continue to remain the approach.
	Definitions
Large firms are firms that employ more than 150 permanent workers. 



	
	

	
	Medium firms are firms that employ between 50 and 149 permanent workers. 



	
	

	
	A different firm refers to each firm that has a separate SDL number. 



	
	



Impact assessment for this Success Indicator measures the trend of transformation and redress within large and medium firms as a result of skills development processes. SETAs will be assisted by the DoL Research Partner to carry out this impact assessment.

The Employment Equity directorate within the DoL will also work with the Research Partner to enhance the accuracy and relevance of this impact assessment measurement.  The NSDS II also requires the assessment of BBBEE and Charter compliance for firms within each sector. SETAs will not be assessed on the compliance of BBBEE firms because individual firms qualifying to participate by BBBEE Codes of good practice will be assessed by agencies appointed by DTI for this purpose, but DoL will continue to contribute to that process to ensure that processes are aligned and remove unintended ambiguity between the NSDS and the BBBEE Codes requirements.
	Success Indicator 2.2

Description and Comments
This indicator measures the performance by each SETA in paying out mandatory grants and/or offering free courses or any other intervention as skills development support to small levy paying firms. Firms supported should only be reported once irrespective of the number of interventions.

This indicator also reflects the success of the efforts of the SETA Board or Council in ensuring the participation of small levy paying firms in its sector in the skills development revolution. This is the key function of the SETA and a major responsibility of SETA Board or Council members, possibly even more so than for large or medium firms, as small firms usually have greater capacity to create employment.

The target of 40% for small firms to be supported as specified in the NSDS II is an annual percentage, not a progressive percentage.  This means that for each year SETAs are required to support 40% of the small levy paying firms in the sector – not progressively “grow” the percentage until March 2010. This is the approach that was implemented and accepted by all SETAs for the 2003 – 2005 scorecard and will continue to remain the approach.
Triple Dipping Caution: Small firms that are supported under this indicator during one specific financial year cannot be counted as having been supported under Success Indicator 2.5 or Success Indicator 3.2. They can however be counted under different Success Indicators in different years. 

The NSDS II indicates that at least 80% of the levy income from small firms should be spent on the achievement of this indicator. To comply with and align to other legislative conditions, the 80% as described in the NSDS II shall be understood to be 80% of the levy that is due to the small firms in the form of grants.  This equates to 70% of the total levy income from small firms.  Legally the balance of levy income for small firms (as is the case for all firms) of 30% is split 10% for SETA Administration and 20% for the National Skills Fund.
	Definitions
Small firms are firms that employ less than 50 workers, are registered with SARS and are not exempted from paying the skills development levy.

	
	

	
	A different firm refers to each firm that has a separate SDL number. 



	
	

	
	Skills development “support” is the most relevant skills development support for small firms within the sector offered by SETAs and approved by the Board/Council and/or the Director General of Labour in the case of National Skills Fund allocations, to create an environment conducive to the provision of access to education and training for small businesses. SETA support will include but not limited to:

· Funding by way of mandatory and discretionary grants, bursaries and special funds (e.g. NSF allocations and donations) for education and training

· Capacity building of skills planning and delivery/provisioning agents and structures (e.g. SDFs and training providers)

· Targeted information and awareness programmes

	
	



Impact assessment for this Success Indicator measures the trend of growth or employment creation in small firms as a result of skills development processes. The SETAs will be assisted by the DoL Research Partner to carry out this impact assessment.

	Success Indicator 2.3

Description and Comments
This indicator measures the performance of PSETA to assist Government Departments to spend at least 1% of personnel budget on training.


Impact assessment measures the trend of improved service delivery in Government Departments as a result of skills development. The PSETA will be assisted by the DoL research partner to carry out this impact assessment.


	Definitions
Government Department means a national or provincial government department.

	
	


Success Indicator 2.4

Definitions

Definitions for this indicator will be provided once a national standard of good practice in skills development has been approved by the Minister

Description and Comments

The scorecard does not include a page for the Success Indicator

	Success Indicator 2.5

Description and Comments

This indicator measures the performance by SETAs in assisting small BEE firms and BEE co-operatives with skills development support.

This indicator will also reflect the efforts of the SETA Board or Council to attract small BEE firms and BEE co-operatives in its sector to participate in the skills development revolution. This is a critical element of the transformation agenda of the country and skills development is a key factor of that transformation agenda.

The scorecard requires that SETAs report on the total number of different BEE firms and BEE co-operatives that have been supported with skills development annually. NSDS II requires that each year an increasing number of BEE firms and BEE co-operatives are supported by skills development. This is based on an agreement and understanding that each SETA  has established through a research process during 2005 – 2006 the actual number of existing small BEE firms and BEE co-operatives in the sector using the existing BBBEE Codes guidelines. Triple Dipping Caution: Organisations that are supported under this indicator during one specific financial year cannot be counted as having been supported under Success Indicator 2.2 or Success Indicator 3.2 They can however be counted under different Success Indicators in different years if the organisation meets the criteria for a different Success Indicator.

Impact assessment of this Success Indicator measures the trend of growth or employment creation in small BEE firms and/or BEE co-operatives as a result of skills development processes.  SETAs will be assisted by the DoL Research Partner to carry out this impact assessment.


	Definitions
Skills development “support” is the most relevant skills development support for small BEE firms or BEE co-operatives within the sector who accordingly meet the BBBEE Codes requirements for qualifying small enterprises and will be approved by the SETA Board or Council.

	
	

	
	Small BEE firms are Small firms established to promote Black Economic Empowerment (BEE) that employ fewer than 50 paid workers, may or may not be registered with SARS and may or may not be exempted from paying the skills development levy.
Small BBBEE firms are qualifying small enterprises with a turnover of between R5m-R35m(BBBEE definition)
Micro enterprises are enterprises with a turnover of R5m and below, They are exempted and automatically qualify for a level 4 recognition

	
	

	
	A different firm and/or co-operative refers to each firm and/or co-operative that has a separate registration number.

	
	

	
	Co-operatives are as defined in the Co-operatives Act, Act 14 of 2005. They are autonomous BEE associations of persons united voluntarily to meet their common economic and social needs and aspirations through a jointly owned and democratically controlled enterprise organised and operated on co-operative principles.  These internationally accepted principles of co-operation are exemplified by the principles adopted by the International Co-operative Alliance.

	
	

	
	See Appendix A1  for the DTI’s definitions of Black Empowerment Entities


	Success Indicator 2.7

Description and Comments
There are two separate pages for this success indicator: one for learners that entered ABET levels 1-4 and one for learners that have achieved ABET levels 1-4. Although NSDS 2005-2010 requires measurement of achievement of level 4, the DoL and NSA agreed with SETAs that this indicator will measure the performance by SETAs in assisting workers to enter ABET Levels 1 – 4 and to achieve ABET levels 1-4. SETAs are required to report on learners registered at all ABET levels and on ABET levels 1 - 4 completions achieved in the current financial year.

This Success Indicator has become the most difficult to achieve of all the NSDS II Success Indicators relevant to SETAs due to the apparently high target of 700,000 workers to have achieved ABET Level 4 by March 2010. 

SETAs are encouraged to work as hard and create various interventions through partnerships amongst themselves and with other national stakeholders as much as possible to ensure success on the implementation of this Success Indicator in their sectors to allow for the achievement of the collective NSDS II target by March 2010.

As a parallel the DoL (SETA Coordination and National Skills Fund) and the DoE are also pursuing a separate ABET initiative that will be informed by the work of the SETAs as well as the work of the DoL Research Partner. This separate initiative will give further support to meeting the NSDS II target for this Success Indicator.
	Definitions
Achieving ABET Level 4 means achieving a relevant ABET Level 4 qualification as a stand alone qualification or achieving NQF Level 1 qualification. 

	
	

	
	Learner Equity Definitions: The definitions for the various categories of learner are given under KRA 2 (Equity Principles).The definitions will apply to all NSDS II indicators that require the enrolment of learners i.e. Success indicators 2.7, 2.8, 4.1, 4.2 and 4.3 



	
	

	Multiple Learner Dipping Caution: SETAs cannot count learners under this Success Indicator and under other Success Indicators that include learners such as 2.8, 4.1, 4.2 or 4.3 for exactly the same learning programme. However if a learner has successfully completed one learning programme and continues onto a second or third etc learning programme at the same or different NQF Level , that learner must be counted for each different learning programme that he or she is enrolled on. This caution is noted here but applies to NSDS II Success Indicators 2.8, 4.1, 4.2 and 4.3.


Impact assessment of this Success Indicator attempts to establish the impact of ABET initiatives in the workplace. It will track over the five-year period of 2005 – 2010 to establish whether the percentage of workers with ABET Level 4 or lower qualifications has decreased.
SETAs in collaboration with the DoL Research partner will need to develop mechanisms to track and report on this, although many SETAs have already been tracking this information through workforce profiles that are included in the WSP/ATR formats.


	Success Indicator 2.8

Description and Comments   
This indicator measures the performance by SETAs in assisting workers to enter and successfully complete learning programmes. It also reflects the success that SETA Board or Council Members have in the gaining and growing the allegiance and support of the firms in the sector  to the extent that more and more firms support the activities of the SETA by enrolling workers on learning programmes identified by the SETAs  as scarce skills related learning programmes.

Programmes are defined in the latest Learning Programme Types Matrix as issued by the DoL.  This matrix clearly indicates that when a learner completes a programme that is quality-assured through a formal assessment, that learner is empowered to enter a new occupation or to continue in an existing occupation at a higher skill level.

SETAs will be measured on learners that entered programmes on 1st April 2006 and on completions achieved from 1st April 2006-31st March 2007 irrespective of year of entering. However SETAs should put a note on the verification table to clarify how many learners are completions of the current year. SETAs are reminded that the multiple dipping caution and equity definitions described under Success Indicator 2.7 also apply to this Success Indicator.


Impact assessment of this Success Indicator attempts to establish the impact of implementing scarce skill aligned learning programmes in the workplace. It will track over the five-year period of 2005 – 2010 to establish whether more and more workers have basic entry, intermediate and high level scarce skills.

SETAs in collaboration with the DoL Research partner will need to develop mechanisms to track and report on this, although numerous SETAs have already been tracking this information through the workforce profiles that are included in the WSP / ATR formats.
	Definitions

Successful completion of learning programmes means that a learner has satisfied all the requirements of the learning programme and has been assessed and declared competent and has received a statement of results and/or completion certificate 
A Programme will include any of Type 1, 2, 3, 4 and 5 of the learning programme types as defined in the learning programme type matrix issued by DoL in respect of a current scarce skill of a particular occupation (i.e. people not available, lack of suitable qualified and or experienced people) and includes equity issues.

	
	

	
	Relevant agreements refer to any form of agreement or contract between the learner and a relevant organization, be that a learning institution, an employer, an agency or the SETA itself. Learning programmes types 1 to 5 of the Learning Programme Types Matrix generally have learner-endorsed agreements such as annual enrollment forms. Agreements will include but not be limited to:

· Learnership  agreements

· Apprenticeship agreements 

· Internship agreements 

· Bursary agreements 
· Skills programmes agreements


	
	


	Success Indicator 3.2

Description and Comments
This indicator measures the performance by SETAs in assisting NLPs, NGOs, CBOs and CBCs with skills development support and also reflects the efforts of the SETA Board or Council to attract NLPs, NGOs, CBOs and CBCs in its sector to participate in the skills development revolution.

The scorecard requires that SETAs report on the total number of different NLPs, NGOs, CBOs and CBCs that have been supported with skills development annually. NSDS II requires that each SETA sets a specific target for each year, increasing the annual target until the target of 2,000 enterprises is met across all the SETAs.

However many SETAs will first need to establish through a research process during 2005 – 2006 the actual number of existing NLPs, NGOs, CBOs and CBCs in the sector. 
Triple Dipping Caution: Organisations that are supported under this indicator during one specific financial year cannot be counted as having been supported under Success Indicator 2.2 or Success Indicator 2.5 They can however be counted under different Success Indicators in different years if the organisation meets the criteria for a different Success Indicator.


Impact assessment of this Success Indicator measures the trend of growth or employment creation in NLPs, NGOs, CBOs and CBCs as a result of skills development processes. SETAs will be assisted by the DoL Research Partner to carry out  this impact assessment
	Definitions
A non levy paying enterprise (NLP are formally registered and non-registered enterprises that are not required to pay the skills development levy, but whose organisational information and details are listed with a relevant regulatory body, e.g. a Government Department or Agency.


	
	

	
	An NGO (or NPO) Is a non profit organisation registered as a Section 21 Non-Governmental Organisation (NGO) with the Department of Social Development.  (A non-profit organisation is a trust, company or other association of persons: (a) established for a public purpose, and (b) the income and property of which are not distributable to its members or office bearers, except as reasonable compensation for services rendered.



	
	

	
	A CBO means a regional and/or community-based non-profit organisation whose boundaries are defined by a municipality and that has a constitution that regulates its members. CBOs may or may not be registered with the Department of Social Development, but are encouraged to do so.



	
	

	
	A CBC will refer to regional and/or community-based CBOs that functions as a non-profit co-operative, i.e. an autonomous association of persons united voluntarily to meet their common economic and social needs and aspirations through a jointly owned and democratically controlled enterprise, organised and operated on co-operative principles.



	
	


	Success Indicator 4.1

Description and Comments
This indicator measures the performance by SETAs in assisting workers to enter and successfully complete learning programmes. It also measures the success that SETA Board or Council Members have in the gaining and growing the allegiance and support of the firms in the sector to the extent that firms increasingly support the activities of the SETA by enrolling workers on learning programmes identified by the SETA as scarce skill related learning programmes.
Programmes are defined in the latest Learning Programme Type Matrix as issued by the DoL.  This matrix clearly indicates that when a learner completes a programme that is quality assured through a formal assessment, that learner is empowered to enter a new occupation or to continue in an existing occupation at a higher skill level.

SETAs are reminded that only learners that were entered on to scarce skills programmes from 1st April 2006 onwards should be counted under this Success Indicator. Similarly learners that are reported as completed under this Success Indicator are those learners that were enrolled from 1st April 2006 onwards only. SETAs will be measured on learners that entered programmes on 1st April 2006 and on completions achieved from 1st April 2006-31st March 2007 irrespective of year of entering. How ever SETAs should put a note on the verification table to clarify how many learners are completions of the current year. 
SETAs are reminded that the multiple dipping caution and equity definitions described under Success Indicator 2.7 also apply to this Success Indicator.


Impact assessment of this Success Indicator attempts to establish the impact of implementing scarce skill aligned learning programmes for the unemployed through tracking over the five-year period of 2005 – 2010 the number of learners that are employed, self employed or who enter learning programmes different from their current learning programme.

SETAs in collaboration with the DoL Research partner will need to develop mechanisms to track and report on this, although numerous SETAs have already been tracking and reporting this information. 
	Definitions

Successful completion of learning programmes means that a leaner has satisfied all the requirements of the learning programme and has been formally assessed and declared competent and has received a completion certificate

A Programme will include any of Type 1, 2, 3 4 and 5 of the learning programme types as defined in the learning programme type  matrix issued by DoL in respect of a current scarce skill of a particular occupation (i.e. people not available, lack of suitable qualified and or experienced people) and includes equity issues.



	
	

	
	Relevant agreements refers to any form of agreement or contract between the learner and a relevant organisation be that a learning institution, an employer, an agency or the SETA itself. Learning programmes types 1 to 5 of the learning programme types matrix all normally have learner endorsed agreements such as annual enrollment forms. Agreements will include but not be limited to:

· Learnership  agreements

· Apprenticeship agreements 

· Internship agreements 

· Bursary agreements
· Skills programmes contracts or enrollment forms 


	
	

	
	Placement will mean entry into permanent or temporary employment or self employment or entry onto a learning programme different from the one completed by the learner.

	
	


	Success Indicator 4.2

Description and Comments
This indicator measures the performance by SETAs in assisting learners to gain work experience and find placement in employment or self employment, or to enter onto different learning programmes probably at a higher NQF level. The indicator also encourages SETAs to set up and enter into formal agreements with FET and HET institutions. The SETA thus becomes a coordinator and/or facilitator of the demand side (workplaces) and the supply side (providers). 

The assistance to be provided in this Success Indicator in the main refers to those learners who require additional work experience as part of their learning programmes to achieve or complete their qualifications.


Impact assessment  of this Success Indicator attempts to establish the impact of implementing workplace experience scarce skill aligned learning opportunities for the unemployed through tracking over the five-year period of 2005 – 2010 the number of learners that are employed,  self -employed or who enter learning programmes different from their current learning programme

SETAs in collaboration with the DoL Research partner will need to develop mechanisms to track and report on this, although numerous SETAs have already been tracking and reporting on this information.
	Definitions
Critical skills refer to skills which a broad range of skilled people in a particular occupation lack in the performance of their duties.

	
	

	
	A Learning Programme will include any of Type 1 2 and 34 and 5 of the learning programme types as defined in the Learning Programme Type Matrix issued by the DoL.

	
	

	
	FET or HET institutions will mean accredited institutions in the public or private sector.

	
	

	
	Placement will mean entry into permanent or temporary employment or self employment or entry onto a learning programme different from the one completed by the learner.


	Success Indicator 4.3

Description and Comments
This indicator measures the performance by SETAs to train and mentor learners to create sustainable new ventures. This is a key indicator that speaks to employment creation and poverty alleviation. However it is challenging since SETAs will need implementation partners that will assist learners with capitalization and operational costs of the new ventures.

The new venture should ideally be linked to a small business opportunity identified by the SETA as recorded in chapter five of the SSP or annual update guide.


Impact assessment attempts to establish the impact of implementing new venture creation learning and mentoring programmes for the unemployed through tracking over the five-year period of 2005 – 2010 the number of learners who become successful small business operators and possibly even create employment opportunities for others.

SETAs in collaboration with the DoL Research partner will need to develop mechanisms to track and report on this, although numerous SETAs have already been tracking and reporting on this information.
	Definitions
A new venture is defined as any firm / enterprise that is registered with the relevant authority to engage in business or social services and that has the potential to create employment for young unemployed entrepreneurs as well as other young unemployed persons.

A new venture could also be an existing firm that diversifies into new markets.  This will be applicable in some sectors such as in the accounting or health professions for the expansion of existing businesses where an existing firm (practice) employs a young person to expand the existing business.




	Success Indicator 5.1

Description and Comments
This indicator measures the performance of SETAs in recognising and supporting public and private institutes of sectoral or occupational excellence. This indicator offers SETAs the opportunity to positively influence quality provisioning in the country.

SETAs are encouraged to have ISOEs in all provinces to satisfy the requirement in the strategy for a wide geographic spread.  The DoL will track and monitor the location of all ISOEs as they are appointed by SETAs and offer advice on possible alternate locations.

SETAs should appoint an ISOE through a formal process of certification.

An ISOE must display in a clearly visible location on its premises the official certificate from a SETA, proving that it has been recognised and appointed as an ISOE by that SETA. Where an ISOE has numerous sites, a copy of this certificate should be displayed at each site. Learners at the ISOE should be aware of the importance of such a certificate. 

A group of SETAs can support and appoint an ISOE. Those SETAs that naturally cluster together should consider working closely together when setting up ISOEs.  In such an instance the ISOE should receive a certificate from each of the SETAs.

Impact assessment  of this indicator attempts to track the success that an ISOE has in assisting learners through the provisioning of relevant, high quality training to achieve placement. In addition the impact assessment will attempt to track the levels of customer satisfaction among employers of the learners (where applicable) that come from ISOEs in regard to how competent such learners are in implementing the skill provided by the ISOE.

SETAs in collaboration with the DoL Research partner will need to develop mechanisms to track and report on this.
	Definitions
An ISOE is a provider institution, or body (cluster) of provider/s, that offers training and learning opportunities within an occupational area in advancement of culture of excellence in skills development and life long learning, and is:

· Capable of designing, developing, delivering and reporting on training in specific occupational areas where scarce and or critical skills have been identified to cutting edge or best practice requirements;

· Capable of simulating workplace application scenarios and work practices to ensure that successful learners have as seamless as possible a transition into jobs;

· Has or has access to technologically advanced equipment;

· Has access to emerging best practice in training and aspects related to the specific occupations with regional and international training institutes, practitioner and/or research bodies; 

· Delivering  training that meets industry demands in terms of relevance and quality; and

· Co-operating with and is acknowledged by employers or employer bodies (at implementation level) in a way which ensures a high intake and placement rate of learners.

· It must be comparative on an International level to similar institutions

An institution that has an element of Excellence or has the potential for upgrading into Excellence

	
	Minimum requirements in terms of the acknowledgement of ISOEs – see Appendix A2


	Success Indicator 5.2

Description and Comments
This indicator measures the performance of SETAs in ensuring that each province has at least two provider institutions accredited to manage the delivery of the new venture creation qualification. This is a key indicator that speaks to employment creation and poverty alleviation. 

Providers, whether public or private must be accredited by relevant ETQAs. In the case of the unit standards based new venture creation qualification registered at the Services SETA, the provider must be accredited by the Services SETA ETQA directly or through an MOU from another ETQA. 

Although not specifically measured, SETAs are encouraged to have providers in all provinces to satisfy the requirement in the strategy for a broad geographic spread.  The DoL will track and monitor the location of all the providers as SETAs establish agreements and offer advice on possible alternate locations.


Impact assessment  of  this indicator attempts to track the success that a provider has in assisting learners through the provisioning of relevant, high quality training to achieve a sustainable new venture. 

SETAs in collaboration with the DoL Research partner will need to develop mechanisms to track and report on this. The agreement that a SETA has with a provider should include details of how the provider will track and report to the SETA on the sustainability of new ventures started or entered into by learners that were trained by that provider.
	Definitions
A new venture creation qualification is a learning programme that is awarded to a learner that has demonstrated competence in starting or entering a new firm/enterprise after completing a learning programme focused on new venture creation as defined in Success Indicator 4.3.

The term also covers any learning programme within a qualification that includes business development or entrepreneurship as part of its learning curriculum and that will allow a learner to successfully contribute to the sustaining and growing of a business enterprise, e.g. the master craftsman qualification.

An institution accredited to manage delivery of the New Venture Creation is an institution that is accredited to offer qualifications or learning progammes that will enable a learner to establish and sustain an New Venture Creation on completion f the qualification or learning programme  



	Success Indicator 5.3

Description and Comments
The single most common complaint from various sources continues to be the perceived lack of quality assured skills development initiatives.   This indicator specifically focuses on the activities of the ETQA of the SETA to attempt to address this perception.

The measurement methodology relies on the SAQA audit processes as well as the interface between SAQA NLRD System and the SETA ETQA system. The SAQA audit process is designed to check the quality of services of both the ETQA and the providers accredited with that ETQA.

This approach is the most pragmatic and avoids duplication since SAQA has a well established ETQA audit process and the DoL will rely entirely on that process to inform the scorecard as to the quality of provisioning in the sector.

Impact assessment of this indicator is particularly important as it focuses on the key issues, namely learner and provider satisfaction. If not already in place, SETAs will need to consider stakeholder satisfaction surveys to gauge this impact assessment.

The SETA and the DoL Research partner will need to work closely on the measurement of this impact assessment outcome to ensure that consistency is achieved across all SETAs.


	Definitions
A skills development institution means a provider institution such as a university, college, private provider or company learning centre. Learners interact with these institutions.



	
	

	
	An institution responsible for the implementation of the NQF means an ETQA and/or SAQA.Skills development institutions interact with these institutions. 



	
	


	Success Indicator 5.4

Description and Comments 
This indicator measures the involvement and continuous improvement of the capacity and commitment of sector stakeholders. 

The methodology proposed to measure this Success Indicator will be sector stakeholder customer satisfaction surveys. However the Success Indicator requires that the NSA constituencies be involved with the measurement of the Success Indicator. This methodology and its design will need to be confirmed with the NSA.

Impact assessment of this Success Indicator suggests that the sector stakeholder customer satisfaction results be validated through an independent but similar process across sectors conducted by the DoL Research Partner.


	Definitions
Stakeholder is an individual(s) working within a company responsible for skills development of the company. This definition includes the SETA Board members and learners but should also include all executive and senior managers within a company in the sector.

	
	

	
	The customer satisfaction index will be reflected in percentage terms.  Full customer satisfaction (100%) will be equal to 120%   and above on the score-card. Thus when a SETA receives a 100% sector stakeholder satisfaction rating they will score 120% on the scorecard = Score of 5.

	
	


KRA 2 NSDS 2005 – 2010 Equity Principles 
	Description and Comments 
Transformation remains at the forefront of all skills development initiatives, especially to enable the creation of employment opportunities for the previously disadvantaged communities of our country.

In line with this, Principle 3 of the NSDS states:

Accelerate Broad Based Black Economic Empowerment and Employment Equity. (85% Black, 54% women and 4% people with disabilities, including youth in all categories). Learners with disabilities to be provided with reasonable accommodation such as assistive devices and access to learning and training material to enable them to have access to and participate in skills development

It is therefore important that the Equity targets that are detailed in the NSDS are achieved or exceeded on a continuous basis. An additional equity category of non SA learners that is not reflected in the NSDS has been added due to the strategic and critical nature of the use of migrant labour. 

This page of the scorecard attempts to guide SETAs to ensure that they remain aware of and meet these equity targets. Please note that the SETA will only be scored for achievements on black learners, female learners and learners with disabilities since there are specific targets for these categories. 

For young learners and non SA learners the percentage that they make up of the total learners is for record purpose only.


Impact assessment of this Success Indicator attempts to measure the most important issue for previously disadvantaged people, that of access to employment or self employed or further learning through placements.

The SETAs will need to work with the DoL Research partner to track and monitor this impact assessment measurement.
	Definitions
The equity breakdown will refer only to the status of learners and not to the workforce of an organisation. The latter is a function of the Employment Equity Legislation not Skills Development Legislation. 

	
	

	
	Learner Equity Definitions: The definitions below will apply to all NSDS II Success Indicators that require the enrolment of learners i.e. Success Indicators 2.7, 2.8, 4.1, 4.2 and 4.3.

	
	

	
	Black Learners are learners of both genders from African, Indian or Coloured race groups including non SA citizens and people with disabilities.

	
	

	
	Female Learners are female gender learners from all race groups including non SA citizens and people with disabilities.

	
	

	
	Young Learners are all learners 35 years of age or younger from all race groups, both genders, non SA citizens and people with disabilities.

	
	

	
	Non SA Learners are learners who are citizens of any country other than South Africa. (This is a new equity category that is being introduced to track and monitor the recruitment of approved skilled migrant workers into South Africa – a person with dual citizenship will be considered a SA Citizen).

	
	

	
	Learners with Disabilities include learners with disabilities of all races, both genders, young learners and non SA citizens.


KRA 3 NSDS 2005 – 2010 Governance
	Description and Comments
The ability of a SETA to run a smooth and impeccably clean operation every year is critical for the public image and credibility of the entire SETA system.  Each year the majority of the SETAs deliver to their targets in a manner that is highly commendable. As a result there are minimal governance issues. 
However the 2004 – 2005 year was the worst year followed by almost a similar situation for 2005-2006 for the SETA system in terms of the number of adverse reports received from the Office of the Auditor General. Governance therefore needs to be included as a Key Result Area for any SETA.

This page of the scorecard is almost entirely based on the compliance and performance related issues that includes a DoL perspective on compliance using a dashboard matrix compliance tool and  audits as implemented by the Office of Auditor General.  The DoL perspective was included by SETA Coordination after the matrix was approved by all Public Entities in a meeting with The DG to create additional measurements as additional key issues to those that are dealt with by the AG’s annual processes.

The scoring methodology is given on the scorecard but suffice to say that the Go or No Go principle has been applied to this very critical area. During 2005 there was a much greater involvement of the Portfolio Committee on Labour with the SETAs and this involvement is set to continue and possibly grow. Good governance is considered as a basic minimum requirement by the members of the Portfolio Committee on Labour and therefore makes this measurement even more important.


	Definitions
Governance will mean governance in the context of corporate governance that is defined by King II as follows: “Corporate governance is concerned with holding the balance between economic and social goals and between individual and communal goals….the aim is to align as nearly as possible the interests of individuals, corporations and society.”

	
	



There is no impact assessment for this KRA as the impact of good governance will be reflected in positive assessment results impact for the NSDS II Success Indicators.

As an option the page of the scorecard allows for the SETA Chairperson to make comments on the overall Governance of the SETA, and to comment on contributions made by Board or Council Members and/or support from the sector for the SETA. This enables the SETA to note specific issues that the DoL, the NSA and the Portfolio Committee on Labour need to take note of when reviewing the performance of the SETA.

KRA 4 NSDS 2005 – 2010 Funds Management
	Description and Comments
This is the one area of the SETA Performance Scorecard that SETA Coordination and the SETAs as a collective really need to focus on for the foreseeable future. The scoring methodology must reflect in simple yet very clear terms the reality of the situation in the SETAs in relation to funds.

At the same time the scorecard must not attempt to replicate the work of the Office of Auditor General.

The three key funds management categories for all SETAs are:
· Mandatory Grants – SETAs are required to manage mandatory grants in alignment with Success Indicators 2.1 and 2.2.The performance of SETAs for large and medium firms will be measured on 80% and 60% of the 50% of the total levy income received from large and medium firms respectively in the same financial year. The performance of SETAs for small firms will be measured on 80% of the 70% of the total levy income received from small firms which include both the 50% mandatory and 20% discretionary levy income received in the sector within the same  financial year. SETAs will only be measured on payments of grants of the current financial year and not on accruals of the previous year. However the accruals can be reported separately for record purposes only.
· Discretionary Grants – the ideal scenario for any SETA is to have at least 75% or more of the Discretionary funds allocated by a Board decision to a specific contract linked to a clearly identifiable project, preferably with a specific project identity number. However the SETA needs to prove that actual disbursement of funds is occurring as per the Board decision. 

· SETA Administration Expenses – A SETA must not spend more than 12.5% of the total levy income received from the sector.
This KRA is measured on an annual basis but monthly cash flow reports will be required from SETAs to continuously monitor funds management. This is a National Treasury requirement for all public entities.

There is no impact assessment for this KRA as the impact of good funds management will be reflected in positive assessment results impact for the NSDS II Success Indicators
	Definitions
A discretionary grant allocation is an allocation of funds from the SETA discretionary grant funds that has been formally agreed to and minuted as a SETA Board or Council decision and exists as either a formal contract for the disbursement of the funds or, as a minimum, a project plan for the disbursement of funds. 



	
	


KRA 5 NSDS 2005
 – 2010 Provincial Linkages
	Description and Comments
Considerable progress has been made by most SETAs in making sure that their footprint is as large as possible across South Africa. SETAs need to be recognised for their efforts in this regard and also continuously reminded of the need to approach skills development as a national priority.

This page of the scorecard records the activities of the SETAs that have enlarged their footprints through one or more of the above defined processes and is intended to monitor the involvement of SETAs across the entire country with a view to developing future strategies for SETA Provincial Linkages.

SETAs are required to provide information on their presence and participation in provinces using the six key indicators as defined. The measuring methodology will be similar to criteria used to measure Governance and the Go or No Go principle has been applied as well to this very critical area. 

SETAs are required as well to provide proof of their presence and participation at provincial level to be measured positively in this Key Result Area.

	Definitions
Direct physical presence in a province means that the SETA has its own employee or a SETA shared employee whose costs are shared by other SETA(s) in that province that can interact face-to-face with members of the public at any time during normal working hours in the province. 

	
	

	
	Indirect permanent physical presence in a province means that the SETA has a person or a third party such as an agency or professional body that is not in the employ of a SETA  in that province that can interact face to face with members of the public at any time during normal working hours in the province. This could include a person within a company that is a stakeholder in the SETA.  The SETA should have some formal arrangement in place with such a third party.

	
	

	
	Indirect temporary physical presence in a province means that the SETA occasionally hosts promotional events such as exhibitions, roadshows, seminars and conferences.

	
	

	
	Non-physical presence in a province means that a SETA is active in the province through a project that involves learners that are being supported by the SETA at an organisation located in that province but does not have representation in the province that can interact with members of the public.

	
	

	
	The PSDF is the Provincial Skills Development Forum that is run by the Department of Labour Provincial Senior Executive Manager for each province.

	
	

	
	The PGDS is the Provincial Growth and Development Strategy that is coordinated by the Office of the Premier for each province. Gauteng province has two provincial skills development hubs coordinated by the DoL Provincial offices in Johannesburg (South) and Pretoria (North). SETAs should check with these offices for the district or regional demarcations. 




6. Scorecard Summary

This page of the scorecard collates and totals the quantitative scores achieved by the SETA across all the KRAs in the scorecard. The page is automatically updated as scores are entered onto individual pages of the scorecard. Where a page of the scorecard has two or more scores, the average score for the indicator is recorded.

Not all factors have the same importance within all sectors. To accommodate this each SETA is required to weight the importance of measurement element on the weighting table that forms part of Schedule 1 of the SLA.

While the weighting process is a SETA Board or Council process with no direct involvement from SETA Coordination, a review of the weighting per element could be initiated by SETA Coordination if the need should arise. 

The weighting factors from Schedule 1 of the SLA are then built into this scorecard summary to give the final quantitative score for the SETA for each year.

Due to the critical nature of the Funds Management Element, this element will at all times equate to at least 20% of the total weighting for all SETAs.

Once a year, in September, the completed and verified scorecard summary will form the basis of a final SETA Performance Assessment report to the NSA. 

It must again be stressed / noted that the scorecard summary relates only to quantitative output measurements that give a final quantitative score. This quantitative score will be moderated by the two qualitative factors, namely:

· The ability of the SETA to verify all data as current and accurate.

· The ability of the SETA to prove positive impact performance results.

To emphasise the importance of these qualitative measurements and to build the qualitative measurements into the final performance assessment score of each SETA, the output score per SETA will be reduced by: 1) the percentage of scorecard pages where data could not be verified as current and accurate, and 2) the percentage of scorecard pages that did not indicate a positive trend on the impact measurements.

All the annual results of the quantitative and qualitative performance assessment results will be discussed with each SETA, the final content of the scorecard results will be determined by SETA Coordination and then submitted to the NSA.

SETAs will be requested if they wish to submit a report with each annual scorecard to the NSA, particularly if they disagree with the final scorecard contents as completed by SETA Coordination.
Appendix A1

Definitions of Black Empowerment Entities

The following categories of BEE enterprises are proposed as a guide to enable preferential and targeted support, especially in the area of the government procurement. These would form the basis of a code of practice.

1. A "black enterprise" is one that is 50, 1% owned by black persons and where there is substantial management control. Ownership refers to economic interest while management refers to the membership of any board or similar governing body of the enterprise.
2. A "black empowered enterprise" is one that is at least 25, 1% owned by black persons and where there is substantial management control. Ownership refers to economic interests. Management refers to executive directors. This is whether the black enterprise has control or not.
3. A "black woman-owned enterprise" is one with at least 25, 1% representation of black women within the black equity and management portion.
4. A "community or broad-based enterprise" has an empowerment shareholder who represents a broad base of members such as a local community or where the benefits support a target group, for example black women, people living with disabilities, the youth and workers. Shares are held via direct equity, non-profit organisations and trusts. 
Benefits from the shareholding should in a measurable sense be directed towards the uplifting of the community through job creation, welfare, skills development, entrepreneurship and human rights. At the same time, directors and management of groups should significantly comprise black persons. 
These arrangements are appropriate in situations where the activities or operations of an enterprise or industry directly impact on a community or are located in a community, or may benefit a community. Notable examples are large industrial projects, mining and tourism. Other instances, which do assist in broadening the shareholder base, are employee share ownership schemes; these are a viable empowerment shareholder option. In this and other circumstances, these arrangements should not detract from the ability of the shareholder to exercise significant influence or control over the operations of the business.

5. A "co-operative or collective enterprise" is an autonomous association of persons who voluntarily join together to meet their economic, social and cultural needs and aspirations through the formation of a jointly-owned enterprise and democratically controlled enterprise
. 

Appendix A2

Minimum Requirements in terms of the acknowledgement of ISOEs

In light of the SDA and NSDS the following ISOE requirements should not be negotiable:

· Demonstrate that they are or can become an industry-centred institute of training excellence

· Demonstrate that they have a commitment to excellence innovation and practices support this, for example, have a research and development section which constantly engages with other training institutions or research or industry associations to access emerging technology, business practice, work practices, training or learning practices

· Identification by SETAs on the basis of demonstrated capacity and engagement with the sector to date – this is not to bar other institutions from applying for recognition as occupational or sectoral institutes of excellence but is to ensure that at least one of each of the five ISOEs that the SETA is to support have previously been engaged in improving quality, relevance and up take of learners to meet sectoral skills demand;

· Recognized or acknowledged as addressing training against occupational needs, preferably in those areas where scare and or critical skills have been identified. 

· Deliver programmes against various levels in the specified occupation and not only single level qualification. The focus should thus be a one - stop shop for a career path for a specific occupation or occupational group and should include at least related skills programmes and qualifications. 

· Offer learning programmes that will produce skilled people

· Who can make a positive contribution to the leading African economy that also competes globally.

· Co-operating with SETA or SETAs and employers or employer bodies. (Requests for support or recognition should be supported by employers)

· Mechanisms to track learners and report on learner placements, promotions etc.

· Accredited (institutional and approved for specific programmes or qualifications)

· Quality of its management and operational performance; adherence to good corporate governance

· Efficient financial management and financial reporting – must maintain separate accounts for SETA funding

· Have a placement strategy.

· Able to deliver critical occupational skills that are linked to relevant economic drivers.

· Compliance with legislation for example BBBEE, EE…

· Ability for sustainability after specific period of time.

· Demonstrate proof of implementation of QMS.

· Faculties identified and linked-establish partnerships. 

Appendix A3

Terminology

Apprenticeship

A system of training regulated by the Sections 13 -29 of the Manpower Training Act (and subsequently by the Skills Development Act) which combines on-the-job training and work experience with formal off-the-job education and competency--based modular training while in paid employment. The apprentice enters into an apprenticeship contract with an employer (which imposes mutual obligations on both parties) in order to learn a craft or trade. This craft or trade is designated by the Minister of Manpower (subsequently the Minister of Labour) in a Schedule in terms of section 13 of the Manpower Training Act of 1981 as amended. The Schedule prescribes the conditions of the apprenticeship.

Broad-based Black Economic Empowerment (BBBEE)

Broad-based black economic empowerment means the economic empowerment of all black people, including women, workers, youth, people with disabilities and people living in rural areas, through diverse but integrated socio-economic strategies that include, but are not limited to: 

(a) 
Increasing the number of black people that manage, own and control enterprises and productive assets

(b) 
Facilitating ownership and management of enterprises and productive assets by communities, workers, cooperatives and other collective enterprises

(c) 
Human resource and skills development

(d) 
Achieving equitable representation in all occupational categories and levels in the workforce

(e) 
Preferential procurement, and

(f) 
Investment in enterprises that are owned or managed by black people.  

(BBBEE Act, 2003)

Charter

A charter is a statement of the principles, duties and purpose of an organisation. For example, charters would typically describe commitment to abiding by broad principles and practices, and they are binding on entities such as certain professions or sectors of the economy. In the current stage of South Africa’s history most charters describe a commitment to socio-economic transformation and redress of past inequalities.
Critical Skills

Critical Skills refer to skills within an occupation that are required to perform a function within that occupation. There are two groups of Critical Skills: 

a) 
'Key' or 'generic' skills (the critical cross-field outcomes listed by SAQA, e.g. problem solving, working in teams, language and literacy skills) and

b)
Occupation-specific 'top-up' skills required for performance within that occupation to fill a skills gap that arose due to changing technology or new forms of work organisation.

(The term 'key skills' is used because it is aligned to international terminology for generic skills.)

Employee

The following categories of people are considered to be employees:

· A person who receives remuneration or to whom remuneration accrues

· A person who receives remuneration or to whom remuneration accrues by reason of services rendered by such a person to or on behalf of a labour broker

· A labour broker

· A person, class or category of person whom the Minister of Finance by notice in the Government Gazette declares to be an employee

· A personal service company

· A personal service trust. 

· A director of a private company.

(Fourth Schedule of the Income Tax Act, 1962)

Employer

An employer is any person who pays or is liable to pay a person an amount by way of remuneration, including a person responsible for the payment of an amount by way of remuneration to a person under the provisions of a law or out of public funds or out of funds voted by Parliament or a Provincial Council. (Fourth Schedule to the Income Tax Act, 1962)

Employment equity

 In terms of the Employment Equity Act of 1998, the purpose of employment equity is to promote equal opportunity and fair treatment in employment through the elimination of unfair discrimination. It is also aimed at implementing affirmative action measures to redress the disadvantages in employment experienced by designated groups, in order to ensure their equitable representation in all occupational categories and levels in the workforce. [The term ‘Designated groups’ refers to black people (i.e. Africans, Coloureds and Indians), women and people with disabilities.]

The act states that employment equity policies or practices include, but are not limited to:

· Recruitment procedures, advertising and selection criteria

· Appointments and the appointment process

· Job classification and grading

· Remuneration, employment benefits and terms and conditions of employment

· Job assignments

· The working environment and facilities

· Training and development

· Performance evaluation systems

· Promotion and demotion

· Transfer, and

· Disciplinary measures such as dismissal.

Employment Equity Plan

The Employment Equity Act of 1998 requires designated employers (mainly those who employ 50 or more employees) to draw up an annual Employment Equity Plan to serve as a mechanism for planning and measuring progress towards employment equity. 

The purpose of the act and the plan is:
· To achieve equity in the workplace by providing equal opportunities and fair employment practices to eliminate unfair discrimination, and

· To promote affirmative action measures to redress the disadvantages in employment experienced by designated groups, in order to ensure their equitable representation in all occupational categories and levels in the workforce.

The Employment Equity Plan has to describe what the employer plans to do to promote equity in respect of designated groups, i.e. black people (Africans, Coloureds and Indians), women and people with disabilities. The plan must include strategies to achieve equity goals, which will include learning interventions. The act specifically identifies training and development as one of the areas of employment policy or practice in which employers are required to promote equity. It also specifies that affirmative action measures must include measures to retain and develop people from designated groups and to implement appropriate training measures.

Learnership
A learnership is a structured learning experience, which combines institutional and workplace learning and is directed towards the achievement of a SAQA-registered qualification. It is registered by the Director-General of the Department of Labour. The implementation of a learnership is based on a contract, signed by the learner, lead employer and lead training provider, and it may be funded by a SETA from its discretionary grants. A learnership is not a qualification, but a learning route towards achieving a nationally recognised qualification. 

Learnerships form the cornerstone of the National Skills Development Strategy, which sees vigorous skills training through learnerships as the central tool for addressing the current skills deficit in South Africa. Learnerships are a tool for aligning education and training initiatives more closely with labour market needs, so as to equip learners with the competence that is required in the labour market. 

Learnerships are designed to promote the transfer of learning to the workplace. This means that learners are actively involved in the learning process and are given the opportunity to apply the concepts they have learnt. Learnerships are similar to apprenticeships, although there are significant differences.

Learning programme
A learning programme is a structured set of teaching, learning and assessment activities that are designed to enable learners to achieve specified outcomes that will enable them to grow as individuals, and make a contribution in the workplace context and in society in general. 

The description of a learning programme would typically include:

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

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

· An assessment plan that describes the assignments and the way formative and summative assessment will be conducted, where it will take place and who will conduct the assessment

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

· The kind of learner support provided to learners. 

Level

Within the context of the NQF, the term ‘level’ is used to refer to the eight levels on the NQF that indicate the different levels of complexity of learning. The eight levels range from level 1 (i.e. grade 9 and ABET level 4), to level 4 (grade 12), and up to level 8 (which is the level of doctorate degrees).

 [Note: One of the recommendations of the comprehensive review of SAQA, NSBs, SGBs and the NQF in 2002 and 2003 was that the NQF levels should be increased to 10 to provide a wider range in the higher education band. However, at date for the implementation of these changes has not yet been announced.]

The levels are determined on the basis of level descriptors developed by SAQA, that are broad statements against which learning outcomes can be compared, e.g. to ‘locate’ unit standards, qualifications or programmes on the appropriate NQF level.

The table below indicates the three bands, NQF levels and qualification types:
	NQF Level
	Type of qualification

	Higher Education and Training Certificate Band

	8
	Post-doctoral research degrees

Doctorates

	7
	Master's degrees

Professional Qualifications

	6
	Honours degrees

National first degrees

	5
	Higher diplomas

National diplomas

National certificates

	Further Education and Training Certificate Band

	4
	National certificates

	3
	Grade 12

	2
	Grade 11

Grade 10

	General Education and Training Certificate Band

	1
	National certificates

Grade 9

ABET Level 4


National Qualifications Framework (NQF)
The NQF is an integrated national framework that was established by the South African Qualifications Act of 1995 to bring all education and training together into one unified outcomes-based system. In the NQF the South African education and training system is divided into three bands: General Education and Training (NQF level 1), Further Education and Training (NQF levels 2 to 4) and Higher Education and Training (NQF levels 5 to 8).

SAQA registers qualifications and unit standards on the NQF in a prescribed format, which includes the NQF levels (i.e. from level 1 to level 8) and the number of credits (with one credit being equal to 10 notional hours of learning). Learners are able to progress through the eight NQF levels in individual learning pathways, gaining credits for learning achievements of registered qualifications and unit standards that enjoy national and international recognition.

The objectives of the NQF are to:

· Create an integrated national framework for learning achievements 

· Enhance the quality of education and training 

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

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

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

The purpose of the NQF is to enable learners to gain credits and obtain recognition from learning institutions and employers for all learning, thus promoting a lifelong learning pathway. To facilitate such portability of learning achievements, it is necessary that all ‘units of learning’ be recorded in a format that allows for articulation between the units. This is achieved through unit standards and qualifications that capture such units of learning in terms of a number of elements:

· NQF levels: There are 8 levels, with grade 9 and ABET level 4 being on level 1, grade 12 on level 4, national first degrees on level 6, and a doctorate on level 8. (It is generally accepted that these will be increased to 10 levels to increase the span of higher education from level 5 to 10, although this had not been implemented at the time of publication.) The NQF levels indicate the level of complexity of learning, and qualifications and unit standards are pegged on levels on the basis of level descriptors recommended by SAQA. 

· Bands: There are three bands in the NQF, i.e. General Education and Training (NQF level 1), Further Education and Training (levels 2 to 4), and Higher Education and Training (levels 5 to 8). 

· NQF credits: One credit signifies ten notional hours of learning, i.e. the average time that it would take the average learner to achieve the outcomes for which the credit is awarded. The minimum credit value of a unit standard is one, and no fractions of credits can be registered on the NQF. A national qualification must have at least 120 credits, which indicate approximately one year’s study, i.e. 1200 hours. 

· Specific outcomes: These describe what the learner will know, understand and be able to do at the end of a learning programme. 

· Assessment criteria: These describe what would count as evidence that the learner has achieved the outcomes specified. 

People with disability (PWD)

This term refers to people who have a long-term or recurring physical or mental impairment, which substantially limits their prospects or entry into, or advancement in, employment. (Employment Equity Act No 55 of 1998)

Qualification
Within the context of the NQF the term ‘qualification’ is used to refer to a qualification that has been registered by SAQA on the NQF. This implies that the qualification has been subjected to some kind of quality assurance process, after which it is allocated a number and registered on the National Learners' Records Database (NLRD).

The Regulations under the SAQA Act, No. R 452 of 2 March 1998 specify the requirements for a qualification, including that it must indicate the NQF level and specify the fundamental, core and elective-learning components. The regulations specify 120 as the minimum credits for a qualification, and also specify the following minimum number of credits:

· 120 credits for a National Certificate

· 240 credits for a National Diploma, and

· 360 credits for a National First Degree.

(a) SAQA registers two types of qualifications:

· Those that are based on unit standards, i.e. which are designed around a specified group of unit standards, and

· Those that are based on exit-level outcomes, which are essentially a broader description of the outcomes captured in unit standards.

Scarce Skills
Scarce Skills refer to those occupations in which there is a scarcity of qualified and experienced people, currently or anticipated in the future, either (a) because such skilled people are not available or (b) because they are available but do not meet employment criteria.

This scarcity can arise from one or a combination of the following two groups: 

a) Relative scarcity: suitably skilled people are available but do not meet other employment criteria, e.g.:

· Geographical location, i.e. people are unwilling to work outside of urban areas,

· Equity considerations, i.e. there are no or few candidates with the requisite skills (qualifications and experience) from specific groups available to meet the skills requirements of firms and enterprises,

· Replacement demand would reflect a relative scarcity if there are people involved education and training programmes who are in the process of acquiring the necessary qualification and experience but where the lead time will mean that they are not available in the short term to meet replacement demand.

b) Absolute scarcity: suitably skilled people are not available, e.g.:
· New or emerging occupation, i.e. there are few, if any, people in the country with the requisite skills (qualification and experience), and education and training providers have yet to develop learning programmes to meet the skills requirements.

· This lack of skilled people results in firms, sectors and even the country being unable to implement planned growth strategies, which results in productivity, service delivery and quality problems directly attributable to this scarcity. 
· Replacement demand, i.e. there are no people enrolled or engaged in the process of acquiring the skills that need to be replaced.
Section 18(1) and 18(2) learners 

There are two types of learners on learnerships: section 18(1) learners are people who were already employed before entering a learnership, and section 18(2) learners were unemployed immediately before entering a learnership. Section 18(2) learners also include learners who have not yet entered the job market, such as people who recently completed their studies.

Skills Development Facilitator (SDF)

The main role of the SDF is to promote and oversee the skills development initiatives in the organisation, and to promote the quality standards set by the SETA. This does not mean that the person designated to this role has to do everything him/herself. The SDF’s role is to oversee, guide and assist the process and also to serve as the communication link between the SETA and the organisation. 

The SDF must assist with the development of an annual WSP, advise the organisation on the implementation of the plan and assist in drafting the ATR on its implementation. These two documents are key conditions for the SETA disbursement of grants from the Skills Levy contributions.

The functions to be performed by the SDF are mainly to:

· Assist the employer and employees to develop a WSP and ATR that complies with the requirements of the SETA

· Submit the WSP and ATR to the relevant SETA on the prescribed dates

· Advise the employer on the implementation of the WSP

· Advise the employer on the quality assurance requirements of the SETA that have to be met in all education and training interventions

· Act as a contact person between the employer and the relevant SETA

· Ensure consultation with relevant stakeholders of the entity on skills development and the compilation of the WSP and ATR, especially with employee representatives

· Serve as a resource for the employer and employees with regard to all aspects of skills development

· Communicate information on SETA initiatives, grants and benefits to the employer, employees and all the entity's branches.

Skills programme

A skills programme is an occupation-based learning programme aimed at building skills that have economic value, and which incorporates at least one unit standard. It is registered by a SETA and offered by an accredited training provider.

The Skills Development Act of 1998 (par. 20) introduced skills programmes to improve the quality of short learning programmes through quality assurance mechanisms. In layman’s terms, a skills programme should enable a learner to go to an employer and say: “I am able to perform this function/service for you in return for some financial reward”.

Although there are differences in the requirements set by different SETAs for the registration of skills programmes, there is general consensus that skills programmes must:

· Constitute at least one unit standard

· Relate to the world of work and be designed to build skills in specific occupations

· Give learners access to skills that have immediate economic value

· Constitute an employable skills unit

· Ideally form part of a learning pathway towards achieving a national qualification

· The training provider must be accredited by an ETQA, or comply with the prescribed requirements for accreditation, and

· The skills programme must be registered by the SETA in whose scope the learning programme falls.

There is a close relationship between skills programmes and learnerships, and SETAs promote the practice of structuring learnerships in such a way that they are made up of separate skills programmes. This enables learners to work towards achieving a qualification through completing a series of skills programmes. SETAs may pay grants from the Skills Levy contributions to employers and training providers that implement skills programmes.

SIC Codes

This is the Standard Industrial Classification of all Economic Activities (SIC) is based upon the International Standard Industrial Classification of all Economic Activities (ISIC), with some adaptations to reflect local conditions. The SIC codes are used by StatsSA and other institutions to classify entities according to primary economic activity. An industry consists of establishments engaged in the same or a closely related kind of economic activity based mainly on the principal class of goods produced or services rendered.

The SIC codes provide a standardised framework for the collection, tabulation, analysis and presentation of statistical data on establishments.

The SIC is not a classification of commodities. The codes must also be distinguished from the classification of occupations, the aim of which is to classify persons according to the nature of the work in which they are employed (e.g. accountant, typist and boilermaker) and often without taking into account the industry in which the persons concerned are employed. 

� Alan Hirsch, Chief Director of Economic Policy, The Presidency, South Africa, 2005, Season of Hope Page 187, co-published by  University of KwaZulu-Natal Press and International Development Research Centre. 





�





3 Examples of such documented material would be: newsletters, publications, e-mails, websites, annual reports of any other product or process used by the organisation in the sector to ensure that the learners use the information distributed.


� Since the national standard of good practice in skills development has not been approved by the Minister, Success Indicator 2.4 will not be included in the SETA performance assessment for 2006-2007but will be measured once the National Standard is in place


� 














� Discussions with SAQA to finalize the use of annual SAQA audits and SAQA systems for SETA performance assessment are still work in progress. As a result, this Success Indicator will not be included in the SETA performance assessment for 2005 – 2006 but will be measured from 2006 – 2007 onwards.(Should this be deleted?





� Since the NSA still needs to be consulted on the methodology of this Success Indicator it will not be included in the SETA performance assessment for 2005 – 2006 but will measured from 2006 – 2007 onwards.





� A National / Sectoral / Provincial Skills Development Coordination model is in the process of being developed. Different provinces are implementing different approaches.  These dynamics will result in this Success Indicator not being included in the SETA performance assessment for the foreseeable future


� APPENDIX B of the DTI BEE Strategy


� This is a universally accepted definition (used by the Internal Labour Organisation [ILO] and Internationally Co-operative Alliance [ICA]) and is applied as a legal definition in many countries promoting co-operatives. Co-operatives have also been identified as a particularly accessible and attractive mechanism for drawing people into productive activity. The government will design a co- operative support programme and complementary legislation. Co-operative arrangements must extend to all sectors, especially manufacturing.


� [Acknowledgement: Most of the terminology has been taken from The ABC of the NQF by Suzanne Hattingh (2005), and developed by eGEDI Learning Solutions.]
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