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ACCOUNTING AUTHORITY STATEMENT

The purpose of the draft 5-year 2020-2025 Strategic
Plan of the Health and Welfare Sector Education and
Training Authority (HWSETA) is to provide a framework
within which the HWSETA will execute its mandate

and disburse its resources during the coming five-year
term. The HWSETA Board approved the 5-year 2020-
2025 of the Strategic Plan, which was then submitted
to the Department of Higher Education and Training
(DHET) to fulfill the requirements of the Public Finance
Management Act (PFMA) of 1999 as amended, and

the Service Level Agreement Regulations that were
published in terms of the Skills Development Act of 1998
as amended. The 5-year 2020-2025 Strategic plan is

in alignment with the National Skills Development Plan
(2030) which contains priority 3 (Education, Skills and
Health) of the Medium-Term Strategic Framework (2019-
2024) and Chapter 9 of the National Development Plan.

For oversight purposes, the HWSETA prides itself

with the services of a highly effective Audit and Risk
Committee composed of an Independent Chairperson
and two other independent members who ensure that
the three-year audit coverage plan, which is risk-based,
is developed and endorsed. This Committee directs and
oversees the function of the HWSETA Internal Auditors
and ensure that there is combined assurance by creating
a synergy between their function, that of the Internal
Auditors and the Auditor-General of South Africa. This
supports the economic, efficient and effective use of the
HWSETA resources.

66

Everyone has the right
to further education,
which the state,

through reasonable

measure, must make
progressively available
and accessible”.

Based on the research done to develop and adopt a
Sector Skills Plan, the Strategic Plan for the five-year
period will flow from that, an Annual Performance Plan
is developed to unpack the priorities for the year in
question. The Budget structure for the plans is also
adjusted accordingly. The Annual Budget contains a
summary of projected income and expenditure for the
year ahead and the subsequent four financial years.

A five-year budget has been approved by the Board

of the HWSETA and will guide the HWSETA in the
execution of its business for the period 01 April 2021
to 31 March 2025.

The drafting of the plans is preceded by Strategic Planning
ions and ion on Risks identification. The Strategic

Plan is developed in accordance with the requirements

of the Revised Framework for Strategic Plans and Annual

Performance Plans (2019). A number of key assumptions

were made when formulating the Strategic Plan:

* That the National Human Resource Development
Strategy will guide all skills development institutions
and effectively coordinate Higher Education Institutions,
TVET Colleges, and the SETAS’ service delivery to the
Nation;

+ That the National Skills Development Plan (2030) is
aligned to chapter 9 of the National Development Plan
and Priority 3 of the Medium-Term Strategic Framework,
and in turn the HWSETA Strategic Plan is aligned to the
National Skills Development Plan;
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» That HWSETA's Sector Skills Plan is based on
sound research and is a credible reflection of the
skills development needs of the Health and Social
Development Sectors;

* That the Department of Higher Education and Training
(DHET) is the oversight Department to which the
HWSETA is accountable to and that the DHET will
promote an enabling environment for the HWSETA to
implement its mandate and achieve its deliverables and
outcomes;

* The Grant Regulations will be well received by employers
and will enable the HWSETA to accelerate delivery
overall; and

* There would be a smooth transition to the
implementation of the NSDP (2030) which will enable
the implementation of the White Paper on Post School
Education.

The HWSETA has developed a materiality and
significance framework, which outlines materiality and
significance as follows:

Materiality and significance (updated annually), is:

* any amount which results from criminal conduct,
or

* The value of R3.4 million and above which results
from irregular, fruitless or wasteful expenditure
caused by gross negligence.

The R3.4 million was calculated as being an average of
annual income, including levies received and interest
earned for the last two financial years at 0.5% to 1% of
annual skills development levy income. HWSETA has
taken the approach of setting a more conservative
materiality level that will be used for all classes of the
transaction instead of setting different materiality levels
for each class of transactions.

All these plans are informed by national imperatives
and plans such as the National Development Plan,
the Strategic Plans of the Departments of Health and
the Department of Social Development. The Delivery
Agreement of the Minister of Higher Education and
Training would also find reflection through the SLA.

The HWSETA has changed its management philosophy
to focus on performance management and regular
progress reviews when managing the various projects
and grants. This Management philosophy focuses on
allowing Executive Managers to plan and review their
annual outputs, duties, and project performance on a
monthly basis with CEO and CFO reviews held regularly.
These reviews are done formally with a specialised
performance review IT system that shows deviations
from plans and over and under-performance. Both the

total HWSETA and the various sub-divisional scores are
communicated to staff after each review session.

The DHET also has a monitoring role to fulfil on a
quarterly basis. This serves as an early warning system
whereby an assessment is performed by an outside
party to ensure objectivity. This assessment and
evaluation are informed by the key deliverables as
contained in the SLA. Quarterly reports are submitted
to the Department of Higher Education and Training, and
these will culminate to a final performance report to be
included in HWSETA's Annual Report.

The HWSETA through the functionality of the
Committees of the Board, on an ongoing basis, ensures
that commensurate capacity in terms of skills and
human resource is in place, as well as capability in terms
of the policies, procedures, processes and other tools.
These create an enabling environment to facilitate the
delivery of the targets as per the approved Strategic
Plan. The support systems to ensure the execution of
HWSETA's deliverables are well established.

The HWSETA has 6 divisions that each have an Executive
Manager, support staff, necessary workflow systems,
job models, and guidelines and procedures to execute
their divisional functions effectively. The HWSETA

also, has 9 Provincial Offices which are headed by

an Executive Manager, with each having a Provincial
Manager, support staff, necessary workflow systems,
job models, and guidelines and procedures to execute
operations at Provincial level.

The Chief Executive Officer of the HWSETA, on a
quarterly basis, submits Strategic plan progress reports
and the Chief Financial Officer tables management
accounts, and a Risk Management progress report.
These are standing items on the agenda of the Board.
The oversight role of the Authority is robust and
effective.

On behalf of the Accounting Authority, the Chairperson
of the HWSETA Board subsequently signs off and
submits an Annual Report, including audited Annual
Financial Statements, to the Minister of Higher
Education and Training, the National Treasury and the
AGSA. This is tabled in Parliament by 30 September of
each year. This same report will be tabled at the Annual
General Meeting which will be held in November for
stakeholders to consider and comment on.

= i
i
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Dr. N.V. Mnisi
Chairperson: Health and Welfare SETA Board
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OFFICIAL SIGN OFF

It is hereby certified that this Strategic Plan:

» Was developed by the management of the Health and Welfare SETA under the guidance of the Board and the
Department of Higher Education and Training.

« Takes into account all the relevant policies, legislation and other mandates for which the HWSETA is responsible.
« Accurately reflects the impact and outcomes that the HWSETA will endeavor to achieve over the period 2020-2025.
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THE MANDATE OF THE HEALTH AND

1. CONSTITUTIONAL MANDATE

The Constitutional mandate of the HWSETA as a
sector education and training authority, originates
from the Constitution of the Republic of South
Africa, in section 29 (1b), and is stated as follows;

“Everyone has the right to further education,
which the state, through reasonable measure,
must make progressively available and
accessible”.

2. LEGISLATIVE AND POLICY MANDATES
The HWSETA is a statutory body, a juristic person,
and a schedule 3 entity - as per the Public Finance
Management Act (PFMA). As an entity of the DHET,
it derives its mandate from the Constitution of the
Republic of South Africa, specifically Section 29
read with Schedule 4, which lists education at all
levels, including tertiary education as a functional
area of concurrent national and provincial legislative
competence.

2.1 Legislative Mandate
The HWSETA derives its mandate from:
a) The Skills Development Act, 97 of 1998, as amended;

b) The Skills Development Levies Act, 9 of 1999, as
amended;

¢) The National Digital and Future Skills for South Africa
Act, 350 of 2020

d) The National Skills Development Plan, 2030

e) The National Qualifications Framework Act, 67 of
2008, as amended;

f) The Public Finance Management Act, 1 of 1999, as
amended;

g) National Treasury Regulations;

h) SETA Grant regulations;

i) All other (relevant/applicable) Human Resources and
Industrial Relations Acts;

j) All other Health and Welfare Acts and Regulations;
and

k) White Paper on Post-school Education.

The Skills Development Act, 97 of 1998 as amended,
establishes Sector Education and Training Authorities
under the Ministry of Higher Education and Training.
Section 10 of this Act provides the mandate of SETAs.
Section 10 (3), in particular, gives the mandate

as follows; “A SETA must perform its functions in

HWSETA - Strategic Plan < 2020-2025

accordance with this Act, the Skills Development

Levies Act, and its Constitution”. To date, there are 21
SETAs established through section 9(1) of the Skills
Development Act. These SETAs represent national
economic sectors and are configured in terms of section
9(2) of the Skills Development Act. The Health and
Welfare SETA is one of the SETAs that was established
by the Minister of Higher Education and Training to cover
the health and welfare (social development) national
economic sectors.

Section 10 (1) the Skills Development Act (97 of 1998)
gives SETA a mandate to:

a) Develop a Sector Skills Plan (SSP) within the
framework of the National Skills Development Policy
(NSDP);

Implement the sector skills plan;

o T

Promote learning programmes;
Register agreements for learning programmes;

o
_ = = =

D

Perform any function delegated to it by the QCTO;

)
=

Collect the skills development levies and disburse
the levies;

g) Liaise with the National Skills Authority.

Section 14 (1) (a) of the Skills Development Act (97

of 1998) mandates SETAs to receive 80% of the skills
development levies, interest and penalties collected

in respect of the SETA. The Skills Development Levies
Act (9 of 1999) makes a provision for the imposition of
the skills development levy for every employer to pay
1% of the total amount of remuneration paid or payable
to its employees during any month, as per section 3 of
the Skills Development Levies Act (9 of 1999). The Act
prescribes that the skills development levy received by
each SETA should fund the performance of functions
and pay for its administration within a prescribed limit.
The SETA Grant Regulations Regarding Monies Received
by a SETA (section 3 (2) 2012) mandates SETAs to use
all monies received in terms of the Skills Development
Levies Act towards the:

a) Administration of the activities of the SETA,
b) Payment of Mandatory Grants to employers; and

c¢) Implementation of the Sector Skills Plan (SSP)
through the allocation of 80% of available
Discretionary Grants to PIVOTAL programmes that
address scarce and critical skills in its sectors.

d) Implementation of the Annual Performance Plan
(APP), which should set out:

i. a reasonable estimate of Discretionary Grants that



will be available in the sector for training of scarce
and critical skills through PIVOTAL programmes,
that will receive grant allocations for training

of learning and skills programmes identified as
priorities set out in the SSP.

ii. how- the discretionary funds will be allocated to
achieve SSP and National Skills Development

Policy (NSDP) outputs and outcomes in the sector.

iii. how- the discretionary funds will be allocated to
achieve impact in the sector and how it will be
measured

Based on these regulations SETAs are expected to

have spent or committed (through actual contractual
obligations) at least 95% of discretionary funds available
to it by the 31 March of each year. A maximum of 5% of
uncommitted funds is allowed to be carried over to the
next financial year.

The Constitution of the Health and Welfare SETA
(2016) records the scope of coverage of the Health

Table 1: The Mandate of the HWSETA per Division

General

1. Address the needs of post-school sector.

and Welfare Sector as determined by the Minister of
Higher Education and Training in terms of section 9

(2) of the Skills Development Act (97 of 1998). The
scope of coverage contained in the Constitution of the
HWSETA (2016) enlists 53 categories of employers
that fall within the Health and Welfare Sector. The
Constitution of the HWSETA also enlists constituencies
of the sector to include organised labour, organised
employers, government departments, professional
bodies, bargaining councils, and organisations of
communities that have identifiable interest. The legal
status of the Health and Welfare SETA is described

by its Constitution as a statutory body and a juristic
person.

The mandate of the HWSETA is contained in the Skills
Development Act, No 97 of 1998 as amended, and is
articulated clearly in the White Paper for Post School
Education and Training (2014). Table 1 below outlines
this mandate in line with the various divisions of the
HWSETA:

2. Focus on skills that will impact on growth and job creation in the health and welfare sector.

Finance

3. Administering the levy grant in line with laws and regulations.

RIME

4. Be an authority on labour market intelligence in the Health and Welfare Sector.

5. Conduct skills planning:

5.1 Identify and articulate skills needs of the sector.

5.2 Develop sector skills plans, which are intended to outline current and future (short, medium, and long

Research

term) learning, and qualifications needs of workers and employers.

5.3 Ensure that government departments; agencies involved in assisting start-up businesses, cooperative
development, community and rural development, and ABET are informed about:
« key trends in the skills development sector,

* the skills development needs that are emerging across established business,
* how these differ for large, medium, and small businesses,
« the kinds of opportunities that this may suggest for start-up businesses, cooperatives and for

community and rural development.

Through research-based evaluations:

M&E

6. Measure the efficiency and effectiveness of the HWSETA interventions.
7. Examine the extent to which the HWSETA has affected the provision of skills to enable the economy to

grow as well as to ensure that individuals can progress along valid learning pathways.
8. Monitor and evaluate the impact of skills interventions in the health and welfare sector.

Corporate Services

9. Provide adequate capacity in the HWSETA to facilitate the following:

9.1 Skills planning and meet the critical purpose of identifying and articulating skills needs in the sector.

o
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Table 1: The Mandate of the HWSETA per Division contd.

9.2 Quality assurance of training taking place in the sector.

9.3 Ensure that all corporate policies and practices are aligned to the objectives and mandate of the HWSETA.

9.4 Facilitate and expedite delivery of all HR activities.

9.5 Ensure the provision of suitable office space at both national and provincial levels.

9.6 Promote effective communication with all relevant stakeholders.

9.7 Provide information technology to enable the HWSETA to deliver on its mandate.

9.8 Facilitate the development of a record management system.

Skills Development Programmes and Projects

10. Develop interventions that are agreed upon with stakeholders and can improve the match between

education and training supply and demand.

11. Foster relations with government departments, agencies involved in assisting start-up businesses,
cooperative development, community and rural development, AET etc.

12. Address skills need of established employers, business, and government to meet the needs of existing
workers and the unemployed and pre-employed individuals who will be entering business or government

departments.

13. Facilitate access to AET for workers in the health and welfare sector (even if this is to direct them to

relevant institutions).

Education, Training, and Quality Assurance

14. Improve quality of learning taking place in the health and welfare sector.
15. Support the development of providers of education and training.

16. Provider Accreditation
17. Learner Achievement
18. Qualification Development

2.2 Policy Mandates

Policy mandates are directed by the Service Delivery
Agreements entered-into by ministers of:

* Department of Higher Education and Training;
* Department of Health; and
* Department of Social Development.

This Strategic plan is based on a number of key
Government Priorities, which include the following:

* The Medium-Term Strategic Framework 2019-2024,
Priority 3: Education, Skills, and Health
(refer to table 2 below)

* The Revised Medium-Term Strategic Framework
(refer to table 3)

» Economic Reconstruction Recovery Plan, 2020
(refer to figure 1)

* The National Digital and Future Skills for South Africa
Act 530 of 2020 (refer to figure 2)

Table 2: Government Priorities from the Medium-Term Strategic Framework 2019-2024

Outcome

2024 Impact Statement | Outcome Indicator

Interventions

Promote the take up of artisanal trades as career

SETA supported Work-based | choices among youth.

Improved Expanded Annual registrations for
economic access

participation to PSET learning (WBL) programmes.
and social opportunities

development

Annual registrations for

SETAs identify increasing number of workplace
based opportunities and make information of work-
based learning known to the public.

SETAs identify increasing number of workplace-

SETA supported Work-based ' based opportunities and make information of work-

learning (WBL) programmes.

Improved quality of PSET

provisioning.

HWSETA - Strategic Plan « 2020-2025
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Table 3: Government Priorities from the Revised Medium-Term Strategic Framework 2020-2024

GOVERNMENT PRIORITIES

The Revise Medium Term Strategic Framework, 2020

Revised MTSF Priorities Revised MTSF Interventions

SONA Priority

Defeat the
Coronavirus Pandemic

Education, Skills and Health

Education: Improving | Education, Skills and Health
school readiness, ECD

planning and funding

Accelerate Economic | Economic Transformation and Job Creation

Recovery

Strengthening » 74,626 small-scale farmers will be
agriculture and food supported to expand production and
security access markets
+ To intensify agricultural research
and introduce new smart agriculture
technologies
* DALRRD currently support 38 research
projects with an investment of
R10 million

» Enable legal framework through the NHI

Bill

Rollout quality health improvement
programme

Develop a health human resource strategy
and fill critical posts

Rollout the National COVID-19 Vaccination
Programme across the country

Develop and operationalise an ECD
planning, funding, registration and
information system

Improve access to early childhood
development (ECD)

Indigenisation of pharmaceutical
production including through state owned
company

Training of small-scale farmers and
livestock handlers in Primary Animal
Health Care (PAHC)

Enter into partnerships to support animal
health related research projects of the
DALRRD

Figure 1: Government Priorities from the Economic Reconstruction and Recovery Plan of South Africa
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Figure 2: Government Priorities from the National Digital and Future Skills for South Africa Act No 530 of 2020
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The strategic and annual performance planning is guided by the Revised Framework for Strategic Plans and Annual
Performance Plans (2019), which introduced the results-based planning approach to Government Planning as follows:

Figure 3: The Results Based Approach to Government Planning

THE RESULTS BASED APPROACH TO STRATEGIC PLANNING

Introduced to government planning by the Revised Strategic and Annual Performance Planning Framework of 2019

Impact
Strategic The development results of achieving specific outcomes
Plan (what we aim to change)
Outcome

The medium-term results for specific beneficiaries that are the
consequence of achieving specific outputs
(what we wish to achieve).

Output

Annual performance The final products or goods and services produced for delivery.
plan

(what we produce or deliver)
C—— Activity
The process or actions that use a range of inputs to produce the
" \an desired outputs and ultimately out
tional P! esired outputs and ultimately outcomes.
oper?d (What we do)
Inputs
Resources that contribute to the production and delivery of outputs.
(What we use to do the work)
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The National Skills Development Plan (2030) with its eight outcomes are translated into eight strategic outcomes and
four impact statements of the strategic plan of the HWSETA, as illustrated in figure 4 below:

Figure 4 and 5: Alignment of NSDP Outcomes to HWSETA Outcomes Linking Outcome Statement to Impact

Statements for the HWSETA Strategy

NSDP Outcome 1

4l

Identify and
increase production
of occupations in
high demand

The HWSETA provides
an efficient and effective
skills planning, programme
implementation and
evaluation system which
identifies and increases
production of occupants
in high demand during the
strategic period.

HWSETA OUTCOME 1

The HWSETA provides
an efficient and
effective skills

planning, programme

implementation and
evaluation system which
identifies occupations in
high demand during the
strategic period.

Ol

NSDP Outcome 2

@@

Linking education
and the workplace

The HWSETA promotes
linkages between
education and the

workplace to increase

workplace based learning

opportunities in the health

and welfare sector in the
strategic period.

Improving the level
of skills in the South
African workforce

The HWSETA contributes
to the improvement of
level of skills to 50% of the
health and welfare sector
workforce through various
learning programmes that
address critical skills in the
strategic period.

IMPACT STATEMENT 1

The HWSETA contributes to the development of a post-school system which increases the

HWSETA OUTCOME 2

The HWSETA promotes
linkages between
education and the

workplace to increase
workplace based

learning opportunities in
the health and welfare
sector in the strategic
period.

02

production of occupations in high demand by 2030.

HWSETA OUTCOME 3

The HWSETA supports
the growth of the public
and private college
system so that colleges
may qualify as centres
of specialisation in the
strategic period.
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NSDP OQutcome 4

A
-+

Increase access
to occupationally
directed
programmes

The HWSETA contributes
to increased access by
the unemployed into
occupationally directed
programmes in the health
and welfare sector during
the strategic period.

HWSETA OUTCOME 4

The HWSETA makes
career development
services related to
the health and welfare
sector accessible to
rural and targeted youth
in the strategic period.

O4



NSDP Outcome 5

NSDP Outcome 6

L}
Support the growth

of the public college
system

The HWSETA supports
the growth of the public
college system so that
colleges may qualify as
centers of specialisation
that offer quality vocational
and occupational education
for the sector in the
strategic period.

®

Skills development

Encourage and
support for

support worker-

entrepreneurship initiated training
and cooperative The HWSETA provides
development

increased support to the
State, Trade Unions, NGOs
and NPOs in order to

The HWSETA provides
increased support towards
skills development activities
for entrepreneurial,
cooperative, as well as
the establishment of new
enterprises in the strategic
period.

service delivery, and thus

advance social, rural, and

community development in
the strategic period.

strengthen governance and

NSDP Outcome 8

)

L]
Support career
development
services

The HWSETA makes career
development services
related to the health and
welfare sector accessible
to rural and targeted youth
in the strategic period.

o> 4 oc QR o

IMPACT

STATEMENT 2

The HWSETA develops a skilled , employable
and highly productive workforce which
results in reduced hard to fill vacancies in
the healh and welfare sector
by 2030.

HWSETA OUTCOME 5

The HWSETA contributes
to the improvement of
level of skills to 50% of
thehealth and welfare

sector workforce

through various learning
programmes that
address critical skills in
the strategic period.

05

The HWSETA contributes to

increased capacityof large,

medium and small firms, as

well as small and emerging

businesses and cooperatives
of the health and welfare

secto to become more
sustainable and expand in
size by 2030.

HWSETA OUTCOME 6

The HWSETA contributes
to increased access by
the unemployed into
occupationally directed
programmes in the |
health and welfare
sector during the in the
strategic period.

HWSETA OUTCOME 7

The HWSETA provides
increased support
towards skills
development activities
for entrepreneurial,
cooperative, as well as
the establishment of
new enterprises in the
strategic period.

06
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IMPACT
STATEMENT 4

The HWSETA contributes to
increased capacity of the
State, NGO and NPO sector,
Trade Unions to meet social
and rural development needs
of South African Citizens
by 2030.

HWSETA OUTCOME 8

The HWSETA provides
increased support to
the State, Trade Unions,
NGOs and NPOs in
order to strengthen
governance and service
delivery, and thus
advance social, rural, and
community development
in the strategic period.
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It should be noted that the HWSETA has both legislated and good governance reporting requirements:

Table 4: Legislated and Good Governance Reporting Requirements

No. Report or Document

1| National Treasury documents,
returns etc.

2 | Public Entity Quarterly Reporting

3 | Annual Financial Statements
(DHET), NT

4 Annual report

5 | Financial misconduct procedures
report

6 | The budget of estimated revenue DHET
and expenditure for the year

7 | Report on actual revenue and DHET
expenditure for the quarter

8 | Report on compliance with the DHET
PFMA

9 | SETMIS-SETA Quarterly DHET
Management Report

10 | Strategic plan DHET

11 | National Learners Records SAQA
Database

Over and above, the reporting listed above, the HWSETA
Board and Sub-Committees of the HWSETA Board
receive the following reports:

a) Quarterly reporting on financial and performance
results

b) Research, Monitoring and Evaluation Reports
c¢) Internal Audit Reports

d) External Audit - management report and external
audit report

e) Formulated policies and amendments
f) Risk Management Reporting
g) Authority matters

It should also be noted that the Board Chairperson and
CEO from time to time, on request, make presentations

National Treasury

AGSA, Executive Authority

DHET, NT and AGSA
DHET, NT, AGSA

Reporting Authority Date

National Treasury (NT); Auditor- | When required
General South Africa (AGSA)

Quarterly

Within 2 months after year-end

Within 2 months after year-end

Annually

6 months prior to the start of the
financial year

Within 30 days of the end of the
quarter

Quarterly

Quarterly

6 months prior to the start of the
financial year

Twice a year

to the Parliament of the Republic of South Africa:

a) Annual reporting on performance and financial
results of the HWSETA

b) Ad hoc reporting when required

¢) Responses to parliamentary questions

Finally, HWSETA’'s commitment to keeping stakeholders
informed of HWSETA’s activities results in:

a) Annual report at the Annual General Meeting each
year

b
c
d
e

) CEO interaction sessions

) Board stakeholder sessions

) Website notices and publications
)

Provincial Skills Development Forums.
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3. INSTITUTIONAL POLICIES AND STRATEGIES OVER THE FIVE-YEAR PLANNING PERIOD

Guided by its institutional policies, the HWSETA endeavors to implement the following strategies over the five-year
period:

Table 5: Institutional Policies and Strategies Over the Five-Year Planning Period

Policy of the
HWSETA Strategy Over the Five Years

Research Policy |« Develop Sector Skills Plan to identify occupations in demand and skills needs.
» Conduct research to produce research outputs stipulated in the NSDP (2030).

» Support research agendas of professional councils, the Workers College, National Health
Laboratory Services, SANGO Net, and the South African Federation for Mental Health.

 Publish research papers produced by candidates of post-graduate beneficiaries that are
aligned to the research agenda of the HWSETA.

 Support authorship of books and funding of research fellows.

» Support health and welfare sector lecturers and students from higher education institutions
to conduct research in curriculum development.
» Conduct Surveys that focus on current and future digital skills.

Accreditation « To accredit skills development providers to offer occupational qualifications.
Policy * Register Assessors and Moderators.
* Endorse learner achievements and issue qualification certificates.
« Administer EISA examinations on behalf of the HWSETA.
 Develop occupational qualifications for the sector.
* Translate all HWSETA learning materials to Brail.
* Facilitate the offering of training by skills development providers to be through e-learning
* Foster partnerships between TVET Colleges and Private Colleges to offer health and welfare
sector education programmes.
* Include sectorally appropriate digital skills development, within training programmes and

internships.
Discretionary  Target Youth not in Employment, Education or Training (NEET) for job creation.
Grant Policy » Support for small businesses that are owned by persons with disabilities.

» Fund learning programmes as defined by the Skills Development Act.

» Fund Continuous Professional Development (CDP) activities.

» Fund Honours Degrees to create a pipeline for persons eligible to enroll for Master so as to
achieve the NDP objective to produce more PhDs and expand the proportion of university
teachers with PhDs from 46% in 2018 to 50% by 2024 and also to facilitate professional
registration for occupations that require a Master’s degree to practice (such as psychology).

» Develop lecturers of TVET, other Colleges in the sector, and universities through post-
graduate bursaries.

» Support to post-school education institutions of learning with teaching aids to strengthen
learner support.

 Teaching aids such as uniforms for Radiography students, for example, who require R4000
to purchase the uniform, which protects them from radiation. Other teaching aids include
computer centers, cadavers, simulation aids etc.

 Support for NGOs and NPOs by the HWSETA will involve funding of skills development
initiatives to strengthen governance and fundraising skills. Also, these organisations will
be capacitated to become workplaces where host-employers can place learners for work-
integrated learning and internship programmes.

« Fund veterinary and para-veterinary students ensuring that there is enough veterinary
professionals to maintain health in animals and secure food safety.

* Fund a skills programme on ethical leadership.

» Fund basic, intermediate, and advanced digital skills sets to assist job seekers and to upskill
workers.

» Advance digital literacy for academic staff and equip them with digital fluency and digital
mastery.
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Table 5: Institutional Policies and Strategies Over the Five-Year Planning Period contd.

Policy of the
HWSETA

M&E Policy and
Framework

Partnership Policy

Strategy Over the Five Years

* Monitor and evaluate the performance of the HWSETA in carrying its mandate.

» To measure the impact of funding strategies of the HWSETA.

» Conduct Monitoring and Evaluation of funding programmes of the HWSETA. In particular:
- The work integrated learning programme for universities of technology, and the internship

programme implemented by the National Department of Health.

» Conduct track and trace studies annually for students funded by the HWSETA who complete
learnerships, internships, apprenticeships, and university programmes funded through
bursaries.

Partner with key stakeholders such as:

* Partner with the South African Federation for Mental Health to support capacitation of mental
health workers to provide services remotely.

 Partner with the National Health laboratories to support skills training to capacitate workers
to implement e-health and m-health strategies, and also fund bursaries for international
tuition required to capacitate staff to implement digitisation required in the Pathology sector.

 Partner with the Department of Health to capacitate healthcare workers to use digital health
systems. This will facilitate healthcare workers to meet NHI standards and thus get the
accreditation for health facilities. Also, support for NHI will focus on Primary Health Care.

« Partner with the Department of Social Development to train social workers in supervision
and management; fund post-graduate bursaries for social workers to study recognised and
emerging specialisations; capacitate social service workers to have technical skills to provide
mental health and substance abuse services, fund learnerships for community development,
and support the recognition of prior learning of the social service workforce.

» Partner with the Department of Health to capacitate the health workforce with skills in Supply
chain and Ethics, Emergency preparedness, Health and Safety Practitioners in workplaces,
Leadership, management, governance competencies and capacity, Strategic health
workforce planning, HR development and management. Fund training of specialists in clinical
specialisations, epidemiology, biostatistics, ICU Nursing, Forensic Nursing, Occupational
Health and Safety, mental health, Laboratory health technicians, Digital laboratory
technicians. Fund training of workers to obtain formal qualifications in public health, health
promotion, and disease prevention for community health workers. Fund the training of
Environmental Practitioners.

 Partner with Provincial Departments of Health to support the skills development of Municipal
Health Service Workers.

« Partner with the Worker’s College to address the following skills development need;
Basic, Intermediate, and advanced shop steward skills, OHS in the workplace, OHS and
environmental legislation, Knowledge of political economy, Informed activism to advance the
interests of the working class, Participatory action research, and Labour Relations.

 Partners with the SACSSP to upskill social service workers in crisis intervention and trauma
counselling for vulnerable people including survivors of the pandemic and their next of kin,
community interventions and coping mechanisms, mental health interventions, community
organising and mobilisation, conducting awareness programmes, psychosocial support,
holistic intervention. Fund learnerships in Child and Youth Care Work.

 Partner with SANGO Net to upskill NGO/NPO workers in analytical thinking, active
learning and learning strategies, creativity, originality and initiative, technology design
and programming, critical thinking and analysis, complex problem-solving, leadership and
social influence, emotional intelligence, reasoning, problem-solving, systems analysis and
evaluation.

 Partner with the SAVC to train Veterinarians, Veterinary Nurses, Veterinary technologists,
Laboratory Animal Technologist, Veterinary Physiotherapist; and also provide Day 1 skills.

 Partner with universities and universities of technology to support undergraduate and post-
graduate programmes aligned to Bio-innovation Health, and Bio-innovation knowledge
valorization, these are tabulated in 6 and 7 below.

* Planned partnerships identified for the year starting 2022-2023 of the 2020-2025 strategic
plan are illustrated in figure 6 and 7 as follows:
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Table 6: Undergraduate University Programmes Funded by the HWSETA which are aligned to Bio-Innovation Health
and Bio-Innovation Indigenous Knoweldege Valorization

Undergraduate University Programmes funded by the HWSETA which are aligned
to the Bio-innovation Health skills

Field Qualifications aligned to Bio-innovation Health Skills
Chemistry NDip Analytical Chemistry
BSc Chemical Sciences
Radiography Bachelor of Diagnostic Radiography
Bachelor of Nuclear Medicine Technology
Bachelor of Diagnostic Ultrasound
Bachelor of Radiation Therapy
Medical Sciences ' BHS Medical Laboratory Sciences
NDip Biomedical Technology
Bachelor of Health Sciences
Bsc Life Sciences
Bachelor of Physiology
BSc Biochemistry and Microbiology
BSc Genetics and Microbiology
BSc Medical Bioscience

Undergraduate University Programmes funded by the HWSETA which are aligned
to the Bio-innovation Indigenous Knowledge valorization skills

Pharmacology Bachelor of Pharmacy

Phytochemistry BSM Complementary Medicine: Phytotherapy

Table 7: Postgraduate University Programmes Funded by the HWSETA which are aligned to Bio-Innovation Health
and Bio-Innovation Indigenous Knoweldege Valorization

Postgraduate University Programmes funded by the HWSETA which are aligned
to Bio-innovation Health skills

Field Qualifications Area of specialisation

Radiography Masters & PhD in Radiography Radiobiology,
Radiochemistry,
Radio pharmacy

Medical Sciences = Masters & PhD in Medical Sciences Immunology,
Microbiology,
Molecular biology, vaccinology,
Flow chemistry,
Bioinformatics

Undergraduate University Programmes funded by the HWSETA which are aligned
to the Bio-innovation Indigenous Knowledge valorization skills

Public Health Masters & PhD in Public Health Epidemiology,
African Traditional medicines
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Table 7: Postgraduate University Programmes Funded by the HWSETA which are Aligned to Bio-Innovation Health
and Bio-Innovation Indigenous Knoweldege Valorization contd.

Undergraduate University Programmes funded by the HWSETA which are aligned
to the Bio-innovation Indigenous Knowledge valorization skills contd.

Field Qualifications

Pharmacology Masters in Pharmacology & Therapeutics

Masters in Pharmaceutical affairs

Area of specialisation

Pharmacology

NB: The focus of the HWSETA has been on the qualification and not necessarily on the area of specialisation. As
from 2022-2023 the HWSETA will target the areas of specialisation identified by the Department of Science and

Innovation.

Figure 6: Social and Animal Health Sector Partnerships Identified for 2020-2025 Strategic Plan Year Beginning 2022-2023

National Department of
Social Development

Environment and
Education Trust (ELET)

STAKEHOLDER
ENGAGEMENT

Durban University of
Technology
&

University of KwaZulu Natal
Department of Agriculture

Land Reform and Rural
Development

SUPPORT FOR THE SOCIAL AND ANIMAL HEALTH SECTOR

STAKEHOLDER ENGAGEMENTS AND STRATEGIC PARTNERSHIPS

PARTNERSHIP WITH NATIONAL AND
PROVINCIAL DEPT. OF SOC. DEV

Support the Human Resource Development Plan for
Social Development.

PARTNERSHIPS WITH THE ECD SECTOR

Formalisation and professionalization of ECD sector.

PARTNERSHIPS WITH BUSINESS SCHOOLS
To support innovation to capacitate Social Service
Practitioners with business innovation thinking skills to
enable them to create sustainable social enterprises.

CONTINUED PARTNERSHIP WITH DALRRD
Training of small-scale farmers and livestock handlers in
Primary Animal Health Care (PAHC).

Enter into partnerships to support animal health related
research projects of the DALRRD.

Figure 7: Health Sector Partnerships Identified for 2020-2025 Strategic Plan Year Beginning 2022-2023

National Department of

Health
Clicks Group
&
Hospital Association SA
STAKEHOLDER
ENGAGEMENT

South African Medical
Technology Industry (SAMED)
&

Pharmacy Council

University of Alabama

SUPPORT FOR THE HEALTH SECTOR

STAKEHOLDER ENGAGEMENTS AND STRATEGIC PARTNERSHIPS

PARTNERSHIP WITH NATIONAL AND PROVINCIAL
DEPT. OF HEALTH

Support the National Health Improvement Plan of the NHI.
Support the 2030 Human Resource for Health Strategy.

PARTNERSHIPS WITH PRIVATE HEALTH
SECTOR

Support the Human Resource Needs for the Retail
Pharmacy and Private Hospital Groups. Also, digital skills

PARTNERSHIPS TO SUPPORT
MANUFACTURING IN THE HEALTH SECTOR
Support training of Industrial Pharmacists

Support Training of Medical Technologists and Medical
Technicians.

PARTNERSHIP TO SUPPORT HEALTH
INNOVATION

Promote health innovation skills for the health workforce

The overall aim of the National Development Plan (NDP) in relation to health and social development is to enable all
South Africans to maintain a decent living standard, have universal access to healthcare and enjoy adequate social
protection (NPC 2012d:68-69). Table 8 summarises the strategic actions needed to achieve these aims and the
resulting implications for skills planning in the health and social development sector.

o
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Table 8: Implications of NDP for Strategic Planning Over the Five-Year Planning Period

NDP

Implications for Strategic Planning

Health: Access to quality health care for all, reduce disease burden and raise life expectancy

Strengthen the health system:
Build service capacity & expertise
Set norms & standards for care

Re-engineer primary healthcare

Expand community-based care &
environmental health

Increase access to antiretroviral
treatment & reduce TB infection
rates

Provide National Health Insurance
to give universal healthcare
coverage

Supply adequate skills mix across the entire health system to provide
effective, efficient, affordable & quality care;

Train more professional & specialist nurses & strengthen nurse training
platforms; and Improve health system management, safety in healthcare &
clinical governance.

Deploy ward-based outreach teams & expand school health services;
Contract in sessional doctors & deploy clinical specialist teams trained in
family health; and train nurses in primary health care.

Train community health workers to focus on maternal, child & women’s health
& basic household & community hygiene & expand environmental health
services.

Train more health professionals & health workers to monitor treatment, &
employ more pharmacists & pharmacy technicians to distribute & administer
medication.

Improve financial management & procurement of health services, medicine
& goods; Improve health facilities & expand training of health professionals;
and set staffing norms & improve human resources capacity, training & HR
management.

Social Development: Provide integrated social protection & enable citizens to live with dignity

Expand basic social welfare
services for vulnerable groups

Enable children to access social
care, education safety & nutrition

Support communities with
sustainable livelihoods & household
food security

Reduce social crime & support
victims

Provide protection & care services for children, families, the elderly &
disabled; train more social service workers on all occupational levels,
and build management & governance capacity of NGOs to sustain service
provision.

Expand provision of early childhood development programmes & train ECD
practitioners; address the social impact of HIV/AIDS & other challenges
on children; strengthen child protection services, supervision & mentorship
for youth & orphans; and train caregivers & social work specialists (e.g.,
probation officers & registered counsellors).

Train community development practitioners & enhance skills set of the
current workforce; and build the capacity of community-based organisations
to provide effective community development.

Increase social care & support to families & victims, and train social workers
to manage substance abuse & crime prevention programmes.
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The overall aim of the Sustainable Development
Goals (SDG) is a universal agenda for a
comprehensive, far-reaching and people-

Goal 3: Ensure healthy lives and promote well-
being for all at all ages,

Goal 4: Ensure inclusive and equitable quality

GOOD HEALTH
AND WELL-BEING

/o

QUALITY

centred goals to realise the human rights of

all, and to achieve gender equality and the
empowerment of all women and girls. The SDG
and targets came into effect on 1 January 2016.
It consists of 17 goals and 169 targets. Goals
aligned to the mandate of the HWSETA include:

EDUCATION

|

DEGENT WORK AND
ECONOMIC GROWTH

o

education and promote lifelong learning
opportunities for all, and

Goal 8: Promote sustained, inclusive and
sustainable economic growth, full and
productive employment and decent work for all.

The HWSETA will therefore contribute towards the achievement of the following targets:

Table 9: Implications of SDG for Strategic Planning Over the Five-Year Planning Period

Sustainable Development Goal Implications for Strategic Planning

Goal 4: Ensure inclusive and equitable quality education and promote
lifelong learning opportunities for all

By 2030, ensure that all girls and boys have The HWSETA will contribute towards the achievement of this
access to quality early childhood development, | target by funding the training of Early Childhood Practitioners so
care and pre-primary education so that they are | that the quality of early childhood development services could be
ready for primary education. strengthened.

The HWSETA will contribute towards the achievement of this
target by offering bursaries to unemployed women and men to
enroll for technical and vocational training. The HWSETA will also
offer bursaries to employed and unemployed women and men to
enroll for university programmes.

By 2030, ensure equal access for all women
and men to affordable and quality technical,
vocational and tertiary education, including
university.

The HWSETA will contribute towards the achievement of this
of youth and adults who have relevant skills, target by funding employed and unemployed youth and adults
including technical and vocational skills, for through learnerships, apprenticeships, and bursaries for
employment, decent jobs and entrepreneurship. | undergraduate and post-graduate education.

By 2030, substantially increase the number

By 2030, ensure that all youth and a substantial The HWSETA will contribute towards the achievement of this

proportion of adults, both men and women, target by funding youth and adult, both men and women, to be

achieve literacy and numeracy. trained on literacy and numeracy through Adult Education and
Training (AET) programmes.

Goal 3: Ensure healthy lives and promote well-being for all at all ages

Strengthen the prevention and treatment of The HWSETA will contribute towards the achievement of this

substance abuse, including narcotic drug abuse | target by funding health workers and social service workers on

and harmful use of alcohol. substance abuse, including narcotic drug abuse and harmful use
of alcohol.

The HWSETA will contribute towards the achievement of this
target by supporting research on the development of vaccines
and medicines for communicable and non-communicable
diseases that affect South Africa.

Support the research and development of
vaccines and medicines for the communicable
and noncommunicable diseases that primarily
affect developing countries.

The HWSETA will contribute towards the achievement of this
target by supporting training of the health workforce.

Substantially increase health financing and

the recruitment, development, training and
retention of the health workforce in developing
countries, especially in least developed
countries and small island developing States.
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Table 9: Implications of SDG for Strategic Planning Over the Five-Year Planning Period contd.

Goal 8: Promote sustained, inclusive and sustainable economic growth,

full and productive employment and decent work for all

By 2030, substantially reduce the proportion of | The HWSETA will contribute towards the achievement of this
youth not in employment, education or training. | target by targeting youth not in employment when funding

unemployed persons through its skills development programmes.

Protect labour rights and promote safe and The HWSETA will contribute towards the achievement of this
secure working environments for all workers, target by supporting training of members of Trade Unions and
including migrant workers, in particular women = OHS committee members of organisations in the health and
migrants, and those in precarious employment. = welfare sector.

4. UPDATE TO RELEVANT COURT RULINGS

Table 10: Relevant Court Rulings

Name of Court Case

Impact on HWSETA operations
and service delivery obligations

Name of Court Case

Impact on HWSETA operations
and service delivery obligations

Lerong Consulting cc/ Health & Welfare Sector Education & Training Authority
(Case no: 2009/27795) (High court, Johannesburg)

The matter was set down for trial on 21 April 2019 however the Plaintiff unduly
removed the matter from the court roll due to unpreparedness, thus causing
further significant delays in concluding the matter. The matter is still pending
with the court and applicant.

There is no impact on operations and service delivery as it is purely a
compensation matter.

Busa Case: Applied to the Court for the setting aside of regulation 4(4) as
promulgated in Government Notice 23 of 2016, published in Government
Gazette 39592 in terms of the Skills Development Act 97 of 1998.

Section 4(4), states that, “20% of the total levies paid by employers in terms
of section 3(1) as read with section 6 of the Skills Development Levies Act
during each financial year will be paid to the employer who submits a WSP”.

The judgement of the Labour Appeal Court, on 20 August 2019, set aside the
Labour Court judgement, and was replaced by the following:
1. Regulation 4(4) as promulgated in Government Notice 23 of 2016,
published in Government Gazette 39592 in terms of the Skills
Development Act 97 of 1998 is set aside.

Implication is that Mandatory Grants to be paid to employers is not
determined. However, SETAs have continued to pay 20% in Mandatory Grants.
SETAs have reported this as a contingent liability pending the determination
of the Mandatory Grant percentage based on the outcome of the negotiations
between the Minister and BUSA.
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@

STRATEGIC FOCUS
OF THE HEALTH
AND WELFARE SETA

&

1. HWSETA Vision

The creation of a skilled workforce
for the health and social development
needs of all South Africans.

@(

2. HWSETA Mission
Statement

The HWSETA endeavours to create an
integrated approach to the development
and provision of appropriately skilled
health and social development workers,
to render quality services comparable to
world-class standards.

¥
=

3. Values of the
HWSETA

Figure 8: Values of the HWSETA

The HWSETA holds dear the
following core values:

* Service Excellence
* Transformation

* Transparency

* Integrity

* Respect

* Fairness

* Accountability

4. SITUATIONAL ANALYSIS

This section will in broad terms present information on both the
institutional and performance environment of the health and
welfare sector as a whole. PESTEL Analysis was used as the
main planning tool to identify key factors influencing the strategy
of the Health and Welfare SETA. Through PESTEL Analysis the
political, economic, social, technological, environmental and
legal factors influencing the strategy of the Health and Welfare
SETA were explored. The main source used for identifying these
factors is the Sector Skills Plan Update for 2022-2023. This
section therefore locates the HWSETA's role within the skills
development milieu in the sector citing key drivers of demand
and supply of labour and interventions by the HWSETA to
stimulate either side.

Table 11: PESTEL Analysis of Factors Influencing the Strategy
of the HWSETA

Focus on the policy agenda of the health and social
development sector. The policy agenda for health involves
the White Paper on National Health Insurance for South
Africa (2015), which introduces universal healthcare policy
agenda. This health care reform is now affecting the
landscape of occupations in the health sector. Focus is on
transitioning from curative health care to preventive health
care, which translates to a shift from hospital care to
primary health care. This has led to changes in the health
education landscape where standards for occupations

are moving towards intermediate to high skills level (that
is NOF level 5-10). This now has resulted in disparities
between Public Health and Private Health, as Public Health
is moving towards primary health care while Private
Health is predominantly characterised by hospital care.
For example, lower levels of Nursing are being phased

out to focus on more professional education of Nursing
instead of paraprofessional which are required for hospital
health care. The HWSETA will support the implementation
of NHI while supporting strategies of the Private Health
sector at capacitating its workforce mainly with digital
skills. Another policy agenda is the indigenisation of
manufacturing of pharmaceutical products as well as
manufacturing of medical technology. The HWSETA will
partner with the Pharmacy Council to train Industrial
Pharmacists and SAMED to train Medical Science
Technologists.

Political Factors

The policy agenda for social development is enshrined

in the White Paper for Social Welfare (1995), as National
Goal 7(a) of the National Developmental Social Welfare
Strategy, which is stated as follows: “To facilitate the
provision of appropriate developmental social welfare
services to all South Africans, especially those living

in poverty, those who are vulnerable and those who

have special needs. These services should include
rehabilitative, preventative, developmental and protective
services and facilities, as well as social security, including
social relief programmes, social care programmes and
the enhancement of social functioning”. The social
development sector is faced with a challenge of
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Table 11: Pestel Analysis of Factors Influencing the Strategy of the HWSETA contd.

insufficient number of social service professional who will be instrumental at ensuring the provision of
appropriate; development social welfare services to all South Africans. Bursaries were funded by Government
to train Social Workers and Child and Youth Care Workers in a plight to make available these much-needed
social service practitioners. However, Government was met with a challenge of insufficient funds to employ
these practitioners. Now the country is facing a challenge of unemployed Social Workers and Child and Youth
Care Workers. Government has now stopped funding bursaries in Social Work and is redirecting those funds
to employ Social Workers at District level. The HWSETA also provided support by placing unemployed Social
Workers and Child and Youth Care Workers on Internship programmes. However, this is a temporary solution
as most of these practitioners complete the programme and remain unemployed. The HWSETA, now will
embark on an innovative solution of capacitating Social Workers and Child and Youth Care Workers with Social
Entrepreneurship skills so that they can open social enterprises and thus create work for themselves. This
solution will be extended to Animal Health Technicians who also struggle to find employment.

The policy agenda for Animal Health stems from the strategy for the employment of Extension Practitioners
(2020-2024). This strategy including Animal Technicians and Veterinarians who provide support to Farmers.
The Government of South Africa launched its Economic Reconstruction and Recovery Plan for 2020-2024,
with a focus on nine key priorities: aggressive infrastructure investment, employment orientated strategic
localisation, reindustrialisation and export promotion, energy security, support for tourism recovery and
growth, gender equality and economic inclusion of women and youth, green economy interventions, mass
public employment interventions, strengthening food security and macro-economic interventions. For the past
decade, the South African economy has experienced stagnation which has put a strain in the effort to tackle
the historical structural inequalities, unemployment and poverty. There is a consensus amongst the social
partners that there should be substantial structural change in the economy that would unlock growth and allow
for development. The Economic Reconstruction and Recovery Plan aims to stimulate equitable and economic
growth by mobilising all resources and efforts in economic activities that will expedite the recovery of South
Africa’s economy that was, like most economies, deeply affected by the COVID-19 pandemic.

Political Factors contd.

The main goal of this strategy is to increasing employability likelihoods for young graduates in the sector
including Animal Technicians. As already mentioned under the social development section, the solution
for capacitation of unemployed graduate with social entrepreneurship skills will be extended to Animal
Technicians.

Public sector budgets for 2021/22 to 2023 /24 reflect that health and social spending programmes are given
priority, despite pressure on resources (National Treasury 2021a). There is a direct relationship between
spending (in the public and private sectors) and the demand for workers. Public sector budgets are major
determinants of both the number of positions created and salary levels and, consequently, of the ability of
institutions to attract and retain staff. In the private sector, the linkages are somewhat more complex but
equally significant. Although there is an increase on the public sector health and social development budgets, it
is not clear what future funding will look like given the current poor economic circumstances in South Africa.
Refer to section 5.1 of the external environment for a more in-depth discussion of the economic
factors of the health and social development sectors.

Economic Factors

Challenging socio-economic realities drive the need for public health services and social development
interventions in South Africa. Poverty affects the majority of South Africans and vast social inequalities
continue to persist (National Treasury 2021a). Despite a general decline in poverty between 2006 and 2011,
poverty levels rose again in 2015. More than half of South Africans were poor in 2015, with the poverty
headcount increasing to 55.5%. This means that over 30.4 million South Africans were living in poverty in
2015 (StatsSA 2017). For the fourth quarter in 2020, the unemployment rate (strict definition) was recorded
at 32.5%, the highest since the start of the Labour Force Surveys in 2008 (StatsSA 2020a), showing the effect
of the COVID-19 pandemic. DSD are going to pay over 18 million social grants to beneficiaries in 2021/2022,
and it is expected that this number will reach 19 million in 2022 /2023. These realities increase the demand
for public health and social welfare services and contribute to the already excessive workloads of public health
and social welfare workers.

Social Factors

Good health reduces poverty, improves educational performance, increases productivity, and as a result,
stimulates economic growth. The high burden of disease in South Africa hampers economic growth and
development. In 2020 an estimated 7.8 million people in South Africa were living with HIV/AIDS (DoH 2020).
South Africa has one of the highest tuberculosis (TB) incidences in the world, with more than 360 000 new
cases diagnosed in 2019 (WHO 2020). Maternal- and infant mortality rates remain high (StatsSA 2020b) while
the burden of disease is exacerbated by factors such as an aging population and the rising incidence of chronic
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Table 11: Pestel Analysis of Factors Influencing the Strategy of the HWSETA contd.

Social Factors contd.

Technological Factors

Environmental Factors

Legal Factors

diseases and obesity (CMS 2019). In addition, persons with existing diseases are very susceptible to COVID-19.
These factors increase the demand for health services and the need for more healthcare workers at all levels.
The strategies implemented by the government to counter the burden of disease are some of the major change
drivers in the health and social development sector.

High levels of interpersonal violence have thrust the injury death rate of 1 393.2 per 100 000 populations to
more than double the global average and necessitate the provision of wide-ranging and integrated preventative
and remedial social services (IHME 2019). Excessive substance abuse adds to the social burden. The COVID-19
pandemic made the situation worse for women, especially during the lockdown period. Organisations such

as Rise Up Against Gender Based Violence reported that they could not cope with the number of calls from
women who needed assistance (Mail&Guardian 2020). Skilled professionals are needed to provide these
specialised services.

New technologies have a profound effect on the sector. In some instances, it allows for the automation of
processes, which leads to a reduction in employment. Simultaneously, technological developments also have

a constant effect on treatment methodologies and interventions. Studies have shown that the 4IR requires
changes in the skills requirements for certain occupations in the health sector. This creates opportunities for
inclusion of technology modules in certain undergraduate curricular and the up skilling of the current workforce
through tailored skills development training courses (HWSETA 2020b). This inclusion, according to the ERRP
Skills strategy, will be a way of addressing the ‘curriculum shortcomings’ by the SETAs such as targeting digital
literacy. The COVID-19 pandemic has specifically drawn the attention to technological advancement in the
laboratory services industry relating to big data and telepathology (NHLS 2020).

In a resource-constrained environment with enormous demands for health care and social services, South
Africa needs to develop skills to deliver cost-effective health care and social development interventions. The
HWSETA cannot meet the vast spectrum of skills and has to prioritise skills development interventions. The
key skills issues that fall within the HWSETA ambit are the following: First, the HWSETA has to support skills
interventions needed to build the developmental state. In this regard, the HWSETA will assist national efforts
to expand the numbers of health professionals needed to provide all levels of care under the NHI and facilitate
skills development. Second, the HWSETA will focus this year and onwards on skills development interventions
required for the ERRP skills strategy such as: updating technical and vocational education programmes;
increase access to programmes resulting in qualifications in priority sectors; providing access to workplace
experience opportunities; and retraining/up-skilling of employees to preserve jobs. Third, the HWSETA's skills
planning should continue contributing to a sustainable skills pipeline into the sector and address entry-level
as well as higher-level professional skills. Fourth, in order to support cost-effective skills interventions while
also expanding service capacity, the HWSETA has to contribute to the development of mid-level skills needed
to strengthen health and social development service providers. Fifth, the HWSETA also has a responsibility

to respond to skills gaps in the current workforce brought about by: changes in policy and service delivery;
technological developments; skills shortages driven by legislative changes, the human rights-based
development agenda and health pandemics like COVID-19.

Healthcare and social services professionals are required to register with their respective professional councils
in order to practice or work legally. Although the registers include those working abroad and in other sectors,
as well as retirees and economically inactive persons they provide an indication of growth in the number of
professionals available.

The HPCSA controls 136 registration categories through twelve professional boards. Since 2010, the number
of registered dentists grew on average by 2.0% per year, medical interns (i.e., medical graduates in training)

by 4.0%, and medical practitioners by 2.4%. The ranks of physiotherapists (3.6%), occupational therapists
(5.1%), radiographers (2.7%), and psychologists (2.6%) also increased over the period. The number of registered
medical technologists increased only slightly (by 1.2% per year) over the total period. The same counts for
speech therapist and audiologist; the number only increased by 1.3%.

The number of registered, enrolled and auxiliary nurses registered with the SANC reached 287 456 in 2016
but decreased to 280 231 in 2020. In the period from 2010 to 2020, the average annual growth in registration
for all these categories was only 1.9%. Enrolled nurses increased on average by 1.5% per year. The decrease in
registrations for auxiliaries from 2016 to 2020 (over 8 000) and for enrolled nurses from 2017 to 2020 (over
13 500) can be expected due to the change in the qualification framework and teach out period of the legacy
qualifications. The total number of registered nurses in training had dropped from about 43 300 in 2010 to just
more than 23 000 in 2020 (an average annual negative growth of -6.0%). The number of student nurses i.e.,
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Legal Factors contd.

those enrolled in the four-year programme also shows a decline with a growth of -0.4 % over the same period.
The number of pupil nurses and pupil nursing auxiliaries dropped substantially from 2016 to 2020. This is the
result of the changes in the nursing qualifications that are currently being implemented. All the old programmes
are in their training out periods while the nursing colleges only started to deliver the new qualifications in 2020.
The delay in the accreditation process of nursing colleges as HEls effected the new enrolments considerably
(Interview 2021).

From 2012 to 2021, the average annual growth for registered pharmacists and pharmacist interns was 2.8%
and 8.3% respectively. The registration figures in the support staff categories showed higher growth over this
period. Basic Pharmacist Assistants grew by 20.6% annually over the period. The number of people registered
in this category grew steadily from 2012 to 2015, more than doubled between 2015 and 2016, and slightly
decreased again between 2019 and 2020. Post-basic pharmacist assistants grew at an annual average of 14.6%
per year.

In 2021 a total of 2 573 people were registered with the Allied Health Professions Council South Africa.
Since 2011, the total number of registrations dropped on average by 1.5% per year. Generally, allied health
professionals and complementary practitioners work in the private sector.

The number of veterinarians registered with the SAVC grew on average 3.5% from 2 842 in 2011 to 3 720
in 2021 (Table 3-10). The average annual growth for animal health technicians was 3.2% over this period,
veterinary nurses 2.9%, and veterinary technologists 5.5%.

From 2016 to 2021, (Table 3-11), the average annual growth for registered social workers, and social auxiliary
workers were 5.4% and 5.3% respectively, compared to 7.9% for child, and youth care workers.
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5. EXTERNAL ENVIRONMENT

The sector served by the HWSETA is extensive and spans portions of the human- and animal health systems in South
Africa, as well as portions of the human and animal welfare. The economic activities that fall within the scope of the
health component of the HWSETA range from all healthcare facilities and services, pharmaceutical services and

the distribution of medicine, medical research, non-governmental organisations, to veterinary services. The social
development component of the sector consists of the government, NGOs and private social work practices.

Figure 9: The Stakeholders of the Health And Welfare SETA

South African Health and Social Development System
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Roles played by each of the stakeholders indicated in table 12.
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Table 12: The Role of the Stakeholders of the Health And Welfare SETA

Role Player

National Departments of Health
and Social Development

Provincial Departments of Health
and Social Development

Municipal Health Services
Government Agencies
NGOs, CBOs, and NPOs

The Hospital Association of South
Africa (HASA)

Statutory professional bodies

Voluntary professional bodies

Labour and trade unions

Key Roles and Responsibilities

Policy, legislation, standard-setting, oversight, and coordination of services
rendered by provinces

Delivering and monitoring of health and social development services

Environmental health management, Primary Health Care
Administration of social protection grants
Delivering health and social services

Represents the interests of 64 000 people employed by the majority of
private hospital groups and independently owned private hospitals

Regulation of the respective professions

Representing the interests of specific professions, their members and
specialised fields of practice

Shaping of labour market policies, labour relations practices, and human
resources management in the sector

Research institutions

Medical Research Council

Human Sciences Research Council
National Health Laboratory Service
Onderstepoort Veterinary Institute

The Health and Social Development sector is a diverse
sector falling mainly under the Sector Industrial
Classification (SIC) category 93. The HWSETA has
jurisdiction over 60 SIC codes and employers belonging
to the 60 SIC sectors are grouped into five groups:

a) Community services;

b) Complementary health services;

c) Doctors and specialists;

)
)

d) Hospitals and clinics; and
)

e) Research and development institutions.

5.1 Economic Factors of the Health and Social
Development Sector

The health and social development sector contributes
to growth in the South African economy by creating
employment, income, and economic value through
the provision of infrastructure for service delivery.
Both the public and private health sectors contribute
health services infrastructures such as hospitals,
out-patient clinics, and pharmacies, and exist to serve

Conducting sector-relevant and related research

the health needs of South Africans (National Treasury
2021b). The animal health sector contributes to animal
health infrastructure (e.g., mobile clinics), it promotes
livestock production, game farming and animal health
and it contributes to the skills needed to prevent and
treat diseases that pose a risk to animal and human
health (National Treasury 2021b). Veterinary and
para-veterinary services support improved livestock
production (including health and safety of animal
products and quality animal products for international
markets) as well as food security required for economic
growth (National Treasury 2021b).

The sector makes a significant contribution to train
health professionals, nurses, and social workers; of the
R39.6 billion that have been invested in the training of
health professionals and social workers since 2018, two
thirds (66%) were allocated for the training of nurses
specifically (see figure 10). This investment is even more
crucial during the COVID-19 pandemic as the demand
for professional nurses remains high.
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Figure 10: Contribution to the Training of Health Professionals and Social Workers
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The global economic effects of the COVID-19 pandemic
are far-reaching and will likely be long-lasting. In

South Africa, the large increase in unemployment and
income losses has entrenched existing inequalities.
Government is rolling out a mass COVID-19 vaccination
campaign for which R9 billion has been allocated over
the next three years. Of this amount, the DoH allocated
R6.5 billion to procure and distribute vaccines which
will stimulate logistics and transport industries. The
vaccination rollout will not only provide immediate
health benefits for millions of South Africans but will
contribute to economic recovery and global trade
(National Treasury 2021a).

Since the COVID-19 pandemic the demand for personal
protective equipment (PPE) such as face masks and
hand sanitisers contributed to the growth in the
production of these items in other sectors of the
economy. In addition, the demand for vaccines has

provided international manufacturers such as Aspen
with the opportunity for fill and finish of vaccines at
their facilities in South Africa, contributing to building
the vaccine manufacturing capacity of South Africa

in order to improve access to vaccines in Africa (The
Conversation 2021; fin24 2021).

Figure 11 below shows industry growth in South
Africa for the first quarter of 2021 in comparison

to the fourth quarter in 2020. The public health

and social development services form part of

the Government sector, private health and social
development services are part of the sector called
personal services, retail pharmacies fall under trade
while manufacturing of pharmaceuticals, medicinal
chemical and botanical products forms part of the
manufacturing sector. In terms of health and social
development activity only the Government sector had
a marginal growth of 0.7%.

Figure 11: Industry Growth in the 1t Quarter of 2021 in Comparison with the 4™ Quarter in 2020
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5.2 Social Factors of the Health and Social
Development Sector

The health and social development sector is a
heterogeneous sector in many ways. The size and
type of organisations in the sector differ: Public health
comprises large (150 or more employees) national
and provincial departments of health and social
development. In contrast, most of the organisations
in private health are small: 82% of the organisations
in private health fall within the category that is
generally known as “small organisations”. Medium
size organisations with 50 to 149 employees make
up 10% of the organisations in the private sector
and the large Organisations constitute 8%. However,
large organisations such as hospital and pharmacy

groups employ more than half of the workers in
private health. Employers can be broadly grouped
into community services; complementary health
services; doctors and specialists; hospitals and
clinics; and research and development institutions.
In the 2020/2021 financial year, a total of 11 103
organisations paid skills development levies to the
HWSETA. These are organisations with payrolls in
excess of R500 000 per year. Small practices may
be excluded from this number. Figure 6 shows the
provincial distribution of organisations in the private
sector according to size. Gauteng province dominates
according to spread for all employer sizes while the
Northern Cape has the smallest spread of employers
for all different sizes.

Figure 12: Provincial Distribution of Employers in the Private Sector
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5.2.1 Non-Profit Organisations

Much of the health-related community-based care in
South Africa is provided by non-profit organisations
(NPOs), and a HWSETA study (2015a) shows that these
organisations provide paid and unpaid employment to
many workers in the sector. As of September 2020,
233 180 NPOs were registered with the Department
(DSD 2020), up from 49 827 in 2007/08. The vast
majority of registered NPOs (95%) are voluntary
associations, while 3% are not-for-profit companies
and 2% are non-profit trusts. Few of the NPOs are
registered as employers with the HWSETA and they are
therefore not included in the labour market profile. The
HWSETA indicated that NPOs work with relatively small
numbers of full-time staff and to a large extent rely on
volunteers and part-time staff. Africans and women
dominate the NPO workforce (HWSETA 2015a).

o

5.2.2 Labour Market Profile

Three data sources were used to construct a profile
of the labour force: Data from the workplace skills
plans (WSPs) submitted by private sector employers
to the HWSETA, data from such plans submitted by
public sector employers to the Public Service SETA
(PSETA) as well as data furnished to the HWSETA
from the private Medpages database. The data
analysis provided information on 789 822 people
who are formally employed in the health and social
development sector. Of these, approximately 431 834
(55%) are employed in private sector organisations
(referred to later as the “private sector”) and levy-
paying public sector organisations, while 357 988
(45%) work in the public service departments.

Estimates of total employment in the health and
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social development sector can be seen in table 13. of 6.4% over the 2013 to 2021 period from 262 503
Employment in the public service component of the to 431 834 respectively. The average annual growth
sector increased from 325 763 in 2013 to 357 760 in for the total sector was 3.8% over the same period.
2021. The average annual growth of employment in The positive growth in employment in the sector is

the public sector was only 1.2% over the 2013 to 2021 expected due to the COVID-19 demands. However, the
period. The private sector component of the sector, 2021/2022 aftermath COVID-19 employment figures
on the other hand, showed an average annual growth may show a different trend.

Table 13: Health and Social Development Sector: Total Employment 2013-2021
2013 2014 2015 2016 2017 2018 2019 2020 2021 AAG %
Public 325763 | 310 256 | 312 884 | 330 015 | 332 654 | 333 060 | 334 762 | 352760 | 357 988 {22
Private | 262503 276 513 | 319 002 | 274 140 | 266 466 | 343 246 | 368 527 | 374 069 | 431 834 6.4
Total 588266 586 769 631886 604 155 599 120 676 306 703 289 726 829 789 822 3.8

Sources: Calculated from HWSETA and PSETA WSP submissions 2013 to 2021, Medpages database 2013 -2021

a) Trends in Employment Data: Gender

Table 14 shows the gender distribution in the sector from 2014 to 2021. Male’s share in employment in the sector
varied between 26% and 30% while females formed between 70% and 74% of the workforce.

Table 14: Health and Social Development Sector: Gender Distribution 2014-2021

2014 2015 2016 2017 2018 2019 2020 2021
Public Service % % % % % % % %
Male 27 27 28 32 28 27 27 26
Female 73 73 72 68 72 73 73 74
Total 100 100 100 100 100 100 100 100
Private Sector % % % % % % % %
Male 30 25 25 28 25 27/ 28 29
Female 70 75 75 72 75 73 72 71
Total 100 100 100 100 100 100 100 100
Total Sector % % % % % % % %
Male 28 26 27 30 27 27 28 28
Female 72 74 73 70 73 73 72 72
Total 100 100 100 100 100 100 100 100

Sources: Calculated from HWSETA and PSETA WSP submissions 2014 to 2021, Medpages database, 2014 - July 2021

Females are in the majority in all occupation groups, except for the groups: Plant and Machine Operators and
Assemblers and Skilled Agricultural, Forestry, Fishery, Craft and Related Trades, which includes occupations such as
delivery drivers and artisans which are mostly filled by males (Table 15).
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Table 15: Gender Distribution According to Occupational-Group: 2021

Occupational Group

Public Service

Managers

Professionals

Technicians and Associate Prof
Clerical Support

Service and Sales

Skilled Agricultural, Forestry, Fishery,
Craft and Related Trades

Plant and Machine Operators and Assemblers
Elementary Occupations

Private Sector

Managers

Professionals

Technicians and Associate Prof

Clerical Support

Service and Sales

Skilled Agricultural, Forestry, Fishery,
Craft and Related Trades

Plant and Machine Operators and Assemblers
Elementary Occupations

Total Sector

Managers

Professionals

Technicians and Associate Prof

Clerical Support

Service and Sales

Skilled Agricultural, Forestry, Fishery,
Craft and Related Trades

Plant and Machine Operators and Assemblers

Elementary Occupations

Male

4372
29709
20704

14 313

13 172

1193

2 351
8713

12 243
40 179
23000
20 136
13 330

2 625

6 204
8 289
N
16 615
69 888
43704
34 449
26 502

3818

8 555
17 002

43
20
26
32
28

84

77
33
%
38
29
22
32
25

74

79
31
%
39
25
24
32
26

77

78
32

Female
N
5830
115 950
57 915
30 657
34 259

234

702
17 914
N
20 069
98 885
82 859
42 475
40 377

906

1663
18 595
N
25899
214 835
140 774
73132
74 636

1140

2365
36 509

Sources: Calculated from HWSETA and PSETA WSP submissions 2021, Medpages database, July 2021
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%
57
80
74
68
72

16

23
67
%
62
71
78
68
75

26

21
69
%
61
75
76
68
74

8

22
68

Total
N
10 202
145 659
78 619
44 970
47 431

1427

3053
26 627
N
32 312
139 064
105 859
62 611
53707

3 531

7 867
26 884
N
42 514
284723
184 478
107 581
101 138

4 958

10920
53 511

%
100
100
100
100
100

100

100
100

100
100
100
100
100

100

100
100

100
100
100
100
100

100

100
100



b) Trends in Employment Data: Age distribution

Table 16 shows the total age distribution in the Public Service, private health and the total sector from 2014 to 2021.
The overall age profile remained relatively stable in the Public service over the period with people under 35 forming
between 25-32% of the workforce and people older than 55 constituting 10-14% of the workers over the period. The
percentage of employees younger than 35 years in the private sector is markedly higher - around 37-41% of the total

workforce.

Table 16: Health and Social Development Sector: Age Distribution 2014-2021

2014 2015 2016 2017 2018 2019
Public Service % % % % % %
Younger than 35 30 31 32 29 27 25
351055 59 57 58 61 63 62
Older than 55 11 12 10 10 10 14
Total 100 100 100 100 100 100
Private Sector % % % % % %
Younger than 35 37 41 40 37 39 38
351055 54 50 49 49 5il 51
Older than 55 9 9 11 14 11 12
Total 100 100 100 100 100 100
Total Sector % % % % % %
Younger than 35 38 36 35 & 34 Sil
35to 55 57 54 54 57 56 56
Older than 55 10 10 11 Al 11 13
Total 100 100 100 100 100 100

Sources: Calculated from HWSETA and PSETA WSP submissions 2014 to 2021, Medpages database 2014 - July 2021
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The 2021 age distribution of employees in the health and social development sector by occupational group is given
in Table 17. In the public sector, 9% of the professionals are over the age of 55 compared to 21% in the private sector.
The larger numbers of people under the age of 35 in the private sector are concentrated in the occupational group’s
Technicians and Associate Professionals (41%) and Clerical Support Workers (42%).

Table 17: Age Distribution of Employees in the Public Service and Private Health According to the Occupational

Group: 2021

Occupational Group Under 35 35 to 55 Older than 55 Total
Public Service N % N % N % N %
Managers 1819 18 6614 65 1772 17 10 205 100
Professionals 41528 | 29 90898 @ 62 @ 13248 9 145 674 100
Technicians and Associate Prof 19764 25 48712 | 62 | 10043 13 78 519 100
Clerical Support 14 055 31 26558 | 59 | 4359 10 449772 100
Service and Sales 8 485 18 33599 71 5 349 11 47 433 100

Skilled Agricultural, Forestry, Fishery,

Craft and Related Trades 129 ) e € gz e J &z e

Plant and Machine Operators and 877 20 1618 53 558 18 3053 100

Assemblers

Elementary Occupations 5795 @ 22 17497 | 66 | 3335 13 26 627 | 100
Private Sector N % N % N % N %
Managers 8446 | 26 17533 | 55 | 5903 19 31881 100
Professionals 36118 | 27 | 71176 52 28285 21 135579 | 100
Technicians and Associate Prof 42742 @ 41 49512 48 | 11556 11 103810 | 100
Clerical Support 26187 42 | 29512 47 @ 6448 10 62 148 100
Service and Sales 22834 43 | 25657 | 48 5004 9 53495 100

Skilled Agricultural, Forestry, Fishery,

Craft and Related Trades 994 28 1756 50 741 21 3 491 100

Plant and Machine Operators and 2429 31 3775 48 1591 20 7795 100

Assemblers

Elementary Occupations 8 012 30 14598 @ 55 4159 16 26 769 100
Total Sector N % N % N % N %
Managers 10265 24 | 24147 | 57 | 7675 18 42086 = 100
Professionals 77 646 = 28 | 162074 58 | 41533 15 281253 100
Technicians and Associate Prof 62506 34 | 98224 | 54 | 21599 12 182 329 | 100
Clerical Support 40242 38 @ 56070 @ 52 10807 10 107 120 = 100
Service and Sales 31319 | 31 | 59256 | 59 | 10353 10 100 928 | 100

Skilled Agricultural, Forestry, Fishery,

Craft and Related Trades 1127 23 2728 55 1063 22 4918 100

Plant and Machine Operators and

3306 30 5393 50 2 149 20 10 848 100
Assemblers

Elementary Occupations 13807 | 26 32095 60 7494 14 53396 100

Sources: Calculated from HWSETA and PSETA WSP submissions and Medpages database July 2021
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c) Trends in Employment Data: Disability

In 2021, 0.6% of the workers in the sector were people
with disabilities. Of the 1 415 workers with disabilities
in the Public Service, 85 (6%) were employed as
managers, 280 (20%) as professionals, 216 (15%) as
technicians and associate professionals and 542 (38%)
as clerical support workers. Of the 3 294 workers
with disabilities in the private sector 366 (8%) were
employed as managers, 971 (21%) as professionals,
835 (18%) as technicians and associate professionals,
1626 (35%) as clerical support workers and 501 (11%)
as service and sales workers.

5.3 The Health and Welfare Sector Landscape

A unique and essential feature in the sector is that
professional councils regulate a majority of healthcare
practitioners, social services professionals and
paraprofessionals. These statutory professional bodies
play a formative role in determining the scope of
practice for professionals and specialist occupations
and regulate the education and training standards
required to work as healthcare or social services
practitioners. By controlling and enforcing standards
of quality, ethical conduct and Continuous Professional
Development (CPD), these councils promote the
provision of quality health and social services to the
broader public. The HWSETA endeavours to support
the following initiatives of statutory councils of the
health and welfare sector:

» Research agendas of professional councils

¢ Induction and Internship programmes that
are a prerequisite for professional registration
(e.g.; induction standards of the social services
professionals)

» Funding of student professionals to expand
registration categories on demand by the health and
welfare sector

» Continuous Professional Development

* Development of various regulations

 Accreditation of training institutions to offer
professional qualifications

» Funding of professions to qualify to register as
specialists

Market forces, working conditions, remuneration,
and career advancement opportunities are all factors
that determine where and for how long people work
in a particular workplace. The health and social
development sector is grappling with serious human
resources- and labour market challenges. These are
reflected in high vacancy rates for especially health
and social service professionals. The high vacancy
rates are caused by, among others, inadequate
occupational wages and wage differentials between
different components of the sector, poor working
conditions and the migration of professionals and
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other workers to countries with better health systems
and from rural to urban areas. The COVID-19 pandemic
has increased the demand for certain workers in the
sector such as community health workers, nurses,

lab technicians and social workers considerably. The
HWSETA will continue to fund projects submitted by
the sector to address skills development challenges
brought by COVID-19.

The HWSETA endeavors to develop lecturers of TVET
and other Colleges, Universities etc. through post-
graduate bursaries, publishing of research papers,
authorship of books, funding of research fellows,

and workplace experience. The HWSETA will also
provide support to post-school education institutions
of learning with teaching aids to strengthen learner
support. Teaching aids such as uniforms for
Radiography students, for example, who require
R4000 to purchase the uniform, which protects them
from radiation. Other teaching aids include computer
centers, cadavers, simulation aids etc.

Poor management of the health workforce and
deficient leadership contribute to a high attrition
rate from the health professions. Another labour
market challenge relates to skills provision and
skills absorption, e.g., social worker scholarships
boosted graduate output in the last few years, but
budget constraints in the public and private sector
hamper employment of many of the newly qualified
professionals. However, government made more funds
available during the COVID-19 pandemic to employ
additional social workers and community health
workers. Hopefully these human resources will be
retained after the COVID-19 pandemic has ended.

The institutional capacity for education and training
of health and social service professionals has been
boosted in the past few years. A new medical school
was opened at the University of Limpopo in 2016,
large numbers of medical students have been sent
for training to Cuba, the training of nurses has

been moved to a higher education platform and

new qualifications for mid-level workers have been
developed under the QCTO. Although these new
developments are not without challenges and in some
instances disruptions, they are expected to help
alleviate the skills shortages experienced in the sector.

The State’s partnership approach enables the non-
governmental organisation’s (NGO) and non-profit
organisations (NPOs) to play a very important role
in the sector, hence these organisations offer social
services on behalf of the government. However,
these organisations struggle to attract and retain
social services professionals. Many NGOs and NPOs
are exempt from paying skills development levies,
and so their workers fall outside the SETA levy-grant

o



system for skills development. Support for NGOs and
NPOs by the HWSETA will involve funding of skills
development initiatives to strengthen governance,
fundraising skills, as well as the provision of services
virtually or remotely due to COVID-19 restrictions.
Also, these organisations will be capacitated to
become workplaces where host-employers can place
learners for work-integrated learning and internship
programmes.

Key changes in the sector are driven broadly by the
ever-changing socio-economic realities, which includes
the high burden of disease experienced in the country
and high levels of interpersonal violence, vulnerability,
destitution and other social crimes that increase the
demand for public health and social welfare services.
At the same time, constitutional imperatives compel
the state to be development orientated and to take
progressive measures to enable everyone access to
needs such as education, shelter, healthcare services,
social security, sufficient food and water.

The establishment of partnerships with training
institutions, employers and statutory bodies lies at
the heart of HWSETA skills development operations.
The partnerships are structured to provide multiple
entry points into work in the health and social
development sector. Although some partnerships
produced mixed results in the past, valuable lessons
were learned, and the HWSETA has adopted corrective
measures to advance skills production. The current
circumstances in the COVID-19 pandemic have asked
for extraordinary strategies and partnerships. The
HWSETA’s pro-active reaction on the pandemic has
resulted in a couple of life-saving partnerships and job
creation initiatives. The HWSETA sees their mandate
reaching beyond a skills development responsibility
during the State of Disaster.

The HWSETA is only one of a number of institutions
tasked with the funding and provision of skills
development for the sector and has set skills
development priorities to guide it with skills planning
and skills provision. This process is first of all rooted
in the understanding that the health and social
development sector exists to provide decidedly
personal services in the private spheres of people’s
lives and that the recipients of the services are usually
ill, at-risk, vulnerable, frail or disabled. Secondly, the
locality of skills formation during the working life of the
workforce is considered.

Identification of the skills priorities also takes
place in the context of informed research. National
strategies give prominence to skills development
at all qualification levels to advance health, social
development, employment, and economic growth.

o

Against these considerations, the HWSETA identified
the following four overarching skills development
priority areas:

a) Sustainable skills pipeline into the health and social
development sector;

b) The professionalisation of the current workforce
and new entrants to the sector;

c) Vital skills and skills set required enabling the
state to meet its service delivery obligations as a
developmental state; and

d) Skills needs and gaps due to the COVID-19
pandemic.

These skills development priorities are also viewed
from a strategic perspective. First, a sustainable skills
pipeline enables entry into employment in the health
and social development sector at different entry
points. Second, by prioritising the professionalisation
of the workforce, the HWSETA can contribute to skills
interventions required to improve service quality

and efficiency, and also address changes to service
provision. Third, the HWSETA can support the large-
scale skills development interventions needed for
the state to enhance the lives, health, well-being, and
livelihoods of its citizens.

In giving effect to these skills priorities, the HWSETA
will not simply equip learners with the appropriate
knowledge, but also with the practical skills,
competencies, attitudes, and behaviours to provide
efficient and effective services. On a practical level,
priority will be given to interventions that specifically
address the scarce and critical skills as well as the
particular skills sets required in the workplace. For
the HWSETA and its stakeholders, it is vital to nurture
persons who are employable, competent, and work-
ready and equipped with “Day One” skills when they
enter employment in the sector.

In the research for the SSP and during engagements
with stakeholders in the sector over the last few

years specific skills gaps were identified. Employers

in the sector identified the following skills gaps at

the high level (managers and professionals), mid-

level (technicians, associate professionals, and
service workers), and the lower level (elementary
occupations) (Stakeholder interviews 2020, 2021). The
gaps in terms of work-from-home skills, especially the
use of technology is applicable at all levels. However,
it is important to note that most of the workers in

the sector are working on site (hospitals, clinics,
practices, etc.) and it is only the support staff which
has the option to work-from home; most organisations
use a rotation model in this regard (Stakeholder
interviews 2021).
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Table 18: Identifies Skills Gaps for the Social Sector and Health Sector

Skills Gaps in the Social Development Sector

a) High level (managers and professionals)

Skills Gaps in the Health Sector

a) High level (managers and professionals)

* Leadership, team management and conflict
management skills.

* Industrial relations skills.

* Monitoring, evaluation and impact assessment
skills.

* Project management skills tailored to the social
services sector.

* Virtual counselling.

* Leadership and strategic planning skills.

* Business acumen.

* Change and crisis management skills.

» Managing diversity and managing millenniums.

* Emotional Intelligence (EQ) and self-management
skills.

b) Mid-level (technicians, associate professionals,
and service workers)
b) Mid-level (technicians, associate professionals,

! * Interpretation of and compliance to policies skills.
and service workers)

» Computer skills in order to utilise and maintain
computerised information systems.

* Customer (client) skills.

* Basic nursing skills i.e., focus on the patient,
empathy; this is found to be even more important
now during the pandemic.

» Communication and business report writing skills.
* Technical monitoring and evaluation skills.
* Time management skills.

» Computer skills in order to utilise and maintain
computerised information systems.

c) Lower level (elementary occupations) c) Lower level (elementary occupations)

* Literacy and computer skills.
» Communication skills.
 Understanding of and compliances to policies skills.

* Literacy and computer skills.

» Communication skills.

 Understanding of and compliance to policies.
* Occupational health and safety.

Additional to the skills gaps are PIVOTAL programmes
which the SETA is obligated to implement. PIVOTAL

is an acronym, which means professional, vocational,
technical and academic learning programmes that result
in qualifications or part qualifications that are registered
on the NQF. These programmes often combine
theoretical, practical and workplace training. PIVOTAL
programmes, therefore, include internships, work-
integrated learning, apprenticeships, work experience
placements that lead to a trade test or professional
designation (candidacy), bridging course/ examinations

of qualifications that lead to a designation. SETAs are
obliged to develop Sectoral Priority Occupations and
Interventions Lists containing PIVOTAL programmes

as part of their sector skills planning processes. These
lists are meant to align training programmes offered in
and for the sector to the scarce skills or skills shortages
experienced in the sector. The Sectoral Priority
Occupations and Interventions List is then used to guide
funding decisions in the SETA, and the following is the
Sectoral Priority Occupations and Interventions List for
2022-2023:

~ g
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The HWSETA’s skills development programmes and
projects contained in the Sectoral Priority Occupations
and Interventions List will be implemented across its
operational sub-programmes and within the limitation
of financial resources generated through the skills
development levy.

6. INTERNAL ENVIRONMENT

The HWSETA Board is actively and effectively involved
in the process of strategy and policy development. The
HWSETA vision percolates through the organisation
from the strategic level to the operational level. The
HWSETA has management systems and policies in
place and staff is aware of them. The hierarchies of
authority and responsibility have been defined at every
level. The HWSETA has a fully-fledged financial and
accounting system. Budgeting is project-specific and
fund utilisation is prepared and monitored regularly
through periodic reports. The HWSETA has put in
place risk management systems to ensure delivery

on its mandate. The HWSETA is complemented by
qualified human resources capable of carrying out
the implementation of the Strategic Plan and Annual
Performance Plans which are in consonance with the
mission and objectives of the HWSETA.

The HWSETA has 152 positions of which 96% (key
positions) are filled thus far. There is at least one
provincial office located in the nine provinces of
South Africa. For easy access by communities, this
is being augmented by offices at the Technical and
Vocational Education and Training (TVET) Colleges. The
Delivery Model clearly makes a distinction between
functions decentralised and those centralised.

A Service Delivery Charter has been adopted to
ensure uniformity and standardisation in the service
rendered. This is aimed at inculcating a new culture
of accountability and performance management.
The organogram depicting the management of the
HWSETA is on the next page.
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To be efficient and achieve optimal performance, the HWSETA, in terms of programmes, is structured in the

following manner:

Programme 1: Administration

a) Office of the CEO comprising of Board office and Legal services;
b) Corporate Services- includes Marketing, Human Resource and Information Technology; and
¢) Finance comprising of Supply Chain Management, Grants and general finance.

Programme 2: Skills Planning and Impact Assessment

a) Research, Information, Monitoring and Evaluation, incorporating:

- Research
- Monitoring and Evaluation

Programme 3: Skills Development Programmes and Projects

a) Skills Development Programmes and Projects is responsible for:

Sub-programme 3.1: Learning Programmes

i. Supports learning programmes through learnerships, skills programmes, bursaries, internships, work

integrated learning, Lecturer Development and AET.

Sub-programme 3.2: Workplace Skills Plans and Projects
ii. Funds projects, including Government Projects, Employer initiated Projects, Professional Body Projects.

iii. Evaluates and approve Workplace Skills Plan.
iv. Forming partnerships for work-based training.

v. Supports small businesses, NGOs, Trade Unions, Cooperatives.

Programme 4: Quality Assurance and Qualification Development

a) Education and Training Quality Assurance incorporating:

- Provider Accreditation
- Learner Achievement
- Qualification Development

The Provincial offices are rendering basic cross-
cutting functions, which encapsulate all functions
mentioned above.

6.1 Human Resource Plan of the HWSETA

The HWSETA has a well-established Human Resources
Plan, which reflects:

a) HR planning and a number of posts in the staff
establishment.

b) Recruitment strategy and employment equity plan.
The recruitment strategy is to fill all key positions
within the organisation and to procure temporary
staff members to address short-term projects or
workload fluctuations. Positions will also be filled
when required after a staff member has resigned
from the HWSETA.

c) Currently 61% of staff at the HWSETA are women,
and 4% are people living with disabilities. Just about
a quarter of employees are youth.

6.2 ICT

The automation of business processes of the HWSETA
is an innovation in service delivery that is coming

o

into fruition, as automation of the modules for core
business functions; SDP and ETQA were complete and
operational by 31 March 2021. The development of
the Finance module was 95% complete and non-core/
support functions were at 54% completion.

The automation is gradually providing convenience
for HWSETA stakeholders as they do not have to visit
HWSETA offices for submission of application forms
and other documentation. The automation of business
processes is expected to improve service delivery in
many ways.

6.3 Finances

* The estimated revenue from Skills Development
Levies is conservative taking into account on
average a 5.8% increase from year to year. Actual
revenue in the past has at least kept abreast with
CPI, and the HWSETA’s levy base remains stable.
Actual penalties received do vary from year to year
and cannot be estimated reliably but will not be
significantly different from the estimated penalties
to be received above.
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* On 1 April 2013, a Cabinet Memorandum, Cabinet
Memorandum No 53 of 2012, came into effect where
all Departments of Health and Social Development
must contribute 30% of their training budget to the
HWSETA. The contribution is utilised as follows:

10% Administration of the HWSETA

20% Discretionary Grant funding

The contribution by Government Departments is
reflected in the budget as a conservative figure due
to the poor collection of this stream of levies over
the last three years. These levies that add to revenue
distorts the % of revenue allocated for administration
and Discretionary Grant expenditure. Therefore, the
%'’s allocated for the administration of 10.5% and
discretionary of 49.5%, is distorted.

Discretionary Grant funding of R536 million,
R559 million and R583 million over the MTEF

period covers the targets set out in the strategic plan.

The funding model per project has been revised and
projected over the MTEF period. The targets set are
determined based on a number of factors including

the SSP research, strategic planning, the prior year

actual achievements and Government priorities. The
administration budget set aside caters for sufficient
capacity within the HWSETA to meet all target set in

the MTEF period. Any approved project administration

costs for Programmes 2, 3 and 4 are up to 7.5% as
determined by the Grant Regulations.

* In the past year, 2019-2020, the HWSETA committed
177% of its Discretionary Grant reserve respectively
for funding, with exceptional performance against
predetermined targets.

6.4 Challenges to the Achievement of
HWSETA Mandate

Some of the challenges the HWSETA faces in order to
achieve its mandate are the following:

a) Lack of timeous compliance with the criteria of
Discretionary Grant funding by Employers resulting
in material de-commitments each year. Various
strategies are being put in place to address
decommitments which include engagements to
understand challenges that stakeholders face and
finding ways to circumvent these from affecting the
implementation of training. These are on a case-to-
case basis.

b) The slow rate of prosecution of Skills Development
Providers who defrauded learners due to the lack of
a legislative tool for this purpose.

The likely impact of COVID-19 on the HWSETA's delivery

of its mandate include the following:

a) Resourcing of the 2022-2023 annual plan has been
limited within a budget of R530million. In prior years
the HWSETA was able to plan above the expected
discretionary budget as it had reserves to tap into.
In 2020-2021 these reserves were depleted, thus
budgeting above expected revenue is not an option
for 2022-2023. This has affected target setting for
the 2022-2023 so much that targets have been
reduced from baseline by up to 60%.

b) The late start of the academic year for 2021 and the
eminent risk of a fourth and fifth wave of COVID-19
pose challenge to entries into funding programmes
for the 2022 academic year and timeous reporting of
all completions.

c) The risk of retrenchments in the NGO Sector due
to reduced Department funds to this sector and
reduced international donor funds due to COVID-19;

d) The risk of Small and Emerging Business that face
financial difficulty due to the current economic
environment caused by the COVID-19 National
Disaster lockdown regulations, may result in a sharp
decline of SMEs meeting the threshold for paying the
skills levy.

e) The risk of Medium and Large Business that face
financial difficulty due to the current economic
environment caused by the COVID-19 National
Disaster lockdown regulations, may result in a
decline either in the number of businesses that meet
the threshold to pay the skills levy or to reduced
skills levy contributions.

6.5 Performance of the HWSETA in Achieving
2020-2021 APP Targets

The Strategic Plan and Annual Performance Plan (APP)
for the 2020-2021 was implemented in a service
delivery environment plagued by the COVID-19
pandemic and its national lockdown restrictions, which
were first declared on 15 March 2020 in terms of the
Disaster Management Act and are still in existence
to-date. The impact of the national lockdown which is
expressed through the economic downturn affected
service delivery by the government as whole including
SETAs.

The four-months Skills Development Levy contribution
payment holiday pronounced by the President to relieve
skills development levy contributors from cashflow, and
payroll tax burden necessitated for the re-prioritisation
of the Annual Performance Plan, Service Level
Agreement, and the re-adjustment of the budget for the
2020-2021 financial year. Also, the demand for support
from the health and social development sector who are
in the frontline of fighting the pandemic and its effects
necessitates the HWSETA to ensure that its 2020-2021
annual performance plan and Service Level Agreement
support the sector in the plight to fight this pandemic.
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The review made on these plans resulted in an
increase in the number of frontline workers to be
trained through credit-bearing and non-credit bearing
skills programmes. These cut across sectors as

all sectors were required to practice occupational
health and safety and implement the new disaster
management regulations. Internships to assist
organs of Government to combat the COVID-19
pandemic were increased as well. Also, to support
economic development and strengthen the capacity
of the state, programmes such as support for
cooperatives and partnerships with line Government
Departments were reviewed.

The annual performance of the HWSETA for the

past strategic period 2015-2019 was at an average

of 95%. The effects of the COVID-19 pandemic and
national restrictions which affect the economy as

well as post-school education placed the HWSETA in
such a difficulty to implement its skills development
programmes. The following are some of the difficulties
posed by COVID-19 and its restrictions on the service
delivery environment of the HWSETA during 2020-
2021:

» Employers in the health and welfare sector could not
release staff to go for training as they were critical
in the response to the COVID-19 pandemic and were
treating patients with COVID-19. These were the
frontline workers who were earmarked for training.

They included nurses and community health workers.

Due to hard lockdown employers found it difficult

to recruit learners and start training. Limitations

on the number of people in gatherings such as
training centres made it more difficult to implement
workplace-based training. Further, quality assurance
bodies (statutory bodies) postponed new intake of
learners due to lockdown regulations.

Since training could not start due to the pandemic
and the national state of disaster, completions were
affected. Further, some statutory bodies regulating
education and training in the sector postponed
examinations which meant learners were not able to
complete.

There were delays in finding workplaces for interns
due to the limitation of staff at workplaces in
compliance with risk adjusted measures to combat
COVID-19.

The extended academic year and late proclamation
of matric results caused by closures of academic
institutions due to COVID-19 and lockdown
regulations resulted in lower intake of students from
post-school education institutions during the 2020-
2021 financial year.

In view of all these difficulties that faced the HWSETA
to implement its skills development programmes

o

the HWSETA managed to achieve 71% of its annual
targets of the 2020-2021 APP.

6.5.1 2020-2021 Achievements

The HWSETA targeted to fund a total of 32 606

students in its APP of 2020-2021 through the

following programmes:

» Workplace- based learning programs, that include
learnerships, apprenticeships, TVET College
Placement, University Student Placement,
internships for graduates, and skills programmes;

 Bursary programmes, that include under-graduate,
post-graduate, and vocational student bursary
programmes;

* Occupationally based programmes, that include
Adult Education and Training (AET), Lecturer
Development, Recognition of prior learning, Trade
Union Members, and NGO sector workforce and the
workforce from small businesses.

This targeted number of students was exceeded as
a total of 34 365 (105%) students was funded, of
which:

25 584 (74%) were workers and 8 781 (26%) were
unemployed persons.

20 405 (59%) were females and 10 215 (30%)
were males

131 (0,4%) were persons with disabilities

11 039 (32%) were youth

These students were funded and trained through a
total of 484 partnerships with 370 employers; 16
Government Departments, 39 post-school education
institutions; and 59 levy-exempt organisations.

Furthermore;
* The HWSETA funded a total of 26 Mid-level skills and

Departmental projects; 8 Cooperatives; and 158
Small Businesses for skills development.

» Completions from prior year entries, which were
reported by employers during the year under review
were a total of 29 340, of which:

- 21 919 (75%) were workers and 7 421 (25%) were
unemployed persons.

- 15 526 (53%) were females and 8 299 (28%)
were males

- 752 (3%) were persons with disabilities

- 9572 (33%) were youth

* The employment rate derived from a track a
trace study of learners that completed learning
programmes in 2019 and 2020 is 60%.
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Strategy to Overcome Areas of Under-Achievement

Programme 1: The HWSETA has declared 2021-2022 as the year of automation. All resources will be geared
towards completing the ERP project so that all business processes are automated. For career
guidance, the career portal was established in quarter 4 of 2020-2021 and was able to yield an
achievement of 52% against the target. The career portal is in use in 2021-2022 and is expected
to reach learners beyond the targeted number as it is an online platform that is able to reach any
learner in the country.

Programme 2: Track and trace studies will use more than one method of data collection with the aim of reaching
more learners than it could through telephone. Emails will also be used and also through the ERP
a learner portal will be created to reach learners and collect pertinent information on outcomes of
funding programmes of the HWSETA.

Programme 3: | Employers will be supported in ensuring that workplace-based learning does increase in 2020-
2021 and also all completions will be collected and reported timeously. The inoculation of
healthcare workers is expected to improve numbers of workers that go for training. Pipeline
approach will be used for bursary students to ensure that students are funded for the duration of
the entire qualification as these span for multiple years.

Programme 4: Online training of career guidance practitioners will be pursued early on in the financial year. This
will ensure that these practitioners get trained in 2021-2022 and thus the target is achieved.
Indicators for assessors and moderators were excluded from the APP as they were deemed as
activity indicators.

6.5.2 Progress Towards the Achievement of of the 5-year targets is monitored through monitoring

Impacts and Outcomes and evaluation studies. Since 2020-2021 was the first
year of implementation not all indicators could be

This was the first year of implementing the strategic measured through monitoring and evaluation studies

plan for 2020-2025. This plan mapped out 6 impact as these required a lot of resources to conduct. The

statements which are broken down to 10 outcome f0||owing is a narration of progress that has been

statements and these are measured through 33 measured towards the achievement of 5-year outcome

outcome indicators. Progress towards the achievement targets:

Impact Statement 1: The HWSETA is fully established and has a planning system, which guides

skills planning and supports the production of persons qualifying to occupy such occupations
in the health and welfare sector by 2030

Outcome Statement 1.1: The HWSETA delivers on its mandate efficiently and effectively through its well
capacitated organisational structure and automated business processes in the strategic period

Actual
Achievement  Comment on Actual
Outcome Indicators 5-Year Target 2020-2021 Achievement and Deviations
The Percentage of stakeholders of the 80% Undetermined A Customer Satisfaction Survey will
HWSETA confirming that the HWSETA be conducted in 2021-2022 and
delivers on its mandate efficiently and results will be reported against this
effectively in the strategic period outcome indicator

Since 2020-2021 was the first year of implementation a structured customer satisfaction monitoring was not
conducted. The HWSETA establishment standards for service delivery prior to 2019-2020 and these have been
published on the HWSETA website. Further communication of the service delivery standards will be communicated
through HWSETA employee emails as an automatic reply to each stakeholder. These standards will form the basis for
measuring customer satisfaction in October 2021.
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Impact Statement 1: The HWSETA is fully established and has a planning system, which guides

skills planning and supports the production of persons qualifying to occupy such occupations

in the health and welfare sector by 2030 conta.

Outcome Statement 1.2: The HWSETA a provides a credible skills planning, research and evaluation
system that ensures that its funding initiatives yield good impact in the strategic period

Outcome Indicators 5-Year Target

The extent of the relevance of the 80%
SSP and research reports produced

by the HWSETA to the research

outputs stipulated by the National

Skills Development Plan (2030) and

the framework for SSPs (2019) in the

strategic period

Percentage of monitoring and 80%
evaluation recommendations that are
implemented by the key stakeholders

in the strategic period

The percentage of the unemployed 60%
who find employment after

completing learning programmes

funded by the HWSETA in the

strategic period

The DHET measures the relevance of the SSP of each
SETA through an evaluation process that is conducted
annually on each SSP update. The SSP updated
conducted in 2020-2021 was measured to have

85% rate of relevance to the NSDP (2030). Research
reports produced act as an input to the SSP and their
relevance to the NSDP (2030) was not individually
measured. Research reports produced in 2021-2022
will have their relevance to the NSDP (2030) measured
so that progress can be reported against this outcome
indicator comprehensively.

A recommendation register from monitoring

and evaluation studies conducted each year

on programmes and projects of the HWSETA

is maintained. The implementation of these
recommendations is monitored every six months to
ensure utilisation of monitoring and evaluation studies.
By the end of 2020-2021 the implementation of

@

Actual
Achievement Comment on Actual
2020-2021 Achievement and Deviations

85% The DHET peer reviews the SSP to
check its alignment to the research
outputs stipulated in the NSDP
(2030)

90% Recommendations made on M&E
studies conducted in 2019-2020
were implemented in 2020-
2021. Those that had not been
implemented by financial year end
will be implemented in 2021-2022

60% A tracer study was conducted

on unemployed learners that
completed learning programs
funded by the HWSETA through
learnerships, bursaries, artisans and
internships. The overall employment
rate of these learners was 60%

M&E recommendations was at 90%, which an over-
achievement of the 5-year target. It should be noted
however that this target is a cumulative percentage
counted over the 5-year strategic period. The remaining
10% is as a result of M&E studies that were concluded
by financial year end of 2020-2021, which therefore
could not be implement within the period under

review. This outstanding percentage is expected to be
implemented by mid-year of 2021-2022.

The HWSETA conducts track and trace studies on
unemployed learners that complete learnerships,
apprenticeships, internships, and university
undergraduate degrees annually. The response rate
that is required for the track and trace study is 60%.
The track and trace study conducted in 2020-2021
managed to get a response rate of 60%. The 5-year
target is a cumulative percentage and will therefore
measure the overall response rate over 5 years.
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Impact Statement 2: The HWSETA contributes to the development of the post-school system

that produces increasing productive workers and work-ready graduates for the health and
welfare sector by 2030

Outcome Statement 2.1: The HWSETA supports career development services related to the health and
welfare sector and makes them accessible to rural and targeted youths in the strategic period

Actual

Achievement
Outcome Indicators 5-Year Target 2020-2021
Number of learners from rural school 21270 1029
exposed to career awareness services
in the strategic period
Percentage of learners exposed 20% Undetermined
to career awareness services who
enter-into HWSETA funded learning
programmes in the strategic period
Number of career guidance 68 Undetermined

practitioners funded by the HWSETA
who offer their services to rural areas
in the strategic period

Comment on Actual
Achievement and Deviations

Only 5% of the 5-year target was
achieved in 2020-2021 due to
challenges posed by COVID-19
on the implementation of career
guidance services in 2020-2021

Data on these learners will
be collected through baseline
information collected by the
HWSETA

A survey will be conducted on
career guidance practitioners
funded by the HWSETA for training
whether they do offer training in
schools that are in the rural areas

Career awareness had to be approached in an unconventional manner in 2020-2021 as face-to-face engagement

was not possible for most of the financial year under review. With the lifting of COVID-19 restrictions the HWSETA
partnered with EWSETA and conducted career guidance in 11 schools in Gauteng. However, only 2 103 learners were
reached. Therefore, an innovative intervention to reach school pupils was developed by the HWSETA. This was a
career guidance portal which offered online information to learners, which was launched on 9 March 2021. A total of 6
260 learners were reached through the career guidance portal. However, only 1029 learners who accessed the career
portal could be confirmed to be from rural areas. Going forward the career portal will request for the province and

town learners are from to determine whether they are from rural arears.

Impact Statement 2: The HWSETA contributes to the development of the post-school system

that produces increasing productive workers and work-ready graduates for the health and

welfare sector by 2030

Outcome Statement 2.2: The HWSETA provides quality assurance services for the health and welfare
sector that ensures quality in occupational education and training in the strategic period

Actual
Achievement
Outcome Indicators 5-Year Target 2020-2021
Number of occupational qualifications 8 Undetermined

developed by the HWSETA which are
confirmed by the sector to be relevant
to occupations on high demand in the
strategic period
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Comment on Actual
Achievement and Deviations

Four qualifications were developed
in 2020-2021. Track and trace
study of learners trained through
these qualifications will be used

to confirm the relevance of these
qualifications to occupations as a
proxy indicator. Employers will also
be interviewed about the relevance
of these qualifications in 2021-2022



In 2020-2021, 4 qualifications were developed. These qualifications will have first intakes in 2021-2022 and
throughput may be yielded in 2022-2023. Track and trace study will therefore be conducted in 2023-2024 coupled
with a survey to confirm the relevance of these qualifications with employers.

Impact Statement 2: The HWSETA contributes to the development of the post-school system

that produces increasing productive workers and work-ready graduates for the health and
welfare sector by 2030 contd.

Outcome Statement 2.3: The HWSETA promotes linkages between education and the workplace to
increase work-based learning opportunities in the health and welfare sector in the strategic period

Actual
Achievement  Comment on Actual

Outcome Indicators 5-Year Target 2020-2021 Achievement and Deviations
Percentage of employers who partner 80% Undetermined A database analysis will be
with the HWSETA to place learners in conducted in 2021-2022 to
work-based training positions in the determine the percentage of
strategic period employers that participate in

HWSETA skills development

initiatives against those that submit

the WSP
Percentage of post-school education 80% Undetermined A database analysis will be
institutions, professional and conducted in 2021-2022 to
employer bodies, and communities determine the percentage of
of practice who partner with the universities, TVET Colleges,
HWSETA for the education and and Professional Councils that
training of learners funded by the participate in HWSETA skills
HWSETA in the strategic period development initiatives against the

total number of those that offer
education and training in the sector

Databases of employers exist at the HWSETA however these have not been cross tabulated to check the percentage
of employers that participate in workplace-based training against those that submit the Workplace Skills Plans.
Also, post-school education institutions with specific faculties that offer health and social development learning
programmes, and even a list of post-school education learning programmes available in South Africa have not been
documented or mapped out to gauge the actual percentage of post-school education institutions that participate in
skills development initiatives of the HWSETA. In 2021-2022 the HWSETA will endeavour to measure the percentage
employers that participate in workplace based training and post-school institutions that participate in skills
development initiatives of the HWSETA.

Impact Statement 2: The HWSETA contributes to the development of the post-school system

that produces increasing productive workers and work-ready graduates for the health and
welfare sector by 2030 contd.

Outcome Statement 2.4: The HWSETA supports the growth of the public college system so that public
colleges may qualify as a centres of specialisation in the strategic period

Actual
Achievement  Comment on Actual
Outcome Indicators 5-Year Target 2020-2021 Achievement and Deviations
Increased number of lecturers whose 80 Undetermined A survey measuring increased skills
performance in teaching improves of lecturers that were funded in
due to skills development initiatives 2020-2022 will be conducted in
funded by the HWSETA in the 2021-2022

strategic period
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Impact Statement 3: The HWSETA Contributes to the improved level of skills for 80% of
the workforce within the health and welfare sector by 2030, which is evidenced by higher

productivity of employees, and/or career progression either through promotion within the

same organisation or appointment in a higher position by another organisation

Outcome Statement 3.1: The HWSETA contributes to the improvement of level of skills for 50% of the
South African workforce through various learning programmes that address the critical skills required by

the sector in the strategic period

Outcome Indicators

Number of workers who progress

to higher positions of employment
after successful completion of
learnerships funded by the HWSETA
in the strategic period

Number of workers who progress
to higher positions of employment
after successful completion of
apprenticeships funded by the
HWSETA in the strategic period

Number of workers who progress

to higher positions of employment
after successful completion
undergraduate degrees funded by
the HWSETA in strategic period

Number of workers who progress to
higher positions of employment after
successful completion post-graduate
degrees funded by the HWSETA in
strategic period

Number of workers with increased
levels of critical skills after
successfully completing skills
programmes funded by the HWSETA
in the strategic period

Number of workers who obtain full
qualifications after going through
the process of recognition of prior
learning funded by the HWSETA in
the strategic period

Number of workers who obtain
formal qualifications after
successfully completing AET
programmes funded by the HWSETA
in the strategic period

5-Year Target
1485

75

159

36

6 198

342

660

Actual
Achievement

2020-2021

Undetermined

Undetermined

Undetermined

Undetermined

Undetermined

Undetermined

Undetermined
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Comment on Actual
Achievement and Deviations

A Track and trace study for workers
will be conducted on all workers
whose training was funded by the
HWSETA in 2021-2022

A Track and trace study for workers
will be conducted on all workers
whose training was funded by the
HWSETA in 2021-2022

A Track and trace study for workers
will be conducted on all workers
whose training was funded by the
HWSETA in 2021-2022

A Track and trace study for workers
will be conducted on all workers
whose training was funded by the
HWSETA in 2021-2022

A survey measuring increased
skills of workers that were funded
in 2020-2022 will be conducted in
2021-2022

A Track and Trace study for workers
that had undergone the Recognition
of Prior Learning Assessment in
2020-2021 will be conducted to
identifying learners that actually
obtained full qualifications through
RPL in 2021-2022

Track and trace study for workers
that were funded for AET
programmes will be conducted

in 2021-2022 to track learners
that actually complete their

AET programmes and then map
progression taken by these
students

@



Track and trace studies for identifying workers that progress to higher positions require to be given a period of at least
a year after completion to realise such a progression. This means that workers that completed in 2020-2021 will be
tracked in 2021-2022. Progress towards the 5-year targets against the above outcome indicators will be determined
in quarter 4 of 2021-2022 (this will include learners that completed in quarters 1 to 3 of 2020-2021).

Impact Statement 4: The HWSETA contributes to the reduction of hard to fill vacancies in the

health and welfare sector by 2030

Outcome Statement 4.1: The HWSETA contributes to increased access, by the unemployed, into
occupationally directed programmes of the health and welfare sector in the strategic period

Actual
5Year Achievement Comment on Actual Achievement
Outcome Indicators Target 2020-2021 | and Deviations
Increased number of unemployed 1400 437 Progress made in 2020-2021 towards meeting
persons who find employment after the 5-year target reached 31% of the target.
successfully completing learnership 437/1400 (31%) unemployed persons funded
programmes funded by the HWSETA for learnerships found jobs six months after
in the strategic period completing their qualifications. This track and
track study followed learners that completed
in quarter 4 of 2019-2020 and quarters 1to 3
of 2020-2021. Another track and trace study
will be conducted in 2021-2022 and learners
that completed in quarter 4 2020-2021 and
quarters 1to 3 of 2021-2022 will be followed
Increased number of unemployed 150 48 Progress made in 2020-2021 towards meeting
persons who find employment the 5-year target reached 32% of the target.
after successfully completing 48/150 (32%) unemployed persons funded for
apprenticeship programmes funded apprenticeships found jobs six months after
by the HWSETA in the strategic period completing their qualifications. This track and
track study followed learners that completed
in quarter 4 of 2019-2020 and quarters 1to 3
of 2020-2021. Another track and trace study
will be conducted in 2021-2022 and learners
that completed in quarter 4 2020-2021 and
quarters 1to 3 of 2021-2022 will be followed
Increased number of unemployed 262 104 Progress made in 2020-2021 towards meeting
persons who find employment the 5-year target reached 40% of the target.
after successfully completing 104 /262 (40%) unemployed persons funded
undergraduate programmes funded through bursaries for university undergraduate
by the HWSETA in the strategic period programmes found jobs six months after

completing their qualifications. This track and
track study followed learners that completed
in quarter 4 of 2019-2020 and quarters 1to 3
of 2020-2021. Another track and trace study
will be conducted in 2021-2022 and learners
that completed in quarter 4 2020-2021 and

quarters 1to 3 of 2021-2022 will be followed
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Impact Statement 4: The HWSETA contributes to the reduction of hard to fill vacancies in the

health and welfare sector by 2030 contd.

Outcome Statement 4.1: The HWSETA contributes to increased access, by the unemployed, into
occupationally directed programmes of the health and welfare sector in the strategic period contd.

5-Year

Outcome Indicators Target

Increased number of unemployed 915
persons who find employment after
successfully completing internship
programmes funded by the HWSETA

in the strategic period

Number of unemployed persons who 685
obtain their TVET College qualification

after successfully completing TVET

College Work Integrated (WIL)

Learning programmes funded by the

HWSETA in the strategic period

Number of unemployed persons who 1 7211
obtain their university qualifications

after successfully university

Work Integrated (WIL) Learning

programmes funded by the HWSETA

in the strategic period

Number of unemployed persons who 572
find employment after successfully

completing vocational programmes

funded by the HWSETA in the

strategic period
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Actual
Achievement

2020-2021
179

111

107

Undetermined

Comment on Actual Achievement
and Deviations

Progress made in 2020-2021 towards meeting
the 5-year target reached 20% of the target.
179/950 (20%) unemployed persons funded
for internships found jobs six months after
completing their internship programmes. This
track and track study followed learners that
completed in quarter 4 of 2019-2020 and
quarters 1to 3 of 2020-2021. Another track
and trace study will be conducted in 2021-
2022 and learners that completed in quarter 4
2020-2021 and quarters 1 to 3 of 2021-2022
will be followed

Progress made in 2020-2021 towards meeting
the 5-year target reached 16% of the target.
111/685 students that completed TVET Work
Integrated Learning (WIL) were tracked and
confirmed through self-disclosure. Additional
cohorts will be tracked to confirm completion
of studies. TVET Colleges will be requested

to provide this information. 47 of the 111
students (42%) of the students that completed
their TVET qualifications found jobs. This is an
impact derived from this outcome

Progress made in 2020-2021 towards meeting
the 5-year target reached 9% of the target.
107/1211 students that completed University
Work Integrated Learning (WIL) were tracked
and confirmed through self-disclosure.
Additional cohorts will be tracked to confirm
completion of studies. Universities will be
requested to provide this information. 50 of
the 107 students (48%) of the students that
completed their undergraduate University
qualifications found jobs. This is an impact
derived from this outcome

Track and trace study for the unemployed did
not include students funded through vocational
bursaries mainly because the support that was
given was not for the entire programme. In
2021-2022 the HWSETA will track learners that
actually complete their vocational qualifications
and then identify those that find jobs at least
six months after completing their qualifications

@



Impact Statement 4: The HWSETA contributes to the reduction of hard to fill vacancies in the

health and welfare sector by 2030 contd.

Outcome Statement 4.1: The HWSETA contributes to increased access, by the unemployed, into
occupationally directed programmes of the health and welfare sector in the strategic period contd.

Actual
5Year Achievement Comment on Actual Achievement
Outcome Indicators Target 2020-2021 | and Deviations
Number of unemployed persons who 90 Undetermined | Track and trace study for the unemployed

find employment after successfully
completing post-graduate
programmes funded by the HWSETA
in the strategic period

Number of unemployed persons who 1500
find jobs after successful completion

of skills programmes funded by the

HWSETA in the strategic period

Number of unemployed persons 405
who obtain formal qualifications

after successfully completing AET
programmes funded by the HWSETA

in the strategic period

did not include students funded through
post-graduate bursaries mainly because the
support that was given was not for the entire
programme. In 2021-2022 the HWSETA will
track learners that actually complete their
post-graduate qualifications and then identify
those that find jobs at least six months after
completing their qualifications

Undetermined ' Track and trace study for the unemployed

did not include students funded for skills
programmes mainly because skills programmes
were not meant to lead to any form of
employment. However, since 2019-2020 skills
programmes offered to unemployed persons
were offered to people who already had
qualification in-order-to add top up skills that
are required for first entry into occupations.

In 2021-2022 the HWSETA will track these
students and identify those that find jobs at
least six months after completing the top up
programmes qualifications

Undetermined | Track and trace study for the unemployed

did not include students funded for AET
programmes mainly because the support that
was given was not for the entire programme. In
2021-2022 the HWSETA will track learners that

actually complete their AET programme and
then map progression taken by these students

Track and trace studies for identifying unemployed
persons that find work after completion require to be
given a period of at least six months to find jobs after
completions. This means that unemployed persons
that completed in quarter 1to 3 2020-2021 were
tracked in March 2021. Track and trace studies for
unemployed persons focused mainly on students that
completed learnerships, apprenticeships, internships
and qualifications funded by the HWSETA through
undergraduate bursaries. Progress made in achieving
5 year outcome targets for these outcome indicators
ranges between 20%-48%.

Unemployed persons that completed learning
programmes funded by the HWSETA through vocational
bursaries, post-graduate bursaries, skills programmes
and AET programmes were not tracked mainly because
the HWSETA did not support entire programmes or
persons who already had qualification pertaining to
skills programmes. Students funded through vocational
bursaries and for AET programmes will first be followed-
up to check whether they completed the whole
programme or qualification and then progression will
be mapped. Students funded for skills programmes and
through post-graduate bursaries on the other hand will
be tracked to see if they managed to find jobs at least
six-months after completion.
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Impact Statement 5: The HWSETA contributes to increased capacity of NGOs, NPOs and Trade

Unions to meet social and rural development needs of South African Citizens by 2030

Outcome Statement 5.1: The HWSETA supports skills development for entrepreneurial and cooperative
activities, as well as the establishment of new enterprises and cooperatives in the strategic period

Actual
5-Year Achievement Comment on Actual Achievement
Outcome Indicators Target 2020-2021 | and Deviations
Increased number of small and 174 160 This was the first year of implementation
emerging businesses exposing of the strategic plan and already 92% of
their employees to skills development the 5-year target has been met. Database
participating in the strategic period analysis will be conducted to compare
the number of small businesses that that
submit WSPs and those that participate
in skills development initiatives of the
HWSETA
Increased in the number of health and 784 752 This was the first year of implementation
welfare sector large, medium, and of the strategic plan and already 96% of
small firms submitting WSPs to the the 5-year target has been met. Database
health and social development sector analysis will be conducted to compare the
in the strategic period number of levy paying and non-levy paying
employers that actually submit WSPs. Also,
a database analysis will be conducted on
non-levy paying. This will show the level
of participation of employers on skills
development
Number of cooperatives skills 10 Undetermined | This was the first year of implementation

development initiatives that yield the
desired outcomes in the strategic
period

The 5-year target for small businesses that participate
in skills development initiatives of the HWSETA is
cumulative over 5 years, which means that each small
business will be counted once irrespective of how many
times over the years each business participates. The
HWSETA will endeavour to identify small businesses
that submit WSPs but do not participate in skills
development initiatives of the HWSETA and will
encourage them to participate so that the 5-year target
can be achieved and over-achieved.
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of the strategic plan 2020-2025, therefore
outcomes could not be measured against
this outcome indicator

An outcome evaluation will be conducted
in 2021-2022 on two cooperatives that
were funded in 2020-2021 whether they
have achieved the desired outcomes or not

The 5-year target for large, medium, and small firms
that submit WSPs to the HWSETA is cumulative over

5 years, which means that each firm will be counted
once irrespective of how many times over the years it
submits. The HWSETA will endeavour to identify firms
that pay the skills levy but do not submit WSPs to the
HWSETA and will encourage such firms to submit their
WSPs so that the 5-year target can be achieved and
over-achieved.



Impact Statement 6: The HWSETA contributes to increased capacity of large, medium, and

small firms, as well as small and emerging businesses and cooperatives of the health and

welfare sector to become more sustainable and expand in size by 2030

Outcome Statement 6.1: The HWSETA supports officials from NGOs, NPOs, and Trade Unions in order to
strengthen governance and service delivery, and thus advance social, rural, and community development

in the strategic period

5-Year
Outcome Indicators Target
Increased number of levy exempt 100
organisations exposing their
employees to skills development
participating in the strategic period
Increased number of trade 350
union officials exposed to skills
development programmes in the
strategic period
Number of rural, provincial and 8

public-sector skills development
projects that yield the desired
outcomes in the strategic period

Progress has been made towards achieving the above
5-year targets. The HWSETA will encourage more

levy exempt organisations to participate in skills
development initiatives of the HWSETA.

6.6 Description of the Strategic Planning
Process

In August and September, the Board, the CEO and the
Executive Managers convened two Strategic Planning
workshops with stakeholders from the Health and
Social Development sectors. These workshops were
focused on engaging stakeholders that are key to the
implementation of the ERRP skills strategy, the Revised
2019-2024 MTSF, and the Human Resource Strategies
for Health and Social Development. Findings from
these workshops are included in this strategic plan
and there are partnerships going forward that will be
forged to ensure that these Government Priorities are
implemented.

1>

Actual

Achievement Comment on Actual Achievement
2020-2021

and Deviations

59 This was the first year of implementation
of the strategic plan and already 59% of
the 5-year target has been met. Database
analysis will be conducted to compare the
number of levy exempt organisations that
submit WSPs and those that participate
in skills development initiatives of the
HWSETA

111 This was the first year of implementation of
the strategic plan and already 32% of the
5-year target has been met. A survey will
be conducted to find out the relevance of
skills development training union officials
are exposed to and also assess whether
the skills needs of these officials are met

Undetermined | This was the first year of implementation

of the strategic plan 2020-2025, therefore
outcomes could not be measured against
this outcome indicator

Outcome evaluation will be conducted
in 2021-2022 on two projects that were
funded in 2020-2021 whether they have
achieved the desired outcomes or not

A Risk Assessment Workshop was also convened

by the Board and Executive Management. At this
workshop an analysis of the “control measures
culture” that exists at the HWSETA was undertaken,
the top 10 strategic HWSETA risks were identified, and
a risk register was compiled. The results of the Risk
Assessment Workshop are incorporated into HWSETA’s
Strategic Business Plan, whereby action plans to
mitigate the impact of these risks are formulated,
costed, and included in the Annual Business Plan.
There is an ongoing monitoring process by both the
Audit and Risk Committee and the Board. On an
ongoing basis, the CEO and the Executives meet

and identify other risks which might emerge during
implementation, and the Risk Register is amended

to factor those. Further advocacy is provided by the
presence of Internal Auditors in these meetings.
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6.6.1 The HWSETA Planning Process can be

a)

described as follows:

The management team of the HWSETA undertakes
a scanning exercise. This is usually done

through the research that underpins the 5-year
sector skills plan. The sector skills plan notes
significant developments in the Health and Social
Development Sectors and from this, the scarce and
critical skills list is derived. The SSP contributes
towards situational analysis and description of

the external environment of the HWSETA for the
strategic plan

The second step is to take note of significant
national government imperatives announced

over the past year. For example, the ERRP skills
strategy, the revised MTSF 2019-2024, the human
resource strategies of the Departments of Health
and Social Development, and the National Digital
and Future Skills for South Africa Act.

HWSETA - Strategic Plan * 2020-2025

c)

g)

A Management Planning workshop is held in which
the Management team unpacks the documents
listed above. A draft HWSETA Strategic Plan is
developed.

This draft plan is then presented to the Board at a
workshop where Board members give additional
inputs and where their sectoral experience and
local knowledge influences the draft plan.

The HWSETA management team develops a final
Strategic Plan and Budget, and this is presented to
the Board for final approval.

The annual performance plan then becomes the
basis of the management plan in which delivery is
structured over the 4 quarters.

The 4-quarter plan forms the basis of the CEO
review sessions each quarter and the performance
report to the quarterly Board meetings. If and when
required, corrective action plans will be put in place
to deal with items not progressed satisfactorily.
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MEASURING THE PERFORMANCE OF THE

1. INSTITUTIONAL PERFORMANCE INFORMATION

Over the next five years, the HWSETA places renewed emphasis on its role in the education and training levy-grant
system and its role in influencing and implementing skills development programmes and projects in the health and
welfare sector. The mandate of the HWSETA extends to an integrative role in skills planning, development of learning
programmes and implementing these in the sector. The achievement and assessment of the outcome indicators

will be in 2025 having considered the length of programmes in the sector. This section provides impact statements,
outcome statements and outcome indicators, which are tabulated in sections 1.2 and 1.3.

1.2 Impact Statements

The impact statements of the strategic plan of the HWSETA have been derived from the outcomes of the National
Skills Development Plan. The NSDP outcomes are the campus for developing 4 impact statements, 8 outcome
statements and 21 outcome indicators. The impact statements include the following:

Table 20: Impact Statements of the Strategic Plan 2020-2025 of the HWSETA, Year Starting 2022-2023

Strategy to Overcome Areas of Under-Achievement

Impact Statement 1 The HWSETA contributes to the development of a post-school system which increases the
production of occupations in high demand by 2030.

Impact Statement 2 The HWSETA develops a skilled, employable and highly productive workforce which results
in reduced hard to fill vacancies in the health and welfare sector by 2030.

Impact Statement 3 The HWSETA contributes to increased capacity of large, medium, and small firms, as well
as small and emerging businesses and cooperatives of the health and welfare sector to
become more sustainable and expand in size by 2030.

Impact Statement 4 The HWSETA contributes to increased capacity of the State, NGO and NPO sector, Trade
Unions to meet social and rural development needs of the South African Citizens by 2030.
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1.3 Measuring Outcomes
IMPACT STATEMENT 1:

The HWSETA contributes to the development of a post-school system which increases the

production of occupations in high demand.

8 2
© =
Outcome % ° § 5-Year
No Outcome Statement £ Z Indicators to be Measured o Target
1 The HWSETA 1.1 | Relevance of the Sector Skills Plan of the HWSETA | 85% 85%
provides an efficient to the DHET SSP framework.
and effective skills . . .
planning, programme 1.2 | The exten.t to which mtern?:ll st.akeholders of thef 75% 80%
. . HWSETA implement Monitoring and Evaluation
implementation and .
. . recommendations.
evaluation system which
identifies occupations in 1.3 | The extent to which external stakeholders of 60% = 80%
high demand during the the HWSETA are satisfied with efficiency and
strategic period. effectiveness service delivery.
2 The HWSETA promotes 2.1 | The extent to which employers participate in 30% 60%
linkages between HWSETA skills development initiatives in
education and the comparison to those that submit the WSP in the
workplace to increase strategic period.
workplace based learning . . . . .
opportunities in the health 2.2 | The extent tO.WhICh Unlve.r3|t|es,. 'I:VET (Eolleges, 70% 80%
and welfare sector in the and Profess.lonal Councils pa.rt!c.lpa.lte |r.|
strategic period. HWSETA skills development initiatives in
comparison to the total number of those that offer
education and training in the sector.
2.3 | The extent to which unemployed persons obtain | 850 | 1259
their university qualifications after successfully
university Work Integrated (WIL) Learning
programmes funded by the HWSETA .
2.4  The extent to which unemployed persons 800 | 1673
obtain their TVET College qualifications after
successfully completing TVET College Work
Integrated (WIL) Learning programmes funded by
the HWSETA.
3 The HWSETA supports 3.1 | Number of Skills Development Providers who 40 151
the growth of the public offer training on occupational qualifications and
and private college have at least 60% of those learners certificated.
system so that colleges . .
may qualify as centres 3.2 | Occupational quallflca.ltlons developed by 0% 100%
of specialisation in the the HWSETA are gonflrmefi by the sector to be
strategic period. relevant to occupations on high demand.
4 The HWSETA makes 4.1 | The extent to which learners exposed to career 45 270

career development
services related to the
health and welfare sector
accessible to rural and
targeted youth in the
strategic period.

awareness services enter-into HWSETA funded
learning programmes.
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IMPACT STATEMENT 2:

The HWSETA develops a skilled, employable and highly productive workforce which results in
reduced hard to fill vacancies in the health and welfare sector by 2030.

Outcome
No

()]

£

2

8
Outcome B o
Statement £ Z Indicators to be Measured
The HWSETA 5.1 | Workers who progress to higher
contributes positions of employment after successful
to the completing learnerships, apprenticeships,
improvement under-graduate and post-graduate

of level of skills degrees funded by the HWSETA.

Learnerships
Apprenticeships

Undergrad Bursaries

to 50% of the Postgraduate
health and Bursaries
welfare sector | 572 Workers whose performance improves Skills Programmes
workforce after successful completing skills
through various programmes, lecturer development and LT
learning career guidance programmes funded by DR IS
RiPelamuiIcs the HWSETA. Career Guidance
th?t[ addrgss ! Practitioners
critical skills in
the strategic 5.3 | Workers who obtain full qualifications AET
period. after successfully completing AET and
RPL programmes funded by the HWSETA. RPL
The HWSETA 6.1 Unemployed persons who find Internships for
contributes employment after successfully University Graduates
to increased completing internships, vocational .
. Internships for TVET
access by the programmes, skills programmes,
. . . College Graduates
unemployed learnerships, apprenticeships, under-
into graduate and post-graduate degrees Vocational
occupationally funded by the HWSETA. Programmes
directed
programmes Skills Programmes
in the health Learnerships
and welfare
sector during Apprenticeships
the.strategm Undergrad Bursaries
period.
Postgrad Bursaries
6.2 | Unemployed persons who obtain full qualifications after
successfully completing AET programmes funded by the
HWSETA.
e =/ L
) e
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Baseline

1485
20
159
36

6 198
35

360

342

791

572

1500
437
48
104
30
405

5 Year
Target

1995
50
212
99

8 816
53

30

415
608

1316

39

835

4 316
2735
174
799
45
556



IMPACT STATEMENT 3:
The HWSETA contributes to increased capacity of large, medium, and small firms, as well as

small and emerging businesses and cooperatives of the health and welfare sector to become
more sustainable and expand in size by 2030.

8 2
© —
Outcome % ° % 5 Year
No Outcome Statement £ Z Indicators to be Measured m  Target
7 The HWSETA provides 7.1 Number of cooperatives whose sustainability 0 10
increased support is strengthened through skills development
towards skills initiatives funded by the HWSETA.
development activities X X
7.2 Number of small and emerging business whose 0 70

for entrepreneurial,
cooperative, as well as
the establishment of
new enterprises in the
strategic period.

sustainability is strengthened through skills
development initiatives funded by the HWSETA.

7.3 | Percentage of large, medium, and small firms 30% 60%
submitting WSPs against those that pay the skills
levy in the health and welfare sector.

IMPACT STATEMENT 4:

The HWSETA contributes to increased capacity of the State, NGO and NPO sector, Trade Unions
to meet social and rural development needs of the South African Citizens by 2030.

8 The HWSETA provides 8.1 | Number of projects whose sustainability is 4 8
increased support to strengthened through skills development
the State, Trade unions, initiatives funded by the HWSETA.

NGOs, and NPOs in order
to strengthen governance
and service delivery and
thus advance social,

8.2 | Number of Trade Union officials who gained 100 240
relevant skills through skills development
programmes funded by the HWSETA.

rural, and community 8.3 | Number of NGOs and NPOs whose governance 5 50
development in the has been strengthened through skills development
strategic period. programmes funded by the HWSETA.

@ HWSETA - Strategic Plan < 2020-2025



2. EXPLANATION OF PLANNED PERFORMANCE OVER THE FIVE-YEAR PLANNING PERIOD

A. Contribution of Outcomes to the NDP Five-Year Implementation Plan
MTSF/ERRP

NDP Outcomes

Identify and increase
the production of
occupations in high
demand.

Linking education and
the workplace.

Improving the level
of skills in the South
African workforce.

Increase access to
occupationally directed
programmes.

HWSETA Outcomes

The HWSETA provides

an efficient and effective
skills planning, programme
implementation and
evaluation system which
identifies occupations in
high demand during the
strategic period.

The HWSETA promotes
linkages between
education and the
workplace to increase
work-based learning
opportunities in the health
and welfare sector in the
strategic period.

The HWSETA contributes
to the improvement of
level of skills to 50% of the
South African workforce
through various learning
programmes that address
the critical skills required
by the sector in the
strategic period.

The HWSETA contributes
to increased access, by
the unemployed, into
occupationally directed
programmes of the health
and welfare sector in the
strategic period.
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MEDICAL EQUIPMENT

Research on qualification requirements for:
* Medical Equipment Inspector

» Medical Equipment Repairer

* Medical Equipment Maintainer

SETAs to conduct surveys that focus on current, future, and
emerging digital skills needs.

SETAs should include sectorally appropriate digital skills
development, within training programmes and internships.

PARTNERSHIPS WITH BUSINESS SCHOOLS

To support innovation to capacitate Social Service
Practitioners with business innovation thinking skills to
enable them to create sustainable social enterprises.

Improve access to early childhood development (ECD)
EARLY CHILDHOOD DEVELOPMENT

Skilling, re-skilling, upskilling ECD practitioners.
Indigenisation of pharmaceutical production including
through state owned company.

MEDICAL EQUIPMENT

Training technicians in:

* Medical Equipment Inspector

» Medical Equipment Repairer

* Medical Equipment Maintainer

Improve access to early childhood development (ECD).
EARLY CHILDHOOD DEVELOPMENT
Skilling, re-skilling, upskilling ECD practitioners

* Indigenisation of pharmaceutical production including
through state owned company.

* Training of small-scale farmers and livestock handlers in
Primary Animal Health Care (PAHC).

« Enter into partnerships to support animal health related
research projects of the DALRRD.

MEDICAL EQUIPMENT

Training technicians in:

* Medical Equipment Inspector

* Medical Equipment Repairer

* Medical Equipment Maintainer

» SETAs should advance digital literacy for academic staff

* Equip staff with digital fluency to digital mastery

o



A. Contribution of Outcomes to the NDP Five-Year Implementation Plan contd.

NDP Outcomes HWSETA Outcomes MTSF/ERRP
Support the growth The HWSETA provides

of the public college supports the growth of the

system. public and private system

so that public colleges
may qualify as centres
of specialisations in the
strategic period.

Skills development The HWSETA provides ENTREPRENEURSHIP AND INNOVATION
support for increased support « Promotion of Social Entrepreneurship.
entrepreneurship towards skills - Promotion of digital skills.

and cooperative development activities

development. for entrepreneurial,

cooperative, as well as
the establishment of new
enterprises in the strategic

period.
Encourage and support | The HWSETA provides PARTNERSHIP WITH NATIONAL AND PROVINCIAL
worker-initiated training. | increased support to DEPT. OF SOC. DEV

the State, Trade Union, Support the Human Resource Development Plan for Social

NGOs, NPOs in order to Deve|opment_
strengthen governance
and service delivery,
and thus advance social,
rural, and community

development in the * Support the 2030 Human Resource for Health Strategy.
strategic period. CONTINUED PARTNERSHIP WITH DALRRD

* Training of small-scale farmers and livestock handlers in
Primary Animal Health Care (PAHC).

* Enter into partnerships to support animal health related
research projects of the DALRRD.

PARTNERSHIP WITH NATIONAL AND PROVINCIAL
DEPT. OF HEALTH

 Support the National Health Improvement Plan of the NHI.

Support career The HWSETA makes career | SETAs should advance digital literacy for academic staff.

development services development services
related to the health and
welfare sector accessible
to rural and targets youths
in the strategic period.

Equip staff with digital fluency to digital mastery.
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B. Rational for the Choice of the Outcome Indicators Relevant to Outcomes

Outcome indicators were chosen on the basis of the results chain of the HWSETA, which is as follows:

Description of Results Chain for the Strategy of the HWSETA

Description of Elements

Results Chain of a Results Chain

All the resources

that contribute to the
production and delivery of
outputs. Inputs are "what
we use to do the work".
They include finances,
personnel, equipment and
buildings.

Input

Activities The processes or actions
that use a range of inputs
to produce the desired
outputs and ultimately
outcomes. In essence,
activities describe "what

we do".

Output The final products, or
goods and services
produced for delivery.
Outputs may be defined
as "what we produce or

deliver".

The medium-term results
for specific beneficiaries
that are the consequence
of achieving specific
outputs. Outcomes

should relate clearly to an
institution's strategic goals
and objectives set out in its
plans. Outcomes are "what
we wish to achieve".

Outcome

C. Explanation of Enablers to Achieve the
Five-Year Targets

These outcomes will be achieved through a well
capacitated organisational structure that has fully
functioning divisions that are well coordinated. The
contribution of each of the divisions will be as follows:

Programme 1: Administration

This programme is responsible for the overall strategic
management and support to the HWSETA operations
divisions. The goal of this programme is to ensure

that the HWSETA is well-positioned and capacitated
to deliver on its targets. This programme cuts across

a number of divisions and functional areas including
Finance, which incorporates procurement and grants
management, Corporate Services, which incorporates

Financial Support given
to Employed Persons

Discretionary Grant,
personnel, technology and
infrastructure.

Funding for the training of
employed persons from
enrolment to completion.

Qualification obtained by
employed persons through
HWSTA funding increase
their capacity and makes
them able to create own
opportunities.

Results of obtaining
qualification which may be
finding a job or furthering
studies for the unemployed
or furthering one’s studies,
or increased level of skills
for the employed.

Financial Support given
to Unemployed Persons

Discretionary Grant,
personnel, technology and
infrastructure.

Funding for the training of
unemployed persons from
enrolment to completion.

Qualification obtained
by unemployed persons
through HWSTA funding
makes them employable
or able to create own
opportunities.

Results of obtaining
qualification which may be
increased level of skills for
the employed.

Human Resource Management, Information Technology

and Marketing.

Programme 2: Skills Planning and Impact

Assessment

The HWSETA has configured this programme to include
two sub-divisions, namely Research and Information
and Monitoring and Evaluation. Each sub-division is
headed by its own manager. The HWSETA utilises
this programme to implement skills planning related
projects that include development and update of
the sector skills plan, research leading to a better
understanding of the dynamics surrounding sectoral
labour market, production of new knowledge in the
sector and development of new researchers in the
sector. This programme also implements the vital
and timeous evaluation and impact assessments
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of projects and programmes implemented by the
HWSETA. These are vital for lessons learned and
ensuring that projects contribute positively to the
sector and desired impacts are achieved.

Programme 3: Skills Development Programmes
and Projects

The purpose of this programme is to provide skills for
learners in the workplace is scarce and critical areas
within the health and welfare sectors. To this end,

this programme is responsible for the implementation
of learning programmes, approval of grants and
implementation of projects. It also provides policy and
advice to employers wishing to access grants from the
HWSETA.

Programme 4: Quality Assurance and Qualification
Development

This programme consists of three subdivisions,
namely Qualification Development, Skills Development
Provider accreditation and Learner achievement.

The purpose of the programme is to develop fit

for purpose qualifications and ensure quality

training is offered in the health and welfare sector.
This programme, therefore, is responsible for the
coordination, development and registration of new
qualifications, accreditation and quality assurance of
training providers and quality assurance of learner

District Development Model: Rural

Alfred Nzo DM (DC44)

Central Karoo DM (DC5)

John Taolo Gaetsewe DM (DC45)
Mopani DM (DC33)

Sekhukhune DM (DC47)
uThukela DM (DC23)

Harry Gwala DM (DC43)
Vhembe DM (DC34)

Xhariep DM (DC16)

achievement, which culminates in certification.
Developments and circulars by the Quality Council
for Trade and Occupations (QCTO) on the continued
delegation of the functions incorporated in this
programme make this programme unclear going
forward and these developments will be monitored
closely.

D. District Development Model

The District Development Model aims to improve the
coherence and impact of government service delivery
with focus on 44 Districts and 8 Metros around the
country as development spaces that can be used as
centres of service delivery and economic development,
including job creation. The District Development
Model (DDM) is an operational model for improving
Cooperative Governance aimed at building a capable,
ethical Developmental State. It embodies an approach
by which the three spheres of government and state
entities work in unison in an impact-oriented way, and
where there is higher performance and accountability
for coherent service delivery and development
outcomes.

The HWSETA will focus on the following districts and
forge links and partnerships to drive skills development
initiatives. Within these District Municipalities there are
local municipalities and town that will be targeted.

Zululand DM (DC26)

eHlanzeni DM (DC32)

Chris Hani DM (DC13)

Thabo Mafutsanyane DM (DC19)
OR Tambo DM (DC15)

Ugu DM (DC21)

uMkhanyakude DM (DC27)
Nkangala DM (DC31)

Ngaka Modiri Molema DM (DC38)

District Development Model: Urban and Peri-urban

Johannesburg Metro (JHB)
Frances Baard DM (DC9)
Cape Town Metro (CPT)
Buffalo City Metro (BUF)

Nelson Mandela Bay Metro (NMA)
Dr KK Kaunda DM (DC40)
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E. Explanation of Outcomes Contributing to the Achievement of the Impact

The outcomes were designed to lead

Impact The results of achieving
specific outcomes, such as

the following impact:

improved productivity that
will contribute to economic

growth.
3. KEY RISKS
Outcome Key risk
Research, monitoring, Not having enough research capacity
evaluation, and impact system | internally to research on the 17 research
of the HWSETA provide a outputs stated in the NSDS and also
credible skills planning and creating baselines for all outcome

evaluation system that ensures | indicators whose baselines have not
that its funding initiatives yield | been established.

good impact in the strategic
period.

The HWSETA delivers its Although the organisational structure
mandate efficiently and may be well capacitated, the budget
effectively through its well may not be sufficient as a result of the
capacitated organisational effects of COVID-19.

structure and business

ERP may not yield efficiencies

processes that are automated
and integrated in the strategic
period.

The HWSETA promotes linkages A Employers not fully exposing learners to

immediately as such systems take time
to be optimally in use.

between education and the workplace practical training.

workplace to increase work-
based learning opportunities in
the health and welfare sector in
the strategic period.

The HWSETA provides quality Skills Development Providers straggling
assurance services for the to offer training during National Disaster

health and welfare sector that  lockdown regulations as they may not
ensures quality in occupational = have infrastructure for e-learning.

education and training in the
strategic period.

The HWSETA supports the Health sector colleges not having
growth of the public college sufficient educators due to changes in
system so that public colleges | professional landscape.

may qualify as a centres of
specialisation in the strategic
period.
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For the unemployed, hard | The employed are more
to fill vacancies are filled. | productive and they get

promotions, Training the
employed reduces critical
skills.

Risk Mitigation

Outsource some of the research and
impact assessment projects. Manage
the SLAs of those projects and ensure
quality in the work done.

Target in cognisance of the effects
of COVID-19 on the HWSETA and the
sector at large.

Find innovative ways of saving costs
such as funding online training instead
of face contact which requires costs for
venue, travelling accommodation and
meals.

IT staff to manage the migration from
manual system to automated has been
added.

Conduct M&E visits and interview
learner as they are directly affected.

Change management to be applied
where e-learning is phased in gradually,
where a hybrid of training is offered at
first, and then swiftly moving to fully
embracing e-learning.

Offer post-graduate bursaries to
colleges with revised landscapes such
as the Nursing Profession.



3. KEY RISKS contd.
Outcome

The HWSETA supports career
development services related
to the health and welfare sector
and makes them accessible to
rural and targeted youths in the
strategic period.

The HWSETA contributes to
the improvement of level of
skills for 50% of the South
African workforce through
various learning programmes
that address the critical skills
required by the sector in the
strategic period.

The HWSETA contributes

to increased access, by

the unemployed, into
occupationally directed
programmes of the health and
welfare sector in the strategic
period.

The HWSETA supports officials
from NGOs, NPOs, and Trade
Unions in order to strengthen
governance and service
delivery, and thus advance
social, rural, and community
development in the strategic
period.

The HWSETA supports

skills development for
entrepreneurial and
cooperative activities, as well
as the establishment of new
enterprises and cooperatives in
the strategic period.

Key risk

Not having access to school pupils in
order to conduct career exhibitions
due to COVID-19 National Disaster
regulations of social distancing.

Since the baseline is not yet established
it may happen that 50% of the workforce
is not feasible.

Employment rate of students who
complete qualifications may not reached
desired target due to economic climate.

NGOs/NPOs may experience financial
constraints due to lack of funding
resulting from diversion of funds to fight
the spread and the effects of COVID-19.

Retrenchments of staff and closure

of small businesses due to COVID-19
National Disaster lockdown restrictions
may reduce the number of businesses
meeting the threshold to pay skills

levy and thus affect the budget of the
HWSETA.

Risk Mitigation

Partner with Basic Education Career
Development Section (Khetha) in
order to collaboratively offer career
development.

Train Life Orientation Teachers as
Career Development Practitioners on
health and welfare sector careers and
funding programmes of the HWSETA.
These Teachers will make career
awareness to their students thus
conducting career development on
behalf of the HWSETA.

Baseline will be collected and when
next cycle of planning comes the 5-year
target will be revised.

Expose students to training on self-
employment so that students on rely on
jobs, they can create their own jobs.

NGOs need to align themselves with
the Countries agenda to fight COVID-19
and its effects thereby making
themselves relevant to addressing the
needs of the society during COVID-19.

The HWSETA needs to monitor
economic trends and its income so as
to pro-actively revise its annual plans.
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TECHNICAL INDICATOR DESCRIPTOR

Outcome Indicator 1.1

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle

Desired Performance

Indicator Responsibility

Outcome Indicator 1.2

Indicator Title
Definition
Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle

Desired Performance

Indicator Responsibility

@

Relevance of the Sector Skills Plan of the HWSETA to the DHET SSP framework

The indicator measures the number of NSDP research outputs researched in each SSP
update and other research reports and also whether the DHET SSP Framework was followed
when compiling the SSP Update

Research outputs contained in the NSDP 2030 which are now contained in the research
policy of the HWSETA for easy identification

SSP feedback reports from the DHET

The number of research outputs covered in the SSP, and research reports will be calculated
against the total research outputs contained in the NSDP 2030 and the research policy of
the HWSETA. Also, feedback reports from the DHET will be utilised to measure the alignment
of the SSP to the SSP framework

Research outputs contained in the NSDP 2030 which are now contained in the research
policy of the HWSETA for easy identification

SSP feedback reports from the DHET
The research agenda will cover the research outputs stipulated in the NSDP (2019)

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually

To cover one NSDP outcome in each research report and these should be included in the
SSP Updates

Research Manager
Researcher

The extent to which internal stakeholders of the HWSETA implement Monitoring and
Evaluation recommendations

The indicator measures the number of findings and recommendations that are implemented
by managers responsible for programmes under review

Implementing Managers

The number of the follow-up evaluation studies that confirm the implementation of
recommendations will be recorded as achievements against this indicator

Follow-up reports of evaluation studies

For all recommendations to be implemented by responsible managers within one year of
confirmation of M&E report

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually

M&E Officer or Impact Assessment Practitioner will make follow-ups on the implementation
of the recommendations

Manager responsible for programme under review
Impact Assessment Practitioner
M&E Officer
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Outcome Indicator 1.3

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle

Desired Performance

Indicator Responsibility

Outcome Indicator 2.1

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle

Desired Performance

Indicator Responsibility

The extent to which external stakeholders of the HWSETA are satisfied with efficiency
and effectiveness service delivery

This indicator measures the level of stakeholder satisfaction with the efficiency and
effectiveness of the HWSETA to delivering its mandate

Stakeholders of the HWSETA
Questionnaires completed by stakeholders and audios from interviews

The number of stakeholders that participate in the study who confirm that the HWSETA
delivers its mandate efficiently and effectively from the total participants will form the
percentage of stakeholders that confirm the efficiency and effectiveness of the HWSETA to
deliver its mandate

Report on stakeholder satisfaction

Stakeholders will participate in the surveys and provide a fair distribution of participation in
the study. This will facilitate the generalisation of findings to all stakeholders

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Bi-Annually

At least 80% of the stakeholders that fairly represent all stakeholders on the health and
welfare sector will be satisfied with the level of efficiency and effectiveness with which the
HWSETA delivers its mandate

Stakeholder Management Officer
All Managers

The extent to which employers participate in HWSETA skills development initiatives in
comparison to those that submit the WSP in the strategic period

This indicator measures the number of employers who enter into partnerships with the
HWSETA to place learners funded by the HWSETA in workplace positions for learnerships,
work integrated learning and internship positions against a total number of employers whose
WSPs are approved by the HWSETA

Employers participating in learnerships, work integrated learning and internship

The percentage is calculated with the total number of employers whose WSP/ATRs are
approved as the denominator and total number of employers who sign MoAs to place
students in learnership, work-integrated learning, and internship positions

WSP approval schedule
MoAs for learnerships, internships, TVET WIL, University WIL, and artisans

Employers who enter into these partnerships will not decommit

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually

All employers who sign Moas with the HWSETA for placing learners in workplace position
will place them for the duration of the learning programme and expose learners to relevance
work exposure

Managers responsible for learnerships, internships, TVET WILL, and University WILL
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Outcome Indicator 2.2

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions
Disaggregation of

Beneficiaries

Reporting Cycle

Desired Performance

Indicator Responsibility

Outcome Indicator 2.3

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

@

The extent to which Universities, TVET Colleges, and Professional Councils participate
in HWSETA skills development initiatives in comparison to the total number of those that
offer education and training in the sector

This indicator measures the number of post-school education institutions, professional and
employer bodies, and communities of practice who enter into partnerships with the HWSETA
to train learners funded by the HWSETA against a total number of institutions in the sector

List of all institutions
MoUs and MoAs for TVET Bursaries, University WIL, and Post-grad bursaries

Number of post-school education institutions who signed MoAs with HWSETA divided by the
total number of employers whose WSPs are approved each year

List of all institutions
MoUs and MoAs for TVET Bursaries, University WIL, and Post-grad bursaries

Institutions who enter into these partnerships will not decommit

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually

All post-school education institutions who sign Moas with the HWSETA for training learners
will do so for the duration of the learning programme and expose learners to relevance
education

Managers responsible for TVET Bursaries, University WIL and Post-grad bursaries

The extent to which unemployed persons obtain their university qualifications after
successfully university Work Integrated (WIL) Learning programmes funded by the HWSETA

This indicator measures university students who complete training after successfully
completing university Work Integrated (WIL) Learning programmes funded by the HWSETA in
the strategic period

University students
Employers

Follow-up after one year of successful completion of university Work Integrated (WIL)
Learning programmes

Database of unemployed persons that completed WIL
Evaluation report

Unemployed persons who successfully complete university Work Integrated (WIL) Learning
programmes will obtain their qualifications

The evaluation will measure whether the following targets are reached in terms of
progression:

Targets for Women: 50%

Targets for Youth: 40%

Targets for people with Disabilities: 5%

Annually but assessing cohort that has a year after successfully completing training
There is measurable improvement of skills

Projects Manager
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Outcome Indicator 2.4

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Outcome Indicator 3.1

Indicator Title
Definition
Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle

Desired Performance

Indicator Responsibility

The extent to which unemployed persons obtain their TVET College qualifications after
successfully completing TVET College Work Integrated (WIL) Learning programmes funded
by the HWSETA

This indicator measures TVET college students who complete training after successfully
completing TVET College Work Integrated (WIL) Learning programmes funded by the
HWSETA in the strategic period

TVET College students
Employers

Follow-up after one year of successful completion of TVET College Work Integrated (WIL)
Learning programmes

Database of unemployed persons that completed WIL
Evaluation report

Unemployed persons who successfully complete TVET College Work Integrated (WIL)
Learning programmes will obtain their qualifications

The evaluation will measure whether the following targets are reached in terms of
progression:

Targets for Women: 50%

Targets for Youth: 40%

Targets for people with Disabilities: 5%

Annually but assessing cohort that has a year after successfully completing training
There is measurable improvement of skills

Projects Manager

Number of Skills Development Providers who offer training on occupational qualifications
and have at least 60% of those learners certificated

This indicator measures exposure of pupils to career guidance services, especially those
from rural areas

The Marketing division will provide attendance registers, report on the event, list of learners

Schools who attend HWSETA awareness campaigns will be located in a geo-map. Based on
the location, the school will be classified as being in a rural or urban settlement

Attendance register

Report from implementing manager

Evaluation reporting containing location of school coverage of career awareness campaign.
The school will act as a proxy for location of pupils

Pupils reside within the vicinity of the location of the school. Therefore, if the school is
situated in a rural area, it will be assumed that the pupils from that school are from the rural
areas

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually

The Marketing division will make career guidance services available to pupils from rural
schools

Marketing Manager
Provincial Managers
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Outcome Indicator 3.2

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle

Desired Performance

Indicator Responsibility

Outcome Indicator 4.1

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle

Desired Performance

Indicator Responsibility

Q

Occupational qualifications developed by the HWSETA are confirmed by the sector to
be relevant to occupations on high demand

This indicator confirms the qualifications developed by the HWSETA whether they will lead
to occupations on high demand in the sector. Confirmation is done through follow-up of
students that complete training to check whether they get employment or not

Learners that received training against the occupational qualifications developed by the
HWSETA

Skills Development Providers
Employers that offer jobs to these learners

Mapping of pathways taken by learners trained on these occupations after successful
completion of training. Identify if they find jobs and how long it takes them to find jobs; or
further their training vertically or horizontally

Evaluation report on pathways taken by learners trained on occupational qualifications after
successful completion of training

Occupations developed by the HWSETA will lead to employment as the sector is the one that
lobbies for their development

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually

Occupational qualifications developed by the HWSETA are derived from the list of
occupations in high demand

Qualifications Development Manager

The extent to which learners exposed to career awareness services enter-into HWSETA
funded learning programmes

This indicator measures pathways taken by students after exposure to career development
campaigns of the HWSETA. Those students who further their studies are followed separately
from those who find jobs

Database of students who attended a career development initiative of the HWSETA
Interview data collected from students

Number of students who further their studies against the total students who attended career
development events of the HWSETA

Database of students who attended a career development initiative of the HWSETA
Interview data collected from students

There will be learner database with contact numbers of all students

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Bi-Annually

The pathway of students exposed to career development events yields towards furthering of
studies or finding a job

Marketing Manager
Projects Manager
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Outcome Indicator 5.1

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Outcome Indicator 5.2

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Workers who progress to higher positions of employment after successful completing
learnerships, apprenticeships, under-graduate and post-graduate degrees funded by the
HWSETA

This indicator measures pathways taken by workers after successfully completing
learnerships funded by the HWSETA

Workers trained
Employers

Maps pathways after one year of successful completion of learnership

Database of workers that completed training
Evaluation report

There will be improved level of skills after successful completion of training

The evaluation will measure whether the following targets are reached in terms of
progression:

Targets for Women: 50%

Targets for Youth: 40%

Targets for people with Disabilities: 5%

Annually but assessing cohort that has a year after successfully completing training
There is measurable improvement of skills

Learning Programme Manager

Workers whose performance improves after successful completing skills programmes,
lecturer development and career guidance programmes funded by the HWSETA

This indicator measures lecturer funded by the HWSETA who as a result are successful in
achieving learning outcomes

MoAs, Learner Agreements, Lis of learners drawn from learner database of the HWSETA

Data will be collected from the lecturers and their supervisors

MoAs, Learner Agreements, Lis of learners drawn from learner database of the HWSETA
There will be improved performance after exposure to training

Not Applicable

Annually
Lectures will achieve learning outcomes

Projects Manager
M&E Officer
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Outcome Indicator 5.3

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Outcome Indicator 6.1

Indicator Title
Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Q

Workers who obtain full qualifications after successfully completing AET and RPL
programmes funded by the HWSETA

This indicator measures level of skills gained after successful completion (obtaining degree)
of training funded by the HWSETA

Workers trained
Employers

Interview workers after six months of successful completion of RPL

Database of workers that completed training
Evaluation report

There will be improved level of skills after successful completion of training

The evaluation will measure whether the following targets are reached in terms of
progression:

Targets for Women: 50%

Targets for Youth: 40%

Targets for people with Disabilities: 5%

Annually but assessing cohort that has a year after successfully completing training
There is measurable improvement of critical skills

Learning Programme Manager

Unemployed persons who find employment after successfully completing internships,
vocational programmes, skills programmes, learnerships, apprenticeships, under-graduate
and post-graduate degrees funded by the HWSETA

The indicator measures the percentage of learners who reported themselves as employed
during an interview conducted for the tracer study. This indicator is also measured through
confirmation of employment with through employment contract submitted by employers

Funded learners
Employers that placed the learners

Total number of learners reported as employed during the tracer study against the total
number of learners who participated in the study

Database of learners who completed learnerships, undergrad bursaries, post-graduate
bursaries, internships, TVET WIL, and artisans
Captured data and/or audios

Learners will be honest in reporting their employment status
Employers will be honest in reporting the employer study

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually
60% of learner interviews who participate in the tracer study should be employed

Learning Programme Manager
Projects Manager
M&E Officer
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Outcome Indicator 6.2

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Outcome Indicator 7.1

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Unemployed persons who obtain full qualifications after successfully completing AET
programmes funded by the HWSETA

This indicator measures the number of workers who obtain full qualification after
successfully completing the AET programmes funded by the HWSETA

Workers assessed
Employers

Interview workers after one year of successful completion of AET programmes

Database of workers that completed training
Evaluation report

There will be improved level of skills after successful completion of training

The evaluation will measure whether the following targets are reached in terms of
progression:

Targets for Women: 50%

Targets for Youth: 40%

Targets for people with Disabilities: 5%

Annually but assessing cohort that has a year after successfully completing training
There is measurable improvement of skills

Provider Accreditation Manager

Number of cooperatives whose sustainability is strengthened through skills development
initiatives funded by the HWSETA

This measures the number of cooperatives exposing their employees to skills development
participating in the strategic period. The increase will be measured based on additional
cooperatives that get to participate who did not participate before

Cooperatives
Members

Increase in the database of cooperatives that get to participate in skills development
initiatives of the HWSTEA

Database of cooperatives that participate in skills development initiatives of the HWSTEA
More and more cooperatives will participate in skills development initiatives

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually
The HWSETA will fund skills development priorities of cooperatives

Projects Manager
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Outcome Indicator 7.2

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Outcome Indicator 7.3

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Number of small and emerging business whose sustainability is strengthened through
skills development initiatives funded by the HWSETA

This measures the number of small and emerging businesses exposing their employees to
skills development participating in the strategic period. The increase will be measured based
on additional small and emerging businesses that get to participate who did not participate
before

Small and emerging businesses
Employees

Increase in the database of small and emerging businesses that get to participate in skills
development initiatives of the HWSTEA

Database of small and emerging businesses that participate in skills development initiatives
of the HWSTEA

More and more small and emerging businesses will participate in skills development
initiatives

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually
The HWSETA will fund skills development priorities of small and emerging businesses

WSP Manager

Percentage of large, medium, and small firms submitting WSPs against those that pay the
skills levy in the health and welfare sector

This measures the number of large, medium, and small firms submitting WSPs in the
strategic period. The increase will be measured based on additional firms that get to submit
who did not before

Large, medium, and small firms
WSPs/ATRs

Increase in the database of large, medium, and small firms that submit WSPs in the strategic
period

WSP/ATR database of the HWSTEA
More and more large, medium, and small firms submit WSPs in the strategic period

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually
The HWSETA will fund skills development priorities of large, medium, and small firms

WSP Manager

HWSETA - Strategic Plan < 2020-2025



Outcome Indicator 8.1

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Outcome Indicator 8.2

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Number of projects whose sustainability is strengthened through skills development
initiatives funded by the HWSETA

This measures the number of levy exempt organisations exposing their employees to skills
development participating in the strategic period. The increase will be measured based on
additional levy exempt organisations that get to participate who did not participate before

Levy exempt organisations
Members

Increase in the database of levy exempt organisations that get to participate in skills
development initiatives of the HWSTEA

Database of levy exempt organisations that participate in skills development initiatives of the
HWSTEA

More and more levy exempt organisations will participate in skills development initiatives

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually
The HWSETA will fund skills development priorities of levy exempt organisations

WSP Manager

Number of Trade Union officials who gained relevant skills through skills development
programmes funded by the HWSETA

This measures the number of trade union officials exposing their employees to skills
development participating in the strategic period. The increase will be measured based on
additional trade union officials that get to participate who did not participate before

Trade union officials

Increase in the database of trade union officials that get to participate in skills development
initiatives of the HWSTEA

Database of trade union officials that participate in skills development initiatives of the
HWSTEA

More and more trade union officials will participate in skills development initiatives

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually
The HWSETA will fund skills development priorities of trade union officials

Projects Manager

HWSETA - Strategic Plan « 2020-2025



Outcome Indicator 8.3

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle
Desired Performance

Indicator Responsibility

Number of NGOs and NPOs whose governance has been strengthened through skills
development programmes funded by the HWSETA

This measures the number of levy exempt organisations exposing their employees to skills
development participating in the strategic period. The increase will be measured based on
additional levy exempt organisations that get to participate who did not participate before

Levy exempt organisations
Members

Increase in the database of levy exempt organisations that get to participate in skills
development initiatives of the HWSTEA

Database of levy exempt organisations that participate in skills development initiatives of the
HWSTEA

More and more levy exempt organisations will participate in skills development initiatives

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Annually
The HWSETA will fund skills development priorities of levy exempt organisations

WSP Manager
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The purpose of the 2022-2023 Annual Performance
Plan of the Health and Welfare Sector Education and
Training Authority (HWSETA) is to outline the planned
programmes and activities for execution for the

year. The Sector Skills Plan and the Strategic Plan
deliverables for the years 2020-2025 informed and
shaped this plan. Furthermore, the Annual Performance
Plan encapsulates negotiated targets stipulated by
the Department of Higher Education and Training that
is part of the Service Level Agreement between the
HWSETA and the Director-General. This service level
agreement is entered into on an annual basis.

The programmes and activities as stipulated in the
Annual Performance Plan are allocated a budget.

This is approved by the Accounting Authority and
delegated to the CEO to ensure effective and efficient
implementation of the plan. The implementing divisions
use the Annual Performance Plan as a basis for the
development of the operational plans. This forms

the basis upon which work plans and performance
agreements of all staff in the entity are concluded.

The Annual Performance Plan projects and targets are
implemented at a national and provincial level. The

role of the Head Office is to ensure commensurate
systems, policies, procedures, and capacity in relation
to skills and staff, are in place to ensure attainment of
the targets and realisation of the objectives of the plan.
Regular monitoring and evaluation of the projects are

o

ACCOUNTING AUTHORI

TY STATEMENT

Everyone has the right
to further education,
which the state,
through reasonable
measure, must make

progressively available

and accessible”.

conducted. This is an early warning system to unblock
any blockages before they become an impediment to
delivery. In this plan, the impact indicators aligned to
each performance target have been described and these
will be assessed in 2027. This gives systems, institutions
and beneficiaries a 7-year horizon. It also gives
implementers an indication of what the long-term goals
of the projects are. Staff in the HWSETA are encouraged
and implored upon to adhere to the turn-around times
as stipulated in the Service Delivery Charter of the
HWSETA. Internal structures such as the Executive
Management Team (EMT) and Management Committee
(MANCO) are in place to monitor progress and provide
support. The Department of Higher Education and
Training conducts periodic validation exercises as part of
the monitoring and evaluation system.

There are governance mechanisms put in place to
oversee the implementation of the Annual Performance
Plan. These are governance structures as prescribed by
the constitution of the HWSETA to exercise oversight
role and provide guidance where necessary during
implementation. The Internal audits and the Auditor-
General’s audit on the Annual Financial Statements and
Performance Information is done annually. The Auditors
advise the Audit and Risk Management Committee

on any findings. It is upon advice and performance

of these structures and operations divisions that the
Annual Report is produced.
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The HWSETA has developed a materiality and
significance framework, which outlines materiality

and significance as follows: any amount that results
from criminal conduct or the value of R3.4 million and
above which results from irregular, fruitless or wasteful
expenditure caused by gross negligence.

In the implementation of this plan, the HWSETA takes
the necessary precautions in addressing ad hoc or
unplanned mandates, which may arise as a result of
factors outside the control of the HWSETA. These are
addressed through the process of re-prioritisation

of the activities, which is done during the mid-term
review. Any recommendation for a review of the plan
and the reasons thereof are submitted to the Minister
of Higher Education and Training for consideration and
approval.

COVID -19 is expected to still be a pandemic in 2022
as it is estimated that not all South African will be
vaccinated by 2022. The impact of the lockdown and
the gradual reopening of the economy is currently
being felt and will have a long-lasting effect.

The macroeconomic imbalances that are dominated

by fiscal fragility and marked by deterioration of fiscal
revenue in recent years, alongside high unemployment
rate resulting in a decline of skills levies payable to
SETAs contributed to the necessity to review the annual
performance plans and budgets for the current year.
The COVID-19 pandemic has a marked effect on the
social fibre of the country with increased mental health
issues and marked increase in gender-based violence,
amongst others. The pressure felt by the health and
welfare sector cannot be over-emphasised.

In developing the 2022-2023 annual performance
plan targets and associated budget a variety of
methodologies, permutations and Government

strategies to combat the pandemic and restart the
economy were considered. Also, strengthening of
work-based learning and assistance of organs of
Government to combat the COVID-19 pandemic were
contemplated. This includes the following work-based
and occupational programmes:

* Learnership Entered

* Artisans Entered

* Internships Entered

» TVET Student Placement Entered

* University/UoTs Placement Entered
« Skills Programme Entered

The skills programmes supported include credit-
bearing and non-credit bearing directed at frontline
workers in the sector. These will also cut across sectors
as all sectors are required to practice occupational
health and safety and implement the new disaster
management regulations.

To support economic development and strengthen
the capacity of the state the following programmes
were also reviewed:

* Support for cooperatives
* Support for small businesses

* Partnerships especially with line Government
Departments

Having taken the above into account, changes to
both the annual performance plan and budget is
recommended.

- .
% -

Dr. N.V. Mnisi
Chairperson: Health and Welfare SETA Board
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LIST OF ABBREVIATIONS/ACRONYMS
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THE MANDATE OF THE HEALTH AND

1. UPDATE TO THE RELEVANT LEGISLATIVE
AND POLICY MANDATES

The HWSETA is a statutory body, a juristic person,

and a schedule 3 entity - as per the Public Finance
Management Act (PFMA). As an entity of the DHET,

it derives its mandate from the Constitution of the
Republic of South Africa specifically Section 29 read with
Schedule 4, which lists education at all levels, including
tertiary education as a functional area of concurrent
national and provincial legislative competence.

1.1 Legislative Mandate
The HWSETA derives its mandate from:

a) The Skills Development Act, 97 of 1998, as
amended;

b) The Skills Development Levies Act, 9 of 1999, as
amended;

¢) The National Skills Development Plan, 2030

d) The National Digital and Future Skills for South
Africa Act, 350 of 2020

e) The National Qualifications Framework Act, 67 of
2008, as amended;

f) The Public Finance Management Act, 1 of 1999, as
amended;

g) National Treasury Regulations;
h) SETA Grant regulations;

i) All other (relevant/applicable) Human Resources
and Industrial Relations Acts;

j) All other Health and Welfare Acts and Regulations;
and

k) White Paper on Post-school Education.

The Skills Development Act, 97 of 1998 as amended,
establishes Sector Education and Training Authorities
under the Ministry of Higher Education and Training.
Section 10 of this Act provides the mandate of SETAs.
Section 10 (3), in particular, gives the mandate

as follows; “A SETA must perform its functions in
accordance with this Act, the Skills Development
Levies Act, and its Constitution”. To date, there are 21
SETAs established through section 9(1) of the Skills
Development Act. These SETAs represent national
economic sectors and are configured in terms of section
9(2) of the Skills Development Act. The Health and
Welfare SETA is one of the SETAs that was established
by the Minister of Higher Education and Training to
cover the health and welfare (social development)
national economic sectors.
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Section 10 (1) the Skills Development Act (97 of 1998)
gives SETA a mandate to:

a) Develop a Sector Skills Plan (SSP) within the
framework of the National Skills Development
Policy (NSDP);
) Implement the sector skills plan;
) Promote learning programmes;
d) Register agreements for learning programmes;

) Perform any function delegated to it by the QCTO;

f) Collect the skills development levies and disburse
the levies;

g) Liaise with the National Skills Authority.

Section 14 (1) (a) of the Skills Development Act (97
of 1998) mandates SETAs to receive 80% of the skills
development levies, interest and penalties collected
in respect of the SETA. The Skills Development Levies
Act (9 of 1999) makes a provision for the imposition
of the skills development levy for every employer

to pay 1% of the total amount of remuneration paid
or payable to its employees during any month, as
per section 3 of the Skills Development Levies

Act (9 of 1999). The Act prescribes that the skills
development levy received by each SETA should
fund the performance of functions and pay for its
administration within a prescribed limit. The SETA
Grant Regulations Regarding Monies Received by a
SETA (section 3 (2) 2012) mandates SETAs to use all
monies received in terms of the Skills Development
Levies Act towards the:

a) Administration of the activities of the SETA;
b) Payment of Mandatory Grants to employers;

¢) Implementation of the Sector Skills Plan (SSP)
through the allocation of 80% of available
Discretionary Grants to PIVOTAL programmes that
address scarce and critical skills in its sectors; and

d) Implementation of the Annual Performance Plan
(APP), which should set out:

i. a reasonable estimate of Discretionary Grants
that will be available in the sector for training
of scarce and critical skills through PIVOTAL
programmes, that will receive grant allocations

for training of learning and skills programmes
identified as priorities set out in the SSP.

ii. how- the discretionary funds will be allocated to
achieve SSP and National Skills Development
Policy (NSDP) outputs and outcomes in the
sector.



ii. how- the discretionary funds will be allocated to
achieve impact in the sector and how it will be
measured

Based on these regulations SETAs are expected to
have spent or committed (through actual contractual
obligations) at least 95% of discretionary funds
available to it by the 31 March of each year. A
maximum of 5% of uncommitted funds is allowed to be
carried over to the next financial year.

The Constitution of the Health and Welfare SETA
(2016) records the scope of coverage of the Health
and Welfare Sector as determined by the Minister of
Higher Education and Training in terms of section 9

(2) of the Skills Development Act (97 of 1998). The
scope of coverage contained in the Constitution of the

Table 1: The Mandate of the HWSETA per Division

General

1. Address the needs of post-school sector.

HWSETA (2016) enlists 53 categories of employers
that fall within the Health and Welfare Sector. The
Constitution of the HWSETA also enlists constituencies
of the sector to include organised labour, organised
employers, government departments, professional
bodies, bargaining councils, and organisations of
communities that have identifiable interest. The legal
status of the Health and Welfare SETA is described

by its Constitution as a statutory body and a juristic
person.

The mandate of the HWSETA is contained in the Skills
Development Act, No 97 of 1998 as amended, and is
articulated clearly in the White Paper for Post School
Education and Training (2014). Table 1 below outlines
this mandate in line with the various divisions of the
HWSETA:

2. Focus on skills that will impact on growth and job creation in the health and welfare sector.

Finance

3. Administering the levy grant in line with laws and regulations.

RIME

4. Be an authority on labour market intelligence in the Health and Welfare Sector.

5. Conduct skills planning:

5.1 Identify and articulate skills needs of the sector.

5.2 Develop sector skills plans, which are intended to outline current and future (short, medium, and long

S term) learning, and qualifications needs of workers and employers.
§ 5.3 Ensure that government departments; agencies involved in assisting start-up businesses, cooperative
é development, community and rural development, and ABET are informed about:
« key trends in the skills development sector,
« the skills development needs that are emerging across established business,
* how these differ for large, medium, and small businesses,
« the kinds of opportunities that this may suggest for start-up businesses, cooperatives and for
community and rural development.
Through research-based evaluations:
w 6. Measure the efficiency and effectiveness of the HWSETA interventions.
g 7. Examine the extent to which the HWSETA has affected the provision of skills to enable the economy to

grow as well as to ensure that individuals can progress along valid learning pathways.

8. Monitor and evaluate the impact of skills interventions in the health and welfare sector.

Corporate Services

9. Provide adequate capacity in the HWSETA to facilitate the following:

9.1 Skills planning and meet the critical purpose of identifying and articulating skills needs in the sector.

9.2 Quality assurance of training taking place in the sector.

9.3 Ensure that all corporate policies and practices are aligned to the objectives and mandate of the

HWSETA.
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Table 1: The Mandate of the HWSETA per Division contd.

9.4 Facilitate and expedite delivery of all HR activities.

9.5 Ensure the provision of suitable office space at both national and provincial levels.

9.6 Promote effective communication with all relevant stakeholders.

9.7 Provide information technology to enable the HWSETA to deliver on its mandate.

9.8 Facilitate the development of a record management system.

Skills Development Programmes and Projects

10. Develop interventions that are agreed upon with stakeholders and can improve the match between

education and training supply and demand.

11. Foster relations with government departments, agencies involved in assisting start-up businesses,
cooperative development, community and rural development, AET etc.

12. Address skills need of established employers, business, and government to meet the needs of existing
workers and the unemployed and pre-employed individuals who will be entering business or government

departments.

13. Facilitate access to AET for workers in the health and welfare sector (even if this is to direct them to

relevant institutions).

Education, Training, and Quality Assurance

14. Improve quality of learning taking place in the health and welfare sector.
15. Support the development of providers of education and training.

16. Provider Accreditation
17. Learner Achievement
18. Qualification Development

1.2 Policy Mandates

Policy mandates are directed by the Service Delivery
Agreements entered-into by ministers of:

* Department of Higher Education and Training;
* Department of Health; and
* Department of Social Development.

This Strategic plan is based on a number of key
Government Priorities, which include the following:

* The Medium-Term Strategic Framework 2019-2024,
Priority 3: Education, Skills, and Health (refer to table
2 below).

* The Revised Medium-Term Strategic Framework
(refer to table 3).

» Economic Reconstruction Recovery Plan, 2020
(refer to figure 1).

» The National Digital and Future Skills for South Africa
Act 530 of 2020 (refer to figure 2).

Table 2: Government Priorities from the Medium-Term Strategic Framework 2019-2024

Outcome
2024 Impact Statement  Outcome Indicator
Improved Expanded Annual registrations for SETA
economic access to PSET | supported Work-based learning (WBL)
participation opportunities. | programmes.
and social

development

Annual registrations for SETA
supported Work-based learning (WBL)

programmes.

Interventions

Promote the take up of artisanal trades
as career choices among youth.

SETAs identify increasing number of
workplace based opportunities and
make information of work-based
learning known to the public.

SETAs identify increasing number of
workplace-based opportunities and
make information of work-based
learning known to the public.

Improved quality of PSET provisioning. ' Strengthen skills planning.
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Table 3: Government Priorities from the Revised Medium-Term Strategic Framework 2020-2024

GOVERNMENT PRIORITIES

The Revise Medium Term Strategic Framework, 2020

Revised MTSF Priorities Revised MTSF Interventions

SONA Priority

Defeat the
Coronavirus Pandemic

Education, Skills and Health

Education: Improving | Education, Skills and Health
school readiness, ECD

planning and funding

Accelerate Economic | Economic Transformation and Job Creation

Recovery

Strengthening » 74,626 small-scale farmers will be
agriculture and food supported to expand production and
security access markets
+ To intensify agricultural research
and introduce new smart agriculture
technologies
* DALRRD currently support 38 research
projects with an investment of
R10 million

» Enable legal framework through the NHI

Bill

Rollout quality health improvement
programme

Develop a health human resource strategy
and fill critical posts

Rollout the National COVID-19 Vaccination
Programme across the country

Develop and operationalise an ECD
planning, funding, registration and
information system

Improve access to early childhood
development (ECD)

Indigenisation of pharmaceutical
production including through state owned
company

Training of small-scale farmers and
livestock handlers in Primary Animal
Health Care (PAHC)

Enter into partnerships to support animal
health related research projects of the
DALRRD

Figure 1: Government Priorities from the Economic Reconstruction and Recovery Plan of South Africa
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Figure 2: Government Priorities from the National Digital and Future Skills for South Africa Act No 530 of 2020
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The strategic and annual performance planning is guided by the Revised Framework for Strategic Plans and Annual
Performance Plans (2019), which introduced the results-based planning approach to Government Planning as follows:

Figure 3: The Results Based Approach to Government Planning

THE RESULTS BASED APPROACH TO STRATEGIC PLANNING

Introduced to government planning by the Revised Strategic and Annual Performance Planning Framework of 2019
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Strategic The development results of achieving specific outcomes
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The National Skills Development Plan (2030) with its eight outcomes are translated into eight strategic outcomes and
four impact statements of the strategic plan of the HWSETA, as illustrated in figure 4 below:

Figure 4 and 5: Alignment of NSDP Outcomes to HWSETA Outcomes Linking Outcome Statement to Impact

Statements for the HWSETA Strategy

NSDP Outcome 1

4l

Identify and
increase production
of occupations in
high demand

The HWSETA provides
an efficient and effective
skills planning, programme
implementation and
evaluation system which
identifies and increases
production of occupants
in high demand during the
strategic period.

HWSETA OUTCOME 1

The HWSETA provides
an efficient and
effective skills

planning, programme

implementation and
evaluation system which
identifies occupations in
high demand during the
strategic period.

Ol

NSDP Outcome 2

@@

Linking education
and the workplace

The HWSETA promotes
linkages between
education and the

workplace to increase

workplace based learning

opportunities in the health

and welfare sector in the
strategic period.

Improving the level
of skills in the South
African workforce

The HWSETA contributes
to the improvement of
level of skills to 50% of the
health and welfare sector
workforce through various
learning programmes that
address critical skills in the
strategic period.

IMPACT STATEMENT 1

The HWSETA contributes to the development of a post-school system which increases the

HWSETA OUTCOME 2

The HWSETA promotes
linkages between
education and the

workplace to increase
workplace based

learning opportunities in
the health and welfare
sector in the strategic
period.

02

production of occupations in high demand by 2030.

HWSETA OUTCOME 3

The HWSETA supports
the growth of the public
and private college
system so that colleges
may qualify as centres
of specialisation in the
strategic period.
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NSDP OQutcome 4

A
-

Increase access
to occupationally
directed
programmes

The HWSETA contributes
to increased access by
the unemployed into
occupationally directed
programmes in the health
and welfare sector during
the strategic period.

HWSETA OUTCOME 4

The HWSETA makes
career development
services related to
the health and welfare
sector accessible to
rural and targeted youth
in the strategic period.

O4



NSDP Outcome 5

NSDP Outcome 6

L}
Support the growth

of the public college
system

The HWSETA supports
the growth of the public
college system so that
colleges may qualify as
centers of specialisation
that offer quality vocational
and occupational education
for the sector in the
strategic period.

®

Skills development
support for

entrepreneurship initiated training

and cooperative The HWSETA provides
development increased support to the

The HWSETA provides State, Trade Unions, NGOs

increased support towards
skills development activities
for entrepreneurial,
cooperative, as well as
the establishment of new
enterprises in the strategic
period.

Encourage and
support worker-

and NPOs in order to
strengthen governance and
service delivery, and thus
advance social, rural, and
community development in
the strategic period.

NSDP Outcome 8

|
Support career

development
services

The HWSETA makes career
development services
related to the health and
welfare sector accessible
to rural and targeted youth
in the strategic period.

o> 4 o- S o

IMPACT

STATEMENT 2

The HWSETA develops a skilled , employable
and highly productive workforce which
results in reduced hard to fill vacancies in
the healh and welfare sector
by 2030.

HWSETA OUTCOME 5

The HWSETA contributes
to the improvement of
level of skills to 50% of
thehealth and welfare

sector workforce

through various learning
programmes that
address critical skills in
the strategic period.

05

secto to become more

sustainable and expand in

size by 2030.

HWSETA OUTCOME 6

The HWSETA contributes
to increased access by
the unemployed into
occupationally directed
programmes in the |
health and welfare
sector during the in the
strategic period.

The HWSETA provides
increased support
towards skills
development activities
for entrepreneurial,
cooperative, as well as
the establishment of
new enterprises in the
strategic period.

06
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The HWSETA contributes to
increased capacityof large,
medium and small firms, as
well as small and emerging
businesses and cooperatives
of the health and welfare

HWSETA OUTCOME 7

IMPACT
STATEMENT 4

The HWSETA contributes to
increased capacity of the
State, NGO and NPO sector,
Trade Unions to meet social
and rural development needs
of South African Citizens
by 2030.

HWSETA OUTCOME 8

The HWSETA provides
increased support to
the State, Trade Unions,
NGOs and NPOs in
order to strengthen
governance and service
delivery, and thus
advance social, rural, and
community development
in the strategic period.
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It should be noted that the HWSETA has both legislated and good governance reporting requirements:

Table 4: Legislated and Good Governance Reporting Requirements

No. Report or Document Reporting Authority Date

1| National Treasury documents, National Treasury (NT); Auditor- | When required
returns etc. General South Africa (AGSA)

2 | Public Entity Quarterly Reporting National Treasury Quarterly

3 | Annual Financial Statements AGSA, Executive Authority Within 2 months after year-end

(DHET), NT

4 Annual report DHET, NT and AGSA Within 2 months after year-end

5 | Financial misconduct procedures DHET, NT, AGSA Annually
report

6 | The budget of estimated revenue DHET 6 months prior to the start of the
and expenditure for the year financial year

7 | Report on actual revenue and DHET Within 30 days of the end of the
expenditure for the quarter quarter

8 | Report on compliance with the DHET Quarterly
PFMA

9 | SETMIS-SETA Quarterly DHET Quarterly
Management Report

10 | Strategic plan DHET 6 months prior to the start of the

financial year
11 | National Learners Records SAQA Twice a year

Database

Over and above, the reporting listed above, the
HWSETA Board and Sub-Committees of the HWSETA
Board receive the following reports:

It should also be noted that the Board Chairperson and
CEO from time to time, on request, make presentations
to the Parliament of the Republic of South Africa:

 Annual reporting on performance and financial results
of the HWSETA

* Ad hoc reporting when required
» Responses to parliamentary questions

* Quarterly reporting on financial and performance
results

* Research, Monitoring and Evaluation Reports

* Internal Audit Reports

* External Audit - management report and external

” Finally, HWSETA’'s commitment to keeping stakeholders
audit report

informed of HWSETA’s activities results in:

* Formulated policies and amendments « Annual Report at the Annual General Meeting each

year
» CEO interaction sessions

» Board stakeholder sessions

» Website notices and publications

* Provincial Skills Development Forums.

* Risk Management Reporting
 Authority matters
» Compliance and Ethics reporting
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2. UPDATE TO INSTITUTIONAL POLICIES AND STRATEGIES OVER THE FIVE-YEAR PLANNING PERIOD
Guided by its institutional policies, the HWSETA endeavors to implement the following strategies over the five-year

period:

Table 5: Institutional Policies and Strategies Over the Five-Year Planning Period

Policy of the
HWSETA

Research Policy

Accreditation
Policy

Discretionary
Grant Policy

Strategy Over the Five Years

» Develop Sector Skills Plan to identify occupations in demand and skills needs.
» Conduct research to produce research outputs stipulated in the NSDP (2030).

» Support research agendas of professional councils, the Workers College, National Health
Laboratory Services, SANGO Net, and the South African Federation for Mental Health.

 Publish research papers produced by candidates of post-graduate beneficiaries that are
aligned to the research agenda of the HWSETA.

+ Support authorship of books and funding of research fellows.

» Support health and welfare sector lecturers and students from higher education institutions
to conduct research in curriculum development.
» Conduct Surveys that focus on current and future digital skills.

« To accredit skills development providers to offer occupational qualifications.

* Register Assessors and Moderators.

* Endorse learner achievements and issue qualification certificates.

« Administer EISA examinations on behalf of the HWSETA.

 Develop occupational qualifications for the sector.

* Translate all HWSETA learning materials to Brail.

* Facilitate the offering of training by skills development providers to be through e-learning.

* Foster partnerships between TVET Colleges and Private Colleges to offer health and welfare
sector education programmes.

* Include sectorally appropriate digital skills development, within training programmes and
internships.

 Target Youth not in Employment, Education or Training (NEET) for job creation.

» Support for small businesses that are owned by persons with disabilities.

» Fund learning programmes as defined by the Skills Development Act.

» Fund Continuous Professional Development (CDP) activities.

» Fund Honours Degrees to create a pipeline for persons eligible to enroll for Master so as to
achieve the NDP objective to produce more PhDs and expand the proportion of university
teachers with PhDs from 46% in 2018 to 50% by 2024 and also to facilitate professional
registration for occupations that require a Master’s degree to practice (such as psychology).

» Develop lecturers of TVET, other Colleges in the sector, and universities through post-
graduate bursaries.

» Support to post-school education institutions of learning with teaching aids to strengthen
learner support.

 Teaching aids such as uniforms for Radiography students, for example, who require R4000
to purchase the uniform, which protects them from radiation. Other teaching aids include
computer centers, cadavers, simulation aids etc.

 Support for NGOs and NPOs by the HWSETA will involve funding of skills development
initiatives to strengthen governance and fundraising skills. Also, these organisations will
be capacitated to become workplaces where host-employers can place learners for work-
integrated learning and internship programmes.

« Fund veterinary and para-veterinary students ensuring that there is enough veterinary
professionals to maintain health in animals and secure food safety.

* Fund a skills programme on ethical leadership.

» Fund basic, intermediate, and advanced digital skills sets to assist job seekers and to upskill
workers.

» Advance digital literacy for academic staff and equip them with digital fluency and digital
mastery.

HWSETA ¢ Annual Performance Plan ¢« 2022-2023 Q



Table 5: Institutional Policies and Strategies Over the Five-Year Planning Period contd.

Policy of the
HWSETA

M&E Policy and
Framework

Partnership Policy

Strategy Over the Five Years

Monitor and evaluate the performance of the HWSETA in carrying its mandate.

To measure the impact of funding strategies of the HWSETA.

Conduct Monitoring and Evaluation of funding programmes of the HWSETA. In particular:

- The work integrated learning programme for universities of technology, and the internship
programme implemented by the National Department of Health.

Conduct track and trace studies annually for students funded by the HWSETA who complete

learnerships, internships, apprenticeships, and university programmes funded through

bursaries.

Partner with key stakeholders such as:

Partner with the South African Federation for Mental Health to support capacitation of mental
health workers to provide services remotely.

Partner with the National Health laboratories to support skills training to capacitate workers to
implement e-health and m-health strategies, and also fund bursaries for international tuition
required to capacitate staff to implement digitisation required in the Pathology sector.
Partner with the Department of Health to capacitate healthcare workers to use digital health
systems. This will facilitate healthcare workers to meet NHI standards and thus get the
accreditation for health facilities. Also, support for NHI will focus on Primary Health Care.
Partner with the Department of Social Development to train social workers in supervision

and management; fund post-graduate bursaries for social workers to study recognised and
emerging specialisations; capacitate social service workers to have technical skills to provide
mental health and substance abuse services, fund learnerships for community development,
and support the recognition of prior learning of the social service workforce.

Partner with the Department of Health to capacitate the health workforce with skills in Supply
chain and Ethics, Emergency preparedness, Health and Safety Practitioners in workplaces,
Leadership, management, governance competencies and capacity, Strategic health
workforce planning, HR development and management. Fund training of specialists in clinical
specialisations, epidemiology, biostatistics, ICU Nursing, Forensic Nursing, Occupational
Health and Safety, mental health, Laboratory health technicians, Digital laboratory technicians.
Fund training of workers to obtain formal qualifications in public health, health promotion,
and disease prevention for community health workers. Fund the training of Environmental
Practitioners.

Partner with Provincial Departments of Health to support the skills development of Municipal
Health Service Workers.

Partner with the Worker’s College to address the following skills development need;

Basic, Intermediate, and advanced shop steward skills, OHS in the workplace, OHS and
environmental legislation, Knowledge of political economy, Informed activism to advance the
interests of the working class, Participatory action research, and Labour Relations.

Partners with the SACSSP to upskill social service workers in crisis intervention and trauma
counselling for vulnerable people including survivors of the pandemic and their next of kin,
community interventions and coping mechanisms, mental health interventions, community
organising and mobilisation, conducting awareness programmes, psychosocial support,
holistic intervention. Fund learnerships in Child and Youth Care Work.

Partner with SANGO Net to upskill NGO/NPO workers in analytical thinking, active

learning and learning strategies, creativity, originality and initiative, technology design and
programming, critical thinking and analysis, complex problem-solving, leadership and social
influence, emotional intelligence, reasoning, problem-solving, systems analysis and evaluation.
Partner with the SAVC to train Veterinarians, Veterinary Nurses, Veterinary technologists,
Laboratory Animal Technologist, Veterinary Physiotherapist; and also provide Day 1 skills.
Partner with universities and universities of technology to support undergraduate and post-
graduate programmes aligned to Bio-innovation Health, and Bio-innovation knowledge
valorization, these are tabulated in 6 and 7 below.

Planned partnerships identified for the year starting 2022-2023 of the 2020-2025 strategic
plan are illustrated in figure 6 and 7 as follows:
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Table 6: Undergraduate University Programmes Funded by the HWSETA which are aligned to Bio-Innovation Health
and Bio-Innovation Indigenous Knoweldege Valorization

Undergraduate University Programmes funded by the HWSETA which are aligned
to the Bio-innovation Health skills

Field Qualifications aligned to Bio-innovation Health Skills
Chemistry NDip Analytical Chemistry
BSc Chemical Sciences
Radiography Bachelor of Diagnostic Radiography
Bachelor of Nuclear Medicine Technology
Bachelor of Diagnostic Ultrasound
Bachelor of Radiation Therapy
Medical Sciences ' BHS Medical Laboratory Sciences
NDip Biomedical Technology
Bachelor of Health Sciences
Bsc Life Sciences
Bachelor of Physiology
BSc Biochemistry and Microbiology
BSc Genetics and Microbiology
BSc Medical Bioscience

Undergraduate University Programmes funded by the HWSETA which are aligned
to the Bio-innovation Indigenous Knowledge valorization skills

Pharmacology Bachelor of Pharmacy

Phytochemistry BSM Complementary Medicine: Phytotherapy

Table 7: Postgraduate University Programmes Funded by the HWSETA which are aligned to Bio-Innovation Health
and Bio-Innovation Indigenous Knoweldege Valorization

Postgraduate University Programmes funded by the HWSETA which are aligned
to Bio-innovation Health skills

Field Qualifications Area of specialisation

Radiography Masters & PhD in Radiography Radiobiology,
Radiochemistry,
Radio pharmacy

Medical Sciences = Masters & PhD in Medical Sciences Immunology,
Microbiology,
Molecular biology, vaccinology,
Flow chemistry,
Bioinformatics

Undergraduate University Programmes funded by the HWSETA which are aligned
to the Bio-innovation Indigenous Knowledge valorization skills

Public Health Masters & PhD in Public Health Epidemiology,
African Traditional medicines
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Table 7: Postgraduate University Programmes Funded by the HWSETA which are Aligned to Bio-Innovation Health
and Bio-Innovation Indigenous Knoweldege Valorization contd.

Undergraduate University Programmes funded by the HWSETA which are aligned
to the Bio-innovation Indigenous Knowledge valorization skills contd.

Field Qualifications

Pharmacology Masters in Pharmacology & Therapeutics

Masters in Pharmaceutical affairs

Area of specialisation

Pharmacology

NB: The focus of the HWSETA has been on the qualification and not necessarily on the area of specialisation. As
from 2022-2023 the HWSETA will target the areas of specialisation identified by the Department of Science and

Innovation.

Figure 6: Social and Animal Health Sector Partnerships Identified for 2020-2025 Strategic Plan Year Beginning 2022-2023

National Department of
Social Development

Environment and
Education Trust (ELET)

STAKEHOLDER
ENGAGEMENT

Durban University of
Technology
&

University of KwaZulu Natal
Department of Agriculture

Land Reform and Rural
Development

SUPPORT FOR THE SOCIAL AND ANIMAL HEALTH SECTOR

STAKEHOLDER ENGAGEMENTS AND STRATEGIC PARTNERSHIPS

PARTNERSHIP WITH NATIONAL AND
PROVINCIAL DEPT. OF SOC. DEV

Support the Human Resource Development Plan for
Social Development.

PARTNERSHIPS WITH THE ECD SECTOR

Formalisation and professionalization of ECD sector.

PARTNERSHIPS WITH BUSINESS SCHOOLS
To support innovation to capacitate Social Service
Practitioners with business innovation thinking skills to
enable them to create sustainable social enterprises.

CONTINUED PARTNERSHIP WITH DALRRD
Training of small-scale farmers and livestock handlers in
Primary Animal Health Care (PAHC).

Enter into partnerships to support animal health related
research projects of the DALRRD.

Figure 7: Health Sector Partnerships Identified for 2020-2025 Strategic Plan Year Beginning 2022-2023

National Department of

Health
Clicks Group
&
Hospital Association SA
STAKEHOLDER
ENGAGEMENT

South African Medical
Technology Industry (SAMED)
&

Pharmacy Council

University of Alabama

SUPPORT FOR THE HEALTH SECTOR

STAKEHOLDER ENGAGEMENTS AND STRATEGIC PARTNERSHIPS

PARTNERSHIP WITH NATIONAL AND PROVINCIAL
DEPT. OF HEALTH

Support the National Health Improvement Plan of the NHI.
Support the 2030 Human Resource for Health Strategy.

PARTNERSHIPS WITH PRIVATE HEALTH
SECTOR

Support the Human Resource Needs for the Retail
Pharmacy and Private Hospital Groups. Also, digital skills

PARTNERSHIPS TO SUPPORT
MANUFACTURING IN THE HEALTH SECTOR
Support training of Industrial Pharmacists

Support Training of Medical Technologists and Medical
Technicians.

PARTNERSHIP TO SUPPORT HEALTH
INNOVATION

Promote health innovation skills for the health workforce

The overall aim of the National Development Plan (NDP) in relation to health and social development is to enable all
South Africans to maintain a decent living standard, have universal access to healthcare and enjoy adequate social
protection (NPC 2012d:68-69). Table 8 summarises the strategic actions needed to achieve these aims and the
resulting implications for skills planning in the health and social development sector.

2%
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Table 8: Implications of NDP for Strategic Planning Over the Five-Year Planning Period

NDP

Implications for Strategic Planning

Health: Access to quality health care for all, reduce disease burden and raise life expectancy

Strengthen the health system:
Build service capacity & expertise
Set norms & standards for care

Re-engineer primary healthcare

Expand community-based care &
environmental health

Increase access to antiretroviral
treatment & reduce TB infection
rates

Provide National Health Insurance
to give universal healthcare
coverage

Supply adequate skills mix across the entire health system to provide
effective, efficient, affordable & quality care;

Train more professional & specialist nurses & strengthen nurse training
platforms; and Improve health system management, safety in healthcare &
clinical governance.

Deploy ward-based outreach teams & expand school health services;
Contract in sessional doctors & deploy clinical specialist teams trained in
family health; and train nurses in primary health care.

Train community health workers to focus on maternal, child & women’s health
& basic household & community hygiene & expand environmental health
services.

Train more health professionals & health workers to monitor treatment, &
employ more pharmacists & pharmacy technicians to distribute & administer
medication.

Improve financial management & procurement of health services, medicine
& goods; Improve health facilities & expand training of health professionals;
and set staffing norms & improve human resources capacity, training & HR
management.

Social Development: Provide integrated social protection & enable citizens to live with dignity

Expand basic social welfare
services for vulnerable groups

Enable children to access social
care, education safety & nutrition

Support communities with
sustainable livelihoods & household
food security

Reduce social crime & support
victims
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Provide protection & care services for children, families, the elderly &
disabled; train more social service workers on all occupational levels,
and build management & governance capacity of NGOs to sustain service
provision.

Expand provision of early childhood development programmes & train ECD
practitioners; address the social impact of HIV/AIDS & other challenges
on children; strengthen child protection services, supervision & mentorship
for youth & orphans; and train caregivers & social work specialists (e.g.,
probation officers & registered counsellors).

Train community development practitioners & enhance skills set of the
current workforce; and build the capacity of community-based organisations
to provide effective community development.

Increase social care & support to families & victims, and train social workers
to manage substance abuse & crime prevention programmes.




2.1 Implications of Sustainable It consists of 17 goals and 169 targets. Goals oA
Development Goals for Strategic aligned to the mandate of the HWSETA include:
. E . '
PIa|'1n|ng over the 5-year Planning Goal 3: Ensure healthy lives and promote well- V
Period being for all at all ages, =
The overall aim of the Sustainable Development . . . . EDUCATION
. . Goal 4: Ensure inclusive and equitable quality :
Goals (SDG) is a universal agenda for a . : ; .' l
- 8 education and promote lifelong learning
comprehensive, far-reaching and people- tunities for all. and
centred goals to realise the human rights of opportunitie ’ pr——
all, and to achieve gender equality and the Goal 8: Promote sustained, inclusive and MG
empowerment of all women and girls. The SDG sustainable economic growth, full and m
and targets came into effect on 1 January 2016. productive employment and decent work for all.

The HWSETA will therefore contribute towards the achievement of the following targets:

Table 9: Implications of SDG for Strategic Planning Over the Five-Year Planning Period

Sustainable Development Goal Implications for Strategic Planning

Goal 4: Ensure inclusive and equitable quality education and promote
lifelong learning opportunities for all

By 2030, ensure that all girls and boys have The HWSETA will contribute towards the achievement of this
access to quality early childhood development, | target by funding the training of Early Childhood Practitioners so
care and pre-primary education so that they are | that the quality of early childhood development services could be

ready for primary education. strengthened.

By 2030, ensure equal access for all women The HWSETA will contribute towards the achievement of this

and men to affordable and quality technical, target by offering bursaries to unemployed women and men to
vocational and tertiary education, including enroll for technical and vocational training. The HWSETA will also
university. offer bursaries to employed and unemployed women and men to

enroll for university programmes.

By 2030, substantially increase the number The HWSETA will contribute towards the achievement of this
of youth and adults who have relevant skills, target by funding employed and unemployed youth and adults
including technical and vocational skills, for through learnerships, apprenticeships, and bursaries for

employment, decent jobs and entrepreneurship. | undergraduate and post-graduate education.

By 2030, ensure that all youth and a substantial | The HWSETA will contribute towards the achievement of this

proportion of adults, both men and women, target by funding youth and adult, both men and women, to be

achieve literacy and numeracy. trained on literacy and numeracy through Adult Education and
Training (AET) programmes.

Goal 3: Ensure healthy lives and promote well-being for all at all ages

Strengthen the prevention and treatment of The HWSETA will contribute towards the achievement of this

substance abuse, including narcotic drug abuse | target by funding health workers and social service workers on

and harmful use of alcohol. substance abuse, including narcotic drug abuse and harmful use
of alcohol.

Support the research and development of The HWSETA will contribute towards the achievement of this

vaccines and medicines for the communicable  target by supporting research on the development of vaccines
and noncommunicable diseases that primarily  and medicines for communicable and non-communicable

affect developing countries. diseases that affect South Africa.
Substantially increase health financing and The HWSETA will contribute towards the achievement of this
the recruitment, development, training and target by supporting training of the health workforce.

retention of the health workforce in developing
countries, especially in least developed
countries and small island developing States.

@ HWSETA ¢ Annual Performance Plan « 2022-2023



Table 9: Implications of SDG for Strategic Planning Over the Five-Year Planning Period contd.

Goal 8: Promote sustained, inclusive and sustainable economic growth,

full and productive employment and decent work for all

By 2030, substantially reduce the proportion of | The HWSETA will contribute towards the achievement of this
youth not in employment, education or training. | target by targeting youth not in employment when funding
unemployed persons through its skills development programmes.

Protect labour rights and promote safe and The HWSETA will contribute towards the achievement of this
secure working environments for all workers, target by supporting training of members of Trade Unions and
including migrant workers, in particular women = OHS committee members of organisations in the health and
migrants, and those in precarious employment. = welfare sector.

3. UPDATE TO RELEVANT COURT RULINGS
Table 10: Relevant Court Rulings

Name of Court Case Lerong Consulting cc/ Health & Welfare Sector Education & Training Authority
(Case no: 2009/27795) (High court, Johannesburg)

Impact on HWSETA operations The matter was set down for trial on 21 April 2019 however the Plaintiff unduly

and service delivery obligations | removed the matter from the court roll due to unpreparedness, thus causing
further significant delays in concluding the matter. The matter is still pending
with the court and applicant.

There is no impact on operations and service delivery as it is purely a
compensation matter.

Name of Court Case Busa Case: Applied to the Court for the setting aside of regulation 4(4) as
promulgated in Government Notice 23 of 2016, published in Government
Gazette 39592 in terms of the Skills Development Act 97 of 1998.

Impact on HWSETA operations | Section 4(4), states that, “20% of the total levies paid by employers in terms
and service delivery obligations | of section 3(1) as read with section 6 of the Skills Development Levies Act
during each financial year will be paid to the employer who submits a WSP”.

The judgement of the Labour Appeal Court, on 20 August 2019, set aside the
Labour Court judgement, and was replaced by the following:

* Regulation 4(4) as promulgated in Government Notice 23 of 2016,
published in Government Gazette 39592 in terms of the Skills
Development Act 97 of 1998 is set aside.

Implication is that Mandatory Grants to be paid to employers is not
determined. However, SETAs have continued to pay 20% in Mandatory Grants.
SETAs have reported this as a contingent liability pending the determination
of the Mandatory Grant percentage based on the outcome of the negotiations
between the Minister and BUSA.
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STRATEGIC
FOCUS OF THE
HEALTH AND
WELFARE SETA

1. UPDATED SITUATIONAL
ANALYSIS

This section will in broad terms present
information on both the institutional
and performance environment of the
health and welfare sector as a whole.
PESTEL Analysis was used as the main
planning tool to identify key factors
influencing the strategy of the Health
and Welfare SETA. Through PESTEL
Analysis the political, economic, social,
technological, environmental and legal
factors influencing the strategy of the

Health and Welfare SETA were explored.

The main source used for identifying
these factors is the Sector Skills Plan
Update for 2022-2023. This section
therefore locates the HWSETA's role
within the skills development milieu in
the sector citing key drivers of demand
and supply of labour and interventions

by the HWSETA to stimulate either side.
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Table 11: PESTEL Analysis of Factors Influencing the Strategy of

Political Factors

the HWSETA

Focus on the policy agenda of the health and social
development sector. The policy agenda for health involves
the White Paper on National Health Insurance for South
Africa (2015), which introduces universal healthcare

policy agenda. This health care reform is now affecting

the landscape of occupations in the health sector. Focus
is on transitioning from curative health care to preventive
health care, which translates to a shift from hospital care to
primary health care. This has led to changes in the health
education landscape where standards for occupations

are moving towards intermediate to high skills level (that
is NQF level 5-10). This now has resulted in disparities
between Public Health and Private Health, as Public Health
is moving towards primary health care while Private Health
is predominantly characterised by hospital care. For
example, lower levels of Nursing are being phased out to
focus on more professional education of Nursing instead
of paraprofessional which are required for hospital health
care. The HWSETA will support the implementation of NHI
while supporting strategies of the Private Health sector at
capacitating its workforce mainly with digital skills. Another
policy agenda is the indigenisation of manufacturing of
pharmaceutical products as well as manufacturing of
medical technology. The HWSETA will partner with the
Pharmacy Council to train Industrial Pharmacists and
SAMED to train Medical Science Technologists.

The policy agenda for social development is enshrined

in the White Paper for Social Welfare (1995), as National
Goal 7(a) of the National Developmental Social Welfare
Strategy, which is stated as follows: “To facilitate the
provision of appropriate developmental social welfare
services to all South Africans, especially those living in
poverty, those who are vulnerable and those who have
special needs. These services should include rehabilitative,
preventative, developmental and protective services and
facilities, as well as social security, including social relief
programmes, social care programmes and the enhancement
of social functioning”. The social development sector is
faced with a challenge of insufficient number of social
service professional who will be instrumental at ensuring
the provision of appropriate; development social welfare
services to all South Africans. Bursaries were funded by
Government to train Social Workers and Child and Youth
Care Workers in a plight to make available these much-
needed social service practitioners. However, Government
was met with a challenge of insufficient funds to employ
these practitioners. Now the country is facing a challenge
of unemployed Social Workers and Child and Youth Care
Workers. Government has now stopped funding bursaries in
Social Work and is redirecting those funds to employ Social
Workers at District level. The HWSETA also provided support
by placing unemployed Social Workers and Child and Youth
Care Workers on Internship programmes. However, this is a
temporary solution as most of these practitioners complete
the programme and remain unemployed. The HWSETA, now
will embark on an innovative solution of capacitating
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Table 11: Pestel Analysis of Factors Influencing the Strategy of the HWSETA contd.

Social Workers and Child and Youth Care Workers with Social Entrepreneurship skills so that they can open
social enterprises and thus create work for themselves. This solution will be extended to Animal Health
Technicians who also struggle to find employment.

The policy agenda for Animal Health stems from the strategy for the employment of Extension Practitioners
(2020-2024). This strategy including Animal Technicians and Veterinarians who provide support to Farmers. The
Government of South Africa launched its Economic Reconstruction and Recovery Plan for 2020-2024, with a
focus on nine key priorities: aggressive infrastructure investment, employment orientated strategic localisation,
reindustrialisation and export promotion, energy security, support for tourism recovery and growth, gender
equality and economic inclusion of women and youth, green economy interventions, mass public employment
interventions, strengthening food security and macro-economic interventions. For the past decade, the

South African economy has experienced stagnation which has put a strain in the effort to tackle the historical
structural inequalities, unemployment and poverty. There is a consensus amongst the social partners that there
should be substantial structural change in the economy that would unlock growth and allow for development.
The Economic Reconstruction and Recovery Plan aims to stimulate equitable and economic growth by mobilising
all resources and efforts in economic activities that will expedite the recovery of South Africa’s economy that
was, like most economies, deeply affected by the COVID-19 pandemic.

Political Factors contad.

The main goal of this strategy is to increasing employability likelihoods for young graduates in the sector
including Animal Technicians. As already mentioned under the social development section, the solution for
capacitation of unemployed graduate with social entrepreneurship skills will be extended to Animal Technicians.

Public sector budgets for 2021/22 to 2023 /24 reflect that health and social spending programmes are given
priority, despite pressure on resources (National Treasury 2021a). There is a direct relationship between
spending (in the public and private sectors) and the demand for workers. Public sector budgets are major
determinants of both the number of positions created and salary levels and, consequently, of the ability of
institutions to attract and retain staff. In the private sector, the linkages are somewhat more complex but
equally significant. Although there is an increase on the public sector health and social development budgets, it
is not clear what future funding will look like given the current poor economic circumstances in South Africa.
Refer to section 21 of the external environment for a more in-depth discussion of the economic
factors of the health and social development sectors.

Economic Factors

Challenging socio-economic realities drive the need for public health services and social development
interventions in South Africa. Poverty affects the majority of South Africans and vast social inequalities
continue to persist (National Treasury 2021a). Despite a general decline in poverty between 2006 and 2011,
poverty levels rose again in 2015. More than half of South Africans were poor in 2015, with the poverty
headcount increasing to 55.5%. This means that over 30.4 million South Africans were living in poverty in
2015 (StatsSA 2017). For the fourth quarter in 2020, the unemployment rate (strict definition) was recorded
at 32.5%, the highest since the start of the Labour Force Surveys in 2008 (StatsSA 2020a), showing the effect
of the COVID-19 pandemic. DSD are going to pay over 18 million social grants to beneficiaries in 2021/2022,
and it is expected that this number will reach 19 million in 2022 /2023. These realities increase the demand
for public health and social welfare services and contribute to the already excessive workloads of public health
and social welfare workers.

Good health reduces poverty, improves educational performance, increases productivity, and as a result,
stimulates economic growth. The high burden of disease in South Africa hampers economic growth and
development. In 2020 an estimated 7.8 million people in South Africa were living with HIV/AIDS (DoH 2020).
South Africa has one of the highest tuberculosis (TB) incidences in the world, with more than 360 000 new
cases diagnosed in 2019 (WHO 2020). Maternal- and infant mortality rates remain high (StatsSA 2020b) while
the burden of disease is exacerbated by factors such as an aging population and the rising incidence of chronic
diseases and obesity (CMS 2019). In addition, persons with existing diseases are very susceptible to COVID-19.
These factors increase the demand for health services and the need for more healthcare workers at all levels.
The strategies implemented by the government to counter the burden of disease are some of the major change
drivers in the health and social development sector.

Social Factors

High levels of interpersonal violence have thrust the injury death rate of 1 393.2 per 100 000 populations to
more than double the global average and necessitate the provision of wide-ranging and integrated preventative
and remedial social services (IHME 2019). Excessive substance abuse adds to the social burden. The COVID-19
pandemic made the situation worse for women, especially during the lockdown period. Organisations such

as Rise Up Against Gender Based Violence reported that they could not cope with the number of calls from
women who needed assistance (Mail&Guardian 2020). Skilled professionals are needed to provide these
specialised services.
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Table 11: Pestel Analysis of Factors Influencing the Strategy of the HWSETA contd.

Technological Factors

Environmental Factors

Legal Factors

New technologies have a profound effect on the sector. In some instances, it allows for the automation of
processes, which leads to a reduction in employment. Simultaneously, technological developments also have

a constant effect on treatment methodologies and interventions. Studies have shown that the 4IR requires
changes in the skills requirements for certain occupations in the health sector. This creates opportunities for
inclusion of technology modules in certain undergraduate curricular and the up skilling of the current workforce
through tailored skills development training courses (HWSETA 2020b). This inclusion, according to the ERRP
Skills strategy, will be a way of addressing the ‘curriculum shortcomings’ by the SETAs such as targeting digital
literacy. The COVID-19 pandemic has specifically drawn the attention to technological advancement in the
laboratory services industry relating to big data and telepathology (NHLS 2020).

In a resource-constrained environment with enormous demands for health care and social services, South
Africa needs to develop skills to deliver cost-effective health care and social development interventions. The
HWSETA cannot meet the vast spectrum of skills and has to prioritise skills development interventions. The
key skills issues that fall within the HWSETA ambit are the following: First, the HWSETA has to support skills
interventions needed to build the developmental state. In this regard, the HWSETA will assist national efforts
to expand the numbers of health professionals needed to provide all levels of care under the NHI and facilitate
skills development. Second, the HWSETA will focus this year and onwards on skills development interventions
required for the ERRP skills strategy such as: updating technical and vocational education programmes;
increase access to programmes resulting in qualifications in priority sectors; providing access to workplace
experience opportunities; and retraining/up-skilling of employees to preserve jobs. Third, the HWSETA's skills
planning should continue contributing to a sustainable skills pipeline into the sector and address entry-level
as well as higher-level professional skills. Fourth, in order to support cost-effective skills interventions while
also expanding service capacity, the HWSETA has to contribute to the development of mid-level skills needed
to strengthen health and social development service providers. Fifth, the HWSETA also has a responsibility

to respond to skills gaps in the current workforce brought about by: changes in policy and service delivery;
technological developments; skills shortages driven by legislative changes, the human rights-based
development agenda and health pandemics like COVID-19.

Healthcare and social services professionals are required to register with their respective professional councils
in order to practice or work legally. Although the registers include those working abroad and in other sectors,
as well as retirees and economically inactive persons they provide an indication of growth in the number of
professionals available.

The HPCSA controls 136 registration categories through twelve professional boards. Since 2010, the number
of registered dentists grew on average by 2.0% per year, medical interns (i.e., medical graduates in training)

by 4.0%, and medical practitioners by 2.4%. The ranks of physiotherapists (3.6%), occupational therapists
(5.1%), radiographers (2.7%), and psychologists (2.6%) also increased over the period. The number of registered
medical technologists increased only slightly (by 1.2% per year) over the total period. The same counts for
speech therapist and audiologist; the number only increased by 1.3%.

The number of registered, enrolled and auxiliary nurses registered with the SANC reached 287 456 in 2016

but decreased to 280 231 in 2020. In the period from 2010 to 2020, the average annual growth in registration
for all these categories was only 1.9%. Enrolled nurses increased on average by 1.5% per year. The decrease in
registrations for auxiliaries from 2016 to 2020 (over 8 000) and for enrolled nurses from 2017 to 2020 (over

13 500) can be expected due to the change in the qualification framework and teach out period of the legacy
qualifications. The total number of registered nurses in training had dropped from about 43 300 in 2010 to just
more than 23 000 in 2020 (an average annual negative growth of -6.0%). The number of student nurses i.e.,
those enrolled in the four-year programme also shows a decline with a growth of -0.4 % over the same period.
The number of pupil nurses and pupil nursing auxiliaries dropped substantially from 2016 to 2020. This is the
result of the changes in the nursing qualifications that are currently being implemented. All the old programmes
are in their training out periods while the nursing colleges only started to deliver the new qualifications in 2020.
The delay in the accreditation process of nursing colleges as HEls effected the new enrolments considerably
(Interview 2021).

From 2012 to 2021, the average annual growth for registered pharmacists and pharmacist interns was 2.8%
and 8.3% respectively. The registration figures in the support staff categories showed higher growth over this
period. Basic Pharmacist Assistants grew by 20.6% annually over the period. The number of people registered
in this category grew steadily from 2012 to 2015, more than doubled between 2015 and 2016, and slightly
decreased again between 2019 and 2020. Post-basic pharmacist assistants grew at an annual average of 14.6%
per year.
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Table 11: Pestel Analysis of Factors Influencing the Strategy of the HWSETA contd.

In 2021 a total of 2 573 people were registered with the Allied Health Professions Council South Africa.
Since 2011, the total number of registrations dropped on average by 1.5% per year. Generally, allied health
professionals and complementary practitioners work in the private sector.

The number of veterinarians registered with the SAVC grew on average 3.5% from 2 842 in 2011 to 3 720
in 2021 (Table 3-10). The average annual growth for animal health technicians was 3.2% over this period,
veterinary nurses 2.9%, and veterinary technologists 5.5%.

Legal Factors contd.

From 2016 to 2021, (Table 3-11), the average annual growth for registered social workers, and social auxiliary
workers were 5.4% and 5.3% respectively, compared to 7.9% for child, and youth care workers.

\

@ HWSETA ¢ Annual Performance Plan « 2022-2023



2. EXTERNAL ENVIRONMENT

The sector served by the HWSETA is extensive and spans portions of the human- and animal health systems in South
Africa, as well as portions of the human and animal welfare. The economic activities that fall within the scope of the
health component of the HWSETA range from all healthcare facilities and services, pharmaceutical services and

the distribution of medicine, medical research, non-governmental organisations, to veterinary services. The social
development component of the sector consists of the government, NGOs and private social work practices.

Figure 8: The Stakeholders of the Health And Welfare SETA
South African Health and Social Development System

Health Social Development

Human health Animal Health
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Governmental
Sector
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National Health System: Department of Health Department of Agriculture

Public Health Sector | Private Health Sector Veterinary Services

Provincial Non-profit
Departments [ Organisations

State Health || ¢ poyincial . . State Private
and Health Private Professional Veteri Veteri
Research D : ; Hospitals Practices € erl_nary € erl.nary
Institutions = Departments Services Services
Private Social
Government
. . . Work
Academic Non- Medical . Agencies .
Veterinary Practices
Health Governmental | Insurance
N Research
Complexes Organisations Industry

Corporate

Tertiary .
Hospitals Pharmaceutical Industry Sector
. Providers of Health

Regional Services
Hospitals and Products

Municipal District Manufacturers of Surgical

Health Health Goods and Appliances

Services System

Voluntary Professional Statutory Professional .
Bodies Bodies Organised Labour

Roles played by each of the stakeholders indicated in table 12.
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Table 12: The Role of the Stakeholders of the Health And Welfare SETA

Role Player

National Departments of Health
and Social Development

Provincial Departments of Health
and Social Development

Municipal Health Services
Government Agencies
NGOs, CBOs, and NPOs

The Hospital Association of South
Africa (HASA)

Statutory professional bodies

Voluntary professional bodies

Labour and trade unions

Key Roles and Responsibilities

Policy, legislation, standard-setting, oversight, and coordination of services
rendered by provinces

Delivering and monitoring of health and social development services

Environmental health management, Primary Health Care
Administration of social protection grants
Delivering health and social services

Represents the interests of 64 000 people employed by the majority of
private hospital groups and independently owned private hospitals

Regulation of the respective professions

Representing the interests of specific professions, their members and
specialised fields of practice

Shaping of labour market policies, labour relations practices, and human
resources management in the sector

Research institutions

Medical Research Council

Human Sciences Research Council
National Health Laboratory Service
Onderstepoort Veterinary Institute

The Health and Social Development sector is a diverse
sector falling mainly under the Sector Industrial
Classification (SIC) category 93. The HWSETA has
jurisdiction over 60 SIC codes and employers belonging
to the 60 SIC sectors are grouped into five groups:
a) Community services;
b) Complementary health services;
c) Doctors and specialists;
d)

)

e

Hospitals and clinics; and
Research and development institutions.

2.1 Economic Factors of the Health and Social
Development Sector

The health and social development sector contributes
to growth in the South African economy by creating
employment, income, and economic value through
the provision of infrastructure for service delivery.
Both the public and private health sectors contribute
health services infrastructures such as hospitals,
out-patient clinics, and pharmacies, and exist to serve

Conducting sector-relevant and related research

the health needs of South Africans (National Treasury
2021b). The animal health sector contributes to animal
health infrastructure (e.g., mobile clinics), it promotes
livestock production, game farming and animal health
and it contributes to the skills needed to prevent and
treat diseases that pose a risk to animal and human
health (National Treasury 2021b). Veterinary and
para-veterinary services support improved livestock
production (including health and safety of animal
products and quality animal products for international
markets) as well as food security required for economic
growth (National Treasury 2021b).

The sector makes a significant contribution to train
health professionals, nurses, and social workers; of the
R39.6 billion that have been invested in the training of
health professionals and social workers since 2018, two
thirds (66%) were allocated for the training of nurses
specifically (see figure 10). This investment is even more
crucial during the COVID-19 pandemic as the demand
for professional nurses remains high.
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Figure 9: Contribution to the Training of Health Professionals and Social Workers
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Source: National Treasury 2019, 2021b

The global economic effects of the COVID-19
pandemic are far-reaching and will likely be long-
lasting. In South Africa, the large increase in
unemployment and income losses has entrenched
existing inequalities. Government is rolling out a
mass COVID-19 vaccination campaign for which R9
billion has been allocated over the next three years.
Of this amount, the DoH allocated R6.5 billion to
procure and distribute vaccines which will stimulate
logistics and transport industries. The vaccination
rollout will not only provide immediate health benefits
for millions of South Africans but will contribute

to economic recovery and global trade (National
Treasury 2021a).

Since the COVID-19 pandemic the demand for personal
protective equipment (PPE) such as face masks and
hand sanitisers contributed to the growth in the
production of these items in other sectors of the

economy. In addition, the demand for vaccines has
provided international manufacturers such as Aspen
with the opportunity for fill and finish of vaccines at
their facilities in South Africa, contributing to building
the vaccine manufacturing capacity of South Africa

in order to improve access to vaccines in Africa (The
Conversation 2021; fin24 2021).

Figure 10 below shows industry growth in South Africa
for the first quarter of 2021 in comparison to the
fourth quarter in 2020. The public health and social
development services form part of the Government
sector, private health and social development services
are part of the sector called personal services, retail
pharmacies fall under trade while manufacturing of
pharmaceuticals, medicinal chemical and botanical
products forms part of the manufacturing sector. In
terms of health and social development activity only
the Government sector had a marginal growth of 0.7%.

Figure 10: Industry Growth in the 1t Quarter of 2021 in Comparison with the 4" Quarter in 2020

Eight of the Ten Industries Recorded Decreased Economic Activity in 2020
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Source: Stats SA 2020

HWSETA ¢ Annual Performance Plan ¢« 2022-2023




2.2 Social Factors of the Health and Social
Development Sector

The health and social development sector is a
heterogeneous sector in many ways. The size and
type of organisations in the sector differ: Public health
comprises large (150 or more employees) national
and provincial departments of health and social
development. In contrast, most of the organisations
in private health are small: 82% of the organisations
in private health fall within the category that is
generally known as “small organisations”. Medium
size organisations with 50 to 149 employees make
up 10% of the organisations in the private sector
and the large Organisations constitute 8%. However,
large organisations such as hospital and pharmacy

groups employ more than half of the workers in
private health. Employers can be broadly grouped
into community services; complementary health
services; doctors and specialists; hospitals and
clinics; and research and development institutions.
In the 2020/2021 financial year, a total of 11 103
organisations paid skills development levies to the
HWSETA. These are organisations with payrolls in
excess of R500 000 per year. Small practices may
be excluded from this number. Figure 6 shows the
provincial distribution of organisations in the private
sector according to size. Gauteng province dominates
according to spread for all employer sizes while the
Northern Cape has the smallest spread of employers
for all different sizes.

Figure 11: Provincial Distribution of Employers in the Private Sector

WC 20 10 29

NC 10

NW
S MP 6N
£ P 170
S KZN 2

GP 38 50

FS 7

EC '8

0 20 40 60
EC FS GP KZN

m Small 8 7 38 12
= Medium 10 6 50 13
mLarge 2 4 46 14

Provincial Distributuion of HWSETA Employers by Size

46

80 100 120 140 160
LP MP NW NC we
7 6 1 1 20
1 6 3 0 10
0 2 2 0 29

Percentage (%) distribution of employers by size
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2.2.1 Non-Profit Organisations

Much of the health-related community-based care in
South Africa is provided by non-profit organisations
(NPOs), and a HWSETA study (2015a) shows that these
organisations provide paid and unpaid employment to
many workers in the sector. As of September 2020,
233 180 NPOs were registered with the Department
(DSD 2020), up from 49 827 in 2007/08. The vast
majority of registered NPOs (95%) are voluntary
associations, while 3% are not-for-profit companies
and 2% are non-profit trusts. Few of the NPOs are
registered as employers with the HWSETA and they are
therefore not included in the labour market profile. The
HWSETA indicated that NPOs work with relatively small
numbers of full-time staff and to a large extent rely on
volunteers and part-time staff. Africans and women
dominate the NPO workforce (HWSETA 2015a).

@

2.2.2 Labour Market Profile

Three data sources were used to construct a profile
of the labour force: Data from the workplace skills
plans (WSPs) submitted by private sector employers
to the HWSETA, data from such plans submitted by
public sector employers to the Public Service SETA
(PSETA) as well as data furnished to the HWSETA
from the private Medpages database. The data
analysis provided information on 789 822 people
who are formally employed in the health and social
development sector. Of these, approximately 431 834
(55%) are employed in private sector organisations
(referred to later as the “private sector”) and levy-
paying public sector organisations, while 357 988
(45%) work in the public service departments.

Estimates of total employment in the health and
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social development sector can be seen in table 13.
Employment in the public service component of the
sector increased from 325 763 in 2013 to 357 760 in
2021. The average annual growth of employment in
the public sector was only 1.2% over the 2013 to 2021
period. The private sector component of the sector,
on the other hand, showed an average annual growth

of 6.4% over the 2013 to 2021 period from 262 503

to 431 834 respectively. The average annual growth
for the total sector was 3.8% over the same period.
The positive growth in employment in the sector is
expected due to the COVID-19 demands. However, the
2021/2022 aftermath COVID-19 employment figures
may show a different trend.

Table 13: Health and Social Development Sector: Total Employment 2013-2021

2013 2014 2015 2016

2017 2018 2019 2020 2021

AAG %

Public 325763 310256 | 312884 | 330015 | 332 654 | 333 060 | 334762 | 352760 | 357 988 1.2

Private

262503 | 276513 | 319 002 | 274 140 266 466 343 246 368527 374069 431834 6.4

Total 588 266 586 769 631886 604 155 599 120 676 306 703 289 726 829 789 822 3.8

Sources: Calculated from HWSETA and PSETA WSP submissions 2013 to 2021, Medpages database 2013 -2021

a) Trends in Employment Data: Gender

Table 14 shows the gender distribution in the sector from 2014 to 2021. Male’s share in employment in the sector
varied between 26% and 30% while females formed between 70% and 74% of the workforce.

Table 14: Health and Social Development Sector: Gender Distribution 2014-2021

2014 2015 2016
Public Service % % %
Male 27 27 28
Female 78 78 72
Total 100 100 100
Private Sector % % %
Male 30 25 25
Female 70 75 75
Total 100 100 100
Total Sector % % %
Male 28 26 27
Female 72 74 73
Total 100 100 100

2017 2018 2019 2020 2021
% % % % %
32 28 2 27, 26
68 72 %3 78 74
100 100 100 100 100
% % % % %
28 28 27 28 29
72 5 7S 72 71
100 100 100 100 100
% % % % %
30 27 27 28 28
70 73 78 72 72
100 100 100 100 100

Sources: Calculated from HWSETA and PSETA WSP submissions 2014 to 2021, Medpages database, 2014 - July 2021

Females are in the majority in all occupation groups, except for the groups: Plant and Machine Operators and
Assemblers and Skilled Agricultural, Forestry, Fishery, Craft and Related Trades, which includes occupations such as
delivery drivers and artisans which are mostly filled by males (Table 15).
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Table 15: Gender Distribution According to Occupational-Group: 2021

Occupational Group

Public Service

Managers

Professionals

Technicians and Associate Prof
Clerical Support

Service and Sales

Skilled Agricultural, Forestry, Fishery,
Craft and Related Trades

Plant and Machine Operators and Assemblers
Elementary Occupations

Private Sector

Managers

Professionals

Technicians and Associate Prof

Clerical Support

Service and Sales

Skilled Agricultural, Forestry, Fishery,
Craft and Related Trades

Plant and Machine Operators and Assemblers
Elementary Occupations

Total Sector

Managers

Professionals

Technicians and Associate Prof

Clerical Support

Service and Sales

Skilled Agricultural, Forestry, Fishery,
Craft and Related Trades

Plant and Machine Operators and Assemblers

Elementary Occupations

Male

4372
29709
20704

14 313

13 172

1193

2 351
8713

12 243
40 179
23 000
20 136
13 330

2 625

6 204
8 289
N
16 615
69 888
43704
34 449
26 502

3818

8 555
17 002

%
43
20
26
32
28

84

77
33
%
38
29
22
32
25

74

79
31
%
39
25
24
32
26

77

78
32

Female
N
5830
115 950
57 915
30 657
34 259

234

702
17 914
N
20 069
98 885
82 859
42 475
40 377

906

1663
18 595
N
25899
214 835
140 774
73 132
74 636

1140

2 365
36 509

Sources: Calculated from HWSETA and PSETA WSP submissions 2021, Medpages database, July 2021
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%
57
80
74
68
72

16

23
67
%
62
71
78
68
75

26

21
69
%
61
75
76
68
74

28

22
68

Total
N
10 202
145 659
78 619
44 970
47 431

1427

3053
26 627
N
32 312
139 064
105 859
62 611
53707

3 531

7 867
26 884
N
42 514
284723
184 478
107 581
101 138

4958

10920
53 511

%
100
100
100
100
100

100

100
100

100
100
100
100
100

100

100
100

100
100
100
100
100

100

100
100



b) Trends in Employment Data: Age distribution

Table 16 shows the total age distribution in the Public Service, private health and the total sector from 2014 to 2021.
The overall age profile remained relatively stable in the Public service over the period with people under 35 forming
between 25-32% of the workforce and people older than 55 constituting 10-14% of the workers over the period. The
percentage of employees younger than 35 years in the private sector is markedly higher - around 37-41% of the total
workforce.

Table 16: Health and Social Development Sector: Age Distribution 2014-2021

2014 2015 2016 2017 2018 2019 2020 2021
Public Service % % % % % % % %
Younger than 35 30 31 32 29 27 25 26 26
35to0 55 59 57 58 61 63 62 63 63
Older than 55 11 12 10 10 10 14 11 11
Total 100 100 100 100 100 100 100 100
Private Sector % % % % % % % %
Younger than 35 37 41 40 &7/ 39 38 38 &
35t0 55 54 50 49 49 &1 51 50 50
Older than 55 9 9 11 14 11 12 12 15
Total 100 100 100 100 100 100 100 100
Total Sector % % % % % % % %
Younger than 35 33 36 35 32 34 31 32 31
35to0 55 57 54 54 57 56 56 56 56
Older than 55 10 10 11 11 11 13 12 13
Total 100 100 100 100 100 100 100 100

Sources: Calculated from HWSETA and PSETA WSP submissions 2014 to 2021, Medpages database 2014 - July 2021

HWSETA ¢ Annual Performance Plan ¢« 2022-2023 @



The 2021 age distribution of employees in the health and social development sector by occupational group is given
in Table 17. In the public sector, 9% of the professionals are over the age of 55 compared to 21% in the private sector.
The larger numbers of people under the age of 35 in the private sector are concentrated in the occupational group’s
Technicians and Associate Professionals (41%) and Clerical Support Workers (42%).

Table 17: Age Distribution of Employees in the Public Service and Private Health According to the Occupational

Group: 2021

Occupational Group Under 35 35 to 55 Older than 55 Total
Public Service N % N % N % N %
Managers 1819 18 6614 65 1772 17 10 205 100
Professionals 41528 | 29 90898 @ 62 @ 13248 9 145 674 100
Technicians and Associate Prof 19764 25 48712 | 62 | 10043 13 78 519 100
Clerical Support 14 055 31 26558 | 59 | 4359 10 449772 100
Service and Sales 8 485 18 33599 71 5 349 11 47 433 100

Skilled Agricultural, Forestry, Fishery,

Craft and Related Trades 129 ) e € gz e J &z e

Plant and Machine Operators and 877 20 1618 53 558 18 3053 100

Assemblers

Elementary Occupations 5795 @ 22 17497 66 | 3335 13 26 627 | 100
Private Sector N % N % N % N %
Managers 8446 | 26 17533 | 55 | 5903 19 31881 100
Professionals 36118 | 27 | 71176 = 52 28285 21 135579 | 100
Technicians and Associate Prof 42742 @ 41 49512 48 | 11556 11 103 810 | 100
Clerical Support 26187 42 | 29512 47 @ 6448 10 62 148 100
Service and Sales 22834 43 | 25657 | 48 5004 9 53495 100

Skilled Agricultural, Forestry, Fishery,

Craft and Related Trades 994 28 1756 50 741 21 3 491 100

Plant and Machine Operators and 2429 31 3775 48 1591 20 7795 100

Assemblers

Elementary Occupations 8 012 30 14598 @ 55 4159 16 26 769 100
Total Sector N % N % N % N %
Managers 10265 24 | 24147 | 57 | 7675 18 42086 100
Professionals 77 646 = 28 | 162074 58 | 41533 15 281253 100
Technicians and Associate Prof 62506 34 | 98224 | 54 | 21599 12 182 329 | 100
Clerical Support 40242 38 @ 56070 @ 52 10807 10 107 120 = 100
Service and Sales 31319 | 31 | 59256 | 59 | 10353 10 100 928 | 100

Skilled Agricultural, Forestry, Fishery,

Craft and Related Trades 1127 23 2728 55 1063 22 4918 100

Plant and Machine Operators and

3306 30 5393 50 2 149 20 10 848 100
Assemblers

Elementary Occupations 13807 | 26 32095 60 7494 14 53396 100

Sources: Calculated from HWSETA and PSETA WSP submissions and Medpages database July 2021
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c) Trends in Employment Data: Disability

In 2021, 0.6% of the workers in the sector were people
with disabilities. Of the 1 415 workers with disabilities
in the Public Service, 85 (6%) were employed as
managers, 280 (20%) as professionals, 216 (15%) as
technicians and associate professionals and 542 (38%)
as clerical support workers. Of the 3 294 workers
with disabilities in the private sector 366 (8%) were
employed as managers, 971 (21%) as professionals,
835 (18%) as technicians and associate professionals,
1626 (35%) as clerical support workers and 501 (11%)
as service and sales workers.

2.3 The Health and Welfare Sector Landscape

A unique and essential feature in the sector is that
professional councils regulate a majority of healthcare
practitioners, social services professionals and
paraprofessionals. These statutory professional bodies
play a formative role in determining the scope of
practice for professionals and specialist occupations
and regulate the education and training standards
required to work as healthcare or social services
practitioners. By controlling and enforcing standards
of quality, ethical conduct and Continuous Professional
Development (CPD), these councils promote the
provision of quality health and social services to the
broader public. The HWSETA endeavours to support
the following initiatives of statutory councils of the
health and welfare sector:

» Research agendas of professional councils

¢ Induction and Internship programmes that
are a prerequisite for professional registration
(e.g.; induction standards of the social services
professionals)

» Funding of student professionals to expand
registration categories on demand by the health and
welfare sector

» Continuous Professional Development

* Development of various regulations

 Accreditation of training institutions to offer
professional qualifications

» Funding of professions to qualify to register as
specialists

Market forces, working conditions, remuneration,
and career advancement opportunities are all factors
that determine where and for how long people work
in a particular workplace. The health and social
development sector is grappling with serious human
resources- and labour market challenges. These are
reflected in high vacancy rates for especially health
and social service professionals. The high vacancy
rates are caused by, among others, inadequate
occupational wages and wage differentials between
different components of the sector, poor working
conditions and the migration of professionals and
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other workers to countries with better health systems
and from rural to urban areas. The COVID-19 pandemic
has increased the demand for certain workers in the
sector such as community health workers, nurses,

lab technicians and social workers considerably. The
HWSETA will continue to fund projects submitted by
the sector to address skills development challenges
brought by COVID-19.

The HWSETA endeavors to develop lecturers of TVET
and other Colleges, Universities etc. through post-
graduate bursaries, publishing of research papers,
authorship of books, funding of research fellows,

and workplace experience. The HWSETA will also
provide support to post-school education institutions
of learning with teaching aids to strengthen learner
support. Teaching aids such as uniforms for
Radiography students, for example, who require
R4000 to purchase the uniform, which protects them
from radiation. Other teaching aids include computer
centers, cadavers, simulation aids etc.

Poor management of the health workforce and
deficient leadership contribute to a high attrition
rate from the health professions. Another labour
market challenge relates to skills provision and
skills absorption, e.g., social worker scholarships
boosted graduate output in the last few years, but
budget constraints in the public and private sector
hamper employment of many of the newly qualified
professionals. However, government made more funds
available during the COVID-19 pandemic to employ
additional social workers and community health
workers. Hopefully these human resources will be
retained after the COVID-19 pandemic has ended.

The institutional capacity for education and training
of health and social service professionals has been
boosted in the past few years. A new medical school
was opened at the University of Limpopo in 2016,
large numbers of medical students have been sent
for training to Cuba, the training of nurses has

been moved to a higher education platform and

new qualifications for mid-level workers have been
developed under the QCTO. Although these new
developments are not without challenges and in some
instances disruptions, they are expected to help
alleviate the skills shortages experienced in the sector.

The State’s partnership approach enables the non-
governmental organisation’s (NGO) and non-profit
organisations (NPOs) to play a very important role
in the sector, hence these organisations offer social
services on behalf of the government. However,
these organisations struggle to attract and retain
social services professionals. Many NGOs and NPOs
are exempt from paying skills development levies,
and so their workers fall outside the SETA levy-grant

@



system for skills development. Support for NGOs and
NPOs by the HWSETA will involve funding of skills
development initiatives to strengthen governance,
fundraising skills, as well as the provision of services
virtually or remotely due to COVID-19 restrictions.
Also, these organisations will be capacitated to
become workplaces where host-employers can place
learners for work-integrated learning and internship
programmes.

Key changes in the sector are driven broadly by the
ever-changing socio-economic realities, which includes
the high burden of disease experienced in the country
and high levels of interpersonal violence, vulnerability,
destitution and other social crimes that increase the
demand for public health and social welfare services.
At the same time, constitutional imperatives compel
the state to be development orientated and to take
progressive measures to enable everyone access to
needs such as education, shelter, healthcare services,
social security, sufficient food and water.

The establishment of partnerships with training
institutions, employers and statutory bodies lies at
the heart of HWSETA skills development operations.
The partnerships are structured to provide multiple
entry points into work in the health and social
development sector. Although some partnerships
produced mixed results in the past, valuable lessons
were learned, and the HWSETA has adopted corrective
measures to advance skills production. The current
circumstances in the COVID-19 pandemic have asked
for extraordinary strategies and partnerships. The
HWSETA’s pro-active reaction on the pandemic has
resulted in a couple of life-saving partnerships and job
creation initiatives. The HWSETA sees their mandate
reaching beyond a skills development responsibility
during the State of Disaster.

The HWSETA is only one of a number of institutions
tasked with the funding and provision of skills
development for the sector and has set skills
development priorities to guide it with skills planning
and skills provision. This process is first of all rooted
in the understanding that the health and social
development sector exists to provide decidedly
personal services in the private spheres of people’s
lives and that the recipients of the services are usually
ill, at-risk, vulnerable, frail or disabled. Secondly, the
locality of skills formation during the working life of the
workforce is considered.

Identification of the skills priorities also takes
place in the context of informed research. National
strategies give prominence to skills development
at all qualification levels to advance health, social
development, employment, and economic growth.

@

Against these considerations, the HWSETA identified
the following four overarching skills development
priority areas:

a) Sustainable skills pipeline into the health and social
development sector;

b) The professionalisation of the current workforce
and new entrants to the sector;

c) Vital skills and skills set required enabling the
state to meet its service delivery obligations as a
developmental state; and

d) Skills needs and gaps due to the COVID-19
pandemic.

These skills development priorities are also viewed
from a strategic perspective. First, a sustainable skills
pipeline enables entry into employment in the health
and social development sector at different entry
points. Second, by prioritising the professionalisation
of the workforce, the HWSETA can contribute to skills
interventions required to improve service quality

and efficiency, and also address changes to service
provision. Third, the HWSETA can support the large-
scale skills development interventions needed for
the state to enhance the lives, health, well-being, and
livelihoods of its citizens.

In giving effect to these skills priorities, the HWSETA
will not simply equip learners with the appropriate
knowledge, but also with the practical skills,
competencies, attitudes, and behaviours to provide
efficient and effective services. On a practical level,
priority will be given to interventions that specifically
address the scarce and critical skills as well as the
particular skills sets required in the workplace. For
the HWSETA and its stakeholders, it is vital to nurture
persons who are employable, competent, and work-
ready and equipped with “Day One” skills when they
enter employment in the sector.

In the research for the SSP and during engagements
with stakeholders in the sector over the last few

years specific skills gaps were identified. Employers

in the sector identified the following skills gaps at

the high level (managers and professionals), mid-

level (technicians, associate professionals, and
service workers), and the lower level (elementary
occupations) (Stakeholder interviews 2020, 2021). The
gaps in terms of work-from-home skills, especially the
use of technology is applicable at all levels. However,
it is important to note that most of the workers in

the sector are working on site (hospitals, clinics,
practices, etc.) and it is only the support staff which
has the option to work-from home; most organisations
use a rotation model in this regard (Stakeholder
interviews 2021).
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Table 18: Identifies Skills Gaps for the Social Sector and Health Sector

Skills Gaps in the Social Development Sector

a) High level (managers and professionals)
* Leadership, team management and conflict
management skills.
* Industrial relations skills.

* Monitoring, evaluation and impact assessment
skills.

* Project management skills tailored to the social
services sector.

* Virtual counselling.

b) Mid-level (technicians, associate professionals,
and service workers)
» Communication and business report writing skills.
* Technical monitoring and evaluation skills.
* Time management skills.

» Computer skills in order to utilise and maintain
computerised information systems.

c) Lower level (elementary occupations)
* Literacy and computer skills.
» Communication skills.

» Understanding of and compliance to policies.
» Occupational health and safety.

Skills Gaps in the Health Sector

a) High level (managers and professionals)
* Leadership and strategic planning skills.
* Business acumen.
* Change and crisis management skills.
» Managing diversity and managing millenniums.

» Emotional Intelligence (EQ) and self-management
skills.

b) Mid-level (technicians, associate professionals,
and service workers)
* Interpretation of and compliance to policies skills.

» Computer skills in order to utilise and maintain
computerised information systems.

 Customer (client) skills.

* Basic nursing skills i.e., focus on the patient,
empathy; this is found to be even more important
now during the pandemic.

c) Lower level (elementary occupations)
* Literacy and computer skills.

» Communication skills.
» Understanding of and compliances to policies skills.

Additional to the skills gaps are PIVOTAL programmes
which the SETA is obligated to implement. PIVOTAL

is an acronym, which means professional, vocational,
technical and academic learning programmes that result
in qualifications or part qualifications that are registered
on the NQF. These programmes often combine
theoretical, practical and workplace training. PIVOTAL
programmes, therefore, include internships, work-
integrated learning, apprenticeships, work experience
placements that lead to a trade test or professional
designation (candidacy), bridging course/ examinations

of qualifications that lead to a designation. SETAs are
obliged to develop Sectoral Priority Occupations and
Interventions Lists containing PIVOTAL programmes

as part of their sector skills planning processes. These
lists are meant to align training programmes offered in
and for the sector to the scarce skills or skills shortages
experienced in the sector. The Sectoral Priority
Occupations and Interventions List is then used to guide
funding decisions in the SETA, and the following is the
Sectoral Priority Occupations and Interventions List for
2022-2023:
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The HWSETA’s skills development programmes and
projects contained in the Sectoral Priority Occupations
and Interventions List will be implemented across its
operational sub-programmes and within the limitation
of financial resources generated through the skills
development levy.

3. INTERNAL ENVIRONMENT

The HWSETA Board is actively and effectively involved
in the process of strategy and policy development. The
HWSETA vision percolates through the organisation
from the strategic level to the operational level. The
HWSETA has management systems and policies in
place and staff is aware of them. The hierarchies of
authority and responsibility have been defined at every
level. The HWSETA has a fully-fledged financial and
accounting system. Budgeting is project-specific and
fund utilisation is prepared and monitored regularly
through periodic reports. The HWSETA has put in
place risk management systems to ensure delivery

on its mandate. The HWSETA is complemented by

qualified human resources capable of carrying out
the implementation of the Strategic Plan and Annual
Performance Plans which are in consonance with the
mission and objectives of the HWSETA.

3.1 Service Delivery Environment

The HWSETA has 152 positions of which 96% (key
positions) are filled thus far. There is at least one
provincial office located in the nine provinces of
South Africa. For easy access by communities, this
is being augmented by offices at the Technical and
Vocational Education and Training (TVET) Colleges. The
Delivery Model clearly makes a distinction between
functions decentralised and those centralised.

A Service Delivery Charter has been adopted to
ensure uniformity and standardisation in the service
rendered. This is aimed at inculcating a new culture
of accountability and performance management.
The organogram depicting the management of the
HWSETA is on the next page.
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To be efficient and achieve optimal performance, the HWSETA, in terms of programmes, is structured in the

following manner:

Programme 1: Administration

a) Office of the CEO comprising of Board office and Legal services;
b) Corporate Services- includes Marketing, Human Resource and Information Technology; and
¢) Finance comprising of Supply Chain Management, Grants and general finance.

Programme 2: Skills Planning and Impact Assessment

a) Research, Information, Monitoring and Evaluation, incorporating:

- Research
- Monitoring and Evaluation

Programme 3: Skills Development Programmes and Projects

a) Skills Development Programmes and Projects is responsible for:

Sub-programme 3.1: Learning Programmes

i. Supports learning programmes through learnerships, skills programmes, bursaries, internships, work

integrated learning, Lecturer Development and AET.

Sub-programme 3.2: Workplace Skills Plans and Projects
ii. Funds projects, including Government Projects, Employer initiated Projects, Professional Body Projects.

iii. Evaluates and approve Workplace Skills Plan.
iv. Forming partnerships for work-based training.

v. Supports small businesses, NGOs, Trade Unions, Cooperatives.

Programme 4: Quality Assurance and Qualification Development

a) Education and Training Quality Assurance incorporating:

- Provider Accreditation
- Learner Achievement
- Qualification Development

The Provincial offices are rendering basic cross-
cutting functions, which encapsulate all functions
mentioned above.

3.2 Human Resource Plan of the HWSETA

The HWSETA has a well-established Human Resources
Plan, which reflects:

a) HR planning and a number of posts in the staff
establishment.

b) Recruitment strategy and employment equity plan.
The recruitment strategy is to fill all key positions
within the organisation and to procure temporary
staff members to address short-term projects or
workload fluctuations. Positions will also be filled
when required after a staff member has resigned
from the HWSETA.

c) Currently 61% of staff at the HWSETA are women,
and 4% are people living with disabilities. Just about
a quarter of employees are youth.

3.3ICT

The automation of business processes of the HWSETA
is an innovation in service delivery that is coming

@

into fruition, as automation of the modules for core
business functions; SDP and ETQA were complete and
operational by 31 March 2021. The development of
the Finance module was 95% complete and non-core/
support functions were at 54% completion.

The automation is gradually providing convenience
for HWSETA stakeholders as they do not have to visit
HWSETA offices for submission of application forms
and other documentation. The automation of business
processes is expected to improve service delivery in
many ways.

3.4 Finances

a) The estimated revenue from Skills Development
Levies is conservative taking into account on
average a 5.8% increase from year to year. Actual
revenue in the past has at least kept abreast with
CPI, and the HWSETA’s levy base remains stable.
Actual penalties received do vary from year to year
and cannot be estimated reliably but will not be
significantly different from the estimated penalties
to be received above.

HWSETA ¢ Annual Performance Plan * 2022-2023



b) On 1 April 2013, a Cabinet Memorandum, Cabinet
Memorandum No 53 of 2012, came into effect where
all Departments of Health and Social Development
must contribute 30% of their training budget to the
HWSETA. The contribution is utilised as follows:

10% Administration of the HWSETA

20% Discretionary Grant funding

c¢) The contribution by Government Departments is
reflected in the budget as a conservative figure
due to the poor collection of this stream of levies
over the last three years. These levies that add
to revenue distorts the % of revenue allocated for
administration and Discretionary Grant expenditure.
Therefore, the %’s allocated for the administration of
10.5% and discretionary of 49.5%, is distorted.

d) Discretionary Grant funding of R536 million,
R559 million and R583 million over the MTEF
period covers the targets set out in the strategic plan.

e) The funding model per project has been revised and
projected over the MTEF period. The targets set are
determined based on a number of factors including
the SSP research, strategic planning, the prior year
actual achievements and Government priorities.
The administration budget set aside caters for
sufficient capacity within the HWSETA to meet all
target set in the MTEF period. Any approved project
administration costs for Programmes 2, 3 and 4 are
up to 7.5% as determined by the Grant Regulations.

f) In the past year, 2019-2020, the HWSETA
committed 177% of its Discretionary Grant
reserve respectively for funding, with exceptional
performance against predetermined targets.

3.5 Challenges to the Achievement of
HWSETA Mandate

Some of the challenges the HWSETA faces in order to
achieve its mandate are the following:

a) Lack of timeous compliance with the criteria of
Discretionary Grant funding by Employers resulting
in material de-commitments each year. Various
strategies are being put in place to address
decommitments which include engagements to
understand challenges that stakeholders face and
finding ways to circumvent these from affecting the
implementation of training. These are on a case-to-
case basis.

b) The slow rate of prosecution of Skills Development
Providers who defrauded learners due to the lack of
a legislative tool for this purpose.

The likely impact of COVID-19 on the HWSETA's delivery
of its mandate include the following:

HWSETA ¢ Annual Performance Plan ¢« 2022-2023

a) Resourcing of the 2022-2023 annual plan has been
limited within a budget of R535 million. In prior years
the HWSETA was able to plan above the expected
discretionary budget as it had reserves to tap into.

In 2020-2021 these reserves were depleted, thus
budgeting above expected revenue is not an option
for 2022-2023. This has affected target setting for
the 2022-2023 so much that targets have been
reduced from baseline by up to 60%.

b) The late start of the academic year for 2021 and the
eminent risk of a fourth and fifth wave of COVID-19
pose challenge to entries into funding programmes
for the 2022 academic year and timeous reporting of
all completions.

c) The risk of retrenchments in the NGO Sector due
to reduced Department funds to this sector and
reduced international donor funds due to COVID-19;

d) The risk of Small and Emerging Business that face
financial difficulty due to the current economic
environment caused by the COVID-19 National
Disaster lockdown regulations, may result in a sharp
decline of SMEs meeting the threshold for paying the
skills levy.

e) The risk of Medium and Large Business that face
financial difficulty due to the current economic
environment caused by the COVID-19 National
Disaster lockdown regulations, may result in a
decline either in the number of businesses that meet
the threshold to pay the skills levy or to reduced
skills levy contributions.

3.6 Performance of the HWSETA in Achieving
2020-2021 APP Targets

The Strategic Plan and Annual Performance Plan (APP)
for the 2020-2021 was implemented in a service
delivery environment plagued by the COVID-19
pandemic and its national lockdown restrictions, which
were first declared on 15 March 2020 in terms of the
Disaster Management Act and are still in existence
to-date. The impact of the national lockdown which is
expressed through the economic downturn affected
service delivery by the government as whole including
SETAs.

The four-months Skills Development Levy contribution
payment holiday pronounced by the President to relieve
skills development levy contributors from cashflow, and
payroll tax burden necessitated for the re-prioritisation
of the Annual Performance Plan, Service Level
Agreement, and the re-adjustment of the budget for the
2020-2021 financial year. Also, the demand for support
from the health and social development sector who are
in the frontline of fighting the pandemic and its effects
necessitates the HWSETA to ensure that its 2020-2021
annual performance plan and Service Level Agreement
support the sector in the plight to fight this pandemic.

@



The review made on these plans resulted in an
increase in the number of frontline workers to be
trained through credit-bearing and non-credit bearing
skills programmes. These cut across sectors as

all sectors were required to practice occupational
health and safety and implement the new disaster
management regulations. Internships to assist
organs of Government to combat the COVID-19
pandemic were increased as well. Also, to support
economic development and strengthen the capacity
of the state, programmes such as support for
cooperatives and partnerships with line Government
Departments were reviewed.

The annual performance of the HWSETA for the

past strategic period 2015-2019 was at an average

of 95%. The effects of the COVID-19 pandemic and
national restrictions which affect the economy as

well as post-school education placed the HWSETA in
such a difficulty to implement its skills development
programmes. The following are some of the difficulties
posed by COVID-19 and its restrictions on the service
delivery environment of the HWSETA during 2020-
2021:

» Employers in the health and welfare sector could not
release staff to go for training as they were critical
in the response to the COVID-19 pandemic and were
treating patients with COVID-19. These were the
frontline workers who were earmarked for training.

They included nurses and community health workers.

Due to hard lockdown employers found it difficult

to recruit learners and start training. Limitations

on the number of people in gatherings such as
training centres made it more difficult to implement
workplace-based training. Further, quality assurance
bodies (statutory bodies) postponed new intake of
learners due to lockdown regulations.

Since training could not start due to the pandemic
and the national state of disaster, completions were
affected. Further, some statutory bodies regulating
education and training in the sector postponed
examinations which meant learners were not able to
complete.

There were delays in finding workplaces for interns
due to the limitation of staff at workplaces in
compliance with risk adjusted measures to combat
COVID-19.

The extended academic year and late proclamation
of matric results caused by closures of academic
institutions due to COVID-19 and lockdown
regulations resulted in lower intake of students from
post-school education institutions during the 2020-
2021 financial year.

In view of all these difficulties that faced the HWSETA
to implement its skills development programmes

@

the HWSETA managed to achieve 71% of its annual
targets of the 2020-2021 APP.

3.6.1 2020-2021 Achievements

The HWSETA targeted to fund a total of 32 606

students in its APP of 2020-2021 through the

following programmes:

» Workplace- based learning programs, that include
learnerships, apprenticeships, TVET College
Placement, University Student Placement,
internships for graduates, and skills programmes;

» Bursary programmes, that include under-graduate,
post-graduate, and vocational student bursary
programmes;

* Occupationally based programmes, that include
Adult Education and Training (AET), Lecturer
Development, Recognition of prior learning, Trade
Union Members, and NGO sector workforce and the
workforce from small businesses.

This targeted number of students was exceeded as
a total of 34 365 (105%) students was funded, of
which:

25 584 (74%) were workers and 8 781 (26%) were
unemployed persons.

20 405 (59%) were females and 10 215 (30%)
were males

131 (0,4%) were persons with disabilities
11 039 (32%) were youth

These students were funded and trained through a
total of 484 partnerships with 370 employers; 16
Government Departments, 39 post-school education
institutions; and 59 levy-exempt organisations.

Furthermore;

» The HWSETA funded a total of 26 Mid-level skills and
Departmental projects; 8 Cooperatives; and 158
Small Businesses for skills development.

» Completions from prior year entries, which were
reported by employers during the year under review
were a total of 29 340, of which:

- 21 919 (75%) were workers and 7 421 (25%) were
unemployed persons.
- 15 526 (53%) were females and 8 299 (28%)
were males
- 752 (3%) were persons with disabilities
- 9572 (33%) were youth
* The employment rate derived from a track a

trace study of learners that completed learning
programmes in 2019 and 2020 is 60%.

HWSETA ¢ Annual Performance Plan « 2022-2023



Strategy to Overcome Areas of Under-Achievement

Programme 1: The HWSETA has declared 2021-2022 as the year of automation. All resources will be geared
towards completing the ERP project so that all business processes are automated. For career
guidance, the career portal was established in quarter 4 of 2020-2021 and was able to yield an
achievement of 52% against the target. The career portal is in use in 2021-2022 and is expected
to reach learners beyond the targeted number as it is an online platform that is able to reach any
learner in the country.

Programme 2: Track and trace studies will use more than one method of data collection with the aim of reaching
more learners than it could through telephone. Emails will also be used and also through the ERP
a learner portal will be created to reach learners and collect pertinent information on outcomes of
funding programmes of the HWSETA.

Programme 3: | Employers will be supported in ensuring that workplace-based learning does increase in 2020-
2021 and also all completions will be collected and reported timeously. The inoculation of
healthcare workers is expected to improve numbers of workers that go for training. Pipeline
approach will be used for bursary students to ensure that students are funded for the duration of
the entire qualification as these span for multiple years.

Programme 4: Online training of career guidance practitioners will be pursued early on in the financial year. This
will ensure that these practitioners get trained in 2021-2022 and thus the target is achieved.
Indicators for assessors and moderators were excluded from the APP as they were deemed as
activity indicators.

3.6.2 Progress Towards the Achievement of of the 5-year targets is monitored through monitoring

Impacts and Outcomes and evaluation studies. Since 2020-2021 was the first
year of implementation not all indicators could be

This was the first year of implementing the strategic measured through monitoring and evaluation studies

plan for 2020-2025. This plan mapped out 6 impact as these required a lot of resources to conduct. The

statements which are broken down to 10 outcome f0||owing is a narration of progress that has been

statements and these are measured through 33 measured towards the achievement of 5-year outcome

outcome indicators. Progress towards the achievement targets:

Impact Statement 1: The HWSETA is fully established and has a planning system, which guides

skills planning and supports the production of persons qualifying to occupy such occupations
in the health and welfare sector by 2030

Outcome Statement 1.1: The HWSETA delivers on its mandate efficiently and effectively through its well
capacitated organisational structure and automated business processes in the strategic period

Actual
Achievement  Comment on Actual
Outcome Indicators 5-Year Target 2020-2021 Achievement and Deviations
The Percentage of stakeholders of the 80% Undetermined A Customer Satisfaction Survey will
HWSETA confirming that the HWSETA be conducted in 2021-2022 and
delivers on its mandate efficiently and results will be reported against this
effectively in the strategic period outcome indicator

Since 2020-2021 was the first year of implementation a structured customer satisfaction monitoring was not
conducted. The HWSETA establishment standards for service delivery prior to 2019-2020 and these have been
published on the HWSETA website. Further communication of the service delivery standards will be communicated
through HWSETA employee emails as an automatic reply to each stakeholder. These standards will form the basis for
measuring customer satisfaction in October 2021.
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Impact Statement 1: The HWSETA is fully established and has a planning system, which guides

skills planning and supports the production of persons qualifying to occupy such occupations

in the health and welfare sector by 2030 contd.

Outcome Statement 1.2: The HWSETA a provides a credible skills planning, research and evaluation
system that ensures that its funding initiatives yield good impact in the strategic period

Outcome Indicators 5-Year Target

The extent of the relevance of the 80%
SSP and research reports produced

by the HWSETA to the research

outputs stipulated by the National

Skills Development Plan (2030) and

the framework for SSPs (2019) in the

strategic period

Percentage of monitoring and 80%
evaluation recommendations that are
implemented by the key stakeholders

in the strategic period

The percentage of the unemployed 60%
who find employment after

completing learning programmes

funded by the HWSETA in the

strategic period

The DHET measures the relevance of the SSP of each
SETA through an evaluation process that is conducted
annually on each SSP update. The SSP updated
conducted in 2020-2021 was measured to have

85% rate of relevance to the NSDP (2030). Research
reports produced act as an input to the SSP and their
relevance to the NSDP (2030) was not individually
measured. Research reports produced in 2021-2022
will have their relevance to the NSDP (2030) measured
so that progress can be reported against this outcome
indicator comprehensively.

A recommendation register from monitoring

and evaluation studies conducted each year

on programmes and projects of the HWSETA

is maintained. The implementation of these
recommendations is monitored every six months to
ensure utilisation of monitoring and evaluation studies.
By the end of 2020-2021 the implementation of

e

Actual
Achievement Comment on Actual
2020-2021 Achievement and Deviations

85% The DHET peer reviews the SSP to
check its alignment to the research
outputs stipulated in the NSDP
(2030)

90% Recommendations made on M&E
studies conducted in 2019-2020
were implemented in 2020-
2021. Those that had not been
implemented by financial year end
will be implemented in 2021-2022

60% A tracer study was conducted

on unemployed learners that
completed learning programs
funded by the HWSETA through
learnerships, bursaries, artisans and
internships. The overall employment
rate of these learners was 60%

M&E recommendations was at 90%, which an over-
achievement of the 5-year target. It should be noted
however that this target is a cumulative percentage
counted over the 5-year strategic period. The remaining
10% is as a result of M&E studies that were concluded
by financial year end of 2020-2021, which therefore
could not be implement within the period under

review. This outstanding percentage is expected to be
implemented by mid-year of 2021-2022.

The HWSETA conducts track and trace studies on
unemployed learners that complete learnerships,
apprenticeships, internships, and university
undergraduate degrees annually. The response rate
that is required for the track and trace study is 60%.
The track and trace study conducted in 2020-2021
managed to get a response rate of 60%. The 5-year
target is a cumulative percentage and will therefore
measure the overall response rate over 5 years.

HWSETA ¢ Annual Performance Plan « 2022-2023



Impact Statement 2: The HWSETA contributes to the development of the post-school system

that produces increasing productive workers and work-ready graduates for the health and

welfare sector by 2030

Outcome Statement 2.1: The HWSETA supports career development services related to the health and
welfare sector and makes them accessible to rural and targeted youths in the strategic period

Actual

Achievement
Outcome Indicators 5-Year Target 2020-2021
Number of learners from rural school 21270 1029
exposed to career awareness services
in the strategic period
Percentage of learners exposed 20% Undetermined
to career awareness services who
enter-into HWSETA funded learning
programmes in the strategic period
Number of career guidance 68 Undetermined

practitioners funded by the HWSETA
who offer their services to rural areas
in the strategic period

Comment on Actual
Achievement and Deviations

Only 5% of the 5-year target was
achieved in 2020-2021 due to
challenges posed by COVID-19
on the implementation of career
guidance services in 2020-2021

Data on these learners will
be collected through baseline
information collected by the
HWSETA

A survey will be conducted on
career guidance practitioners
funded by the HWSETA for training
whether they do offer training in
schools that are in the rural areas

Career awareness had to be approached in an unconventional manner in 2020-2021 as face-to-face engagement

was not possible for most of the financial year under review. With the lifting of COVID-19 restrictions the HWSETA
partnered with EWSETA and conducted career guidance in 11 schools in Gauteng. However, only 2 103 learners were
reached. Therefore, an innovative intervention to reach school pupils was developed by the HWSETA. This was a
career guidance portal which offered online information to learners, which was launched on 9 March 2021. A total of 6
260 learners were reached through the career guidance portal. However, only 1029 learners who accessed the career
portal could be confirmed to be from rural areas. Going forward the career portal will request for the province and

town learners are from to determine whether they are from rural arears.

Impact Statement 2: The HWSETA contributes to the development of the post-school system

that produces increasing productive workers and work-ready graduates for the health and

welfare sector by 2030

Outcome Statement 2.2: The HWSETA provides quality assurance services for the health and welfare
sector that ensures quality in occupational education and training in the strategic period

Actual
Achievement
Outcome Indicators 5-Year Target 2020-2021
Number of occupational qualifications 8 Undetermined

developed by the HWSETA which are
confirmed by the sector to be relevant
to occupations on high demand in the
strategic period

HWSETA ¢ Annual Performance Plan ¢« 2022-2023

Comment on Actual
Achievement and Deviations

Four qualifications were developed
in 2020-2021. Track and trace
study of learners trained through
these qualifications will be used

to confirm the relevance of these
qualifications to occupations as a
proxy indicator. Employers will also
be interviewed about the relevance
of these qualifications in 2021-2022

©



In 2020-2021, 4 qualifications were developed. These qualifications will have first intakes in 2021-2022 and
throughput may be yielded in 2022-2023. Track and trace study will therefore be conducted in 2023-2024 coupled
with a survey to confirm the relevance of these qualifications with employers.

Impact Statement 2: The HWSETA contributes to the development of the post-school system

that produces increasing productive workers and work-ready graduates for the health and
welfare sector by 2030 contd.

Outcome Statement 2.3: The HWSETA promotes linkages between education and the workplace to
increase work-based learning opportunities in the health and welfare sector in the strategic period

Actual
Achievement  Comment on Actual

Outcome Indicators 5-Year Target 2020-2021 Achievement and Deviations
Percentage of employers who partner 80% Undetermined A database analysis will be
with the HWSETA to place learners in conducted in 2021-2022 to
work-based training positions in the determine the percentage of
strategic period employers that participate in

HWSETA skills development

initiatives against those that submit

the WSP
Percentage of post-school education 80% Undetermined A database analysis will be
institutions, professional and conducted in 2021-2022 to
employer bodies, and communities determine the percentage of
of practice who partner with the universities, TVET Colleges,
HWSETA for the education and and Professional Councils that
training of learners funded by the participate in HWSETA skills
HWSETA in the strategic period development initiatives against the

total number of those that offer
education and training in the sector

Databases of employers exist at the HWSETA however these have not been cross tabulated to check the percentage
of employers that participate in workplace-based training against those that submit the Workplace Skills Plans.
Also, post-school education institutions with specific faculties that offer health and social development learning
programmes, and even a list of post-school education learning programmes available in South Africa have not been
documented or mapped out to gauge the actual percentage of post-school education institutions that participate in
skills development initiatives of the HWSETA. In 2021-2022 the HWSETA will endeavour to measure the percentage
employers that participate in workplace based training and post-school institutions that participate in skills
development initiatives of the HWSETA.

Impact Statement 2: The HWSETA contributes to the development of the post-school system

that produces increasing productive workers and work-ready graduates for the health and
welfare sector by 2030 contd.

Outcome Statement 2.4: The HWSETA supports the growth of the public college system so that public
colleges may qualify as a centres of specialisation in the strategic period

Actual
Achievement  Comment on Actual
Outcome Indicators 5-Year Target 2020-2021 Achievement and Deviations
Increased number of lecturers whose 80 Undetermined A survey measuring increased skills
performance in teaching improves of lecturers that were funded in
due to skills development initiatives 2020-2022 will be conducted in
funded by the HWSETA in the 2021-2022

strategic period
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Impact Statement 3: The HWSETA Contributes to the improved level of skills for 80% of
the workforce within the health and welfare sector by 2030, which is evidenced by higher

productivity of employees, and/or career progression either through promotion within the

same organisation or appointment in a higher position by another organisation

Outcome Statement 3.1: The HWSETA contributes to the improvement of level of skills for 50% of the
South African workforce through various learning programmes that address the critical skills required by

the sector in the strategic period

Outcome Indicators

Number of workers who progress

to higher positions of employment
after successful completion of
learnerships funded by the HWSETA
in the strategic period

Number of workers who progress
to higher positions of employment
after successful completion of
apprenticeships funded by the
HWSETA in the strategic period

Number of workers who progress
to higher positions of employment
after successful completion
undergraduate degrees funded by
the HWSETA in strategic period

Number of workers who progress to
higher positions of employment after
successful completion post-graduate
degrees funded by the HWSETA in
strategic period

Number of workers with increased
levels of critical skills after
successfully completing skills
programmes funded by the HWSETA
in the strategic period

Number of workers who obtain full
qualifications after going through
the process of recognition of prior
learning funded by the HWSETA in
the strategic period

Number of workers who obtain
formal qualifications after
successfully completing AET
programmes funded by the HWSETA
in the strategic period
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5-Year Target
1485

75

159

36

6 198

342

660

Actual
Achievement

2020-2021

Undetermined

Undetermined

Undetermined

Undetermined

Undetermined

Undetermined

Undetermined

Comment on Actual
Achievement and Deviations

A Track and trace study for workers
will be conducted on all workers
whose training was funded by the
HWSETA in 2021-2022

A Track and trace study for workers
will be conducted on all workers
whose training was funded by the
HWSETA in 2021-2022

A Track and trace study for workers
will be conducted on all workers
whose training was funded by the
HWSETA in 2021-2022

A Track and trace study for workers
will be conducted on all workers
whose training was funded by the
HWSETA in 2021-2022

A survey measuring increased
skills of workers that were funded
in 2020-2022 will be conducted in
2021-2022

A Track and Trace study for workers
that had undergone the Recognition
of Prior Learning Assessment in
2020-2021 will be conducted to
identifying learners that actually
obtained full qualifications through
RPL in 2021-2022

Track and trace study for workers
that were funded for AET
programmes will be conducted

in 2021-2022 to track learners
that actually complete their

AET programmes and then map
progression taken by these
students

>



Track and trace studies for identifying workers that progress to higher positions require to be given a period of at least
a year after completion to realise such a progression. This means that workers that completed in 2020-2021 will be
tracked in 2021-2022. Progress towards the 5-year targets against the above outcome indicators will be determined
in quarter 4 of 2021-2022 (this will include learners that completed in quarters 1 to 3 of 2020-2021).

Impact Statement 4: The HWSETA contributes to the reduction of hard to fill vacancies in the

health and welfare sector by 2030

Outcome Statement 4.1: The HWSETA contributes to increased access, by the unemployed, into
occupationally directed programmes of the health and welfare sector in the strategic period

5-Year

Outcome Indicators Target

Increased number of unemployed 1400
persons who find employment after
successfully completing learnership
programmes funded by the HWSETA

in the strategic period

Increased number of unemployed 150
persons who find employment

after successfully completing

apprenticeship programmes funded

by the HWSETA in the strategic period

Increased number of unemployed 262
persons who find employment

after successfully completing

undergraduate programmes funded

by the HWSETA in the strategic period

Actual

Achievement Comment on Actual Achievement

2020-2021
437

48

104

and Deviations

Progress made in 2020-2021 towards meeting
the 5-year target reached 31% of the target.
437/1400 (31%) unemployed persons funded
for learnerships found jobs six months after
completing their qualifications. This track and
track study followed learners that completed
in quarter 4 of 2019-2020 and quarters 1to 3
of 2020-2021. Another track and trace study
will be conducted in 2021-2022 and learners
that completed in quarter 4 2020-2021 and
quarters 1to 3 of 2021-2022 will be followed

Progress made in 2020-2021 towards meeting
the 5-year target reached 32% of the target.
48/150 (32%) unemployed persons funded for
apprenticeships found jobs six months after
completing their qualifications. This track and
track study followed learners that completed
in quarter 4 of 2019-2020 and quarters 1to 3
of 2020-2021. Another track and trace study
will be conducted in 2021-2022 and learners
that completed in quarter 4 2020-2021 and
quarters 1to 3 of 2021-2022 will be followed

Progress made in 2020-2021 towards meeting
the 5-year target reached 40% of the target.
104 /262 (40%) unemployed persons funded
through bursaries for university undergraduate
programmes found jobs six months after
completing their qualifications. This track and
track study followed learners that completed
in quarter 4 of 2019-2020 and quarters 1to 3
of 2020-2021. Another track and trace study
will be conducted in 2021-2022 and learners
that completed in quarter 4 2020-2021 and
quarters 1to 3 of 2021-2022 will be followed
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Impact Statement 4: The HWSETA contributes to the reduction of hard to fill vacancies in the

health and welfare sector by 2030 contd.

Outcome Statement 4.1: The HWSETA contributes to increased access, by the unemployed, into
occupationally directed programmes of the health and welfare sector in the strategic period contd.

Outcome Indicators

Increased number of unemployed
persons who find employment after
successfully completing internship
programmes funded by the HWSETA
in the strategic period

Number of unemployed persons who
obtain their TVET College qualification
after successfully completing TVET
College Work Integrated (WIL)
Learning programmes funded by the
HWSETA in the strategic period

Number of unemployed persons who
obtain their university qualifications
after successfully university

Work Integrated (WIL) Learning
programmes funded by the HWSETA
in the strategic period

Number of unemployed persons who
find employment after successfully
completing vocational programmes
funded by the HWSETA in the
strategic period
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5-Year
Target

915

685

1 Zili]

572

Actual
Achievement
2020-2021

179

111

107

Undetermined

Comment on Actual Achievement
and Deviations

Progress made in 2020-2021 towards meeting
the 5-year target reached 20% of the target.
179/950 (20%) unemployed persons funded
for internships found jobs six months after
completing their internship programmes. This
track and track study followed learners that
completed in quarter 4 of 2019-2020 and
quarters 1to 3 of 2020-2021. Another track
and trace study will be conducted in 2021-
2022 and learners that completed in quarter 4
2020-2021 and quarters 1 to 3 of 2021-2022
will be followed

Progress made in 2020-2021 towards meeting
the 5-year target reached 16% of the target.
111/685 students that completed TVET Work
Integrated Learning (WIL) were tracked and
confirmed through self-disclosure. Additional
cohorts will be tracked to confirm completion
of studies. TVET Colleges will be requested

to provide this information. 47 of the 111
students (42%) of the students that completed
their TVET qualifications found jobs. This is an
impact derived from this outcome

Progress made in 2020-2021 towards meeting
the 5-year target reached 9% of the target.
107/1211 students that completed University
Work Integrated Learning (WIL) were tracked
and confirmed through self-disclosure.
Additional cohorts will be tracked to confirm
completion of studies. Universities will be
requested to provide this information. 50 of
the 107 students (48%) of the students that
completed their undergraduate University
qualifications found jobs. This is an impact
derived from this outcome

Track and trace study for the unemployed did
not include students funded through vocational
bursaries mainly because the support that was
given was not for the entire programme. In
2021-2022 the HWSETA will track learners that
actually complete their vocational qualifications
and then identify those that find jobs at least
six months after completing their qualifications

>*



Impact Statement 4: The HWSETA contributes to the reduction of hard to fill vacancies in the

health and welfare sector by 2030 contd.

Outcome Statement 4.1: The HWSETA contributes to increased access, by the unemployed, into
occupationally directed programmes of the health and welfare sector in the strategic period contd.

Actual
5Year Achievement Comment on Actual Achievement
Outcome Indicators Target 2020-2021 | and Deviations
Number of unemployed persons who 90 Undetermined | Track and trace study for the unemployed

find employment after successfully
completing post-graduate
programmes funded by the HWSETA
in the strategic period

Number of unemployed persons who 1500
find jobs after successful completion

of skills programmes funded by the

HWSETA in the strategic period

Number of unemployed persons 405
who obtain formal qualifications

after successfully completing AET
programmes funded by the HWSETA

in the strategic period

did not include students funded through
post-graduate bursaries mainly because the
support that was given was not for the entire
programme. In 2021-2022 the HWSETA will
track learners that actually complete their
post-graduate qualifications and then identify
those that find jobs at least six months after
completing their qualifications

Undetermined ' Track and trace study for the unemployed

did not include students funded for skills
programmes mainly because skills programmes
were not meant to lead to any form of
employment. However, since 2019-2020 skills
programmes offered to unemployed persons
were offered to people who already had
qualification in-order-to add top up skills that
are required for first entry into occupations.

In 2021-2022 the HWSETA will track these
students and identify those that find jobs at
least six months after completing the top up
programmes qualifications

Undetermined | Track and trace study for the unemployed

did not include students funded for AET
programmes mainly because the support that
was given was not for the entire programme. In
2021-2022 the HWSETA will track learners that

actually complete their AET programme and
then map progression taken by these students

Track and trace studies for identifying unemployed
persons that find work after completion require to be
given a period of at least six months to find jobs after
completions. This means that unemployed persons
that completed in quarter 1to 3 2020-2021 were
tracked in March 2021. Track and trace studies for
unemployed persons focused mainly on students that
completed learnerships, apprenticeships, internships
and qualifications funded by the HWSETA through
undergraduate bursaries. Progress made in achieving
5-year outcome targets for these outcome indicators
ranges between 20%-48%.

Unemployed persons that completed learning
programmes funded by the HWSETA through vocational
bursaries, post-graduate bursaries, skills programmes
and AET programmes were not tracked mainly because
the HWSETA did not support entire programmes or
persons who already had qualification pertaining to
skills programmes. Students funded through vocational
bursaries and for AET programmes will first be followed-
up to check whether they completed the whole
programme or qualification and then progression will
be mapped. Students funded for skills programmes and
through post-graduate bursaries on the other hand will
be tracked to see if they managed to find jobs at least
six-months after completion.
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Impact Statement 5: The HWSETA contributes to increased capacity of NGOs, NPOs and Trade

Unions to meet social and rural development needs of South African Citizens by 2030

Outcome Statement 5.1: The HWSETA supports skills development for entrepreneurial and cooperative
activities, as well as the establishment of new enterprises and cooperatives in the strategic period

Actual
5-Year Achievement Comment on Actual Achievement
Outcome Indicators Target 2020-2021 | and Deviations
Increased number of small and 174 160 This was the first year of implementation
emerging businesses exposing of the strategic plan and already 92% of
their employees to skills development the 5-year target has been met. Database
participating in the strategic period analysis will be conducted to compare
the number of small businesses that that
submit WSPs and those that participate
in skills development initiatives of the
HWSETA
Increased in the number of health and 784 752 This was the first year of implementation
welfare sector large, medium, and of the strategic plan and already 96% of
small firms submitting WSPs to the the 5-year target has been met. Database
health and social development sector analysis will be conducted to compare the
in the strategic period number of levy paying and non-levy paying
employers that actually submit WSPs. Also,
a database analysis will be conducted on
non-levy paying. This will show the level
of participation of employers on skills
development
Number of cooperatives skills 10 Undetermined | This was the first year of implementation

development initiatives that yield the
desired outcomes in the strategic
period

The 5-year target for small businesses that participate
in skills development initiatives of the HWSETA is
cumulative over 5 years, which means that each small
business will be counted once irrespective of how many
times over the years each business participates. The
HWSETA will endeavour to identify small businesses
that submit WSPs but do not participate in skills
development initiatives of the HWSETA and will
encourage them to participate so that the 5-year target
can be achieved and over-achieved.
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of the strategic plan 2020-2025, therefore
outcomes could not be measured against
this outcome indicator.

An outcome evaluation will be conducted
in 2021-2022 on two cooperatives that
were funded in 2020-2021 whether they
have achieved the desired outcomes or not

The 5-year target for large, medium, and small firms
that submit WSPs to the HWSETA is cumulative over

5 years, which means that each firm will be counted
once irrespective of how many times over the years it
submits. The HWSETA will endeavour to identify firms
that pay the skills levy but do not submit WSPs to the
HWSETA and will encourage such firms to submit their
WSPs so that the 5-year target can be achieved and
over-achieved.



Impact Statement 6: The HWSETA contributes to increased capacity of large, medium, and

small firms, as well as small and emerging businesses and cooperatives of the health and

welfare sector to become more sustainable and expand in size by 2030

Outcome Statement 6.1: The HWSETA supports officials from NGOs, NPOs, and Trade Unions in order to
strengthen governance and service delivery, and thus advance social, rural, and community development

in the strategic period

5-Year
Outcome Indicators Target
Increased number of levy exempt 100
organisations exposing their
employees to skills development
participating in the strategic period
Increased number of trade 350
union officials exposed to skills
development programmes in the
strategic period
Number of rural, provincial and 8

public-sector skills development
projects that yield the desired
outcomes in the strategic period

Progress has been made towards achieving the above
5-year targets. The HWSETA will encourage more

levy exempt organisations to participate in skills
development initiatives of the HWSETA.

3.7 Description of the Strategic Planning
Process

In August and September, the Board, the CEO and the
Executive Managers convened two Strategic Planning
workshops with stakeholders from the Health and
Social Development sectors. These workshops were
focused on engaging stakeholders that are key to the
implementation of the ERRP skills strategy, the Revised
2019-2024 MTSF, and the Human Resource Strategies
for Health and Social Development. Findings from
these workshops are included in this strategic plan
and there are partnerships going forward that will be
forged to ensure that these Government Priorities are
implemented.

©

Actual

Achievement Comment on Actual Achievement
2020-2021

and Deviations

59 This was the first year of implementation
of the strategic plan and already 59% of
the 5-year target has been met. Database
analysis will be conducted to compare the
number of levy exempt organisations that
submit WSPs and those that participate
in skills development initiatives of the
HWSETA

111 This was the first year of implementation of
the strategic plan and already 32% of the
5-year target has been met. A survey will
be conducted to find out the relevance of
skills development training union officials
are exposed to and also assess whether
the skills needs of these officials are met

Undetermined | This was the first year of implementation

of the strategic plan 2020-2025, therefore
outcomes could not be measured against
this outcome indicator.

Outcome evaluation will be conducted
in 2021-2022 on two projects that were
funded in 2020-2021 whether they have
achieved the desired outcomes or not

A Risk Assessment Workshop was also convened

by the Board and Executive Management. At this
workshop an analysis of the “control measures
culture” that exists at the HWSETA was undertaken,
the top 10 strategic HWSETA risks were identified, and
a risk register was compiled. The results of the Risk
Assessment Workshop are incorporated into HWSETA’s
Strategic Business Plan, whereby action plans to
mitigate the impact of these risks are formulated,
costed, and included in the Annual Business Plan.
There is an ongoing monitoring process by both the
Audit and Risk Committee and the Board. On an
ongoing basis, the CEO and the Executives meet

and identify other risks which might emerge during
implementation, and the Risk Register is amended

to factor those. Further advocacy is provided by the
presence of Internal Auditors in these meetings.
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3.7.1 The HWSETA Planning Process can be

described as follows:

a) The management team of the HWSETA undertakes

a scanning exercise. This is usually done

through the research that underpins the 5-year
sector skills plan. The sector skills plan notes
significant developments in the Health and Social
Development Sectors and from this, the scarce and
critical skills list is derived. The SSP contributes
towards situational analysis and description of

the external environment of the HWSETA for the
strategic plan

b) The second step is to take note of significant

national government imperatives announced

over the past year. For example, the ERRP skills
strategy, the revised MTSF 2019-2024, the human
resource strategies of the Departments of Health
and Social Development, and the National Digital
and Future Skills for South Africa Act.
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c)

A Management Planning workshop is held in which
the Management team unpacks the documents
listed above. A draft HWSETA Strategic Plan is
developed.

This draft plan is then presented to the Board at a
workshop where Board members give additional
inputs and where their sectoral experience and
local knowledge influences the draft plan.

The HWSETA management team develops a final
Strategic Plan and Budget, and this is presented to
the Board for final approval.

The annual performance plan then becomes the
basis of the management plan in which delivery is
structured over the 4 quarters.

The 4-quarter plan forms the basis of the CEO
review sessions each quarter and the performance
report to the quarterly Board meetings. If and when
required, corrective action plans will be put in place
to deal with items not progressed satisfactorily.
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2. INDICATORS, ANNUAL, AND QUARTERLY TARGETS

Programme 1: Administration

(]
=z
]
5% 2022-
23 2023 Qf 02 Q3 04  2022-2023
O £ Output Indicator Target Target Target Target Target Budget
15 | Number of school and

post-school youths,

mainly from rural areas, 1200 4500 4500 2 500 500

reached through career (10 events) (3 events) | (3 events) = (3 events) (1 event) R4 253 036
development awareness

programmes in the

strategic period

18 | Percentage of filled
positions in the
organisational structure of
the HWSETA to facilitate
the delivery of its mandate
and achievement of its
targets in the reporting
period

95% 85% 85% 90% 90% R400 000

20 | Percentage of business
processes automated
and integrated for the
efficient delivery of
services to the sector in
the reporting period

Programme 2: Skills Planning and Impact Assessment

12 | Number of SSP updates
and applied research
reports* completed
and confirmed by key
stakeholders® in the
reporting period

90% 87% 87% 87% 90% R1000 000

5 0 0 1 4 R751 085

5 | Number of monitoring,
evaluation, and impact
studies, including tracer
studies, completed 6 0 7 2 2 R601 470
and confirmed by key
stakeholders™ in the
reporting period

6 (1) | Number of workers
entered-into the HWSETA
post-graduate bursaries
in the reporting period

60 0 29 15 20 R5 240 284

' SSP updates and research reports produced by the HWSETA identify occupations in demand and skills needs in the sector, and aims to inform planning
for skills development in the sector

% Confirmation of SSP update and research reports by stakeholders refers to the presentation of findings to one of the Board Committees

16 Stakeholders include HWSETA implementing managers, executive managers, and/or Board Committees
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Programme 2: Skills Planning and Impact Assessment contd.

|

2022-
2023 Qi1 Q2 Q3 Q4 2022-2023
Output Indicator Target Target Target Target Target Budget

put
Indicator N

© | Out

Number of workers re-
entered-into the HWSETA
post-graduate bursaries
in the reporting period

—
N

24 0 0 12 12 R2 096 114

6 (3) | Number of workers
reported to the
HWSETA for having
completed postgraduate 24 0 0 12 12
qualifications funded
by the HWSETA in the
reporting period

Admin
Budget

27 (1) | Number of unemployed
persons entered-into the
HWSETA post-graduate 40 0 10 15 15 R3 493523
bursaries in the reporting
period

27 | Number of unemployed

(2) | persons re-entered-
into the HWSETA post- 16 0 0 6 10 R1 397 409
graduate bursaries in the
reporting period

27 | Number of unemployed
(3) | persons reported to
the HWSETA for having
completed postgraduate 16 0 0 6 10
qualifications funded
by the HWSETA in the
reporting period

Admin
Budget

Programme 3: Skills Development Programmes and Projects

Sub-Programme 3.1: Learning Programmes

3 Number of workers

(1) | whose learner
agreements are
registered with the
HWSETA for learnerships
as industry funded or
HWSETA funded in the
reporting period

2 125 100 243 891 891 R32 300 000

3 | Number of workers

(2) | reported to the HWSETA
as having completed
learnership programmes Admin
registered with the sl 0 0 500 500 Budget
HWSETA as industry or
HWSETA funded in the

reporting period

@ HWSETA ¢ Annual Performance Plan « 2022-2023



Sub-Programme 3.1: Learning Programmes contd.

Indicator No

Output

—
=Rl

Output Indicator

Number of employed
apprentices and trainee
technicians entered-
into the HWSETA
funded apprenticeship
programme in the
reporting period

Number of employed
apprentices and trainee
technicians reported

to the HWSETA as
having completed
apprenticeships funded
by the HWSETA in the
reporting period

Number of workers

2022-
2023
Target

50

25

entered-into the HWSETA

undergraduate bursaries
in the reporting period

Number of workers re-

585

entered-into the HWSETA

undergraduate bursaries
in the reporting period

Number of workers
reported to the HWSETA
for having completed
undergraduate
qualifications funded

by the HWSETA in the
reporting period

Number of
unemployed
graduates
entered-
into the
internship
programme
funded by
the HWSETA
in the
reporting
period

150

100

University
Graduates

763

TVET
College
Graduates 326

HWSETA ¢ Annual Performance Plan ¢« 2022-2023

Q1
Target

32

Q2

Target

15

32

15

163

100

Q3

Target

15

252

61

40

400

100

Q4

Target

15

25

269

64

60

200

126

2022-2023
Budget

R2 250 000

Admin
Budget

R17 100 000

R4 488 000

Admin
Budget

R52 560 000



Sub-Programme 3.1: Learning Programmes contd.

Indicator No

16
(2)

Output Indicator

Number of unemployed
graduates reported to

the HWSETA as having
completed the internship
programme funded by the
HWSETA in the reporting
period

Number of workers
entered- into credit and
non-credit bearing skills
programmes funded

by the HWSETA in the
reporting period

Number of workers
reported to the HWSETA
as having completed
credit and non-

credit bearing skills
programmes funded

by the HWSETA in the
reporting period

Number of lecturers”
from TVET and other
public colleges™ as
well as career guidance
practitioners funded by
the HWSETA for skills
development in the
reporting period

Number of lecturers from
TVET and other public
colleges as well as career
guidance practitioners
reported to the HWSETA
as having completed
training funded by the
HWSETA in the reporting
period

Number of students from
TVET and other public
colleges funded by the
HWSETA for vocational
and occupational training
in the reporting period

2022-
2023 Qi
Target Target

University Graduates
610 0

TVET College Graduates

260 0
7 470 338
4 500 100

TVET College Lecturers
35 0
Career Guidance Lecturers

15 0

TVET College Lecturers

15 0

Career Guidance Lecturers

10 0

640 20

Q2 Q3 Q4
Target Target Target
0 200 410
0 0 260
1000 3066 3066
1200 1200 2 000
0 15 20
0 5 10
0 0 15
0 0 10
100 120 400

7 Lecturers includes educators of colleges as well as career guidance teachers at schools
'8 Other Public Colleges comprise of Nursing Colleges, Emergency Services Colleges (EMS), and Agricultural Colleges (for Veterinary training) etc.
These colleges are a priority to the HWSETA as they are colleges in the health welfare sector

@
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2022-2023
Budget

Admin
Budget

R29 880 000

Admin
Budget

R350 000

R150 000

Admin
Budget

R50 560 000



Sub-Programme 3.1: Learning Programmes contd.

Indicator No

Output

—
N
N

1

21 (1)

21

26 (1)

Output Indicator

Number of students from
TVET and other public
colleges reported to

the HWSETA as having
completed vocational
and occupational training
funded by the HWSETA in
the reporting period

Number of workers
entered- into AET
programmes funded
by the HWSETA in the
reporting period

Number of workers
reported to the HWSETA
as having completed
AET programmes funded
by the HWSETA in the
reporting period

Number of unemployed
apprentices and trainee
technicians entered-
into the HWSETA
funded apprenticeship
programme in the
reporting period

Number of unemployed
apprentices and trainee
technicians reported

to the HWSETA as
having completed
apprenticeships funded
by the HWSETA in the
reporting period

Number of unemployed
persons entered-into the
HWSETA undergraduate
bursaries in the reporting
period

Number of unemployed
persons re-entered-
into the HWSETA
undergraduate
E-bursaries in the
reporting period
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2022-
2023
Target

400

275

270

100

60

540

185

Qi
Target

28

15

Q2
Target

100

75

50

20

10

85

15

Q3

Target

100

100

100

30

10

200

50

o4

Target

200

100

120

40

30

280

105

2022-2023
Budget

Admin
Budget

R1760 000

Admin

Budget

R21 200 000

Admin
Budget

R70 200 000

R24 050 000



Sub-Programme 3.1: Learning Programmes contd.

N Out.put
Indicator No

28 (1)

32 (1)

29 (1)

Output Indicator

Number of unemployed
persons reported to

the HWSETA as having
completed undergraduate
qualifications funded

by the HWSETA in the
reporting period

Number of TVET and
other college students
entered-into work
integrated programmes
funded by the HWSETA in
the reporting period

Number TVET and other
college students reported
to the HWSETA as having
completed the work
integrated programmes
funded by the HWSETA in
the reporting period

Number of university
students entered-
into work integrated
programmes funded
by the HWSETA in the
reporting period

Number university
students reported to

the HWSETA as having
completed the work
integrated programmes
funded by the HWSETA in
the reporting period

Number of unemployed
persons whose learner
agreements are
registered with the
HWSETA for learnerships
as industry funded or
HWSETA funded in the
reporting period

Number of unemployed
persons reported to
the HWSETA as having
completed learnerships
registered with the
HWSETA as industry or
HWSETA funded in the
reporting period

2022-
2023
Target

350

800

500

275

200

2 200

800

Qi
Target

50

198

70

Q2

Target

20

100

75

427

100

Q3

Target

40

120

200

100

100

750

200
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o4

Target

275

530

300

100

100

825

430

2022-2023
Budget

Admin
Budget

R25 346 488

Admin
Budget

R11 000 000

Admin
Budget

R125 400 000

Admin
Budget



Sub-Programme 3.1: Learning Programmes contd.

(o]

=z

S
5w 2022-
23 2023 Qi 02 03 04  2022-2023
O £ Output Indicator Target Target Target Target Target Budget
30 (1) | Number of unemployed

persons entered- into

skills programmes funded 2 000 150 2.50) 800 800 R12 800 000
by the HWSETA in the

reporting period

30 | Number of unemployed

(2) | persons reported to
the HWSETA as having
completed credit and Admin
non-credit bearing skills A 10 oi® £ 00 =00 Budget
programmes funded
by the HWSETA in the

reporting period

31 (1) | Number of unemployed
persons entered- into
AET programmes funded 320 20 100 100 100 R2 048 000
by the HWSETA in the
reporting period

31 | Number of unemployed
(2) | persons reported to
the HWSETA for having
completed®™ AET 270 15 15 100 140
programmes funded
by the HWSETA in the
reporting period

Admin
Budget

Sub-Programme 3.2: Workplace Skills Plan and Projects

1 Number of rural
and provincial skills
development projects?°
funded by the HWSETA 6 0 2 2 2 R2 100 000
to develop and address
mid-level skills in the
reporting period

2 Number of employers
in the sector who open-

up their workplaces Learnership

for learning through 300 0 100 100 100 gl
artnerships with the Programme
: Budget

HWSETA in the reporting
period

9  Number of cooperatives
in the health and welfare
sector whose skills 9 0 0 4 5 R1 350 000
needs are funded by the
HWSETA per year

' Completions are reported to the HWSETA within 12 months of having completed the funded programme

2 This includes projects that support requirements for ERRP skills strategy. This also includes projects emanating from strategic proposals submitted by
stakeholders outside the funding window of the HWSETA which have a space that falls outside the already existing skills development initiatives of the
HWSETA.
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Sub-Programme 3.2: Workplace Skills Plan and Projects contd.

Indicator No

Output

Output Indicator

—_
o

Number of small and
emerging businesses
from the health and
welfare sector whose
skills needs are funded
by the HWSETA per year

11 (1) | Number of officials from
NGOs and NPOs funded
by the HWSETA for skills
development per year

11 | Number of officials from

(2) | Trade Unions funded by
the HWSETA for skills
development per year

13 (1) | Number of WSPs?' and
ATRs?2% approved for Small
firms per year

13 | Number of WSPs and
(2) | ATRs approved for
Medium firms per year

13 | Number of WSPs and
(3) | ATRs approved for Large
firms per year

14 | Number of projects
funded through
Discretionary Grants
aimed at public sector
education and training in
the reporting period

22 Number of skills
development initiatives
of levy exempt
organisations funded
by the HWSETA in the
reporting period

23 | Number of partnerships
entered-into by the
HWSETA with post-school
education institutions,
professional Councils,
employer bodies, and
communities of practice
in the reporting period

2 WSP - Workplace Skills Plan
22 ATR - Annual Training Report

o

2022-

2023 Q1 Q2 Q3

Target Target Target Target
128 0 28 50
128 10 18 50
80 0 25 25

1200 0 0 600
170 0 0 85
120 0 0 60
6 0 2 2
60 10 10 10
20 0 0 10
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Q4

Target

50

50

30

600

85

60

30

10

2022-2023
Budget

R10 240 000

R1280 000

R6 960 000

Mandatory
Grant

Mandatory
Grant

Mandatory
Grant

R3 600 000

R4 760 000

Linked to
indicators
that enter
learners
from these
partnerships



Programme 4: Quality assurance and qualification development

o
=z
o
5% 2022-
£3 2023 Qf Q2 Q3 Q4 20212022
O £ Output Indicator Target Target Target Target Target Budget
19 (1) ' Number of skills
development providers
gectepiiediondite 58 10 10 10 28 | R2 419 580%

accredited?® by the
HWSETA in the reporting
period

19 Number of certificates
(2) | issued by the HWSETA to
learners trained by skills
development providers?® 2 500 500 500 500 1000
accredited by the
HWSETA in the reporting
period

Admin
Budget

24 | Number of full and
part occupational
qualifications developed
by the HWSETA and
accepted by the QCTO for
registration

2 0 0 0 2 R2 570 054

25 (1) | Number of workers
entered-into the HWSETA
Recognition of Prior 300 10 90 100 100 R8 000 000
Learning programme in
the reporting period

25 | Number of workers
(2) | reported at the HWSETA
as having completed
the Recognition of Prior 228 0 0 100 128
Learning programme
funded by the HWSETA in
the reporting period

Admin
Budget

B

2 The accreditation and re-accreditation includes, both, primary and secondary accreditation by the HWSETA
4 The budget is for learning programme development and evaluation which is a process of provider accreditation
% These skills development training providers are accredited by the HWSETA
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3. EXPLANATION OF PLANNED PERFORMANCE OVER THE FIVE-YEAR PLANNING PERIOD

Planning follows the results-based approach. This means that impact to be derived from effecting the mandate the
HWSETA was identified. To identify this impact the NSDP (2019) was used as the basis, as it provides the outcomes

that must be cascaded into the strategic plans of SETAs. From these outcomes, impact was identified and then

output statement were constructed as roadmap for the achievement of outcomes. A results chain was therefore
developed in line with the mandate of the HWSETA. The following is the results chain that guided construction on
impact statements, outcome statements, and output statements.

Description of Results Chain for the Strategy of the HWSETA

Results
Chain

Description of Elements
of a Results Chain

All the resources that contribute to the
production and delivery of outputs. Inputs
are “what we use to do the work”. They
include finances, personnel, equipment and
buildings.

Input

The processes or actions that use a range of
inputs to produce the desired outputs and
ultimately outcomes. In essence, activities
describe “what we do”

Activities

The final products, or goods and services
produced for delivery. Outputs may be
defined as “what we produce or deliver”.

Output

Outcome | The medium-term results for specific

beneficiaries that are the consequence of

achieving specific outputs. Outcomes should

relate clearly to an institution’s strategic
goals and objectives set out in its plans.
Outcomes are “what we wish to achieve”.

Financial Support
given to Employed
Persons

Discretionary Grant,
personnel, technology and
infrastructure.

Funding for the training of
employed persons from
enrolment to completion.

Qualification obtained by
employed persons through
HWSTA funding increase
their capacity and makes
them able to create own
opportunities.

Results of obtaining
qualification which

may be finding a job or
furthering studies for the
unemployed or furthering
one’s studies, or increased
level of skills for the
employed.

Financial Support
given to Unemployed
Persons

Discretionary Grant,
personnel, technology and
infrastructure.

Funding for the training of
unemployed persons from
enrolment to completion.

Qualification obtained
by unemployed persons
through HWSTA funding
makes them employable
or able to create own
opportunities.

Results of obtaining
qualification which may be
increased level of skills for
the employed.

Financial resourcing was done together with the compilation of output indicators. Each indicator and sub-indicator
have been allocated a budget. It is through this budget that the outputs will be achieved.

" \ o

'

AL
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4. PROGRAMME RESOURCE CONSIDERATIONS

4.1 Expenditure estimates

5-Year Budgets 4,23% 4,45% 4,49%
Statement Original 5-Year
of Financial Approved Adjusted Budget to
Performance Audited Budget Budget Proposed Budget 2021-2025
2018-2019 2019-2020 2020-2021 2021-2022 2021-2022 2022-2023 2023-2024 2024-2025 Total
R'000 R'000 R'000 R'000 R'000 R'000 R'000 R'000 R'000
REVENUE

PRAEliees 636 745 722657 535435 451278 742633 774046 808491 844792 3414043

Revenue

Sl I 630 316 716247 525425 451278 742633 774046 808491 844792 3404033
Levy: income

Skills Development

Levy: Penalties and 6429 6 410 10 010 = = = = = 10 010
Interest

Exchange Revenue 62 730 65 163 28 139 34 511 29 583 30 834 32206 33652 159 343
Interest Income 62 427 64 330 25 874 34 511 29583 30 834 32 206 33652 157 078
Other Income 303 833 2 265 - - - - - 2 265
Total Revenue 699475 787820 563574 485789 772216 804880 840 697 878445 3 573 385
EXPENSES

Total Expenses 574487 893517 992900 482789 769216 801880 837697 875445 3990 711

Employer Grant and

: 446 172 747 597 842722 334 615 603 852 631850 659 387 688349 3 156 923
Project Expenses

Administration

125 215 142626 146690 145675 162 865 166 484 174 606 183226 816 680

Expenses

QCTO Funding 3100 3294 3488 2 499 2 499 3546 3704 3870 17 107

Net Surplus/

f,ier?::) falths 124 988 (105 697) (429 326) 3000 3000 3000 3000 3000 (417 325)

before CapEx

Capital Expenditure 1961 3640 2923 3000 3000 3000 3000 3000 14 923

SKILLS Original 5-Year

DEVELOPMENT Approved Adjusted Budget to

INCOME Audited Budget Budget Proposed Budget 2020-2024
2018-2019 2019-2020 2020-2021 2021-2022 2021-2022 2022-2023 2023-2024 2024-2025 Total

R'000 R'000 R'000 R'000 R'000 R'000 R'000 R'000 R'000

Levy Income:

N X 146 575 175 724 150 427 115 770 182 995 190 736 199 224 208 169 864 325
Administration

Levies received from

SARS - 10,5% 63706 69 751 46 296 42 261 74 387 77 533 80983 84 619 331 693

Government Levies

R 82 869 105 973 104 131 73 509 108 609 113 203 118 240 123 549 532 632

Interseta Transfers in — r N o - y T L _

Interseta Transfers out - = 3 - - ! i . -

Levy Income:

119 338 134 627 88 885 79 394 141 689 147 682 154 254 161 180 631395
Employer Grants

Levies Received from

SARS - 20% 119 338 134 627 88 885 79 394 141 689 147 682 154 254 161 180 631395

Interseta transfers in - = = = - £ y _ -

Interseta transfers out = - - - - = L < -
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SKILLS Original 5-Year

DEVELOPMENT Approved  Adjusted Budget to

INCOME Audited Budget Budget Proposed Budget 2020-2025

Levy Income:

Discretionary 364 403 405 896 286 113 256 114 417 949 435 628 455 014 475 444 1908 312

Grants

Levies Received from

SARS - 49.5% 302709 328 436 221617 201388 350 680 365513 381779 398920 1569 217

Levies Received from

Government 61694 77 460 64 496 54726 67 269 70 115 73 235 76 523 339 095

Departments

Interseta Transfers in - - - - - - - - -

Interseta Transfers out - - - - - - - - -
630 316 716 247 525 425 451 278 742 633 774 046 808 491 844 792 3404 033

EMPLOYER GRANT AND PROJECT EXPENDITURE

Mandatory Grants 78 751 94 132 53 350 51606 92 098 95993 100 265 104 767 405 981

Discretionary Grants 367 421 653 465 789 372 283 009 511754 535 857 559 122 583582 2750942
446 172 747 597 842 722 334 615 603 852 631 850 659 387 688 349 3 156 923

Estimated 66% 70% 60% 70% 65% 65% 65% 65%

Participation Rate

The budget is inclusive of the 7.5% project management fee.

The estimated revenue from Skills Development
Levies is based on the adjusted 2021/22 budgeted
figures. Following a very conservative 2021/22 original
approved budget, due to economic uncertainties
around the COVID-19 pandemic and the impact of the
four-month skills development levy contribution, the
revenue figures for the 1st Quarter of the 2021/22
financial year have by far exceeded the budget. The
organisation has recorded steady revenue trends
reminiscent of the pre-COVID-19 period. Except for
the 2020/21 financial year, actual revenue for prior
periods has at least kept abreast with CPI, and the
HWSETA’s levy base remained stable. However, the
impact of COVID-19 resulted in a marked decline in
revenues for 2020/21 which had then informed the
conservative budget approach which was adopted for
the 2021/22 financial year. Furthermore, the health
sector, whose SDL contributions constitute revenue
for the HWSETA were at the time experiencing the
following:

* Decline in revenue compared to the prior year - in
some instances up to 80% decline;

» Lower than usual patient numbers who avoid going to
healthcare facilities out of fear of catching COVID-19
thus lower occupancy rate of between 30% to 50%;

« Elective surgeries postponed and have been slow to
pick up post hard lockdown.

@

While the sector still predicts tough time ahead,

the interim results of some hospital groups whose
SDL contributions comprise a significant portion

of HWSETA revenue have shown a positive trading
performance and revenue and earnings growth
despite the impact of the multiple COVID-19 waves
experienced. The national rollout of the COVID-19
vaccination programme remains a key element to
support economic recovery of the sector and country
as a whole.

The 2022 /23 MTEF Budget has been formulated to
take into account the improved revenue trends while
also cautious of the impact future COVID-19 waves.

On 1 April 2013, a Cabinet Memorandum, Cabinet
Memorandum No 53 of 2012, came into effect where
all Departments of Health and Social Development
must contribute 30% of their training budget to the
HWSETA. The contribution is utilised as follows:

10% Administration of the HWSETA

20% Discretionary Grant Funding

The contribution by Government Departments since
the 2019/20 financial year has shown a marked
improvement compared to the previous years. The
collections for the 2020/21 financial year, while lower
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than previous years due to the impact of COVID-19,
exceeded the budget with 100% of invoiced amounts
collected. The 2021/22 first quarter figures, while

in line with budget far exceed collections for the
same period in the previous financial year. Therefore,
the government levies for the 2021/22 have been
adjusted in line with the current trends. The 2022 /23

% Revenue increase over the MTEF period:

budget for government levies is based on the adjusted
2021/22 figures. These levies add to revenue and
distorts the % of revenue allocated for administration
and Discretionary Grant expenditure. Therefore, the
%'’s allocated for the administration of 10.5% and
discretionary of 49.5% is distorted as it includes
government levies.

I I I
2024-2025
2023-2024
2022-2023 4.23%
I I I
4.05% 4.10% 4.15% 4.20% 4.25%

% Movement in Revenue Over the MTEF

4.49%

4.30% 4.35% 4.40% 4.45% 4.50% 4.55%

The estimated revenue for the current year and the
MTEF period is sufficient to address by and large the
skills development needs of the sector.

HWSETA’s administration expenditure projections
are between 2.8% to 4.9% over the current and MTEF
period. This is because some expenditure does not
increase in line with CPI either due to its nature or
due to contractual obligations. Based on the support

from Government Departments contributing to the
administration of the HWSETA, the HWSETA is able to
meet some of its obligations relating to operations.

The levy income administration (administration funds)
of R190 736 000 for 2022 /2023 is made up of skills
development levy of R77 533 000 and government levy
of R113 203 000.

% Movement in Administration Expenditure Over the MTEF

2021-2022

2022-2023

2023-2024 2024-2025
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Administration Expenditure as a Percentage of Income

21.40%

21.30%

21.12%

2021-2022 2022-2023

21.21%

2023-2024 2024-2025

The HWSETA's income for administration expenditure
is supplemented by the income received from the
Government Departments of Health and Social
Development. Refer to attached annexures for detail of
budget per programme.

4.2 Relating expenditure trends to strategic
outcome-oriented goals

Discretionary Grant funding of R535 million, R559
million and R583 million over the MTEF period covers
the targets set out in the strategic plan.

The funding model per project has been revised and
projected over the MTEF period. The targets set are
determined based on a number of factors including

the SSP research, strategic planning, the prior year

actual achievements and Government priorities. The
administration budget set aside caters for sufficient
capacity within the HWSETA to meet all target set in

4.3 Update Key Risks

Outcome ‘ Key Risk

Research, monitoring, evaluation,

provide a credible skill planning
and evaluation system that
ensures that its funding initiatives
yield good impact in the strategic
period.

The HWSETA delivers its mandate

efficiently and effectively through

its well capacitated organisational
structure and business processes
that are automated and integrated
in the strategic period.

COVID-19.

Not having enough research

and impact system of the HWSETA | capacity internally to research

on the 17 research outputs
stated in the NSDS and also
creating baselines for all outcome
indicators whose baselines have
not been established.

Although the organisational
structure may be well capacitated, A COVID-19 on the HWSETA and the sector
the budget may not be sufficient
as a result of the effects of

ERP may not yield efficiencies

the MTEF period. Any approved project administration
costs for Programmes 2, 3 and 4 are up to 7.5% as
determined by the Grant Regulations. Rationalisation
of the HWSETA structure was recommended and
approved by the HWSETA Board on March 2016. The
budget has been put aside for this.

In the past two years, 2019-2020 and 2020-2021,

the HWSETA has committed 177% and 319% of its
Discretionary Grant reserve respectively for funding
with exceptional performance against predetermined
targets. The HWSETA aims to drive down the current
over-commitment state over the next two years of the
MTEF by releasing current commitments, delaying the
approval cycle of Discretionary Grant projects and not
committing any ad-hoc projects unless it is extremely
important. Therefore, targets may be lower than prior
years and the base line.

‘ Risk Mitigation

Outsource some of the research and
impact assessment projects. Manage the
SLAs of those projects and ensure quality
in the work done.

Target in cognisance of the effects of

at large.

Find innovative ways of saving costs such
as funding online training instead of face
contact which requires costs for venue,

immediately as such systems take | travelling accommodation and meals.

time to be optimally in use.

IT staff to manage the migration from
manual system to automated has been
added.
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4.3 Update Key Risks contd.

Outcome

The HWSETA promotes linkages
between education and the
workplace to increase work-based

learning opportunities in the health

and welfare sector in the strategic
period.

The HWSETA provides quality
assurance services for the health
and welfare sector that ensures
quality in occupational education

and training in the strategic period.

The HWSETA supports the growth
of the public college system so
that public colleges may qualify
as a centre of specialisation in the
strategic period.

The HWSETA supports career
development services related
to the health and welfare sector
and makes them accessible to
rural and targeted youths in the
strategic period.

The HWSETA contributes to the
improvement of level of skills
for 50% of the South African

workforce through various learning

programmes that address the

critical skills required by the sector

in the strategic period.

The HWSETA contributes
to increased access, by the
unemployed, into occupationally

directed programmes of the health

and welfare sector in the strategic
period.

The HWSETA supports officials
from NGOs, NPOs, and Trade
Unions in order to strengthen
governance and service delivery,

and thus advance social, rural, and

community development in the
strategic period.

The HWSETA supports skills
development for entrepreneurial
and cooperative activities, as
well as the establishment of new

enterprises and cooperatives in the

strategic period.

HWSETA ¢ Annual Performance Plan ¢« 2022-2023

| Key Risk

Employers not fully exposing
learners to workplace practical
training.

Skills Development Providers
straggling to offer training during
National Disaster lockdown
regulations as they may not have
infrastructure for e-learning

Health sector colleges not
having sufficient educators
due to changes in professional
landscape.

Not having access to school
pupils in order to conduct career
exhibitions due to COVID-19
National Disaster regulations of
social distancing.

Since the baseline is not yet
established it may happen that
50% of the workforce is not
feasible.

Employment rate of students who
complete qualifications may not
reached desired target due to
economic climate.

NGOs/NPOs may experience

financial constraints due to lack of
funding resulting from diversion of

funds to fight the spread and the
effects of COVID-19.

Retrenchments of staff and
closure of small businesses due
to COVID-19 National Disaster
lockdown restrictions may reduce

the number of businesses meeting

the threshold to pay skills levy
and thus affect the budget of the
HWSETA.

|Risk Mitigation

Conduct M&E visits and interview learner
as they are directly affected.

Change management to be applied where
e-learning is phased in gradually, where

a hybrid of training is offered at first, and
then swiftly moving to fully embracing
e-learning.

Offer post-graduate bursaries to colleges
with revised landscapes such as the
Nursing Profession.

Partner with Basic Education Career
Development Section (Khetha) in order to
collaboratively offer career development
Train Life Orientation Teachers as Career
Development Practitioners on health

and welfare sector careers and funding
programmes of the HWSETA. These
Teachers will make career awareness to
their students thus conducting career
development on behalf of the HWSETA.

Baseline will be collected and when next
cycle of planning comes the 5-year target
will be revised.

Expose students to training on self-
employment so that students on rely on
jobs, they can create their own jobs.

NGOs need to align themselves with the
Countries agenda to fight COVID-19 and
its effects thereby making themselves
relevant to addressing the needs of the
society during COVID-19.

The HWSETA needs to monitor economic
trends and its income so as to pro-
actively revise its annual plans.
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TECHNICAL INDICATOR DESCRIPTOR

Output Indicator 1

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 2

Indicator Title
Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Number of rural and provincial skills development projects funded by the HWSETA to
develop and address mid-level skills in the reporting period

This indicator measures the number of rural and provincial mid-level skills development
projects funded by the HWSETA. Mid-level skills development programmes are those aligned
or pitched at NQF level 4 to 6. This includes projects that support requirements for ERRP
skills strategy. This also includes projects emanating from strategic proposals submitted

by stakeholders outside the funding window of the HWSETA which have a scope that falls
outside the already existing skills development initiatives of the HWSETA.

Employers participating in rural and provincial projects
Proposals for funding (when available)

Performance against this indicator will be measured by counting the number of partnership
agreements signed with relevant stakeholders based on projects

MoAs signed by the HWSETA and stakeholders to support rural and provincial projects
The health and social development will make their rural and provincial priorities known to the

HWSETA and will play their role in ensuring that there are partnership agreements in place
and that these get implemented

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Quarterly

The HWSETA will fund rural and provincial skills development projects
Projects Manager

4%

Number of employers in the sector who open-up their workplaces for learning through
partnerships with the HWSETA in the reporting period

This indicator measures the number of employers who enter into partnerships with the
HWSETA to place learners funded by the HWSETA in workplaces for workplace-based positions

Employers participating in learnerships, internships, TVET WIL, University WIL, and artisans

Each employer is calculated once even though participation may involve a number of
learning programmes

List of all employers participating in workplace-based training
MoAs between the HWSETA and employers that participate in learnerships, internships,
TVET WIL, University WIL, and artisans

Employers who enter-into these partnerships will not decommit

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

All employers who sign MoAs with the HWSETA for placing learners in workplace position will
place them for the duration of the learning programme and expose learners to relevant work
exposure

Projects Manager
Learning Programme Manager

4%
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Output Indicator 3(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 3(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

@

Number of workers whose learner agreements are registered with the HWSETA for
learnerships as industry or HWSETA funded in the reporting period

This indicator identifies workers enrolled on learnerships established by the HWSETA in
terms of section 16 of the Skills Development Act 97 of 2008; whose learner agreements
are registered with the HWSETA in terms of section 17(3) of the Skills Development Act 97 of
2008. This includes both workers funded by the HWSETA and those funded by the industry.
Those that are funded will constitute a minimum of 60%

Employers
Training Providers
Learners

Each worker has one learner agreement per learnership, and each learner agreement is
counted once whether funded by HWSETA or by the industry

MoAs (for HWSETA funded learners)

Learner schedule or database

Learner agreement forms

ID copy of learner (availability is dependent on learner consent)

Learners enrolled on learnerships established by the HWSETA have learner agreements
registered with the HWSETA whether they are funded by the HWSETA or by industry

A number of factors come into play in the recruitment and selection of beneficiaries,
particularly the employed. This therefore makes it difficult for the HWSETA to set mandatory
targets for women, the youth, and persons with disabilities. Employers therefore will be
encouraged to endeavor to include the following percentages of targeted populations:

50% women

40% youth

5% persons with disability

The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative
Quarterly

Employers should register learner agreements of all learners enrolled for learnerships
established by the HWSETA with the HWSETA in adherence to section 17(3) of the Skills
Development Act 97 of 2008, as amended

Learning Programme Manager
3,4%

Number of workers reported to the HWSETA as having completed learnership programmes
registered with the HWSETA as industry or HWSETA funded in the reporting period

This indicator identifies the number of workers who are reported as having completed
learnership training that was registered with the HWSETA through the registration of
learnership agreements. This includes both workers funded by the HWSETA and the industry.
The completion of the learnership depends on the length of the learnership programme,
which can span from a year to two years. Completions are therefore reported by employers
or training providers after completion of the learnership programme

Employers
Training Providers
Learners

Learners that were registered with the HWSETA, whether funded by the HWSETA or the
Industry, for learnerships who complete the programme will be recorded as achievements
against this indicator

Proof of completion in the form of statement of results or qualification certificate.

For HWSETA funded learnership, the endorsement of learner results by the HWSETA through
a verification report will be accepted as proof completion
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Output Indicator 3(2) contd.

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 4(1)

Indicator Title
Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Employers and/or training providers will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions of learnership programmes are reported by employers and training providers
timeously so as to improve efficiencies in reporting

Learning Programme Manager
0,3%

Number of workers funded for apprenticeships or as trainee technicians by the HWSETA in
the reporting period

This indicator identifies the number of apprentices and trainee technicians supported by the
HWSETA through funding

Employer organisations

Skills Development Providers

Learners

Each apprentice or trainee technician is counted on

MoAs
Learner agreements
ID copy of learner (availability is dependent on learner consent)

Learners funded by the HWSETA for apprenticeships or as trainee technicians successfully
complete their training

A number of factors come into play in the recruitment and selection of beneficiaries,
particularly the employed. This therefore makes it difficult for the HWSETA to set mandatory
targets for women, the youth, and persons with disabilities. Employers therefore will be
encouraged to endeavor to include the following percentages of targeted populations:

20% women

40% youth
The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary
Non-cumulative
Quarterly

Employers should register learner agreements of all learners enrolled for apprenticeships
funded by the HWSETA

Learning Programme Manager
2,8%
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Output Indicator 4(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 5

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Number of employed apprentices and trainee technicians reported to the HWSETA as having
completed apprenticeships funded by the HWSETA in the reporting period

This indicator identifies the number of apprentices or trainee technicians who are reported
as having completed apprenticeships that were funded by the HWSETA. The completion of
the apprenticeship depends on the length of the programme, which can span from a year
to two years. Completions are therefore reported by employers or training providers after
completion of the programme

Employers

Skills Development Providers

Learners

One proof of completion will be calculated once

Proof of completion in the form of statement of results or qualification certificate

Employers and/or Skills Development Providers will timeously report completions to the
HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions of apprenticeships programmes are reported by employers and skills
development providers timeously so as to improve efficiencies in reporting

Learning Programme Manager
0,3%

Number of monitoring, evaluation, and impact studies, including tracer studies, completed
and confirmed by key stakeholders?® in the reporting period

The indicator measures the number of monitoring, evaluation, and impact studies, including
tracer studies, completed and confirmed by key stakeholders as measuring the performance
of learning programmes and projects implemented by the HWSETA. The key stakeholders
that can confirm these reports include HWSETA implementing managers, executive
managers, and/or Board Committees

Monitoring, evaluation, and impact study reports, including tracer study reports

Total number of M&E reports completed and then confirmed by stakeholders

Monitoring, evaluation, and impact study reports, including tracer study reports
Confirmation of findings by key stakeholders
Key stakeholders, particularly HWSETA implementing managers will timeously provide

the M&E officers and Impact Assessment Practitioner with all documentation required to
conduct the studies

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

M&E Officer or Impact Assessment Practitioner will conduct a credible monitoring and
evaluation study whose results can be confirmed by key stakeholders as measuring the
performance of programmes and projects of the HWSETA

26 Stakeholders include HWSETA implementing managers, executive managers, and/or Board Committees

@
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Output Indicator 5 contd.

Indicator Responsibility

Indicator Weight

Output Indicator 6(1)

Indicator Title
Definition
Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 6(2)

Indicator Title
Definition

Source of Data

Method of Calculating/

Measuring

Means of Verification

Assumptions

Manager responsible for programme under review
M&E Officer
Impact Assessment Practitioner

2,5%

Number of workers entered-into the HWSETA post-graduate bursary programme in the
reporting period

This indicator identifies the number of workers funded by the HWSETA through post-
graduate bursaries

Universities who signed MoAs with the HWSETA for Post-Graduate Bursaries
Funded Post-Graduate Students

Each post-graduate student that is employed who accepts the HWSETA bursary by signing a
registration form will form part of the actual achievement against this indicator

MoAs
Learner agreement or registration form
ID copy of learner (availability is dependent on learner consent)

Learners funded through post-graduate bursaries will successfully complete their
qualifications

A number of factors come into play in the recruitment and selection of beneficiaries,
particularly the employed. This therefore makes it difficult for the HWSETA to set mandatory
targets for women, the youth, and persons with disabilities. Employers/training institutions
therefore will be encouraged to endeavor to include the following percentages of targeted
populations:

50% women

40% youth

5% persons with disability
The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary
Non-cumulative
Quarterly
Learners should sign HWSETA registration forms to accept the bursary
Research Manager

1,4%

Number of workers re-entered-into the HWSETA post-graduate bursaries in the reporting
period

This indicator identifies the number of workers funded by the HWSETA through post-
graduate bursaries who re-register for the next level of a multi-year qualification

Universities who signed MoAs with the HWSETA for Post-Graduate Bursaries
Funded Post-Graduate Students

Each post-graduate student that is employed who accepts the HWSETA bursary by signing a
re-registration form will form part of the actual achievement against this indicator

MoAs
Learner registration form
ID copy of learner (availability is dependent on learner consent)

Learners funded on post-graduate bursaries are registered with the HWSETA
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Output Indicator 6(2) contd.

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 6(3)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 6(4)

Indicator Title
Definition
Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

@

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Quarterly

Learners should sign HWSETA registration forms to accept the bursary
Research Manager

0,5%

Number of workers reported to the HWSETA for having completed postgraduate
qualifications funded by the HWSETA in the reporting period

This indicator identifies the number of post-graduate students who completed qualifications
funded by the HWSETA. The completion depends on the length of the programme, which can
span from a year to five years

Universities who signed MoAs with the HWSETA for Post-Graduate Bursaries
Funded Post-Graduate Students

Each post-graduate student that is employed who accepts the HWSETA bursary by signing a
registration form will form part of the actual achievement against this indicator

Proof of completion for Honours, Post-Qualification and master’s degree and PhDs through
course work will be in the form of statement of results or qualification certificate.

Proof of completion for Master’s and PhDs through dissertation only will include a
dissertation signed by the student and letter from the supervisor or examiner stating that the
dissertation has been completed

Funded Post-Graduate Students will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Quarterly

Completions are reported by learners timeously so as to improve efficiencies in reporting
Research Manager

0,3%

Number of workers entered-into the HWSETA under-graduate bursaries in the reporting
period

This indicator identifies the number of workers funded by the HWSETA through under-
graduate bursaries

Universities who signed MoAs with the HWSETA for Under-Graduate Bursaries
Funded Under-Graduate Students

Each under-graduate student that is employed who accepts the HWSETA bursary by signing
a registration form will form part of the actual achievement against this indicator

MoAs
Learner registration form
ID copy of learner (availability is dependent on learner consent)

Learners funded through post-graduate bursaries will successfully complete their
qualifications
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Output Indicator 6(4) contd.

Disaggregation of A number of factors come into play in the recruitment and selection of beneficiaries,
Beneficiaries particularly the employed. This therefore makes it difficult for the HWSETA to set mandatory
targets for women, the youth, and persons with disabilities. Employers/training institutions
therefore will be encouraged to endeavor to include the following percentages of targeted
populations:
50% women
40% youth
5% persons with disability
The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Calculation Type Non-cumulative
Reporting Cycle Quarterly
Desired Performance Learners should sign HWSETA registration forms to accept the bursary

Indicator Responsibility | Projects Manager

Indicator Weight 1,4%

Output Indicator 6(5)

Indicator Title Number of workers re-entered-into the HWSETA under-graduate bursaries in the reporting
period
Definition This indicator identifies the number of workers funded by the HWSETA through under-

graduate bursaries who re-register for the next level of a multi-year qualification

Source of Data Universities who signed MoAs with the HWSETA for Under-Graduate Bursaries
Funded Under-Graduate Students

Method of Calculating/ | Each under-graduate student that is employed who accepts the HWSETA bursary by signing
Measuring a registration form will form part of the actual achievement against this indicator

Means of Verification MoAs
Learner registration form
ID copy of learner (availability is dependent on learner consent)

Assumptions Learners funded on under-graduate bursaries are registered with the HWSETA
Disaggregation of Targets for Women: N/A
Beneficiaries Targets for Youth: N/A
Targets for people with Disabilities: N/A
Calculation Type Non-cumulative
Reporting Cycle Quarterly
Desired Performance Learners should sign HWSETA registration forms to accept the bursary

Indicator Responsibility | Projects Manager
Indicator Weight 0,5%

Output Indicator 6(6)

Indicator Title Number of workers reported to the HWSETA for having completed under-graduate
qualifications funded by the HWSETA in the reporting period

Definition This indicator identifies the number of under-graduate students who completed
qualifications funded by the HWSETA. The completion depends on the length of the
programme, which can span from a year to five years

Source of Data Universities who signed MoAs with the HWSETA for Under-Graduate Bursaries
Funded Under-Graduate Students

Method of Calculating/ | Each under-graduate student that is employed who received a bursary from the HWSETA
Measuring to fund under-graduate studies and then completes his or her studies will form part of the
actual achievement against this indicator
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Output Indicator 6(6) contd.

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 7(1)

Indicator Title
Definition
Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Proof of completion in the form of statement of results or qualification certificate
Students will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Quarterly

Completions are reported by learners timeously so as to improve efficiencies in reporting
Projects Manager

0,3%

Number of unemployed graduates entered-into the internship programme funded by the
HWSETA in the reporting period

This indicator identifies the number of unemployed persons who are placed on work
experience programmes funded by the HWSETA after completing their qualifications

Employer organisations
Funded Learners

Learners that have obtained a qualification that are placed with employers in the health and
social development sector on an internship programme that is funded by the HWSETA are
reported as achievements against this indicator

MoAs with employers participating in the internship programme of the HWSETA
Internship agreement or registration form
ID copy of learner (availability is dependent on learner consent)

Employers will expose unemployed graduates to work experience that will help them to find
jobs

A number of factors come into play in the recruitment and selection of beneficiaries. This
therefore makes it difficult for the HWSETA to set mandatory targets for women, the youth,
and persons with disabilities. Employers therefore will be encouraged to endeavor to include
the following percentages of targeted populations:

50% women

60% youth

5% persons with disability
The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative
Quarterly

All unemployed graduates that are placed on internship programmes should find jobs before
the internship ends

Projects Manager
1,6%
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Output Indicator 7(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 8(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Number of unemployed graduates reported to the HWSETA as having completed the
internship programme funded by the HWSETA in the reporting period

This indicator identifies the number of unemployed graduates who completed internship
programmes funded by the HWSETA. The completion may be at resignation, which may be
prior to the end of the internship programme or at the end of the internship programme

Employer Organisation
Learners

All interns funded by the HWSETA who complete the internship either due to it coming to
an end or on resignation of an intern due to finding a job will be counted as an achievement
against this indicator. One worker can be registered for more than one skill programme.

Proof of completion in the form of employer report

Employer organisation will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions are reported by employer organisations timeously so as to improve efficiencies
in reporting

Projects Manager
0,3%

Number of workers entered- into credit and non-credit bearing skills programmes funded by
the HWSETA in the reporting period

This indicator identifies the number of workers funded by the HWSETA for skills programmes
that are aligned to the NQF or non-aligned to the NQF. These cater for the critical skills
required by the workers. These skills may be obtained through formal or informal forms of
education

Employer organisations
Funded learners

Each worker is counted once per skill programme funded.

MoAs with employers participating in skills programmes
Learner agreement or registration form
ID copy of learner (availability is dependent on learner consent)

Learners should attend the skills programme and complete it

A number of factors come into play in the recruitment and selection of beneficiaries,
particularly the employed. This therefore makes it difficult for the HWSETA to set mandatory
targets for women, the youth, and persons with disabilities. Employers therefore will be
encouraged to endeavor to include the following percentages of targeted populations:

50% women

40% youth

5% persons with disability
The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative

Quarterly

Employer organisations should register their learner agreements with the HWSETA
Learning Programme Manager

2,4%
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Output Indicator 8(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 9

Indicator Title
Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Number of workers reported to the HWSETA as having completed credit and non-credit
bearing skills programmes funded by the HWSETA in the reporting period

This indicator identifies the number of workers who completed skills programmes funded by
the HWSETA. The completion depends on the length of the programme, which can span from
a day to nine months. One worker can be registered for more than one skill programme.

Employer organisations
Funded learners

Each worker is counted once per skill programme funded.

Proof of completion in the form of statement of results or certificate of completion. For
HWSETA skills programmes, the endorsement of learner results by the HWSETA through a
verification report will be accepted as proof completion

Employer organisations will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions are reported by employer organisations timeously so as to improve efficiencies
in reporting

Learning Programme Manager
0,3%

Number of cooperatives in the health and welfare sector whose skills needs are funded by
the HWSETA per year

This indicator identifies and supports skills development needs of cooperatives in the health
and welfare sector

Members of Cooperatives

Cooperatives that have been funded are reported as achievements

MoA or SLA with relevant stakeholder
Registration of Cooperative

Cooperatives will identify skills needs relevant to their core business

Priority will be given to cooperatives with a majority of women as part of membership and
also youth

Non-cumulative

Quarterly

The HWSETA will fund skills development priorities of cooperatives
Projects Manager

2,5%
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Output Indicator 10

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 11(1)

Indicator Title
Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Number of small and emerging businesses from the health and welfare sector whose skills
needs are funded by the HWSETA per year

This indicator identifies skills development needs of small and emerging businesses in

the health and welfare sector. The Revised Schedule 1 of the National Definition of Small
Enterprise in South Africa defines small businesses as those that have 11-50 paid employees
and medium businesses as those that have 51-250 paid employees. Emerging organisations
are growing organisations that can have one employee to 10 employees

Small and Emerging business that have been funded for skills development are reported as
achievements

Skills development needs of small and emerging businesses and lists priorities. Skills
development programmes funded by the HWSETA are then measured if they addressed
these priorities

MoAs with small and emerging businesses
Schedule of funded small and emerging businesses

The HWSETA will fund skills development priorities of small and emerging businesses

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Quarterly

The HWSETA will fund skills development priorities of small and emerging businesses
WSP Manager

2,5%

Number of officials from NGOs and NPOs funded by the HWSETA for skills development per
year

This indicator identifies the number of employees from NGOs and/or NPOs that have been
exposed to some form of skills development programme by the HWSETA

Employees from NGOs and/or NPOs

Officials exposed to skills development programmes through HWSETA funding will be
recorded as achievements against this indicator

MoAs with NPOs and NGOs
Schedule or list of officials that have been trained
Attendance registers of the training

The HWSETA will fund skills development priorities of NGOs/NPos

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Annually

The HWSETA will fund skills development priorities of NGOs/NPos
Projects Manager

2,9%
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Output Indicator 11(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 12

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Number of officials from Trade Unions funded by the HWSETA for skills development per year

This indicator identifies the number of employees from Trade Unions that have been exposed
to some form of skills development programme by the HWSETA

Questionnaires completed by Trade unions and employees trained

Officials exposed to skills development programmes through HWSETA funding will be
recorded as achievements against this indicator

MoAs with Trade Unions or SLA with service provider
Schedule or list of officials that have been trained
Attendance registers of the training

The HWSETA will fund skills development priorities of Trade Unions

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-Cumulative

Annually

The HWSETA will fund skills development priorities of Trade Unions
Projects Manager

2%

Number of SSP updates and applied research reports?” completed and confirmed by key
stakeholders? in the reporting period

The reports the latest SSP update and number of research reports?® produced per financial
year. The SSP Update is acknowledged by the DHET, and the research reports are confirmed
by one of the HWSETA Board Committees

SSP Update
Research reports

Number of research reports and latest SSP update produced per year

Presentation of these reports and updates that show coverage of NSDP research outputs,
occupations on demand, skills needs, and the education and training landscape

Research reports
Submission to one of the Board Committees

SSP update signed by the Board Chairperson
Proof of submission to the DHET

These should be first planned for in the research agenda

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-Cumulative
Quarterly

To cover at least one NSDP outcome in each research report
Research report findings to be included in the SSP Update

Research Manager
3%

27 SSP updates and research reports produced by the HWSETA identify occupations in demand and skills needs in the sector, and aims to inform planning

for skills development in the sector

28 Confirmation of SSP update and research reports by stakeholders refers to the presentation of findings to one of the Board Committees
29 SSP updates and research reports produced by the HWSETA identify occupations in demand and skills needs in the sector, and aims to inform planning

for skills development in the sector

e
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Output Indicator 13(1)
Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 13(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Number of WSPs and ATRs approved for Small firms per year

This indicator measures the number of small firms whose Workplace Skills Plans/Annual
Training Reports (WSPs/ATRs) were evaluated and approved by the HWSETA during the
reporting period. Small firms are firms that have 0-49 employees

List of Small Firms with approved WSPs/ATRs
Access to the WSP ERP module

Small firms whose WSPs are approved will be recorded as achievements against this
indicator

List of Small Firms with approved WSPs/ATRs
Access to the WSP ERP module

Small firms will submit WSPs/ATRs that meet minimum standards for approval

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-Cumulative

Annually

The Small firms will submit WSPs/ATRs that meet minimum standards for approval
WSP Manager

0,5%

Number of WSPs and ATRs approved for Medium firms per year

This indicator measures the number of medium firms whose Workplace Skills Plans/Annual
Training Reports (WSPs/ATRs) were evaluated and approved by the HWSETA during the
reporting period. Medium firms are firms that have 50-149 employees

List of Medium Firms with approved WSPs/ATRs
Access to the WSP ERP module

Medium firms whose WSPs are approved will be recorded as achievements against this
indicator

List of Medium Firms with approved WSPs/ATRs
Access to the WSP ERP module

Medium firms will submit WSPs/ATRs that meet minimum standards for approval

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-Cumulative

Annually

The Medium firms will submit WSPs/ATRs that meet minimum standards for approval
Projects Manager

0,5%
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Output Indicator 13(3)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 14

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Number of WSPs and ATRs approved for Large firms per year

This indicator measures the number of large firms whose Workplace Skills Plans/Annual
Training Reports (WSPs/ATRs) were evaluated and approved by the HWSETA during the
reporting period. Large firms are firms that have 150> employees

List of Large Firms with approved WSPs/ATRs
Access to the WSP ERP module

Larger firms whose WSPs are approved will be recorded as achievements against this
indicator

List of Large Firms with approved WSPs/ATRs
Access to the WSP ERP module

Large firms will submit WSPs/ATRs that meet minimum standards for approval

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-Cumulative

Annually

The Large firms will submit WSPs/ATRs that meet minimum standards for approval
Projects Manager

0,5%

Number of projects funded through Discretionary Grants aimed at public sector education
and training in the reporting period

This indicator measures the number of skills development projects of the public sector,
particularly but not limited to the Departments of Health and Social Development, that are
supported by the HWSETA through Discretionary Grant funding in the reporting period

MoAs signed by the HWSETA to support the skills development projects of the Departments
of Health and Social Development and other public sector institutions

Number of skills development projects of the Departments of Health and Social
Development and other public sector institutions supported by the HWSETA

MoAs signed by the HWSETA with the Departments of Health and Social Development and
other public sector institutions

The HWSETA will fund skills development priorities of the department of social development
and health and other public sector institutions

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

The HWSETA will fund skills development priorities of the department of social development
and health and other public sector institutions

Projects Manager
4%
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Output Indicator 15

Indicator Title
Definition
Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle

Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 16(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Reporting Cycle

Number of school and post-school youths, mainly from rural areas, reached through career
development awareness programmes in the strategic period

This indicator measures exposure of pupils to career guidance services, especially those
from rural areas

The Marketing division will provide attendance registers, report on the event

Schools who attend HWSETA awareness campaigns will be located in a geo-map. Based on
the location, the school will be classified as being in a rural or urban settlement

Attendance register signed by pupils who attended the training
Report of the event

Pupils reside within the vicinity of the location of the school. Therefore, if the school is
situated in a rural area, it will be assumed that the pupils from that school are from the rural
areas

Rural schools serviced should at least be 50% and a majority of learners should be the youth

Annually

The Marketing division will make career guidance services available to pupils from rural
schools

Marketing Manager
Provincial Managers

1,9%

Number of lectures from TVET Colleges and other public colleges as well as career guidance
practitioners funded by the HWSETA for skills development in the reporting period

This indicator measures the number of lectures from TVET Colleges and other public colleges
funded by the HWSETA for skills development in the reporting period. Other Public Colleges
comprise of Nursing Colleges, Emergency Services Colleges (EMS), and Agricultural Colleges
(for Veterinary training) etc. These colleges are a priority to the HWSETA as they are colleges
in the health welfare sector. Lecturers includes educators of colleges as well as career
guidance teachers at schools

MoA

Schedule or list of lecturers funded

Registration forms of lecturers funded

ID copy of lecturers funded (availability is dependent on learner consent)

All lecturers funded for skills development programmes by the HWSETA are recorded as
achievements against this indicator by the HWSETA

MoA

Schedule or list of lecturers funded

Registration forms of lecturers funded

ID copy of lecturers funded (availability is dependent on learner consent)

Lecturer funded will complete the programme

A number of factors come into play in the recruitment and selection of beneficiaries,
particularly the employed. This therefore makes it difficult for the HWSETA to set mandatory
targets for women, the youth, and persons with disabilities. Employers therefore will be
encouraged to endeavor to include the following percentages of targeted populations:

50% women

40% youth

5% persons with disability
The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Quarterly
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Output Indicator 16(1) contd.

Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 16(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 17(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

188

Employer organisations should register their learner agreements with the HWSETA
Projects Manager
3,2%

Number of lecturers from TVET and other public colleges as well as career guidance
practitioners reported to the HWSETA as having completed training funded by the HWSETA
in the reporting period

This indicator measures the number of lectures from TVET Colleges and other public colleges
that completed training funded by the HWSETA in the reporting period. Other Public Colleges
comprise of Nursing Colleges, Emergency Services Colleges (EMS), and Agricultural Colleges
(for Veterinary training) etc. These colleges are a priority to the HWSETA as they are colleges
in the health welfare sector

Schedule or list of lecturers funded
Proof of completion in the form of statement of results or qualification certificate

Funded learners who complete training will be recorded as achievements against this
indicator

Proof of completion in the form of statement of results or qualification certificate
TVET and other public college lecturers will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions are reported by TVET and other public college lecturers timeously so as to
improve efficiencies in reporting

Projects Manager
0,3%

Number of students from TVET and other public colleges funded by the HWSETA for
vocational and occupational training in the reporting period

This indicator identifies the number of TVET, and other public colleges students funded by
the HWSETA. Other Public Colleges comprise of Nursing Colleges, Emergency Services
Colleges (EMS), and Agricultural Colleges (for Veterinary training) etc. These colleges are a
priority to the HWSETA as they are colleges in the health welfare sector

TVET and other public colleges
HWSETA learner database

All learners funded through vocational bursaries by the HWSETA are recorded as
achievements against this indicator by the HWSETA

MoA

Schedule or list of learners

Learner registration forms

ID copy of learner (availability is dependent on learner consent)

Learners funded for vocational training will complete the programme.
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Output Indicator 17(1) contd.

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 17(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 18

Indicator Title
Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

A number of factors come into play in the recruitment and selection of beneficiaries,
particularly the employed. This therefore makes it difficult for the HWSETA to set mandatory
targets for women, the youth, and persons with disabilities. Employers therefore will be
encouraged to endeavor to include the following percentages of targeted populations:

50% women

60% youth

5% persons with disability

The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative

Quarterly

Employer organisations should register their learner agreements with the HWSETA
Projects Manager

4%

Number of students from TVET and other public colleges reported to the HWSETA as having
completed vocational and occupational training funded by the HWSETA in the reporting
period

This indicator identifies the number of TVET and other public college students who
completed vocational training funded by the HWSETA. The completion depends on the length
of the programme, which can span from a three-months to a year. Other Public Colleges
comprise of Nursing Colleges, Emergency Services Colleges (EMS), and Agricultural Colleges
(for Veterinary training) etc. These colleges are a priority to the HWSETA as they are colleges
in the health welfare sector

TVET or other public colleges
Learners

Funded learners who complete training will be recorded as achievements against this
indicator

Proof of completion in the form of statement of results or qualification certificate
TVET and other public colleges will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions are reported by TVET and other public college timeously so as to improve
efficiencies in reporting

Projects Manager
0,3%

Percentage of filled positions in the organisational structure of the HWSETA to facilitate the
delivery of its mandate and achievement of its targets in the reporting period

This indicator measures the number of positions filled on the approved organogram, at the
end of each quarter, in the reporting period

Organogram of the HWSETA showing filled and vacant positions

Number of filled positions against total positions existing in the organogram of the HWSETA

Organogram of the HWSETA showing filled and vacant positions
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Output Indicator 18 contd.

Assumptions Organogram will be updated at the end of every quarter
List of current employee contracts of the HWSETA will be updated monthly
Disaggregation of Targets for Women: N/A
Beneficiaries Targets for Youth: N/A
Targets for people with Disabilities: N/A
Calculation Type Cumulative (year-to-date)
Desired Performance 95% of positions in the approved organogram will be filled by the end of each financial year

Indicator Responsibility | HR Manager
Indicator Weight 2%

Output Indicator 19(1)

Indicator Title Number of skills development providers accredited and re-accredited®® by the HWSETA in
the reporting period

Definition This indicator measures skills development providers that are accredited and those that are
re-accredited by the HWSETA based on legacy regulations or the QCTO

Source of Data List of Accredited and/or re-accredited skills development providers
Accreditation and/or re-accreditation letter

Method of Calculating/ | Organisations whose application for accreditation or re-accreditation are successful and are
Measuring thus issued an accreditation or re-accreditation letter are recorded as achievements against
this indicator

Means of Verification List of Accredited and/or re-accredited skills development providers
Accreditation and/or re-accreditation letter

Assumptions Only training providers accredited by the HWSETA will be reported

Disaggregation of Targets for Women: N/A

Beneficiaries Targets for Youth: N/A
Targets for people with Disabilities: N/A

Calculation Type Non-cumulative

Reporting Cycle Quarterly

Desired Performance Accredited training providers and re-accredited training providers

Indicator Responsibility | Provider Accreditation Manager

Indicator Weight 1,2%

Output Indicator 19(2)

Indicator Title Number of certificates issued by the HWSETA to learners trained by skills development
providers accredited by the HWSETA in the reporting period

Definition This indicator measures the number of certificates issued by the HWSETA to learners found
competent by skills development providers and confirmed by the HWSETA in the reporting
period

Source of Data Statement of Results, or

Qualification Certificate

Method of Calculating/ | Number of qualification certificates or statement of results issued per students or person
Measuring

Means of Verification Statement of Results, and/or
Qualification Certificate

Assumptions All students on skills programmes will be issued statement of results
All students on full qualifications will be issued a qualification certificate

30 The accreditation and re-accreditation includes, both, primary and secondary accreditation by the HWSETA
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Output Indicator 19(2) contd.

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 20

Indicator Title
Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 21(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

All students on skills programmes will be issued statement of results
All students on full qualifications will be issued a qualification certificate

Learner Achievement manager

1,3%

Percentage of business processes automated and integrated for the efficient delivery of
services to the sector in the reporting period

This indicator identifies business processes planned to be automated and integrated within a
financial year

Business process automation and integration plan

Number of business processes automated and integrated against total business processes
planned to be automated per year

Business process automation and integration plan
Implementation progress report

The business process automation and integration plan will be implemented in line with set
targets

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Cumulative (year-to-date)

Quarterly

Business processes of the HWSETA are automated and integrated
IT Manager

2,9%

Number of workers entered- into Adult Education and Training (AET) programmes funded by
the HWSETA in the reporting period

This indicator identifies the number of workers funded by the HWSETA for Adult Education
and Training which may be undertaken through Community Education and training Centres

Employer organisations
HWSETA learner database
Registration form

All learners funded for AET by the HWSETA are recorded as achievements against this
indicator by the HWSETA

MoA

Schedule or list of learners

Learner registration forms

ID copy of learner (availability is dependent on learner consent)

Learners funded for AET programmes are registered with the HWSETA
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Output Indicator 20(1) contd.

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 21(2)

Indicator Title
Definition
Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 22

Indicator Title
Definition
Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

@

A number of factors come into play in the recruitment and selection of beneficiaries,
particularly the employed. This therefore makes it difficult for the HWSETA to set mandatory
targets for women, the youth, and persons with disabilities. Employers therefore will be
encouraged to endeavor to include the following percentages of targeted populations:

50% women

40% youth

5% persons with disability

The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative

Quarterly

Employer organisations should register their learner agreements with the HWSETA
Projects Manager

1,5%

Number of workers reported to the HWSETA as having completed AET programmes funded
by the HWSETA in the reporting period

This indicator identifies the number of workers who completed AET programmes funded by
the HWSETA. The completion depends on the length of the programme

Employer organisations
Learners funded

Funded learners who complete training will be recorded as achievements against this
indicator

Proof of completion in the form of statement of results or qualification certificate or
certificate of completion

Employers will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Quarterly

Employer organisations should register their learner agreements with the HWSETA
Projects Manager

0,3%

Number of skills development initiatives of levy exempt organisations funded by the HWSETA
in the reporting period

This indicator identifies skills development needs of levy exempt organisations. Levy Exempt
Organisations are organisations that are exempted from paying the Skills Levy

Levy exempt organisations

Skills development programmes funded by the HWSETA to support levy exempt organisation
will be recorded as achievements. One organisation can be funded for more than one
programme and all programmes where there is an agreement signed will be recorded as
achievements

MoAs signed by the HWSETA and levy exempt organisations

The HWSETA will fund skills development priorities of levy exempt organisations and health
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Output Indicator 22 contd.

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 23

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 24

Indicator Title
Definition

Source of Data

Method of Calculating/
Measuring

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Quarterly

The HWSETA will fund skills development priorities of levy exempt organisations
WSP Manager

2,9%

Number of partnerships entered-into by the HWSETA with post-school education institutions,
professional Councils, employer bodies, and communities of practice in the reporting period

This indicator measures the number of post-school education institutions, professional and
employer bodies, and communities of practice who enter-into partnerships with the HWSETA
to train learners funded by the HWSETA. This includes but is not limited to Universities, TVET
and other Public Colleges, Professional Councils or Associations etc. Other Public Colleges
comprise of Nursing Colleges, Emergency Services Colleges (EMS), and Agricultural Colleges
(for Veterinary training) etc. These colleges are a priority to the HWSETA as they are colleges
in the health welfare sector

List of all post-school education institutions that have signed partnership agreements with
the HWSETA

MoAs signed with post-school education institutions

Each institution is calculated once even though participation may involve a number of
learning programmes

List of all post-school education institutions that have signed partnership agreements with
the HWSETA

MoAs signed with post-school education institutions
Institutions who enter-into these partnerships will not decommit

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

All institutions who sign Moas with the HWSETA for training learners will do so for the
duration of the learning programme

Managers responsible for TVET WIL, University WIL, and Post-grad bursaries
4%

Number of full and part occupational qualifications developed by the HWSETA and accepted
by the QCTO for registration in the reporting period

This indicator identifies the number of full and part-time qualifications developed by the
HWSETA and accepted by the QCTO for registration in the reporting period

Facilitators appointed by the HWSETA

Fully developed qualification

Letter of submission to the QCTO

Acknowledgement and acceptance letter issued by the QCTO

Qualifications submitted to the QCTO for registration and the QCTO acknowledges them will
be counted as achievements against this indicator
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Output Indicator 24 contd.

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 25(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

@

Fully developed qualification
Letter of submission to the QCTO
Acknowledgement letter issued by the QCTO

Institution will teach learners the approved syllabus
Institutions apply for certification of learners

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Cumulative (year-end)
Annually

Institutions and employers will provide quality education and employers will be willing to
appoint qualified learners should there be vacancies

Manager Qualifications Development
1%

Number of workers entered-into the HWSETA RPL programme in the reporting period

This indicator identifies workers exposed to Recognition of Prior Learning (RPL), those who
obtain part-qualifications after training, and those that obtain full qualifications after training

Employer organisations
Skills Development providers
Funded learners

This indicator identifies workers exposed to RPL, those who obtain part-qualifications after
training, and those that obtain full qualifications after training

Schedule of list of learners
Learner registration forms
ID copy of learner (availability is dependent on learner consent)

Learners exposed to RPL will either get part-or full qualifications

A number of factors come into play in the recruitment and selection of beneficiaries,
particularly the employed. This therefore makes it difficult for the HWSETA to set mandatory
targets for women, the youth, and persons with disabilities. Employers therefore will be
encouraged to endeavor to include the following percentages of targeted populations:

50% women
40% youth
5% persons with disability

The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative

All workers, that is 50% of employees from employers who submit WSPs and ATRs
Women 60%
People with disabilities 5%

Annually but assessing cohort that has a year after successfully completing training

Provider Accreditation Manager
Learner Achievement Manager

2,4%
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Output Indicator 25(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 26(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Number of workers reported at the HWSETA as having completed the RPL programme
funded by the HWSETA in the reporting period

This indicator identifies workers who complete the RPL assessments or programme

Employer organisations
Skills Development providers
Funded learners

Funded learners who complete assessment will be recorded as achievements against this
indicator

RPL Assessments or employer report or certificate of completion
Learners exposed to RPL will either get part-or full qualifications

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly
Annually but assessing cohort that has a year after successfully completing training

Provider Accreditation Manager
Learner Achievement Manager

0,3%

Number of unemployed apprentices and trainee technicians entered- into the HWSETA
funded apprenticeship programme in the reporting period

This indicator identifies the number of unemployed apprentices and trainee technicians
supported by the HWSETA through funding

Employer organisations
Skills Development Providers
Learners

All learners funded for apprenticeships by the HWSETA are recorded as achievements
against this indicator by the HWSETA

MoA

Schedule or list of learners

Learner registration forms

ID copy of learner (availability is dependent on learner consent)

Learners enrolled on learnerships established by the HWSETA have learner agreements
registered with the HWSETA whether they are funded by the HWSETA or industry

A number of factors come into play in the recruitment and selection of beneficiaries. This
therefore makes it difficult for the HWSETA to set mandatory targets for women, the youth,
and persons with disabilities. Employers therefore will be encouraged to endeavor to include
the following percentages of targeted populations:

20% women

40% youth
The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative
Quarterly

Employers should register learner agreements of all learners enrolled for apprenticeships
funded by the HWSETA

Learning Programme Manager
4,0%
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Output Indicator 26(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 27(1)

Indicator Title
Definition
Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

@

Number of unemployed apprentices and trainee technicians reported to the HWSETA as
having completed apprenticeships funded by the HWSETA in the reporting period

This indicator identifies the number of unemployed apprentices or technicians who are
reported as having completed apprenticeships that were funded by the HWSETA. The
completion of the apprenticeship depends on the length of the programme, which can span
from 18 months to three years. Completions are therefore reported by employers or training
providers after completion of the programme

Employers

Training Providers

Learners

Funded learners who complete training will be recorded as achievements against this
indicator

Proof of completion in the form of statement of results or qualification certificate
Employers and/or training providers will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions of learnership programmes are reported by employers and training providers
timeously so as to improve efficiencies in reporting

Learning Programme Manager
0,3%

Number of unemployed persons entered-into the HWSETA post-graduate bursaries in the
reporting period

This indicator identifies the number of unemployed persons funded by the HWSETA through
post-graduate bursaries

Employer organisations
HWSETA learner database

All learners funded for post-graduate studies by the HWSETA are recorded as achievements
against this indicator by the HWSETA

MoA

Learner list

Learner registration forms

ID copy of learner (availability is dependent on learner consent)

Learners funded on post-graduate bursaries are registered with the HWSETA

A number of factors come into play in the recruitment and selection of beneficiaries. This
therefore makes it difficult for the HWSETA to set mandatory targets for women, the youth,
and persons with disabilities. Employers therefore will be encouraged to endeavor to include
the following percentages of targeted populations:

50% women

40% youth

5% persons with disability
The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative
Quarterly

Learners should register their learner agreements with the HWSETA
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Output Indicator 27(1) contd.

Indicator Responsibility

Indicator Weight

Output Indicator 27(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 27(3)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Research Manager
1,4%

Number of unemployed persons re-entered-into the HWSETA post-graduate bursaries in the
reporting period

This indicator identifies the number of unemployed persons funded by the HWSETA through
post-graduate bursaries who re-register for the next level of a multi-year qualification

Employer organisations
HWSETA learner database

All learners funded for post-graduate studies by the HWSETA are recorded as achievements
against this indicator by the HWSETA

Learner list
Learner agreement or registration form
ID copy of learner (availability is dependent on learner consent)

Learners funded on post-graduate bursaries are registered with the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Quarterly

Learners should register their learner agreements with the HWSETA
Research Manager

0,5%

Number of unemployed persons reported to the HWSETA for having completed postgraduate
qualifications funded by the HWSETA in the reporting period

This indicator identifies the number of post-graduate students who completed qualifications
funded by the HWSETA. The completion depends on the length of the programme, which can
span from a year to five years

Training Providers
Learners

Funded learners who complete training will be recorded as achievements against this
indicator

Proof of completion for Honours, Post-Qualification and Master’s degree and PhDs through
course work will be in the form of statement of results or qualification certificate.

Proof of completion for Master’s and PhDs through dissertation only will include a
dissertation signed by the student and letter from the supervisor or examiner stating that the
dissertation has been completed

Learners will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative

Quarterly

Completions are reported by learners timeously so as to improve efficiencies in reporting
Research Manager

0,3%
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Output Indicator 27(4)

Indicator Title Number of unemployed persons entered-into the HWSETA undergraduate bursaries in the
reporting period

Definition This indicator identifies the number of unemployed persons funded by the HWSETA through
under-graduate bursaries

Source of Data Employer organisations
HWSETA learner database

Method of Calculating/ | All learners funded for under-graduate studies by the HWSETA are recorded as achievements

Measuring against this indicator by the HWSETA
Means of Verification MoA
Learner list

Learner registration forms
ID copy of learner (availability is dependent on learner consent)

Assumptions Learners funded on under-graduate bursaries are registered with the HWSETA
Disaggregation of A number of factors come into play in the recruitment and selection of beneficiaries. This
Beneficiaries therefore makes it difficult for the HWSETA to set mandatory targets for women, the youth,

and persons with disabilities. Employers therefore will be encouraged to endeavor to include
the following percentages of targeted populations:

50% women

40% youth

5% persons with disability
The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Calculation Type Non-cumulative
Reporting Cycle Quarterly
Desired Performance Learners should register their learner agreements with the HWSETA

Indicator Responsibility | Learning Programme Manager

Indicator Weight 1,4%

Output Indicator 27(5)
Indicator Title Number of unemployed persons re-entered-into the HWSETA undergraduate bursaries in the
reporting period

Definition This indicator identifies the number of unemployed persons funded by the HWSETA through
under-graduate bursaries who re-register for the next level of a multi-year qualification

Source of Data Employer organisations
HWSETA learner database

Method of Calculating/ | All learners funded for under-graduate studies by the HWSETA are recorded as achievements
Measuring against this indicator by the HWSETA

Means of Verification Learner list
Learner registration forms
ID copy of learner (availability is dependent on learner consent)

Assumptions Learners funded on under-graduate bursaries are registered with the HWSETA
Disaggregation of Targets for Women: N/A
Beneficiaries Targets for Youth: N/A
Targets for people with Disabilities: N/A
Calculation Type Non-cumulative
Reporting Cycle Quarterly
Desired Performance Learners should register their learner agreements with the HWSETA

Indicator Responsibility | Learning Programme Manager
Indicator Weight 0,5%
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Output Indicator 27(6)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 28(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Number of unemployed persons reported to the HWSETA for having completed
undergraduate qualifications funded by the HWSETA in the reporting period

This indicator identifies the number of under-graduate students who completed
qualifications funded by the HWSETA. The completion depends on the length of the
programme, which can span from a year to five years

Training Providers
Learners

Funded learners who complete training will be recorded as achievements against this
indicator

Proof of completion in the form of statement of results or qualification certificate
Learners will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N /A

Non-cumulative

Quarterly

Completions are reported by learners timeously so as to improve efficiencies in reporting
Learning Programme Manager

0,3%

Number of TVET and other public college students entered-into the internship programme
funded by the HWSETA in the reporting period

This indicator identifies the number of TVET, and other public college students funded by the
HWSETA for work integrated programmes

Employer organisations
Learners

All learners funded for TVET college work integrated learning by the HWSETA are recorded as
achievements against this indicator by the HWSETA

MoA

Schedule or list of learners

Learner registration forms

ID copy of learner (availability is dependent on learner consent)

TVET and other public college students placed with employers for work integrated learning
funded by the HWSETA are registered with the HWSETA

A number of factors come into play in the recruitment and selection of beneficiaries. This
therefore makes it difficult for the HWSETA to set mandatory targets for women, the youth,
and persons with disabilities. Employers therefore will be encouraged to endeavor to include
the following percentages of targeted populations:

50% women

40% youth

5% persons with disability

The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative
Quarterly

Employer organisations should register learner registration forms for TVET work integrated
with the HWSETA

Projects Manager
2,4%
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Output Indicator 28(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 29(1)

Indicator Title

Definition

Source of Data
Method of Calculating/

Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

2%

Number of TVET and other public college students reported to the HWSETA as having
completed the internship programme funded by the HWSETA in the reporting period

This indicator identifies the number of TVET and other public college students who
completed work integrated leaning programmes funded by the HWSETA. The duration is
usually 18 months

Employer Organisation
Learners

Funded learners who complete the programme will be recorded as achievements against this
indicator

Proof of completion in the form of employer report
Employer organisation will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions are reported by employer organisations timeously so as to improve efficiencies
in reporting

Learning Programme Manager
0,3%

Number of unemployed persons whose learner agreements are registered with the HWSETA
for learnerships as industry funded or HWSETA funded in the reporting period

This indicator identifies unemployed persons enrolled on learnerships established by

the HWSETA in terms of section 16 of the Skills Development Act 97 of 2008; whose
learner agreements are registered with the HWSETA in terms of section 17(3) of the Skills
Development Act 97 of 2008. This includes both workers funded by the HWSETA and those
funded by the industry

Employer organisations
HWSETA learner database

All learners funded for learnerships by the HWSETA are recorded as achievements against
this indicator by the HWSETA

MoA (for funded learners)

Schedule or list of learners

Learner registration forms

ID copy of learner (availability is dependent on learner consent)

Learners enrolled on learnerships established by the HWSETA have learner agreements
registered with the HWSETA whether they are funded by the HWSETA or industry

A number of factors come into play in the recruitment and selection of beneficiaries. This
therefore makes it difficult for the HWSETA to set mandatory targets for women, the youth,
and persons with disabilities. Employers therefore will be encouraged to endeavor to include
the following percentages of targeted populations:

50% women

40% youth

5% persons with disability

The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative

Quarterly
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Output Indicator 29(1) contd.

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 29(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 30(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Employers should register learner agreements of all learners enrolled for learnerships
established by the HWSETA with the HWSETA in adherence to section 17(3) of the Skills
Development Act 97 of 2008, as amended

Learning Programme Manager
4,0%

Number of unemployed persons reported to the HWSETA as having completed learnership
programmes registered with the HWSETA as industry or HWSETA funded in the reporting
period

This indicator identifies the number of unemployed persons who are reported as having
completed learnership training that was registered with the HWSETA through the registration
of learnership agreements. This includes both unemployed persons funded by the HWSETA
and the industry. The completion of the learnership depends on the length of the learnership
programme, which can span from a year to two years. Completions are therefore reported
by employers or training providers after completion of the learnership programme. Reporting
the completion is linked with the learnership agreement

Employers
Training Providers
Learners

Funded learners who complete training will be recorded as achievements against this
indicator

Proof of completion in the form of statement of results or qualification certificate. For
HWSETA funded learnership, the endorsement of learner results by the HWSETA through a
verification report will be accepted as proof completion

Employers and/or training providers will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions of learnership programmes are reported by employers and training providers
timeously so as to improve efficiencies in reporting

Learning Programme Manager
0,3%

Number of unemployed persons entered- into credit and non-credit bearing skills
programmes funded by the HWSETA in the reporting period

This indicator identifies the number of unemployed persons funded by the HWSETA for skills
programmes that are aligned to the NQF or non-aligned to the NQF. These cater for the
critical skills required by the unemployed persons in order to find jobs. These skills may be
obtained through formal or informal forms of education. One learner can be registered for more
than one skill programme.

Employer organisations
HWSETA learner database

Each learner is counted once per skill programme funded

MoA

Schedule or learner list

Learner registration forms

ID copy of learner (availability is dependent on learner consent)
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Output Indicator 30(1) contd.

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 30(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 31(1)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

7

Learners funded for skills programmes are registered with the HWSETA

A number of factors come into play in the recruitment and selection of beneficiaries. This
therefore makes it difficult for the HWSETA to set mandatory targets for women, the youth,
and persons with disabilities. Employers therefore will be encouraged to endeavor to include
the following percentages of targeted populations:

50% women

40% youth

5% persons with disability

The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative

Quarterly

Employer organisations should register their learner agreements with the HWSETA
Learning Programme Manager

2,4%

Number of unemployed persons reported to the HWSETA as having completed credit and
non-credit bearing skills programmes funded by the HWSETA in the reporting period

This indicator identifies the number of unemployed persons who completed skills
programmes funded by the HWSETA. The completion depends on the length of the
programme, which can span from a day to nine months

Employer organisations
Learners

Each learner is counted once per skills programme funded.

Proof of completion in the form of statement of results. For HWSETA skills programmes, the
endorsement of learner results by the HWSETA through a verification report will be accepted
as proof completion

Employer organisations will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions are reported by employer organisations timeously so as to improve efficiencies
in reporting

Learning Programme Manager
0,3%

Number of unemployed persons entered- into AET programmes funded by the HWSETA in
the reporting period

This indicator identifies the number of unemployed persons funded by the HWSETA for Adult
Education and Training which may be undertaken through Community Education and training
Centres

Employer organisations
HWSETA learner database

Each learner is counted once per programme.
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Output Indicator 31(1) contd.

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle
Desired Performance
Indicator Responsibility

Indicator Weight

Output Indicator 31(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 32(1)

Indicator Title

Definition

Source of Data

MoA

Schedule or list of learners

Learner registration forms

ID copy of learner (availability is dependent on learner consent)

Learners funded for AET programmes are registered with the HWSETA

A number of factors come into play in the recruitment and selection of beneficiaries. This
therefore makes it difficult for the HWSETA to set mandatory targets for women, the youth,
and persons with disabilities. Employers therefore will be encouraged to endeavor to include
the following percentages of targeted populations:

50% women
40% youth
5% persons with disability

The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative

Quarterly

Employer organisations should register their learner agreements with the HWSETA
Projects Manager

1,4%

Number of unemployed persons reported to the HWSETA as having completed AET
programmes funded by the HWSETA in the reporting period

This indicator identifies the number of unemployed persons who completed AET programmes
funded by the HWSETA. The completion depends on the length of the programme

Employer organisations
Learners

Each learner is counted once per programme.

Proof of completion in the form of statement of results or certificate of completion
Employer organisations will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions are reported by employer organisations timeously so as to improve efficiencies
in reporting

Projects Manager
0,3%

Number of university students entered-into the internship programme funded by the
HWSETA in the reporting period

This indicator identifies the number of university students funded by the HWSETA for work
integrated learning. The duration spans from 3 months to a year

Employer organisations
HWSETA learner database
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Output Indicator 32(1) contd.

Method of Calculating/
Measuring

Means of Verification

Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

Output Indicator 32(2)

Indicator Title

Definition

Source of Data

Method of Calculating/
Measuring

Means of Verification
Assumptions

Disaggregation of
Beneficiaries

Calculation Type
Reporting Cycle

Desired Performance

Indicator Responsibility

Indicator Weight

All learners funded for university work integrated learning by the HWSETA are recorded as
achievements against this indicator by the HWSETA

MoA

Schedule or list of learners

Learner registration forms

ID copy of learner (availability is dependent on learner consent)

University students placed with employers for work integrated learning funded by the
HWSETA are registered with the HWSETA

A number of factors come into play in the recruitment and selection of beneficiaries. This
therefore makes it difficult for the HWSETA to set mandatory targets for women, the youth,
and persons with disabilities. Employers therefore will be encouraged to endeavor to include
the following percentages of targeted populations:

50% women

40% youth

5% persons with disability

The disaggregation of the target allocated for this indicator for the current financial year
remains discretionary

Non-cumulative
Quarterly

Employer organisations should register learner registration forms for university work
integrated with the HWSETA

Projects Manager
3,0%

Number of university students reported to the HWSETA as having completed the internship
programme funded by the HWSETA in the reporting period

This indicator identifies the number of university students who completed work integrated
leaning programmes funded by the HWSETA

Employer Organisation
Learners

Funded learners who complete the programme will be recorded as achievements against this
indicator

Proof of completion in the form of employer report
Employer organisation will timeously report completions to the HWSETA

Targets for Women: N/A
Targets for Youth: N/A
Targets for people with Disabilities: N/A

Non-cumulative
Quarterly

Completions are reported by employer organisations timeously so as to improve efficiencies
in reporting

Learning Programme Manager
0,3%
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Abridged Description

Middle Level Skills
Projects

Employer Participation
Learnerships
Learnerships

Artisans

Artisans

Track and Trace Study
Under-Grad Bursary
Post-Grad Bursary
Under-Grad Bursary
Post-Grad Bursary
Under-Grad Bursary
Post-Grad Bursary
Internships
Internships

Skills Programmes
Skills Programmes
Cooperatives

Small Business Support
NGOs/NPOs

Trade Unions
Research Reports
Large Levy Paying
Medium Levy Paying
Small Levy Paying
Public Sector Projects
Career Awareness
Lecturer Development
Lecturer Development
Vocational

Vocational

Filling of Posts
Accreditation
Certification

ERP

AET

AET

Levy-Exempt

Partnerships

Socio-
Economic
Status

n/a

n/a
Employed
Employed
Employed
Employed
n/a
Employed
Employed
Employed
Employed
Employed
Employed
Unemployed
Unemployed
Employed
Employed
n/a

n/a

n/a

n/a

n/a

n/a

n/a

n/a

n/a

n/a
Employed
Employed
n/a

n/a

n/a

n/a

n/a

n/a
Employed
Employed
n/a
Post-School
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Entry/
Completion

n/a

n/a

Entry
Completion
Entry
Completion
n/a

Entry

Entry
Re-Entry
Re-Entry
Completion
Completion
Entry
Completion
Entry
Completion
n/a

n/a

n/a

n/a

n/a

n/a

n/a

n/a

n/a

n/a

Entry
Completion
Entry
Completion
n/a

n/a

n/a

n/a

Entry
Completion
n/a

n/a

APP INDICATOR WEIGHTS

Indicator

1
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Sub-Indicator

n/a

n/a
1

n/a

n/a

Weight

4,0%

4,0%
3,4%
0,3%
2,8%
0,3%
4%
1,4%
1,4%
0,5%
0,5%
0,3%
0,3%
1,6%
0,3%
2,4%
0,3%
2,5%
2,5%
2,9%
2,0%
3,9%
0,5%
0,5%
0,5%
4,0%
1,9%
3,2%
0,3%
4,0%
0,3%
2,0%
1,2%
1,3%
2,9%
1,5%
0,3%
2,9%
4,0%



Abridged Description

Qualification Development

Recognition of Prior
-Learning (RPL)

Recognition of Prior
-Learning (RPL)

Artisans

Artisans
Under-Grad Bursary
Post-Grad Bursary
Under-Grad Bursary
Post-Grad Bursary
Under-Grad Bursary
Post-Grad Bursary
TVET-WIL

TVET-WIL
University-WIL
University-WIL
Learnerships
Learnerships

Skills Programmes
Skills Programmes
AET

AET

APP INDICATOR WEIGHTS contd.

Socio-
Economic
Status

n/a
n/a

n/a

Unemployed
Unemployed
Unemployed
Unemployed
Unemployed
Unemployed
Unemployed
Unemployed
n/a

n/a

n/a

n/a

Unemployed
Unemployed
Unemployed
Unemployed
Unemployed
Unemployed
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Entry/
Completion

n/a
Entry

Completion

Entry
Completion
Entry

Entry
Re-Entry
Re-Entry
Completion
Completion
Entry
Completion
Entry
Completion
Entry
Completion
Entry
Completion
Entry

Completion

Indicator

24
25

25

26
26
27
27
27
27
27
27
28
28
32
32
29
29
30
30
31
31

Sub-Indicator

n/a
1

Weight

1,0%
2,4%

0,3%

4,0%
0,3%
1,4%
1,4%
0,5%
0,5%
0,3%
0,3%
2,4%
0,3%
3,0%
0,3%

4%
0,3%
2,4%
0,3%
1,4%
0,3%

100,0%








































