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4.1 INTRODUCTION

Among the keystones in advancing the developmental state are the improvement of citizens’ lives through accessible
healthcare, adequate social protection, and opportunities for socio-economic participation. On its own, the HWSETA can-
not meet these demands and therefore depends on collaborations with many different entities. Since 2020, the HWSETA
established extraordinary new partnerships to address the effects of the COVID-19 pandemic. The HWSETA saw its
mandate reaching beyond a skills development responsibility during the pandemic. This chapter reports on existing and
planned partnerships.

4.2 APPROACH TO PARTNERSHIPS

As per the SSP framework, HWSETA partnerships are official and legally approved documents of collaboration between

two or more parties in pursuit of strategic objectives which are mutually beneficial with respect to skills priorities. In es-
sence, partnerships expand HWSETA capabilities through collaboration with partners from the PSET ecosystem towards
realisation of the NSDP’s vision which is to attain “an educated, skilled and capable workforce for South Africa” (NSDP
2019).

HWSETA partnerships are encoded in NSDP principles. For greater inclusivity that fosters ownership and participation
among stakeholders, collaborative partnerships are forged across different key stakeholders (i.e. employers, providers,
and labour) within public sector, and between public and private sector. HWSETA partners with training providers to steer
supply of qualifications particularly those in the public sector (i.e. TVETs and CETs) through large-skills development
training to expand state capacity. This also extends to the NPO sector. This prioritisation ensures the realisation of the
HWSETA’s skills priority called vital skills required for the developmental state.

To understand skills demand in the sector, collaboration with higher education and research institutions, and professional
bodies are prioritised for analysis of trends in the sector. This extends to partnerships with employers that are key in the
sector for gathering of credible information about the changing nature of work and needs (demand and supply) associated
with it. Partnerships with employers are of utmost importance to the HWSETA for purposes of credible information gath-
ering, broadening of workplace capacity for work-based training, and absorption of beneficiaries from work-based training
upon completion. As such, partnerships with employers ensures realisation of HWSETA'’s skills priority called sustainable
skills pipeline which enables entry into employment through access to workplace experience. Further, partnerships with
employers support the realisation of the HWSETA’s skills priority called professionalisation of the workforce which closes
skills gaps and upskills the workforce for service quality, efficiency, and service provisioning.

4.3 EXISTING PARTNERSHIPS

The table below provides information on current partnerships and covers the objectives and duration of partnerships;
the impact (value-add); and challenges and success factors. The priorities of these partnerships relate to the following:
supporting post-school institutions to be able to supply skills to the sector; providing work-based experience opportunities

such as WIL or internships to new entrants to the sector; building the mid-level skills base in the health sector; providing
undergraduate and post-graduate bursary opportunities for unemployed youths and also workers; developing post-school
education lecturers; building skills of leaders of trade unions and those of the NGO/NPO sector; stimulating economic
activity and cooperative development; and developing artisans and technicians. These partnerships are linked to the pri-
orities of the NSDP and/or the ERRP.

The HWSETA’s partnerships are administered through Memorandum of Agreements (MoAs) or Memorandum of Under-
standings (MoUs) with the objective of establishing and outlining collaborative agreements including service partner-
ships. This contract usually follows a certain format that includes, although not limited to the following key sections:
definitions of terms; purpose of the agreement; scope of work; obligations of each party; a detailed description of roles
and responsibilities; duration; and breach and termination. Whilst entering into an agreement clearly expresses mutual
obligations for the HWSETA and the partners, it is often found that most of the partnerships pose some challenges; some
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are internal and others external to the HWSETA. Internal challenges such as budget limitations are usually managed
through discussions on effective ways of allocating the budget. The external challenges, such as the low completion rates
and poor planning and administration, for example, are mitigated by offering partners support during the planning phase;
constant communication to ensure that partners understand the requirements and roles that are necessary to have suc-
cessful outcomes.

The table below accounts for the HWSETA existing partnerships by strategic partnerships, education and training deliv-
ery partnerships, industry and professional bodies partnerships.

Table 4 1 Existing partnerships

IMPLICATIONS FOR SKILLS PLANNING

INSTITUTION/PARTNER DEMAND-RELATED SUPPLY-SIDE RELATED

ORGANISATION NATURE OF PARTNERSHIP IMPLICATIONS IMPLICATIONS

Netcare Hospitals Strategic partnership 1) To give exposure to * These strategic partnerships have contributed
Learnership: Higher Certificate occupational work towards employability given the work-readiness
in Nursing. 2) To acquire occupational after completion of the learnership. This claim is
(Start date: 30 Aug 2023 competence through evident from the tracer sFudies condugted over
End date: 30 Mar 2025) structured components of the years by HWSETA which have conﬂrmgd

theory and practical work the work-based training through learnership as

Environment and Language Strategic partnership experience. a legitimate training-for-employment model.

Educational Trust Learnership: FETC: Early Learnership programmes in the health sector
Childhood Development had better prospects of employment upon

completion than those in the social sector.
Importantly, evaluation studies showed that
learnership programme had more resilience
Wits Health Consortium Strategic partnership during the COVID-19 period in terms of

(PTY) LTD Learnership: Pharmacist absorption to employment of beneficiaries upon
completion.

(Start date: 23 Jul 2023
End date: 23 Jul 2025)

Assistant Learners (Basic) &
Pharmacist Assistant Learners Employment of beneficiaries confirm acquisition
(Post Basic) of occupational competence and evidence of
(Start date: 23 Jun 2023 demand for it by the labour market.

End date:23 Jun 2025)

Challenges and mitigating factors: While the
learnership programme is effective in its
outcomes (value-add) it has implementation
challenges of not achieving all its planned
targets due to employers not having appetite
to take workers from the areas of employment
for longer periods. HWSETA’s implementing
division has commissioned a research study
on this aspect for consideration in its review
of how learnerships can be more responsive to
this concern by employers to find a conducive
balance for being at work and at training at a
reasonable level.
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INSTITUTION/PARTNER
ORGANISATION

NATURE OF PARTNERSHIP

IMPLICATIONS FOR SKILLS PLANNING

DEMAND-RELATED
IMPLICATIONS

SUPPLY-SIDE RELATED
IMPLICATIONS

Higher Education
Training Health Wellness
Development Centre
(Higher Health)

Strategic partnership
(Non-credit bearing skills
programme bundle: Psycho-
social support and mentoring
programme for GBV and
mental health support)

Start date: 30 Aug2023

End date: 30 Mar 2025

University of KwaZulu-
Natal

Strategic partnership
(Non-credit bearing skills
programme bundle: Training of
traditional health practitioners
on leadership in primary
healthcare, principles in
traditional medicine, and
project implementation)

Start date: 22 Sep 2022

End date: 22 Sep 2024

Wits Health Consortium
(PTY) LTD

Strategic partnership:

A broad outline for the
provision and support of skills
development activities

Start date: 03 Jun 2024

End date: 03 Jun 2027

1) To introduce a new skill

2) To acquire additional
knowledge

3) To improve productivity
4) To improve service
provisioning

Strategic partnerships from skills programmes
have contributed towards introduction

of new skills and knowledge contributing
towards productivity and service provisioning.
Importantly, HWSETA’s commitment towards
the non-credit bearing programmes from
planning and resource allocation as an indicator
illustrates adaptability and responsiveness

to sectoral and context-specific needs which
are demand-led. As such, the value is these
programmes affords HWSETA sufficient flexibility
to detect new needs as they emerge in the
sector.

Thus, HWSETA’s skills programme has
contributed towards professionalization of

the sector by closing skills gaps or skills
deficiencies.

Challenges and mitigating factors: While the
skills programmes are effective, the programme
implementation challenges in terms of slow
implementation due to non-availability of
workers for training because of the demands

of their jobs. As such, the programme has not
been able to achieve its planned targets.
HWSETA’s implementing division has
commissioned a research study on this aspect
for consideration in its review of how skills
programmes can be more responsive to this
concern of employers.

Durnacol Skills Hub

Strategic partnership
Artisans/Apprenticeship
Training: Millwrights
Start date: 30 Jan 2024
End date: 30 Sep 2028

Air Conditioning and
Refrigeration Academy

Strategic partnership
Artisans/Apprenticeship
Training: Refrigeration
Mechanic (Commercial)
Start date: 13 Sep 2023
End date: 13 Sep 2025

* To support the training of
students in trades that are
in demand to increase the
number of qualified artisans
in the country

* To acquire occupational
competence through
structured components of
theory and practical work
experience.

The strategic partnerships from artisanship have
contributed positively towards employability in
the past as confirmed by evaluation studies. The
latter is premised on the work-readiness after
completion of the artisanship and technical and
occupational competence confirmed by the
trade test and absorption to employment.
Absorption to employment is evidence of
demand from the labour market. Thus, the
existing partnership has the high likelihood to
produce the same positive results.

Challenges and mitigating factors: The
artisanship programme is both effective and
efficient given its achievement of targets in

the recent past emanating from monitoring

of implementation and timeous reporting

by employers. Thus, the current existing
benefits stand to benefit positively from the
implementation model that has been adopted
for artisanship programme.

Given the national vision of the artisan of the
decade which aims to produce 30 000 artisans
annually by 2030, these artisan development
partnerships offer added value to the HWSETA’s
contributions.
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INSTITUTION/PARTNER
ORGANISATION

NATURE OF PARTNERSHIP

DEMAND-RELATED
IMPLICATIONS

IMPLICATIONS FOR SKILLS PLANNING

SUPPLY-SIDE RELATED
IMPLICATIONS

* University of Limpopo

* Cape Peninsula
University of Technology

* Rhodes University

University of
Johannesburg

University of KwaZulu-
Natal

University of Cape Town

* Durban University of
Technology

University of Pretoria

* Nelson Mandela
University

* North-West University

Stellenbosch University

Strategic partnership
Undergraduate Bursaries

Start date: 01 Apr 2022
End date: 31 Mar 2026

To increase the number of
workers and unemployed
persons that enter,
re-enter and complete
bursary programmes on
qualifications funded by
the HWSETA

The strategic partnerships supporting
undergraduate bursaries have increased the
supply of a skilled workforce towards high-end
skills by opening doors to further learning from
undergraduate to post graduate studies. The
partnership’s value-add is also in its specific
targeting of the ‘missing middle’ students who
do not qualify for NSFAs bursary funding.
Evaluation studies have also confirmed that
undergraduate bursaries lead to a reasonable
level of absorption to employment.

Challenges & mitigating factors: Completions
remain a challenge given that students ordinarily
take more time to complete their studies. Thus,
aspect of the programme still needs continuous
improvement in efficiencies. 15 public TVET
colleges

15 public TVET colleges

TVET vocational bursaries and

experiential learning

Start date: 01 Apr 2022
End date: 31 Mar 2026

Establish schools of health
and social development
within TVET Colleges
Support artisan training
programmes

Support work-readiness
programmes

Support animal health
technicians training
programmes

Facilitates the delivery of HWSETA qualifications
within TVET colleges

Contributes towards the maintenance of
hospital equipment.

Improves the employability of graduates
Secures animal health for food production
Challenges and mitigating factors: Accreditation
standards not evenly met across TVET colleges.
Thus, standardisation has been adopted by the
HWSETA for uniformity of the intervention.

TARDI

Animal Health Technicians

Start date: 01 Apr 2022
End date: 31 Mar 2026

To enable students who are
enrolled with the college to
gain workplace experience
in line with curriculum for
them to graduate

Linking the world of work and education through
training for employment.

Challenges and mitigating factors: whilst this
programme is effective a solution needs to be
found in terms of articulation from animal health
Technicians to Bachelor of Veterinary Sciences.
More consultation with relevant stakeholders is
required for better articulation pathways.

University of Cape Town

* Cape Peninsula
University of Technology

* Rhodes University

University of KwaZulu
Natal
University of Western
Cape

University of North-West

University of Limpopo

University of Sefako
Makgatho
University of
Johannesburg

University of Venda

University of Pretoria

* Nelson Mandela
University

* Durban University of
Technology

« Stellenbosch University

University of Fort Hare

University of South
Africa

Postgraduate Research

Bursary programme Bursaries

Start date: 20 Oct 2023
End date: 20 Oct 2028

To increase access into
post-graduate higher
education programmes

To create a pipeline of
candidates that qualify to
enter into Master’s degrees
and PhDs

Increases the number of people with high-level
skills in the sector to qualify to become lectures
at higher education institutions

To fill hard-to fill vacancies that require high-
level and/or specialised skills

Recent evaluation studies confirm that
postgraduate degrees facilitate progression
which saw most beneficiaries change their jobs
and nature of employment towards permanent
positions upon completion. These outcomes
confirm value of the programme to the sector
and country thus presenting a logical basis

for the success of the current and future
partneships under postgraduate research
bursary programme.

Challenges and mitigating factors: While the
completions have ordinarily taken longer, in
2023/ 24 financial year monitoring and follow-
ups saw more reporting on completions.

Thus, partnerships on this programme are both
effective and efficient. Given effectiveness

of the partnerships for this programme,
resourcing and budgeting is to be improved at
disaggregated level for desired outcomes.
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INSTITUTION/PARTNER
ORGANISATION

NATURE OF PARTNERSHIP

IMPLICATIONS FOR SKILLS PLANNING

DEMAND-RELATED
IMPLICATIONS

SUPPLY-SIDE RELATED
IMPLICATIONS

East Cape Midlands TVET
College

Lecturer Development
Start date: 01 Apr 2023

¢ Improve capacity of
lectures which contribute to

Skilling and upskilling to improve quality of
education and productivity

* TARDI End date: 31 Mar 2026 the quality of education « Challenges nd mitigating factors: Accreditation
+ Central Johannesburg * To improve lecturers’ skills challenges experienced by colleges.
TVET College for conducting assessments Going forward verification of accreditation
« South-West Gauteng requirements will be conducted.
TVET College * There is also low reporting of completions
« Northern Cape Rural because the training is quality assured by other
TVET College SETAs which causes delays. Going forward,

Northlink College
College of Cape Town

more collaboration for sharing of data to report
performance will be advanced.

* NPSWU Worker Leader Training (Trade  * To support workers » Capacitated leaders of trade Unions with
« NEHAWU Unions) to access credit and required knowledge on labour issues
« HOSPERSA Start date: 01 Apr 2023 non-credit bearing skills * Challenges and mitigating factors: There are

End date: 31 Mar 2025

programmes

To empower capacity
building of worker leaders

some challenges of incomplete documentation
which will be mitigated by verification and
completeness assessment.

of trade unions in the
sector

To enable participation

of trade unions to

meet conditions and
requirements for their
registration with the
Department of Employment
and Labour

PROFESSIONAL BODIES

South African Pharmacy
Council (SAPC)

Framework for co-operation o
and co-ordination to promote
information sharing and
research

Start date: 01 Jul 2023

End date: 30 Jun 2026

To cooperate in the
following areas.

This partnership is valuable and has contributed

to two research projects namely. 1) The extent

and nature of the supply and demand of pharmacy
human resource personnel: A case of education
and training landscape. 2) Investigating the
association between employee wellness (physical
and mental health) and the working environment of
pharmacy human resources in South Africa

Stakeholder mapping and
profiling project

Policy analysis project
¢ Demand side analysis
project

Supply side analysis project

Partnership analysis project
¢ Data sharing for research
and evaluation of
programmes and projects

The determination of the most successful of the strategic partnerships is premised on the partnership approach and
strategic outcomes. One of the key strategic outcomes of the HWSETA is to promote linkages between education and
the workplace to increase access to work-based learning opportunities for the unemployed in the sector. This strategic
outcome is cascaded from NSDP outcome 3 ‘linking education and the workplace’. In essence, the proposition is that
work-based training is a training for employment model. As such, partnerships with employers ensures realisation of
HWSETA’s sustainable skills pipeline skills priority which enables entry into employment through access to workplace
experience. Strategic partnerships that stem from learnership programmes are deemed the most successful given that
hey have the greatest number of employers participating. This has been confirmed by evaluation studies on the employ-
ment of unemployed beneficiaries upon completion within a short period of time (six months or less). Even during the
COVID-19 pandemic, evaluation studies confirmed the resilience of the learnership programme in its outcome of absorp-
tion of beneficiaries to employment. Thus, strategic partnerships from learnership programmes are the most successful
given its contribution towards the realisation of sustainable skills pipeline in the sector. Research evidence-informed pri-
oritisation of strategic partnerships from learnership programmes in both nursing and pharmacy related qualifications as
occupations in demand from intermediate skills levels has yielded employment. With learnership programmes being the
most funded programme under the Discretionary grant, this illustrates that HWSETA’s resource allocation is responsive
to sectoral needs and indeed creates and transfers value back to the sector.
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4.4 PROPOSED PARTNERSHIPS

The HWSETA has decided to take the partnerships that they have already established to the next level within the con-
straints of their budget. In addition, new partnerships are proposed that relates to the following:

e A partnership with small and micro enterprises (SMEs) and levy exempt organisations to increase the number of entry-
level workplace experience for the youth and to expand production capacity of rural cooperatives.

@ A planned partnership between the HWSETA and SACSSP to develop standardised and pilot induction standards for the
Social Work Prok Profession for the newly qualified or employed Social Workers.

e A partnership with SAMED for the training of health occupations, particularly unemployed graduates, to obtain the
designation of Medical Coders and thus find jobs as Medical Coders. Also, this will increase the number of Certified
Medical Coders in the country and thus support the implementation of the NHI.

@ A partnership with the South African Society for Physiotherapist in order to support Physiotherapists with the
necessary skills for going into Private Practice

e A partnership with the Pharmacy Council to support research on mental health challenges of Pharmacists.
e A partnership with the DPSA in order to gain access into the PERSAL database.

e A partnership with Department of Health on training of health professionals on social determinants of health as a skills
programme or continuous professional education.

e A partnership with Public Service SETA (PSETA for sharing of data (WSP/ATRs) and for massification of digital literacy
skills to staff in the Departments of Health and Social Development.

o A partnership with South African Medical Association (SAMA) to train unemployed persons as certified ICDL coders
which is an international qualification and foundational to successful implementation of the NHI.

e A partnership for co-funding and collaboration in offering training programmes and internships to municipalities. These
will include environmental health practitioners, surveillance, and ward-based nurses in the area of primary healthcare.

@ A partnership with South African Veterinary Council (SAVC) to train subsistence farmers in animal health and disease
prevention.

o A partnership with National Electronic Media Institute of South Africa (MEMISA) to offer training in digital literacy to
rural youth.
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4.5 CONCLUSION

The establishment of partnerships with entities such as education and training institutions, employers, statutory bodies,
community organisations, and trade unions has been at the heart of HWSETA skills development operations. The partner-
ships are structured to provide multiple entry points into work in the health and social development sector. Multi-partner

cooperation enables the development of industry-relevant knowledge, skills, capabilities, and attitudes required to per-
form in accordance with the norms, standards, and ethical framework for each occupation.

All new partnerships will be aligned to the NSDP 2030; the ERRP Skills Strategy 2022; the Gender-Based Violence Policy
Framework for Post-school Education and Training System 2020; the Sector Strategy for Employment of Social Service Pro-
fessionals 2021; and priorities of all other government strategies. HWSETA will continue to work with its current partners
and will engage in new partnerships and projects to strengthen mechanisms for skills provision to the health and social
welfare sector. HWSETA partnerships produced mixed results in the past: while well-planned partnership structures, sup-
portive networks, and the involvement of all beneficiaries contributed to the success, progress was hampered by a lack of
finance, poor stakeholder responses in some instances, labour market constraints that prevented learners from entering
gainful employment, most recently consequences of the COVID-19 pandemic, and further budget constraints. Moving
forward, the HWSETA will continue to adopt corrective measures and different strategies to advance the successful pro-
duction of skills. By increasing its capacity to track the progress of partners, providers, and learners through research,
the HWSETA will be able to respond to challenges sooner, to improve the outcomes of skills development partnerships.
The HWSETA will continue to engage with its stakeholders and conduct research to keep abreast of changing skills needs
in the sector.
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5 SETA MONITORING AND
EVALUATION
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5.1 INTRODUCTION

In terms of the NSDP2030 SETAs are required to monitor and report on their performance regularly. This means that the
HWSETA must report on the value that they add and the contribution that they make to the improvement of the skills
situation in the country. This chapter outlines the monitoring and evaluation framework and approach of the HWSETA.

5.2 MONITORING AND EVALUATION POLICY FRAMEWORK

The HWSETA has a Monitoring and Evaluation Policy (M&EP) which is aligned with the Government-wide Monitoring and
Evaluation System (GWM&ES) 2007 as well as the DPME Revised Framework for Strategic and Annual Performance Plan-
ning 2019. The GWM&ES is essentially aimed at contributing to ‘improved governance, promote learning and enhance the
effectiveness of public sector organisations and institutions and accountability reporting’. The GWM&ES objectives also

include the collection, collation, analysis, and dissemination of information on the progress and impact of programmes.
The M&E policy is essential in strengthening the HWSETA'’s strategic planning, performance monitoring, evaluation, and
reporting system. The monitoring and evaluation policy aspires to strengthen governance within the sector by improv-
ing transparency, strengthening accountability relationships, and building a performance culture that will foster better
achievement of strategic objectives through good-practice approaches to project management. To ensure that the HWSETA
achieves its objectives, regular monitoring and evaluation of projects and programmes are necessary. This enables man-
agement to assess the effectiveness of its decisions and actions. It also provides management with information on which
they can base future decisions.

The M&E approach adopted by HWSETA defines the SETA as a learning organisation'’, where accurate, quality data and
precise analysis inform strategic planning, decision-making, and prioritisation of interventions. This enhances strategic
corporate learning and empowers the Accounting Authority with credible data to critically reflect, respond quicker, justify
their actions, and account for expenditure. The Performance Monitoring Plan as defined in the M&EP for HWSETA has
been designed with several objectives in mind. It provides a tool to:

e Monitor and evaluate the effectiveness and efficiency of projects;

® Measure project progress and project risk management;

Report accurate reliable information to its governance structures and stakeholders;

Generate appropriate information to enable the organisation to grow, learn lessons, and share best practices; and

@ Use for accountability, planning, and implementing of HWSETA sector skills needs interventions.

10 A learning organisation is an organisation skilled at creating, acquiring and transferring knowledge, and at modifying its behaviour to reflect new knowledge and insights. It
is an organisation that insists on accuracy and precision of data (evidence), rather than using assumptions as background for decision-making (factbased management).
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5.3 APPROACH AND INSTITUTIONALISATION OF MONITORING
AND EVALUATION

HWSETA has established the Research, Information, Monitoring, and Evaluation (RIME) unit which accommodates the
inter-relatedness of the different functions or processes regarding M&E. The focus of RIME is therefore to strengthen the
planning, monitoring, implementation, and reporting framework activities. The tool for the execution of M&E is the Mon-

itoring and Evaluation Reporting Plan (MERP), which is designed to evaluate and monitor how effectively and efficiently
strategic output and outcome indicators contributed to the desired change. The overall goal of the MERP is to provide
critical information not only to HWSETA and DHET to guide implementation to achieve programme objectives but also to
employers and other interested stakeholders. The approach of the HWSETA to monitoring!! is the following:

Articulating programme or project objectives;

Linking activities and resources to programme or project objectives;

Converting the programme or project objectives into performance indicators and setting targets;

Regularly collecting data on these programme or project indicators and comparing actual results with targets; and

Reporting progress on a programme or project to managers and alerting them to complications.

The approach of the HWSETA in terms of evaluation'? is the following:
® Analysing why intended outcomes were or were not achieved;

® Assessing specific causal contributions of activities to outcomes;

e Examining successful and unsuccessful outcomes;

e® Providing insights into outcomes, underlining significant programme or project achievements, and recommending
improvements where necessary; and

e Recommending research projects to further enhance the evaluation of certain skills development interventions.

The approach of the HWSETA in terms of impact assessment'? is the following:
@ Reviewing all monitoring and evaluation activities, processes, reports, and analysis;

e® Providing an in-depth understanding of various causal relationships and the mechanisms through which they operate;
and

o Synthesising a range of programmes and projects and using a tracer study methodology to identify and measure impact
indicators that are a direct result of skills development interventions.

11 Monitoring refers to the regular systematic collection and analysis of information to track the progress of programme or project implementation against pre-set targets and
objectives - did we deliver?

12 Evaluation refers to the objective, formal, periodic, structured and systematic analysis of programme or project performance - what has happened as a result of the pro-
gramme or project?

13 Assessment of the impact of a programme or project refers to the value or contribution the outcomes have caused - have we made a difference? Impact assessment is a
comparative exercise conducted to assess the degree to which the intended net effects of social programs (interventions) have been achieved.
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5.4 MONITORING AND EVALUATION OF STRATEGIC PRIORITIES

Achieving strategic priorities remains the focus of the HWSETA. Experience has shown that it is critical for the RIME to

be involved in the planning phase of projects to ensure continuous tracking of progress and sustainability of programmes.
The monitoring of projects and programmes enables the effective management of risk. Learning from experience the
following mechanisms are now in place to ensure the achievement of strategic priorities:

e Involving the RIME unit in the planning phase of programmes and projects;

e Providing insights to improve planning - training and making managers aware of linking strategic outputs to outcomes
in such a way that it will ensure impact;

e® Decentralising monitoring to regional offices - the regional offices are firstly closer to the programmes and projects and
secondly, they have more capacity because they have fewer programmes and projects to monitor;

e Forming partnerships with stakeholders such as employers who are determined to be successful in achieving strategic
outputs and ensuring value creation by making a meaningful contribution towards the achievement of outcomes; and

o Not focusing only on avoiding risk but focusing on achieving a result that will have an impact on the lives of each
unemployed and employed learner who are beneficiaries of HWSETA programmes and projects.

The 2024/2025 SSP update of the HWSETA listed three skills development priorities, and all priorities informed the
strategic plan update of 2024/2025 and cascaded to performance indicators for implementation through the annual
performance plan. The SSP primarily informs the situational analysis of the strategic document through the synthesis of
sectoral needs and priorities identified. The three skills priorities are: skills pipeline into the health and social develop-
ment sector; professionalisation of the workforce; and vital skills required for the developmental state. The three priorities
directly relate and express the ERRP strategic objectives and the obligations of the HWSETA in this regard. For example,
the HWSETA increased funding to escalate access to programmes and workplace experiences resulting in qualifications
that are in high demand in the health sector, in this way ensuring the skills pipeline (ERRP interventions three and five);
and retraining and up-skilling of employees to preserve jobs as well as ensure the continued professionalisation of the
workforce (ERRP intervention 7). The priorities are also in line with the Sustainable Development Goals (target 3c) for
low- and middle-income countries training and retention of the health workforce.
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a) The skills pipeline into the health and social development sector

The sustainable skills pipeline enables entry into employment in the health and social development sector at different
entry points across PSET sub-systems. The White paper for Post-School Education and Training (2013, p.viii) proposes
that “employers must be drawn closer to the education and training process”. As an implementation strategy, the National
Skills Development Plan (DHET: NSDP 2019 p.16) conceives “the role of SETAs as intermediary bodies [which] is posited
as a key factor in linking the world of work and education”. More recently, the Skills Strategy that supports the ERRP
states under intervention five the importance of “Access to workplace experience”. This intervention focuses on ensuring
that the strategy considers those individuals who have completed learning but cannot access the workplace in the absence
of experience. This supports intervention five of the ERRP: access to workplace experience. In this respect, the sustainable
skills pipeline of the HWSETA is primarily implemented through work-based training as a way of managing the linkag-
es between institutional and workplace learning. To this end, the HWSETA establishes partnerships with employers to
increase the number of work-based experience opportunities. In terms of M&E Table 5-1 illustrates the extent to which
HWSETA allocated its resources and achieved against set targets of the two key indicators of the skills pipeline to enable
employment. The third indicator indicates the extent to which the WBL, as the model of implementation, is effective in
realising intended outcome.

In 2023/24, the HWSETA performance on the WBL student placement both at partnership level and student achievement
level was at the level classified as moderate success [26%-50%]. However, accumulatively from 2020 to 2023, HWSETA
performance has been with substantial progress [76%-99%] with respect to WBL student placement both at partnership
and achievement level. With respect to completion rates of the WBL programme, significant progress [51%-99%] was
achieved in 2023/24 but accumulatively (2020 to 2024) only moderate success [26%-50%] was achieved. Three factors
were highlighted to explain this level of performance. These were budget constraints as part of managing the HWSETA’s
overcommitted state, this reduced number of leaners recruited, and delayed registrations. At the outcome level't, 73%
(substantial progress) of qualified WBL unemployed learners finding employment within six months in 2022/23 finan-
cial year. These findings illustrate that the employers in the sector may experience the delayed negative economic effect
of COVID-19. This confirms that employment is dependent on both supply and demand side factors. It can therefore be
deduced that the HWSETA'’s skills pipeline priority is being implemented appropriately and efficiently with its outcomes
strongly influenced by labour market factors. Further, the HWSETA’s skills pipeline illustrates that the health and social
development sector is also affected by economic factors, visible in the high national unemployment rate.

14 2022/23 figures are currently being used since the evaluation studies are ongoing. Thus, updated reporting at outcomes level to be accounted for in the final draft submis-
sion in August.

72 HWSETA | SECTOR SKILLS PLAN 2025-2030




ssaugoud [enueisans [%66-%9/]

pouad Suiiodal

‘Ecoz-ozoe . aU1 Ul VLIISMH Ui sdysiauied ygnoiy
$5900Ng 91PN [%05-%97] %9L I Suiules| Joj seoe|dsuiom Jiayy dn uado pouad Buriodal sy} ul
$202-£202 686 801 00¥ oYM 103085 ay3 ul siakojdwa Jo JaquinN V1ISMH 8u} yim sdiysiauiied ysnodyl Sujules| 1oy
saoe|dyJom Jiayy dn uado 10308s 8y} ul siakojdw3
$$9130.d POOY) [%G/-%
d PO09) [%G/-% 1G] (sdiyseonuaidde pue V1ISMH a1 Aq papunj swwesSoud
RAA A1 14 ‘sdiysIauIEa] ‘SAIYSUIDIUI “TIM AHSISAIUN diysuieiul pue “Aiesing ‘diysisu.es) ‘uesilie ayy
$5918014 POOY [%G/% 1] %0£ %09 pue ‘13A1) sewwesSoid g ol u pajjoaua oym spuepms pakojduieun Jo Jaquin
:€202-2202 ¥81 Gl 9252 Gy¢ ¥ paJejus sjuapnis pakojduiaun Jo soquiny Aunnoy
$5800n§ 21eJapOIN [%05-%92] VIISMH V13ISMH au1 Aq papun} awweidold
‘¥202-0202 . au3 Aq papuny swwesSold diysulsul pue diysutsjul pue Alesing ‘diysiauies| ‘uesiie ayj
ssa1301d poo9) [%G/-%16] I %€9 iesing ‘diysiaules| ‘uesie ayy a39|dwod 819|dwoo oym sjuspnis pakojdwaun Jo Jagquuny
¥202/€202 899 €l e 6€6 7 oym sjuapnis pakojdwiaun Jo JaquINN indino
SINIWWOD £202-0207 ¥202/£202 ¥202/£202 YOLVOIANI T3ATT NIVHO LINSTY
AIN3INIAIIHOV ANIWIATIHOV 1394Vl
JAILVINNND
powad o1881elis Y3 ul YIISMH
a3 Aq papuny sisuies| Jo Sululel} pue
uo13eONpPa ay3 104 Y13ISMH 8yl yum Jaulied pouad 213918118
BUI|9Seq OU SNYL  oym 9o10eId JO SOIIUNWIOD PUE ‘SaIpog  dY3 Ul 103108 dJejjam pue yijeay ayj uj saiunijoddo
§59130.d PO0Y [%G/ 01 % 1] %89 %99 12/020¢ Ul pasueyd sem Jojeolpul Jafojdwa pue [euoissajoud ‘suonniysul  SUIUIEBS| PASEG-IOM 9SOl 0} 90B|d3IoM B} pue
€202-020Z 8 £2/2202 9% € %08 uoneonpa j0oyas-1sod Jo aSejuadisd  UOHEBONPS UdaMIaq saSexull sejowold Y1 ISMH ByL
- ‘pouiad 01381818
0 0
$52.30.4 [BNUEISANS [%66 01 %9/] (Apms Jooeu}) swwesSoud U UII0J0BS BIBJOM PUE U3[eay Sy} Jo sowwe.soud
:€202-0¢02 . . auljaseq ou sny} Suiuea] ay) Sus|dwod Jo SYIUOW XIS pajoalip Ajjeuoiiednooo ojul ‘pakojdwaun ayl Aq
$8900Ng 81J3POIN [%0G 03 %9¢] E %EL 12/020z Ul padueyd sem Jojedlpul ulynm JuswAoldwa Sujpuly sisuIes) ‘$5900B PaseaIoul 0} $8INGLIU0D I ISMH 8yl
‘€202/2202 %9 %¥ %09  pakojdwaun Tgm payienb Jo s3e1us0lad awodInQ
SINIWWOD €202-0202 €20z/2202 SUAS YOLVOIANI T3A37 NIVHD 11nS3d
LN3IWIAIIHOV ANIWIAIIHOV 1394vL
JALLYINNND

sieak G uo1e pa1oNpuod aq o

0£0¢ Aq 10108S aJejjam pue yijeay syl Joj salenpels Apeas-4om pue siaxiom aAionposd Suisessoul saonpoad eyl waisAs [00yas-1s0d ayi Jo Juawdojanap 8yl 01 $8INgLIIU0D V[ ISMH UL

Z Juawaje)s joeduwij

vz/<€z0oz ‘aunadid sypjs ayy ;| Aysond sqpys Jo IR L-G d|qelL

73

HWSETA | SECTOR SKILLS PLAN 2025-2030



b) Professionalisation of the workforce

The NSDP posits that South Africa has low productivity, transformation, and mobility in the workplace “largely as a re-
sult of inadequate, quality assured training for those already in the labour market” (DHET: NSDP 2019 p.17). It is in this
context that the professionalisation of the workforce, as a skills development priority identified by previous SSPs, seeks
to contribute to skills interventions targeting the employed workers to improve service quality, efficiency, and change
service provision with the view of improving “the overall productivity of the economy” (NSDP 2019, p.18). In essence, the
primary focus of professionalisation of the workforce is upskilling to improve quality and productivity. At an implementa-
tion level, HWSETA prioritises the PIVOTAL programmes for those in the labour market to acquire qualifications or part
qualifications on the NQF. These include learnerships, internships, apprenticeships, and skills programmes (including
the NGO/NPO and trade union officials), adult education training, lecturer development, and recognition of prior learning
for the employed labour force (see Table 5-2 below). It supports intervention seven of the ERRP: retraining/up-skilling of
employees to preserve jobs.

In 2023/24, the HWSETA performance on the workers in the PIVOTAL programmes at entry was at moderate success
[26%-50%] while programme completion performance was at achieved/exceeded level [>=100%]. Accumulatively (2020-
2024), HWSETA has achieved and exceeded targets for student enrolment capacity and performed with significant prog-
ress on their programme completion as shown in Table 5-2. Notwithstanding moderate to low achievement in 2023/24,
accumulatively (2020-2024) these findings illustrate that HWSETA’s implementation is in the right direction of contrib-
uting towards productivity for country’s competitiveness in the global economy. It can therefore be deduced that the
HWSETA'’s professionalisation of the workforce is being implemented appropriately and efficiently. Outcomes!® validate
the latter claim as it shows that 94% of workers confirmed that their training funded by HWSETA led to productivity after
completion. Further assessment should be conducted on the same cohort after a reasonable time to gauge if there is an
increase in progress through promotion.

15 2022/23 figures are currently being used since the evaluation studies are ongoing. Thus, updated reporting at outcomes level to be accounted for in the final draft submis-
sion in August.
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c) Vital skills required for the developmental state

Vital skills required for the developmental state refers to supporting large-scale skills development interventions needed
for the state to enhance the lives, health, well-being, and livelihoods of its citizens. By definition, “a discussion about a
developmental state is about state capacity...able to construct and deploy institutional architecture within the state and
mobilise society towards the realisation of its developmental project” (Public Service Commission 2013 p.2). Thus, this
skills priority focuses on supporting the capacity of the public sector and NPO/NGO sector. By design, the nature of sup-
port is more institutional to effect change systematically at a large scale rather than at an individual level.

In pursuit of the formation of skills required for state capacity, the NSDP advances the White paper on the PSET position
which “proposes an expansion of this institutional type [TVET] to absorb the largest enrolments growth in the post-school
system... [with the view that] the growth of stronger TVET colleges will expand the provision of mid-level technical and
occupational qualifications” (2019 p.19). The NSDP further acknowledges the need to accommodate or extend access to
those that do not qualify to transit to PSET-sub systems such as TVET colleges and universities due to them either not
completing their schooling or never attending school. This group has culminated in what is mostly known as the ‘Not in
Employment Education and Training (NEET)". As a solution, the NSDP acknowledges Community Education and Training
(CET) institutional type to “cater for the knowledge and skills needs of the large numbers of adults and youth requiring
education and training opportunities, unemployed people, and those employed but in low or semi-skilled occupations”
(DHET: NSDP 2019 p.20). This supports interventions two and three of the ERRP: updating or amending technical and
vocational education programmes, and increased access to programmes resulting in qualifications in priority sectors.

Atan implementation level, the vital skills priority is advanced both at the institutional and individual level to support the
capacity of the public sector, TVETs, and CETs. The table below illustrates the institutional support intervention for public
sector capacity and interventions at the individual level for TVETs and CETs. In terms of implementation performance,
HWSETA overachieved at 167% against set targets for 2023/24 on the number of projects aimed at public sector education
and training in the reporting period. At learner/student level intervention, HWSETA achieved moderate success at 67%
against the set target of the number of learners supported in TVET colleges, and other public colleges. The same trend
was observed from 2020 to 2023 where HWSETA achieved and exceeded set targets at institutional level while having
significant progress at student level. The support speaks to TVETs and CETs capacity through expansion of education and
training.

Table 5-3 M&E of skills priority 3: Vital skills required for the developmental state, 2022 /24

TARGET ACHIEVEMENT ACHIEVEMENT RATING OF PERFOR-
INDICATOR 2023-2024 2023-2024 2020-2023 MANCE
Institutional level: 6 10 52 [>=100%]
Number of education and training projects aimed 167% 141% Achieved/ Exceeded
at the public sector (DoH & DSD)
Learner/student level: 1682 1119 5904 [76%-99%]
Number of unemployed learners in TVET Substantial Progress

colleges, other public colleges, and CETs
- support TVET and CETs capacity through
expansion of education and training
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d) Update on the implementation of the ERRP skills Strategy during the 2023 /24 financial
year

Eight occupations within the ambit of the health and welfare SETA were identified through the ERRP Skills Strategy to
have skills shortages, together with a skill that is crosscutting several occupations, that is digital skills. The HWSETA
made a commitment to develop these skills in shortage through its funding programmes as follows:

Table 5 4 Intervention through which ERRP skills strategy will be supported by the HWSETA.

OCCUPATION LEARNING PROGRAMME THROUGH WHICH TRAINING WAS IM-PLEMENTED
Research and Development Manager 6.1 Entries: Post-graduate Bursary Programme for the employed
6.2 Re-entries: Post-graduate Bursary Programme for the employed
Safety, Health, Environment and Quality (SHE&Q ~ 19.1 ‘ Accreditation/re-accreditation of skills development providers
Practitioner)
Early Childhood Development Practitioner 291 ‘ Entries: Unemployed learnerships
3.1 Entries: Employed learnership
6.4 Entries: Employed undergraduate bursary
Biotechnologist 271 ‘ Entries: Post-graduate Bursary Programme for the unemployed
27.2 Re-entries: Post-graduate Bursary Programme for the unemployed
27.4 Entries: Under-graduate Bursary Programme for the unemployed
27.5 Re-entries: Under-graduate Bursary Programme for the unemployed
Microbiologist 27.2 ‘ Entries: Unemployed post-graduate Bursary
7.1 Entries: University Graduate Internships
Environmental Scientist (Environmental 3.1 ‘ Entries: Learnerships for the employed
Technician)
291 Entries: Learnerships for the unemployed
Air-conditioning and Refrigeration Mechanic 4.1 ‘ Entries: Apprenticeships for the employed
26.1 Entries: Apprenticeships for the unemployed
Refrigeration Mechanic 4.1 ‘ Entries: Apprenticeships for the employed
26.1 Entries: Apprenticeships for the unemployed

CROSS CUTTING SKILL

Digital Skills 31.1 Entries: Employed AET
211 Entries: Unemployed AET
8.1 Entries: Employed Skills Programmes
30.1 Entries: Unemployed Skills Programmes
16.1 Lecturer Development
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The training implemented for each qualification thus far is presented as follows:

Performance of the HWSETA on the development of skills for the ERRP Occupations with skills shortages!'

Figure 5-13 Annual Achievement of Strategic Priorities 2023-2024
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Of the 1271 ERRP skills strategy set targets by HWSETA, as shown above, 82% (963/1172) been achieved by end of the
2023/24 financial year. Thus, HWSETA performance in 2023/24 has been with substantial progress [76%-99%] in imple-
menting the ERRP skills strategy.

16 This information is based on 2023-2024 performance information reports.
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5.5 PLAN OF ACTION

The M&E function of the HWSETA met a number of challenges during the strategic period when tracking funded learners

who completed skills development interventions. These challenges fast became barriers to measuring the level of success
of the HWSETA in achieving its strategic targets. These challenges together with mechanisms to systems strengthening

are discussed in the table below:

CHALLENGE OR LIMITATIONS

BARRIER TO MEASUREMENT OF STRATEGIC
OUTCOMES

MECHANISMS TO SYSTEMS STRENGTHENING

Inaccessibility of funded learners to
participate in M&E studies due to contact
details (cell-phone or telephone numbers
and/or postal addresses) that are no longer
in use. Also, the segment of population group
funded by the HWSETA, which is the youth are
not so responsive to email addresses.
Inappropriateness of project plans designed
for the implementation of skills development
interventions, where outputs will not lead to
any outcomes that can be measured.

Strategic target that is planned on the basis
of percentage learners that complete funded
programmes is compromised as not all
learners can be reached.

Strengthening of monitoring function to not
only involve compliance monitoring that is
conducted mid-programme but to introduce
beneficiary monitoring which is continuous in
nature. This will require utilisation of mobile
applications or web portals to reach learners
as these are linked to email addresses and
not only cell-phone numbers.

Inappropriateness of project plans designed
for the implementation of skills development
interventions, where outputs will not lead to
any outcomes that can be measured.

Deliverables designed for a project that are
at an activity level and not output level render
an intervention unmeasurable for outcomes.
An example, is the offering of a short-learning
programme to unemployed persons will

Project plans require to be evaluated for
appropriateness to strategic outputs and
outcomes before implementation in order to
ensure measurability of skills development
interventions for outcomes.

not provide any value as the unemployed
need documentation that may be verified as
credentials or proof of qualification.

Effective implementation of planning documents faced challenges of misalignment in the linking of strategic priorities to
relevant skills development interventions during the 2020-2025 strategic period. As such, measures aimed at improving
effective implementation of SETA planning documents are of critical importance for the 2025-2030 strategic period. These
are discussed in the table below.

MEASURES TO IMPROVE THE IMPLEMENTA-

CHALLENGES ROOT CAUSE TION OF PLANNING DOCUMENTS

Decentralisation of the development of
operational plans to divisional level, as
implementing divisions are expected to
develop operational plans that integrate
strategic priorities and skills development
interventions for implementation.

Develop an organisation-wide operational
plan that will integrate all strategic priorities
with skills development interventions into
one programme-based theory of change. This
will facilitate alignment between planning
documents and implementation, and thus
strengthen the achievement of strategic
outcomes.

Lack of integration of strategic priorities with
skills development interventions mapped in
the results framework contained in the APP
results in misalignment between strategic
priorities and skills development interventions
during implementation.

To improve skills planning the Research sub-division will enter into strategic partnerships with key stakeholders to gain
access to administrative databases that contain information pertinent to provide insights on skills development priorities.
Databases containing beneficiaries of the unemployment grant, for example can provide a source for the identification of
youth not in employment education and training (NEET) and their inclusion in the career portal database of the HWSE-
TA opening up opportunities for recruitment and selection into skills development interventions for the unemployed.
Increased access to administrative data will strengthen triangulation of data sources and credibility of skills planning
research.
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5.6 CONCLUSION

The HWSETA’s Strategic Plan is the main source that provides the framework for monitoring progress and measuring and

evaluating the impact of skills development interventions in the sector. HWSETA will continue to use the results of M&E
to identify the overall programme focus, streamline the implementation of current programmes and inform the develop-
ment and implementation of new strategies and programmes. This chapter has shown the performance levels toward the
sector priority areas. HWSETA’s accumulative performance from 2020 to 2024 is an overachievement for vital skills at
institutional level with substantial progress at student level. Similarly, accumulative performance of the HWSETA towards
professionalisation of the workforce in the sector indicates overachievement on enrolment with substantial progress made
on completions. For the unemployed work-based learning programme from 2020 to 2024, enrolment had substantial prog-
ress made while performance on completions was at a moderate level.
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6 STRATEGIC SKILLS
PRIORITY ACTIONS

©0000000000000000000000000000000000000000000000 o

6.1 INTRODUCTION

As the HWSETA is only one of several institutions tasked with the funding and provision of skills development for the sec-
tor, it is important to outline the specific role that the SETA will play. This chapter consolidates findings from the previous
chapters and presents the main skills provision priority areas of the HWSETA for 2025/26 and beyond, although there is
a five-year planning period. Skills priority actions are informed by the following: the analysis of the skills situation in the
sector; needs identified by stakeholders; the NSDP outcomes; key national policies; and the HWSETA’s own goals.

6.2 FINDINGS FROM PREVIOUS CHAPTERS

Key findings from earlier chapters are summarised as follows to guide the HWSETA in setting skills priority actions for

Chapter 1:
o

e Service provision depends on specialised professionals and skilled paraprofessionals.

the next planning period:

e Statutory councils have a core role to regulate almost all aspects of professions and occupations.
e NPOs are vital to state partners in providing community-based healthcare and social services.

e The HWSETA’s skills planning and provision must be aligned to regulatory requirements for the
sector’s workforce and the unique needs of service providers in the sector.

e The estimated increase in the number of people who are dependent on grants places a constraint on
the social development budget.

e At the occupational level, the demand for nurses remains a critical issue as they form the majority of
the sector’s workforce and form the backbone of most services offered.

e The incidence of unemployed medical practitioners due to budget constraints in the public sector is
alarming given the fact that there is a shortage of these professionals in the public service.
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Chapter 2:

o

The NDP and other change drivers envisage a functional state capable of delivering the full spectrum
of human development and healthcare needs.

The NHI is a major change driver, although final implementation may be slow as there are several legal
challenges to the Act from various organisations. However, Government has shown its commitment to
it in the 2024/25 budget allocation of funds to the NHI as part of the MTDP 2024-2029. The funding

is earmarked to enhance infrastructure and health systems, particularly information systems, address
findings from the Office of Health Standards and Compliance, advance the implementation of the ideal
clinic initiative, improve medication dispensing through the central chronic medication dispensing and
distribution programme, and provide proof of concept by piloting contracting units for primary health
care.

The need for primary care and community-based services, as well as the workforce, is expanding.

Skills development interventions must link to the NSDP, ERRP, and the MTDP 2024-2029 be targeted,
cost-effective, and prioritised to:

e build the developmental state;

® enable sustainable skills to pipeline into the sector;

e strengthen work-integrated learning;

e expand service capacity via the production of mid-level skills, and to
e professionalise the workforce.

Human resources planning in the public and private sectors, specifically in the provinces and rural
areas is critical to meet the current and future demands.

The anticipation is that the recent signing of the Sector Strategy for the Employment of Social Service
Practitioners will enhance planning, recruitment, deployment, and management of these professionals,
which is much needed.

The lack of a national integrative HR data system for the sector makes HR planning difficult.

Technology has a profound effect on the sector; the HWSETA reacts with a digital literacy strategy
that supports the National Digital and Future Skills Strategy for South Africa. The anticipation further
is that the National Digital Health Strategy for South Africa will strengthen health systems through
digital technologies, enhancing health service delivery and engagement.

The ERRP will remain a primary driver in the sector for the next couple of years and the HWSETA has
proof its continued commitment to the implementation of the strategy through its action plan.

Renewed focus from the MTDP 2024-2029 relates to the aspect of promoting social cohesion and
nation-building which seeks to promote the rights of women, youth, children and persons with
disabilities
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Chapter 3:
o

Effective delivery of national healthcare initiatives and social services programmes depends on a skilled
and professionalised workforce.

Employers face major complex and long-term skills challenges.

The skills needs for the public service component of the sector are complex and interlinked with the
availability of state funding for health and social welfare services.

Skills demand outstrips supply in certain occupational groups - most of all in the medical and nursing
professions.

The education system does not always produce the package of skills required in the workplace, i.e., the
combination of knowledge, clinical skill, capability, professional ethos, and work readiness needed when
entering the profession on day one. Therefore, in line with the ERRP Skills Strategy, the focus will be on
the provision of WBL opportunities to ensure the work readiness of entrants to the sector.

Leadership, strategic, and data analytical skills are needed at a high-level, and occupational health and
safety, and customer/client service skills at the medium and lower levels.

A strategic priority is to strengthen education capacity and clinical and practical training platforms,
especially for nurses, medical practitioners, and pharmacists.

The COVID-19 pandemic increased the demand for certain workers in the sector such as nurses, social
workers, and community health workers. However, many of the social- and community health workers

could not be retained afterwards. The HWSETA reacts with a strategy to support them to develop social
entrepreneurial skills.

The decrease in output of nurses is critical, therefore the support to the education and training of nurses
remains a critical priority. The HWSETA focus on prioritising post-graduate nursing qualifications is an
attempt to address the shortage.

Chapter 4:
o

Partnerships with training institutions, employers, and statutory bodies are structured to provide multiple
entry points into work.

The focus on WIL is important in this sector and aligned to the ERRP.

Through multi-partner cooperation, it is possible to develop the industry-relevant knowledge, skills, and
capabilities needed to meet the norms and standards for each occupation.

Chapter 5:

o

An M&E framework adopted by HWSETA is demonstrated as a management tool to assess decisions and
actions

An assessment of the M&E approach and the extent to which M&E has been institutionalised both as
technical competency and a system is conducted. Using the HWSETA’s three key development priorities,
a plan of action to strengthen M&E will be accompanied by program reflection sessions to see what
interventions could be implemented to improve our work, this critical to our mitigation measures.
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6.3 PLANNED STRATEGIC PRIORITY ACTIONS

The HWSETA has identified skills priorities for the sector and determined processes that need to be followed thereafter.

Skills implications for the national strategies and plans have been detailed in the previous chapters of this SSP. The HWSE-
TA’s actions in addressing skills priorities in the health and social development sector begin with the HWSETA’s process-
es put in place to set skills development priorities. This is followed by outlining the strategic goals of the SETA in line with
the identified skills development priorities and aligning the HWSETA’s strategic plans with national strategies and plans.

6.3.1 Skills Development Priorities

The HWSETA appreciates that the skills challenges faced by its sector are vast and exist at every occupational level. The
HWSETA also has a limited budget and shares the responsibility for skills development with many other role players
and stakeholders. Against this background the HWSETA identified the following 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 to enable the state to meet its service delivery obligations as a developmental state;
and

d. Implementation of skills development initiatives linked to the ERRP and MTDP 2024-2029.

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

The same priorities or strategic positioning of HWSETA remains unchanged in the sector for the coming strategic period
because the needs of the sector are the same while becoming more severe. The COVID-19 pandemic exacerbated demand
for health services making already existing sectoral needs more severe. With NHI being implemented, it is anticipated
to have the same ripple effects. Unemployment and particularly the NEETs continue to characterise the South African
problem. State capacity and NPOs remain more than relevant while compounded with challenges such as limited budgets
or funding in delivering social services to the population. Thus, the same skills priorities remain but with more emphasis
on new tactics in responding to the same but evolving problem.

With respect to a sustainable skills pipeline, HWSETA plans to have more focused or targeted interventions by accessing
databases on the NEETs and volunteers to profile and determine their skills needs for entry into employment. With respect
to the professionalisation of the workforce, technology changes in the sector requires more nuanced understanding of the
workforce’s levels of digital literacy to best customise training to the new evolving nature of work. Technology changes
will advance productivity in the sector from improving efficiencies while affording more time and focus of personnel to
care. As a response to shortage of nurse specialists, the HWSETA plans to focus on prioritising post-graduate nursing
qualifications but first prioritising all the previously funded beneficiaries in nurse bridging. With respect to supporting
the large-scale skills development interventions and reforms that are taking place in the sector i.e. change in qualifica-
tions from legacy qualifications to new qualifications necessitate continued support but with appropriate adjustments.
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Table 6-1 outlines the key challenges that exist in these skills development priority areas.

Table 6-1 Key challenges in the HWSETA skills development priority areas

SKILLS DEVELOPMENT PRIORITY AREA

KEY CHALLENGES

SUSTAINABLE SKILLS PIPELINE

NQF levels 1-4  Secondary school Gr 12 maths + Physical science and/or Life sciences
Effective career guidance
Communication skills
Low literacy levels of HBCs and CHWs
TVET Colleges Lecturer and infrastructure capacity to train in vocational occupations
On-site technical training nd links with industry
Access to accredited workplace training
Nursing and Ambulance The high drop-out rate in nursing colleges
colleges ) ) e s
Transformation of nursing colleges to teach under new qualifications set in higher
education
Set academic and clinical training capacity in higher education
Nursing training capacity of private hospitals limited by SANC
NQF levels 5 Post-school to first degree Financial assistance and bursary funding
to7/8 - : - - .
Limited academic and clinical training capacity
Practical work placement under required supervision levels
Slow growth in health sciences & veterinary graduates
NQF levels 8 Post-graduate & specialist Financial assistance and bursary funding
to 10 level o : o o :
Limited academic and clinical training capacity
Shortage of advanced nurses and nurse educators, medical specialists, social services
technical specialists
Sustained New entrants The gap between graduation, professional registration and entry to work in the sector
employment: ; ;
Up-skill in the Work-ready with Day One Skills to serve
workplace

Availability of public sector posts

Employers

Capacity to provide vocational training and work-integrated learning

Slow absorption of new professional graduates in the public sector

Leadership, HR and financial management; management of health facilities and social
welfare service facilities

Retention of health and social services professionals

Capacity to meet new norms and quality standards for services

Skills development challenges and needs of NGOs

Current employees

Scarce and critical skills shortages in key professions and occupations

Up-skill to meet new norms and standards for the practice

Skills distribution: urban vs rural areas

Health and social development information systems
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SKILLS DEVELOPMENT PRIORITY AREA KEY CHALLENGES

In service and New entrants Work-ready with Day One Skills to serve
at work

On-boarding and orientation of social services professionals

A mix of technical and practical skills with appropriate behaviours

Employers Positive and supportive working environments

Cost and time for CPD training

Meet diverse CPD training needs to retain registered professionals

Current employees Up-skill to meet the changed scope of practice requirements

Up-skill to attain new and higher-level qualifications

THE PROFESSIONALISATION OF THE
CURRENT WORKFORCE

Up-skill to meet new norms and standards for the practice

Articulation between vocational and other post-school occupational training

Public sector Learners/students Training at lower occupational levels often informal
NPO sector Service provision in the rights-based context

Candidate selection for large-scale scholarship programmes

New entrants Service provision in the rights-based context

Lack of posts to absorb new entrants into public service

Employers Weak governance and management systems in the public sector and NGOs

Sustainability of NPOs providing social services for state

Scale and diversity of training interventions required

Current employees Service provision in the rights-based context

GROW A DEVELOPMENTAL STATE

Large numbers of volunteers and part-time workers with poor/little skills

Weak accountability
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6.3.2 Strategic goals of the HWSETA

Table 6-2 outlines the HWSETA’s outcome-orientated strategic outcomes for the period 2024/2025 which are critical for
the achievement of the SETA’s legislative and policy mandates. These outcomes also provide context for the HWSETA’s
skills development priorities over the medium to longer term. These HWSETA strategic outcomes are aligned with the
NSDP outcomes and the ERRP.

Table 6-2 The HWSETA strategic outcomes for the period 2024 /2025

STRATEGIC OUTCOME-ORIENTATED GOALS OF THE HWSETA

1 Research, monitoring, evaluation, and impact system of the HWSETA provide a credible skill planning and evaluation system that ensures that its
funding initiatives yield a good impact in the strategic period.

2 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.

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.

4 The HWSETA provides quality assurance services for the health and welfare sector that ensures quality in occupational education and training
during the strategic period.

5 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

6 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.

7.  The HWSETA contributes to the improvement of the 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.

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

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

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

6.3.3 Measures to support national priorities and plans

This section considers the NDP, national strategies, NSDP, ERRP, SETA High Impact Programmes, Presidential Youth
Employment Initiative, and MTDP 2024-2029 which shape skills planning by the HWSETA. Through its multi-dimen-
sional agenda, the NDP gives prominence to three vital areas: economic growth and job creation; education and skills;
and building a capable and developmental state. The NDP offers a long-term strategy to grow employment and expand
opportunities through education, vocational training, and work experience; strengthen health and nutrition services, and
increase social security and community development (NPC 2012a).

In line with NSDP, ERRP, SETA High Impact Programs priorities, and MTDP 2024-2029 all projects and funding pro-
grammes of the HWSETA target the participation of learners who are African, women, disabled, youth, and residents of
rural areas. Furthermore, HWSETA’s partnerships with employers, public education institutions, and private training
providers are being strengthened for the integration of education and training. Priority is given to funding projects
that support economic transformation through inclusivity, and supporting skills development initiatives of SMEs, NGOs/
NPOs, and cooperatives. Priority is also given to new skills that may be emerging due to the 4IR; as a result, the HWSETA
undertook research to understand the current level of exposure and adoption of 4IR. The outcome of the research is ap-
plied in planning interventions that relate to 4IR.

Table 6-3 shows the link between the NSDP outcomes, the ERRP, SETA High Impact Programmes, MTDP 2024-2029, and
the HWSETA’s skills priorities.
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Table 6-3 Alignment of NSDP, ERRP, MTDP 2024-2029 outcomes and HWSETA skills development priorities

SETA HIGH IMPACT

NSDP ERRP PROGRAMS MTDP 2024-2029 HWSETA SKILLS DEVELOPMENT PRIORITIES
1 N/A Holistic digitisation e MTDP priority 1: ¢ Conduct extensive research to understand
and advancement Inclusive growth changing skills needs in general
of technological and job creation « Engage with stakeholders, training
infrastructure, research providers, employers and key role-players
el e ey ¢ Monitor and track the performance of
skills development partners & learners
2 Increase access Updating or Significant reduction * MTDP priority 1: e Targeted funding to train artisans and
to occupationally amending in unemployment of Inclusive growth learners in vocational occupations
directed technical and young people including and job creation « Form partnerships to develop occupational
programmes vocational graduates qualifications and fund learning
education programmes under those qualifications
programmes  Support training via learnerships and
(intervention 2) internships which will also advance the
objectives of the Presidential Youth
Employment Initiative
3 Supporting the N/A Public sector e MTDP priority 2: e Support learners in pre-apprenticeship
growth of public institutional delivery Reduce poverty training
colleges as key capacitation and tackle the « Support vocational training of unemployed
providers of high cost of living learners at TVET colleges
skills required for * MTDP priority 3:
socio-economic Build a capable,
development ethical and
developmental
state
4 Linking education Access to Significant reduction * MTDP priority 1: ¢ Provide funding for experiential learning to
and the workplace  workplace in unemployment of Inclusive growth produce work-ready graduates
experience young people including and job creation * Improve workplace productivity by funding
(Intervention 5) graduates relevant skills programmes
* Support skills formation via learnerships
and compulsory work experience (WIL)
which will also advance the objectives
of the Presidential Youth Employment
Initiative
5 Supporting skills N/A Rural development for e MTDP priority 1: * Provide funding to address the skills
development for community Impact Inclusive growth development needs of NGOs and
entrepreneurship and job creation cooperatives
and cooperative * Support unemployed social workers,
development social auxiliary workers and community
development workers to become social
entrepreneurs
6 Improving the level Increased access  Public sector e MTDP priority 1: ¢ Support adult education and opportunities
of skills to programmes Institutional Delivery Inclusive growth to enhance the career mobility of disabled
resulting in Capacitation and job creation persons
qualifications in & « Use discretionary grant funding for
priority sectors « MTDP priority 3: targeted projects in the public sector
(intervention 3) Build a capable, * Fund development of critical and
ethical and scarce skills at high-, medium- and low
developmental occupational levels
state
7o Supporting career N/A Effective and efficient e MTDP priority 3: e Career guidance initiatives market
development shared services on Build a capable, occupations in the health and social
services information and ethical and development sector
communication developmental
technology for state
SETA- Wide Learner
Management System
8. Encouraging and Retraining/ Public sector e MTDP priority 1: ¢ Funding employers to develop the skills of
supporting worker-  up-skilling of institutional delivery Inclusive growth the workforce
initiated training employees capacitation and job creation

(intervention 7)
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In preparing this SSP for the health and social development sector, the HWSETA recognises the contributions of a variety
of state organs, national government departments, statutory professional councils, and national employer bodies to iden-
tify and describe skills requirements for service provision in the sector. The skills issues identified in this SSP link into
the Medium-Term Strategic Framework; White Paper for Post-School Education and Training; National Health Insurance
in South Africa (Bill); Human Resources for Health 2030; Pharmacy Human Resources in South Africa 2011; The National
Nursing Strategic Plan for Nurse Education, Training and Practice 2012/13 - 2016/17; National Integrated Early Child-
hood Development Policy, Draft Social Service Practitioners Bill; National Environmental Health Policy; Policy Framework
and Strategy Municipal Ward-based Primary Healthcare Outreach Team; Industrial Policy Action Plan, the New Growth
Plan, the National Skills Accord and the Economic Reconstruction and Recovery Skills Strategy.

6.3.4 HWSETA skills priority actions for the period 2025/2026

a) The skills pipeline into the health and social development sector

The overriding priority for the HWSETA is to strengthen and sustain the inflow of skills to the health and social develop-
ment sector at all qualification levels on the NQF. In addition, the HWSETA will adopt programmes and projects to enable
an increased inflow of skills for occupations in demand and skills scarcity in the sector. In particular, the HWSETA will
contribute to the provision of essential and specialised skills for the health and social development sector. The focus on
NEETs (Not in Employment Education and Training) would be prioritised in terms of research and data sharing particular-
ly with stakeholders such as Department of Social Development and Department of Labour and employment to contribute
towards NEETs interventions in health and social development sector. In the main, this will be characterised by promotion
of rights of women, youth, children and persons with disabilities as per the MTDP 2024-2029.

b) Professionalisation

The HWSETA will play a formative role to ensure that the workforce has access to quality education and training to
achieve their career development goals. The SETA will support initiatives of statutory bodies, organs of state, and employ-
ers to address inadequate service quality in the provision of health services as well as the inconsistent delivery of social
welfare services. Interventions aiming to advance the awareness of practitioners and workers of their ethical responsi-
bilities towards patients and/or clients and the larger community will be supported. The HWSETA skills priority actions
will include:

@ Support for programmes to improve service quality and enhance consistency in service provision;

o Enabling the current workforce to up-skill to bridge skills gaps brought on by changes to the scopes of practice or
regulatory environment of occupations and professions in the health and social development sector.

@ Monitoring and evaluation of training provided by accredited providers.

e Skills formation to improve leadership and management at all levels in the health and social development sector, and in
the Public Service in particular.

e Funding for appropriate skills programmes to improve productivity in the workplace and promote economic growth.

e Funding to up-skill the current workforce to meet norms and standards set for service provision in healthcare and social
development/welfare services.

@ Promoting adult education and training and lifelong learning.

o Explore the use of technology in facilitating training and service provisioning to the disadvantaged remote areas

c) Vital skills required for the developmental state

The HWSETA will support the formation of skills that will enable the state to meet its constitutional obligations in its
interaction with and service provision to its citizens. The HWSETA skills priority actions will include:

Supporting skills development needed to implement the NHI system.

Supporting public TVET colleges to improve on-site practical and vocational training capacity.

Advancing the production of health professionals, especially nurses, and a spectrum of social services practitioners.

Building skills to advance social- and community development.

Funding skills development interventions for persons who serve or provide care to persons with disabilities.
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o Targeted funding to enable skills development in NPOs, NGOs, and Community-based Organisations.

e Funding skills projects aimed at offering youth and older persons a second chance to enter employment in the health
and social development sector.

e Implementing skills development initiatives linked to the ERRP and MTDP 2024-2029

For the HWSETA, the formation of partnerships with quality partners and the strengthening of existing partnerships will
be key success factors in accomplishing the strategic goals that underscore these skills priorities. The HWSETA’s skills
development programmes and projects will be implemented within the ambit of the financial resources available through
the skills development levy. The HWSETA will allocate mandatory grants and discretionary grants to finance skills devel-
opment projects and programmes that are aligned with the Annual Performance Plan. Additional projects are identified,
planned, and supported under the ERRP.

The plan of action is premised on HWSETA’s strategic stance of monitoring outputs and outcomes towards the pursuit of
the desired impact. In this regard, special focus would be on the improvement of the sustainable pipeline from substan-
tial progress towards achievement or overachievement against set targets. This will entail increasing the number of the
reached sample through various efforts through the Tracer study going forward. The Work-based learning (WBL) pro-
grammes will enforce strong internal controls in collecting contact details (personal cellular number and personal email
addresses) of the beneficiaries to increase reached sample of the Tracer study.

6.4 CONCLUSION

This Chapter outlined the broad skills development priority areas and actions for the health and social development sector

over the period 2024/2025. In designing and implementing skills programmes and skill projects, the HWSETA will be
guided by four skills development priority themes:

e Sustainable skills pipeline into the health and social development sector.
@ The professionalisation of the current workforce and new entrants to the sector.

e Vital skills and skills set required to enable the state to meet its service delivery obligations as a developmental state;
and

o Implementation of skills development initiatives linked to the ERRP and MTDP 2024-2029.
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Annexure to SSP 2025-2030
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Sectoral Priority Occupations and Intervention List 2025/26
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NAME PERIOD oo OCCUPATION ALTERNATIVE TITLE INTERVENTION(S) PLANNED = = (¢] [eX7]
HWSETA 2025-2030 222108 Registered Hospital Nurse/ General Nurse/  Diploma in Nursing 6 Y 1186 270
Nurse (Medical)  Prison Nurse/ Nursing Prison
Officer Bachelor of Nursing Science 7 Y 320
Advanced Diploma in (Nursing) 7 Y 10
Postgraduate Diploma in 8 Y 20
Critical care (Adult)
HWSETA 2025-2030 221101  General General Practitioner (GP)/ Bachelor of Medicine and 8 Y 384 450
Medical Medical Practitioner/ Doctor/ Surgery (MBCHB)
Practitioner Primary health Care Physician/
Sports Physician/ Physician
HWSETA 2025-2030 222105 Registered Coronary Care Unit Nurse/ Postgraduate Diploma in 8 Y 269 20
Nurse (Critical Emergency or Trauma Nurse/ Critical care (Adult)
Care And Acute Care Nurse/ Intensive
Emergency) Care Nurse Postgraduate Diploma in 8 Y 10
Emergency Care or Nursing
HWSETA 2025-2030 532903 Nursing Assistant in Nursing/ Nursing Higher certificate in Nursing 5 Y 196 170
Support Worker  Attendant/ Hospital Aide/
Nurses' Aide/ Paramedical Aide
HWSETA 2025-2030 222111 Registered Operating Room Nurse/ Postgraduate Diploma in 8 Y 116 20
Nurse Operating Theatre Nurse/ Operating Theatre Nursing
(Operating Recovery Nurse/ Anaesthetic
Theatre) Nurse Bachelor of Medical and 8 Y 25
Surgical Nursing Science:
Operating Theatre Nursing
Advanced Diploma in Medical 6 Y 25
and Surgical Nursing Science
HWSETA 2025-2030 263508 Child And Youth  Child and Youth Counsellor Occupational Certificate: Child 5 Y 46 26
Care Worker and Youth Care Worker
Bachelor of Child and Youth 8 Y 10
care
Postgraduate Diploma in Child 8 Y 10
and Youth Care
HWSETA 2025-2030 134201 Medical Health Service Manager/ Health  Postgraduate Diploma in 8 Y 29 15
Superintendent  Service Coordinator/ Public Health Services Management
Health Administrator/ Director
of Clinical Services/ Director of
Medical Services/ Public Health
Manager/ Medical Manager
HWSETA 2025-2030 225101 Veterinarian Veterinary Parasitologist/ Animal  Bachelor of Veterinary Science 8 Y 23 95
Doctor/ Veterinary Pathologist/
Veterinary Surgeon/ Veterinary
Epidemiologist
HWSETA 2025-2030 222113 Paediatrics Children's nurse Postgraduate Diploma in Child 8 Y 22 10
Nurse Nursing
HWSETA 2025-2030 263501 Social Trauma Counsellor/ Occupational Certificate: 5 Y 17 17
Counselling Bereavement Counsellor/ Social Counselling Worker
Worker Wellness Counsellor/ HIV/AIDS

Counsellor/ Genetic Counsellor/
Women's Welfare Organizer
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