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EXECUTIVE SUMMARY 

 

The transport sector plays a central role in the South African economy. It contributes 8.2% to Gross 

Domestic Product. The sector employs approximately 767 000 people which represents 6% of the 

national workforce. Between 2001 and 2010 employment in the transport sector grew by 11%, 

whilst total labour force employment increased by 2.4%. This means the transport sector is an 

important generator of employment in the SA economy. 

 

From 2001 to 2008 employment in the transport sector grew steadily from 683 000 to 774 000. This 

represents an increase of 11.75% in employment. As the global economic crisis unfolded in 2008, 

the economy lost 344 000 jobs between 2008 and 2009, whilst the transport sector lost 47 000 jobs. 

Employment levels rebounded in the first quarter of 2010. The economy gained 434 000 jobs, 

whilst the gains for the transport sector was 47 000 jobs. 

 

There is a high density of employees in Gauteng, KwaZulu-Natal and Western Cape. Collectively, 

they comprise 70.5% of total employment in the transport sector. 

 

The government has prioritised the development of the sector for job creation, social and economic 

development and the competitiveness of the economy as a whole.  

 

In 2009, the racial composition of the sector was as follows: Africans (70%), Coloureds (10%), 

Indians (5%) and Whites (15%). These percentages are broadly reflective of national demographics. 

About 80% of employed in the sector are male compared to 20% females. There is a need to 

achieve gender equality in the sector.  

 

After 15 years of democracy, it is evident that insufficient progress has been made in transforming 

the demographic profile of the workforce in the designated sector. About 47% of top management, 

46.1% of senior management and 39.8% of professionally qualified employees are White males in 

the sector. In contrast, 19.5% of top management, 12.4% of senior management and 15.1% of 

professionally qualified employees are African males in the sector. The above inequalities in the 

demographic composition of the sector signals the urgent need for policy-makers to do considerably 

more to redress workforce imbalances.  Demographic imbalances also exist between males and 

females in the workforce which is characterised by male over-representation in the upper echelons 

of the workforce.   

 

There are a number of factors driving change in the transport sector. Some of these factors are 

sector-specific, whilst others are non-sector specific. 

 

A research study reveals 91% of long distance truck drivers spend 15 days or fewer in six months at 

home. About 46% of the transport companies reported that profitability has been affected by 

HIV/AIDS and 40% stated that the virus has led to a loss of experience and crucial skills in their 

companies. 
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Reducing emissions is a major challenge to transport companies over the next 20 years. By 2030 

systems will be in place to ensure that the cost of carbon is allocated to the causer. Whether or not 

they see it as a business opportunity, logistics providers will most likely need to reduce, track, 

document and disclose their caused CO2 emissions in the future. 

 

Greater numbers of consumers are likely to live in environments which more fully integrate work, 

leisure and everyday activities, reducing some of their need for transport on a day-to-day basis. 

Business and leisure travel may also decline, as communication technologies improve and the 

population ages. A look forward suggests that some companies may wish to take a close look at 

their business models and consider how they position the company for the long-term.  

 

How products get from the assembly line to the consumer is also likely to change.  Logistics service 

providers will have to cope with different transport architecture, as transportation networks will 

need to change in response to these ultra-large transport modes. More bundling efforts will be 

required, and the modal split may also be altered. Collaboration is also critical to maintaining 

flexibility. Transport operators may profit from developing research projects along the supply chain, 

or sharing resources with competitors. 

 

Technological advances will underpin some developments in the supply chain. In particular, supply 

chains will continue to become more efficient through the development of continuous real-time 

control of the flow of goods. Real-time control systems enable logistics service providers and their 

customers to monitor and control many business processes through Internet interfaces.  

 

The Public Transport Strategy aims to accelerate the improvement in public transport by 

establishing integrated rapid public transport networks (IRPTNs), which will introduce priority rail 

corridors and Bus Rapid Transit (BRT) systems in cities. The essential feature of the Public 

Transport Strategy is the phased extension of mode-based vehicle recapitalisation into IRPTNs. 

Government's policy is underpinned by a strong desire to have an integrated public-transport 

system.  

 

The demand for crude oil in the coming years is expected to grow at around 10% per year.  With oil 

from the Mexican Gulf expected to dry up in around 11 years and Russia in 20 years time, it is 

expected that the oil price will dramatically escalate in the future. This will have a negative impact 

on the South African economy which imports a large proportion of its oil. 

 

The occupational composition of the sector is as follows: Managers (15%); Professionals (4.5%); 

Technicians (6.5%); Clerks (15%); Sales and Service (5%); Crafts and Trades (4%); Plant and 

Machinery (35%); Elementary (15%). High skills occupations (Managers/Professionals/ 

Technicians) constitute 26%; intermediate skills (Clerks/Sales and Service/Crafts and Trades) make 

up 24% and low level skills; (Plant and Machinery/Elementary) comprise 50%.  A high percentage 

of people are in the low skills category (50%). There is an opportunity to move people with low 

level skills into the intermediate category. Likewise there are opportunities for those with 

intermediate skills to move into the high skills category with meaningful education and training 

interventions.  

 

Just 14% of people in the sector have a tertiary education; 33% have a secondary education; 47% 

have not completed secondary education; 9% have not completed primary education and 1.5% with 

no schooling. It is necessary for the sector to improve the proportion of people with tertiary 

education from 14% to potentially about 25% over the next few years.  
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Africans are in the majority at elementary, operator, sales, clerical and service levels which range 

from low level to intermediate level occupations. Whites are the majority of technicians, 

professionals and managers which comprise advanced level occupations. This is a characteristic 

feature of the SA labour market – Whites domination the upper end of the occupational spectrum, 

whilst Blacks (Indians, Coloureds and Africans located at intermediate and lower levels). For 

example, Whites take up 48% of managerial posts compared with Africans with 29%. Affirmative 

Action should be a very high priority of the skills agenda for the transport industry.  

 

From an analysis of skills supply and demand in the transport sector, the following occupational 

fields are difficult or moderately difficult to recruit indicating a demand for skills: Client Services, 

Financial Management, Sales, General Management, Procurement, Supply Chain & Logistics, 

Operations (Control & Planning), Electrical & Electronic Engineering, Artisanship and Trades & 

Commerce. Within these, are a whole range of occupations listed in the main text. 

 

The strategic interventions required in the sector over the next 5 years are as follows: 

 

 Promote a Decent Work Agenda for employees in the Transport Sector; 

 Information and career guidance to encourage new entrants to the Transport Sector; 

 Promote and implement Recognition of Prior Learning (RPL) in the Transport Sector; 

 Occupational learning programmes to facilitate access, success and progression to 

address scarce skills shortages in the Transport Sector; 

 Skills programmes and other non-accredited short courses for the employed and 

unemployed; 

 Widening access to HET and FET for people who do meet entry requirements; 

 Establish Institutional Sectors of Excellence (ISOE) to deliver learning programmes; and 

 Promote corporate environmental sustainability in the Transport Sector. 
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CHAPTER ONE:    SECTOR PROFILE 

1.1. SECTION A:  SCOPE OF THE SECTOR    

1.1.1. INTRODUCTION 

This chapter provides a broad overview of the state of the South African Transport 

Sector with a view to analyse and address skills supply and demand. It outlines the 

scope of coverage of the Transport Education and Training Authority (TETA) in terms 

of Standard Industrial Classification codes (SIC codes). Sector and non-sector issues 

and other developments impacting on skills development are discussed. In addition, 

the chapter analyses the economic performance and outlook of the sector using key 

indicators.  The labour market context of the sector is also provided.   

1.1.2. METHODOLOGY 

Stakeholder participation is integral to the compilation of the Sector Skills Plan.  

The major steps in the research process are: 

 Review of existing data and information sources 

 A literature study 

 An analysis of industry reports 

 A review of workplace skills plans 

 Annual Reports of employer associations, trade unions and National Bargaining 

Councils 

 In-depth personal interviews with key informants in the sector 

 Group discussions with stakeholders 

 Regional workshops  with stakeholders 

 Revision of the Sector Skills Plan (SSP) in response to new guidelines issued by 

the Department of Higher Education and Training (DHET) 

 Discussion of the SSP at the strategic planning meeting 

 Sign-off of the SSP by the Department of Transport and 

 Final approval of SSP by TETA Council. 

1.1.3. SCOPE OF COVERAGE (SIC CODES) 

The scope of coverage of the TETA in terms of the Skills Development Act 97 of 

1998 is as follows: 

 
Table 0-1  Sectoral Demarcation of the Transport Standard Industry Classification (SIC) codes 

SIC CODE INDUSTRY NAME 

13100 Ocean and Coastal Fishing 

71112 Railway Commuter  and Freight Services 

71200 Other Land Transport 

71211 Urban; Suburban and Inter-urban Bus and Coach Passenger Lines 

71212 School Buses 

71221 Taxis 

71230 Freight Transport by Road 

71232 Freight Forwarding and Clearing 

71300 Transport via Pipelines 
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72000 Water Transport 

72111 Coastal Shipping 

72112 Ocean Shipping 

72200 Inland Water Transport 

73000 Air Transport 

73001 Civil Aviation 

74100 Supporting and Auxiliary Activities Air Transport 

74110 Cargo Handling 

74120 Storage and Warehousing 

74134 Operation of Airports, Flying Fields & Air Navigation Facilities 

94004 Waste Management 

TETA Annual Report 2008/09  

The transport sector consists of at least four broad sub divisions. A subdivision is 

defined by modes of transport and encompasses: 

 Air 

 Sea (maritime & coastal) 

 Land (road, rail, pipelines) 

 Inter-modal and multi-modal transportation for passengers and freight 

The following table tries to allocate and classify the 8 TETA chambers to the different 

modes of transport or main activities. 

 
Table 0-2  Modal Classification of TETA Chambers 

Air Sea Land 
Aerospace  Maritime Rail: Road Freight  

Road Passenger; Taxi 

Intermodal/Multimodal 
Forwarding & Clearing; Freight Handling  

Logistics  Supply Chain Management 
Aerospace; Forwarding & Clearing; 

Freight Handling; Maritime Rail; Road 

Freight; Road Passenger; Taxi 

Forwarding & Clearing 

Freight Handling 

Passenger Freight 
Aerospace; Maritime; Rail; Road 

Passenger; Taxi 

Aerospace Forwarding & Clearing  

Freight Handling; Maritime; Rail; Road Freight  

TETA Annual Report 2008/2009 

 

1.1.4. LIMITATIONS 

In developing this Sector Skills Plan, it became self evident that a single Skills plan for 

the entire Transport Industry with its eight chambers is self defeating. 

The skills set related to Aerospace, Road, Rail, Logistics and Maritime are so diverse 

with their skills requirements and scarce skills so dramatically different that one skills 

plan will never do justice to the sector as a whole.    

1.1.5. PROFILE OF THE TRANSPORT SECTOR 

The transport sector plays a central role in the South African economy. The sector 

contributes between 8.2% to national gross domestic product (Business Monitor 

International Freight Transport Report, 2010, p 5). It also generates employment of 
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approximately 767 000 people which includes the formal and informal sectors. This 

represents 6% of the national workforce (STATS SA, Quarterly Labour Force Survey, 

2010, p 7). 

The government has prioritised the development of appropriate policies and strategies 

with the view to facilitate the sector‟s contribution to the country‟s socio-economic 

transformation. Governments‟ current focus is to design and implement relevant 

policies and strategies that meet the challenges of the sector in addition to exploiting 

emerging opportunities for overall macro-economic growth and development.  It is in 

this manner that the government supports the goals of the sector. 

According to the Department of Transport Strategy (2007), the goal of the transport 

sector is to provide safe, reliable, effective, efficient and fully integrated transport 

services to all business, communities and individuals in the country. The strategy 

requires that the sector ensure that people and goods are transported as efficiently as 

possible by air, sea, road or rail and that merchant fleets‟ crews provide effective, 

efficient and safe services. This should also promote an intermodal transport strategy 

that enhances the quality of services and productivity in an increasingly competitive 

global market environment. 

The transport sector requires workers who have the skills to create value through their 

work.  In order to succeed in a highly competitive global market, it requires high 

levels of training and skills. As a consequence, employees need to continuously 

enhance their skills to stay in demand and ensure their long-term employability. To 

this end, qualifications and learning programmes such as apprenticeships and 

learnerships remain the backbone for skills development and are crucial to enhancing 

the productivity and employment growth in the sector. 

Recent years have seen an increased demand for a skilled technologically advanced 

labour force in both the private and public sub-sectors. Success in skills development 

initiatives in each of the transport sub-sectors depends substantially on the 

involvement of the stakeholders some of whom have realised the importance of human 

capital development in an increasingly competitive regional and global economic 

environment. 

Aerospace 

The industry deals with the air transportation of passengers, goods (cargo and air 

freight) and mail. This industry has two dimensions, namely, air navigation (aspects 

related to physical movement, reliability and safety) and economic control (the right to 

convey traffic passengers, mail and cargo by air for reward on a commercial basis).  

Air navigation includes the provision and regulation of airports, heliports, air traffic 

and air space services as well as the servicing, calibration and maintenance of 

equipment.  

Economic control includes air transportation and activities involving aircraft; their 

regulation, operation, design, manufacture, maintenance, repair, overhaul and testing.  

The industry employs about 25 000 employees. The aerospace chamber facilitates high 

quality training and maintenance of standards in the aviation industry in accordance 

with national and international standards and legislation while remaining globally 

competitive as well as ensuring alignment to the principles of the South African 

Qualifications Authority (TETA Annual Report 2007/2008).  

The industry is tightly regulated with high barriers to entry that make it extremely 

difficult for new operators to enter the sector. As a result, there are a few large 
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companies that dominate the industry.   This dominance could have a negative impact 

on the growth and development of the industry as well as a negative impact on 

efficiency and cost-effectiveness in the provision of services. Furthermore, the 

licensing requirements for professional, technician and trades workers within the 

aviation industry impacts on the rate of supply of qualified individuals.  

About 141 airports and 22 air control centres have been established throughout the 

country. The expansion of airports and concomitant services has had a positive impact 

on employment and is a key driver for skills demand and supply. The hosting of the 

2010 World Cup competition has triggered huge investment thereby creating more 

employment opportunities as well as linkages with other sectors of the economy.    

The unfolding developments in the industry therefore require well a trained, skilled 

and well resourced labour force in line with regional and global competitiveness. 

Other key drivers for skills demand in the industry are the strategies of key institutions 

such as the South African Civil Aviation Authority (SACAA), South African Airways, 

the Air Traffic and Navigation Services Company (ATNS) and Airports Company of 

South Africa (ACSA).  

The Air Traffic and Navigation Services Company (ATNS) aims to improve the safety 

management system to a target incident rate of 2.5 per 100 000 aircraft in 2010/2011, 

and in projected increase in air traffic growth of 6.8 percent.  Due to a shortage of 

traffic controllers the ATNS has increased its staff complement and also put in place a 

staff retention scheme and career promotion system. The expansion of ATNS services 

necessitates a combination of responses for air traffic control in the country that 

includes a skills growth strategy and concomitant skills development interventions 

(South African Civil Aviation Authority, Annual Report 2008-9, p 12).    

It is emerging that developments in the industry will result in the increased demand for 

new skills; re-skilling as well as movement of skills within the industry and out of the 

industry.  

Forwarding and Clearing 

The forwarding and clearing industry is a complex environment of world transport, 

international logistics and supply chain management. It plays a crucial role in the 

conduct of international trade. Freight forwarders organise the movement of goods by 

all modes of transport – shipping, airline, road and rail. The nature of goods and the 

customer‟s delivery requirements determine the most cost effective and economical 

method. Recent operational trends point to an increasingly highly competitive 

environment that is not only creating conditions for frequent and constant mergers and 

acquisitions, but also the dominance of medium- and large-scale companies amid 

rising security concerns. As a result of the above, coupled with relatively tough 

regulations, new economic agents are finding it increasingly difficult to venture into 

the sector.  

The chamber represents the interests of forwarding and clearing firms; ships‟ agents 

and brokers; global courier industries; and, importers and exporters. These constitute 

the main stakeholders of the growth and development of this industry.  Indeed, the 

medium- and large-scale firms‟ interests not only dominate most of the chamber‟s 

activities, but also determine the participation levels depth of the small-scale 

entrepreneurs.  

Global logistics service providers utilize powerful management tools, including 

specialized software to offer additional value-adding services to shippers.  Innovative 

use of computer applications and bar coding is enabling logistics companies to offer a 
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suite of services including tracking and tracing, warehousing and inventory 

management, pre-packing, distribution, sales, marketing, financial transactions and 

accounting, all of which can be offered online 24 hours a day. As a result, logistics 

service providers are able to organize the flow of transport from the factory or farm to 

distribution centres and onwards to the final customer.  

The use of new information and communications technology (ICT) aims to develop a 

systems approach to solving logistics problems along the transportation chain, and 

within the maritime industry in particular.  

The provision of the full range of freight forwarding and multimodal transport services 

requires extensive, detailed and up-to-date knowledge of a whole range of issues, 

including regimes of liability and applicable international conventions, contract law, 

trading terms, documentary credits, customs procedures and documentation, 

quarantine requirements, transport arrangements, packaging and labelling 

requirements, dangerous goods codes, recovery claims and insurance, as well as core 

management capabilities, including well developed marketing skills and business 

acumen to run the company. 

For freight forwarders and multimodal transport operators wishing to move into the 

logistics arena, there is a need to provide training and education to deepen the 

understanding of the principles of logistics and the application of IT to supply chain 

management, with the objective of enhancing customer satisfaction and increasing the 

value of services. 

Freight Handling Industry 

The freight handling industry is an integral part of the supply chain management 

system and provides a vital support service to industries which span all modes of 

transport.  This service industry facilitates the storage and stock control of goods 

through ports, airports, distribution centres, factories and other depots. The goal of 

companies in the subsector is to become globally competitive, customer-oriented and 

be the pre-eminent supplier of logistics solutions to customers. 

The key players in this industry are companies offering services in cargo handling; 

storage and warehousing; transport via pipeline; and port operations. For instance, the 

cargo handling industry has well established entities and a sizeable number of SMEs. 

The storage and warehousing industry is predominantly, but not entirely, SMEs. The 

South African Petroleum Industry members such as SASOL dominate the pipeline 

industry. These are the primary clients of Transnet Pipelines.  

The pipeline transport is 100% managed by Transnet Pipelines which services all 

major fuel companies such as SASOL, BP, Total, etc. The liquid fuels pipeline 

commissioned by Transnet from Durban to Gauteng at a cost of R11.5 billion will 

boost capacity.  The decision to increase pipeline capacity coincided with the increase 

of importation of refined fuel products owing to the limitations on domestic refining 

capacity.  

A privately owned petroleum pipeline firm, Petroline Holdings has been granted a 

construction license to construct a new pipeline costing R4.2 billion. Petroline has said 

that commissioning of a liquids pipeline to run from Matola Harbour in Mozambique 

via Nelspruit and onward to Kendal in Mpumalanga, South Africa, has been moved 

from the third quarter of 2010 to early 2011.  The pipeline project also includes the 

construction of an inland storage facility in the area between Nelspruit and Rocky‟s 

Drift.   
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The project is set to ease diesel shortage in Gauteng with the pipeline and storage 

facility able to satisfy a large portion of future demands in South Africa via imports 

from Mozambique. Petroline said that this should relieve the pressure on liquid fuels 

imports on Durban Harbour and also support fuel imports to Mozambique and other 

Southern African neighbours. 

Transnet Port Terminals (TPT) is a major stakeholder in the industry. TPT manages 

the handling of cargo and provides logistic management solutions for its container, 

bulk, break bulk and car terminal operations at RSA‟s six largest ports – Richard‟s 

Bay, Durban, Saldanha, East London, Port Elizabeth and Cape Town.  TPT is 

investing R4 billion in container terminal expansion at the existing ports of Cape 

Town, Durban, and Saldanha as well as the construction of Ngqura in the Eastern 

Cape. The expansion of container terminal will also include equipment acquisition and 

re-engineering. For instance, the Cape Town expansion will include 8 new ship shore 

cranes, 32 rubber tyred gantries and landslide civil work including rail terminal. TPT 

has a broad spectrum of customers – shipping, vehicle manufacture, mining and 

mineral exporters, agriculture, forestry and timber. The expansion will impact on the 

skills needed for expanded business activity in cargo handling and management of 

logistics solutions  

(Business Monitor International Freight Transport Report, 2010, p 7). 

The infrastructure developments briefly described above are of such a magnitude that 

they have to be viewed as key drivers for skills demand and supply in the industry. 

The skills needs traverse occupational categories – managerial, professional, 

technician/trade, administrative, operator/driver, sales workers etc.  

The industry‟s skills development needs and requirements will vary across activities. 

Some of the current skills which have been identified as important for the growth and 

development of the industry include maintaining equipment, planning vessel loading, 

and recording security, repairing faulty equipment and securing cargo on ship. Some 

other short- to medium-term scarce and critical skills requirements have been also 

been identified. For instance, there is growing demand for a well trained and skilled 

labour force to handle potential accidents in the stevedoring and shipping as well as 

the handling of dangerous goods. The pipeline industry has shortages of engineers and 

material specialists‟ skills such as pipeline integrity engineers. However, limited 

capital makes it difficult to attract such skills. Infrastructure developments in the 

industry are also placing demands on the supply of appropriate skills. The supply is 

not matching the demand (TETA Sector Skills Plan, 2009, p 8).  

Maritime Industry  

The maritime chamber operates in the environment of ocean and coastal shipping, 

ocean and coastal fishing, port activities and associated land-based activities. In this 

respect, the industry comprises of three main industries, namely, national ports, 

fisheries and merchant marine. Regulations governing these industries vary. The 

national ports for instance are tightly regulated making it difficult for new entrants. 

These are state owned. The fisheries industry has a significant number of SMME as 

well as large enterprises such as I&J and Sea Harvest. The merchant marine has a huge 

presence of global players (DTI, 2010, p 3). 

The maritime industry is heavily regulated and subject to a number of international 

conventions, agreements, treaties and protocols. The value chain of the maritime 

industry is quite complex and encompasses: maritime transport supply chain, shipping, 

port management, safety and security of coasts and oceans, and marine environment 

management. Each point of the value chain is governed by some form of 
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regulation/convention/protocol. Over and above this the maritime industry is an 

integral element of international (global) trade. Over 90% of all international trade is 

carried by maritime transport. In excess of 95% of South Africa‟s trade is moved by 

sea and through the country‟s 7 commercial ports. Trade is the life blood of any 

nation‟s economic growth and stability, thus making maritime transport essential to 

economic development.  

The DoT sees growth in the industry particularly through increased access to maritime 

opportunities to previously disadvantaged groups such as women and youth. Also 

essential is the training, welfare and employment of seafarers in line with International 

Labour Conventions. South Africa is also represented on the International Maritime 

Organisation and other international forums that govern the regulation and standards 

of maritime transport. Adherence to these regulations and standards will impact on 

skills demand and supply. The DoT White Paper on South African Maritime Transport 

Policy (2008, p 8) will be a key driver for skills demand and supply in the maritime 

industry. 

Globalisation, as a key driver for skills supply and demand, would demand higher 

standards of productivity and service quality, management skills and market response 

times which would have to match international best practices. The National 

Commercial Ports Policy, the drive towards efficiency and competitiveness in ports, 

and, greater participation by the private sector in port operations are likely to require 

additional management and technical skills. The introduction of an alternative taxation 

system for the shipping industry and the anticipated growth of the South African Ships 

Register may place an additional burden on the demand for seafarer training. Safe and 

environment friendly management of the sea will require skills such as knowledge of 

international environmental standards, pollution control and disaster management, safe 

transportation of hazardous substances requires specialised training of crews 

concerned.  

The South African Maritime Safety Authority (SAMSA) which is responsible for a 

coastal area stretching about 3000kms and handles about 135 million tons a year of 

cargo is a key role player in the maritime industry. Its strategy is a key driver of skills 

demand and supply of the industry. SAMSA aims to enhance the services offered to 

ensure that it plays a greater role in South Africa‟s economic growth. 

South African Maritime Safety Authority (SAMSA) continues to generate new 

regulations for all vessels operating in South African waters.  International 

conventions on Safety, Training, Certification and Watch keeping for all seafarers 

equally to merchant marine and fishing craft operating in South African waters.  

Substantial training to ensure compliance with these laws by all concerned will have to 

take place (Engineering News April 25-May 1 2008: Tsietsi Mokhele CEO SAMSA).   

Another key role player is the Transnet Port Authority (TPA) which oversees the 

activities of South Africa‟s primary trading hubs, the eight ports: Richards Bay, 

Durban, Saldanha, Cape Town, Port Elizabeth, East London, Mossel Bay and Ngqura 

(Coega). These serve as gateways between South Africa and Africa as well as other 

world economies (Business Monitor International Shipping Report, 2010, p 23).  

The industry is a complex one and this affects in particular the management of vessels. 

Emergent management skills have been identified as critical skills development needs. 

Factors such as new technology; managing a vessel as a resource; human resource 

management that aligns to all the labour laws as well as merchant shipping regulations 

are having an impact on skills needs. Other soft factors pertaining to living conditions 

on vessels as well as crews being away from home and domestic life also pose 

management challenges on vessels.  As vessels are also “workplace learning sites” 
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mentoring and other related facilitation of skills development on vessels poses 

challenges.  Vessels have to be managed efficiently and productively within these 

challenges and constraints.  

Increased SMME participation which is being made possible by improved legislation 

and taxation and the Maritime BEE Strategy may result in increasing job opportunities 

and therefore skills demands. The overall impact on the industry is that skills demand 

and supply will have to address key strategic challenges faced by the industry.  

In November 2008, the International Maritime Organisation (IMO 2008a) reported 

that  maritime industry analysts Drewry Shipping Consultants assessed the current 

shortfall of officers in the global hipping fleet to be some 34,000, against a total 

requirement of 498 000. Moreover, based on Drewry's fleet growth projections, and 

the assumption that officer supply will only increase at the current rate, the report 

predicts that by 2012the officer shortfall will have grown to 83,900. 

Regardless of the accuracy of these estimates, and bearing in mind the current market 

volatility, it is likely that there will be a continuing worldwide shortage of officers and 

a surplus of ratings for the foreseeable future. 

To further emphasise the continuing nature of the shortage of officers, in June 2008 

there were 11,931 ships on order from shipyards, which highlights the fact that 

shipyard output will expand 300% between 2000 and 2010 (MTPC 2008, appendix 1). 

However, because of the current global financial crisis and the consequent slowdown 

in economic activity, the magnitude of this projected expansion is already rapidly 

reducing. Whilst some commentators have suggested that a global recession might 

lead to a surplus of qualified officers, the alternative view is that even in slump 

conditions a shortfall of up to 60,000 is still likely unless action is taken to retify the 

situation (Lloyd‟s List DCN 2008).  

Rail Industry 

The rail industry is the backbone of the economy as it supports a range of commodities 

including goods, passengers and livestock to be transported to various locations within 

and outside the country‟s borders. The industry also includes the management of 

railways and railway services as well as the maintenance and servicing of rolling stock 

and locomotives). This industry covers both the commuter and commercial aspect, and 

is expected to handle about 176 million tonnes of rail freight while covering 467 

million rail commuter trips annually. The industry employs over 50 000 employees the 

majority being in service, sales and technician/trade worker occupations (SA Online, 

Pocket Guide to South Africa2008/9 Transport, p 123).  

The infrastructure expansion plans of Transnet which run into billions of rands will 

obviously be a key driver for skills demand and supply in the rail industry and also in 

the transport sector as a whole. The National Freight Logistics Strategy has already 

been mentioned as a key driver for skills demand and supply for rail freight, an 

element of the integrated freight logistics supply chain. The Integrated Public 

Transport Plan of government is another driver for skills demand and supply.  

The government has embarked on implementing the Integrated Public Transport Plan. 

It has recently allocated about R884 million towards the remodelling and 

refurbishment of the rail commuter stations. The recent merger between the country‟s 

key rail commuter transport provider, the Metrorail and the South African Rail 

Commuter Corporation, seeks to increase the economies of scale and improve 

efficiencies. This development creates conditions that generate more demand for 

higher innovative skills in the sub-sector thereby generating a higher momentum for 
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both qualitative and quantitative skills development initiatives and training strategies 

across different layers of occupational levels. Recent production activities in the rail 

freight points to the development of containerised services to facilitate the 

transportation of higher value products thereby suggesting higher demand for well 

trained labour force.  

The sub-sector is highly capital-intensive. Infrastructure developments call for training 

at different levels. It is imperative therefore in some instances to re-skill employees on 

logistics; supply chain processes; and use of new technology, especially that which 

tracks good.  

The South African Rail Commuter Corporation is focusing on accelerating rolling 

stock upgrades, upgrading signalling and communications systems and putting in 

place a preventative maintenance plan. It is also focusing on increasing safety and 

security; improving customer services such as punctuality, minimising cancellations 

etc; and rolling out preparations for 2010 FIFA World Cup.  A number of upgrading 

works on stations, rail track, signalling and rolling stock is proceeding in all SARCC 

areas of responsibility. The impact of investment in infrastructure and equipment in 

the rail sector will remain a challenge for skills demand and supply for the industry 

(SA Online, Pocket Guide to South Africa2008/9 Transport, p 124).  

Road Freight 

The road freight industry covers both public and private transportation such as trucks 

moving freight to and from the airports; to and from rail; and, from pipeline 

distribution centres to petrol stations. As an element of an integrated freight logistics 

supply chain it is also integral to the implementation of the Freight Logistics Strategy. 

The key players in the sector are bulk transport carriers, retail fleets, removal 

companies and courier companies. This industry deals with the daily movement of 

freight and has recently experienced an increase in the volume of goods transported 

between production sites or ports and markets. It is estimated that 80% of all freight 

carried out in this country is done by road. The road freight market totals about 640 

million tonnes of traffic per annum (TETA Annual Report 2006/7).   

A number of research analyses have recorded the negative impact of the HIV/AIDS 

pandemic in this industry in terms of loss of human life and financial drain to the 

companies, a development that suggest consistent training, up-skilling and better 

information packaging. This industry is also experiencing other man-power 

challenges. The industry is losing approximately 3 000 drivers per year due to 

retirement, change of occupation or death. The recruitment of new entrants is not 

matching the growing demand as about 1 750 are being recruited as replacement 

drivers (TETA, 2005/2006). The supply of professional drivers continues to be a 

challenge. Scarcity of skills within the industry is resulting in wage inflation. 

Geographical relocation, emigration, unattractive of the industry particularly because 

of the long hours and crime levels is impacting on the availability of skills.   

Road Passenger Industry 

Road passenger is an in industry in which employers and employees are associated for 

the purpose of transporting passengers for a reward using buses and midi buses only. 

The industry is integral to the Integrated Public Transport Plan. The industry has more 

than 200 000 buses, of which three-quarters are used as public transport. These buses 

transport people and their personal goods to different parts of the country. 
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The major initiatives in preparation for the 2010 FIFA World Cup as guided by the 

Public Transport Strategy and Action Plan are underway. For instance, construction is 

far advanced with regard to the (SA Online, Pocket Guide to South Africa2008/9 

Transport, p 124): 

Johannesburg Phase 1 BRT that links Soweto, Nasrec, CBD, Ellis Park, Sandton and 

Alexandra.  

Nelson Mandela Bay BRT system that links Motherwell and New Brighton with the 

CBD and the suburbs.  

Cape Town project which provides rapid transit services within the Inner City and to 

the Airport and also to the West Coast. Thus providing badly needed public transport 

connections to communities such as Atlantis, Du Noon, and Joe Slovo.   

The restructuring and transformation of the public transport system into an integrated 

multimodal network of public transport will be a critical and key driver for skills 

demand and supply in the industry. 

Taxi Industry 

The Department of Transport estimates the number of taxis on the road to be at 

120 000, based on the number of taxi permits it has issued, while industry 

organisations estimate there are between 150 000 and 200 000 taxis.  The scope of this 

sector includes the control and management of such vehicles. 

The industry estimates that about 38% of the population use public transport, of which 

65, 14 and 12% use taxis, commuter trains and buses respectively. Due to the 

significant economic importance of this industry to socio-economic development, 

traffic authorities have prioritised redressing safety on our roads and ensuring the use 

of reliable road worthy vehicles. It is in this respect that the government introduced the 

“Taxi Recapitalisation Programme” which seeks to remove old vehicles from the 

national roads.  

There has been R7.7 billion allocated for the rollout of the Taxi Recapitalisation 

Programme (TRP) which aims to improve safety in the taxi industry and provide an 

opportunity to formalise the industry. The target is to scrap 80% of the old taxi fleet by 

2010. The scrapping of taxis began in 2006 and to date 13 261 old taxi vehicles have 

been scrapped amounting to payments of over R663 million (SA Online, Pocket Guide 

to South Africa2008/9 Transport, p 126). 

The industry employs people some of whom have no formal education. Furthermore, 

of late there have been negative reports with regard to the misbehaviour of some of the 

drivers and rank marshals as well as number of accidents. Indeed, the rude and gender 

unfriendly behaviour by some of the drivers and rank-marshals at some of the ranks 

has attracted national condemnation across the country and subsequent multi-sectoral 

stakeholders public demonstration. Such negative developments call for informal 

customer-oriented education and skills training programmes in addition to addressing 

short- to medium-term scarce and critical skills requirements.  

Although funds are not sufficient for everyone in the industry to undertake structured 

learning, the industry is responding positively to the opportunities available. However, 

the main challenge though relates to the loss of employment by some learners after 

participating in such skills development programme. In most cases, when drivers or 

owner-drivers attend training, they lose income for the duration of that training and 

this threatens the existence of their business.  
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The TETA faces challenges relating to the collection of levy money from the taxi 

stakeholders as well as how to bring on board taxi industry stakeholders. But the 

industry‟s future focus is on professional development aimed at improving customer 

care training for rank officials, business administration training for taxi owners and 

drivers training for taxi drivers. It is also important to continue creating awareness 

among stakeholders as well as identifying training needs within the industry. 

1.2. SECTION B:     ECONOMIC PERFORMANCE AND OUTLOOK 

This section reviews the economic performance and outlook of the transport sector within the 

context of national economic activities and international developments. 

1.2.1. Pre-Recession 

Prior to the economic downturn in 2009, South Africa‟s rate of economic expansion 

had been spurred by domestic consumption, investment growth and international 

demand for commodities, particularly from China. These resulted in strong demand 

for transport services. Buoyant consumption maintained the need for import growth. 

Export shipments of gold, platinum, chrome, manganese and coal all necessitated 

increased freight services. The transport sector experienced healthy growth buoyed by 

strong domestic and international demand for imports and exports. Domestic 

consumer spending was high with positive effects on the transport sector in terms of 

trade volumes and employment (Business Monitor International Freight Transport 

Report, 2010, p 5). 

1.2.2. Recession 

South Africa did not escape the global downturn unscathed considering the openness 

of the economy, the composition of the export basket and a heavy reliance on certain 

traditional export markets. Consequently, the longest upswing in SA‟s recorded 

history came to an abrupt end in the second half of 2008 with the economy entering its 

first recession in 17 years.  

 

The severity of the downturn was broad-based with most sectors affected. Mining and 

manufacturing were hardest hit with knock-on effects on transport. Demand for 

commodities fell sharply.  Output levels and export volumes fell significantly with 

major problems for employment. The economy contracted by 1.8% in 2009. Weak 

consumer spending, job losses and large-scale contraction in Europe, US and Asia 

resulted in a declining demand for transport services. The collapse in commodity 

prices also affected cross border traffic with African countries. However, the economy 

is expected to recover with growth of 2.6% in 2010 (Business Monitor International 

Shipping Report, 2010, p 6). 

1.2.3. Post-Recession 

Data on the demand-side reveals the SA economy is on the road to recovery. Future 

growth will be supported by SA‟s plans to foster regional expansion in Southern 

Africa which entails improving and  extending the transport network. South African 

exports significant amounts of grain and other foodstuffs to other African countries 

using its own rail network to the borders of neighbouring countries.  A number of 

large infrastructure projects are currently being developed in the country which 

should continue beyond 2010. For example, the Gautrain and a number of large 

power projects.  
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1.2.4. Gross Domestic Product 

South Africa is expected to achieve real GDP growth of 2.6% in 2010, following an 

estimated 1.8% contraction in 2009. A key factor behind the relatively muted outlook 

is an expected contraction in private investment. The economy is emerging from 

recession, with real GDP growth of 0.9% quarter-on-quarter (q-o-q), or -2.1% year-on-

year (y-o-y) on a seasonally adjusted annualised (SAA) basis in Q3 2009, following a 

2.8% q-o-q contraction in Q2 009 (Business Monitor International 2010: 19).  

Figure 0-1 suggests that that real GDP is expected to hover in the 2.6% and 3.7% 

range up to 2014. Per capita GDP is expected to reach US$9.354 in 2014 from a base 

of US$7.049 in 2010. Employment for the same period would decrease from 24% to 

20%. This positive trend going forward is likely to see increased take up of insurance 

products across the board spelling growth for the industry(Business Monitor 

International 2010: 20). 

 
Table 0-3  South Africa – Economic Activity 2005 - 2014 

 2005 2006 2007 2008 2009e 2010f 2011f 2012f 2013f 2014f 

Nominal GDP, ZARbn 1,544 1,745 1,999 2,284 2,395 2,582 2,818 3,089 3,398 3,726 

Nominal GDP, US$bn 243.3 258.5      282.3 276.9 285.8 350.1 356.7 391.1 441.4 483.9 

Real GDP growth, %y-o-y 5   5.3 5.1 3.1 -1.8 2.6 3.2 3.4 3.7 3.5 

GDP per capita, US$ 5,190 5,456 5,900 5,688 5,812 7,049 7,111 7,719 8,625 9,354 

Population,mn 46.9  47.4 47.9 48.7e 49.2 49.7 50.2 50.7 51.2 51.7 

Unemployment, % Labour  26.7   25.5 24.9e 23e 25 24 24 22 20 20 

Source:  BMI Forecast, 2010 

 
Figure 0-1 Robust GDP growth expected in 2010 

 
Source: SARB, ABSA Capital 

 

Data from the demand side of the economy revealed that the consumer is on the road 

to recovery, where significant interest rate cuts are clearly helping the consumer and a 

stabilising labour market may become another positive in 2010. Despite a political 

focus on the Reserve Bank‟s „new‟ mandate, rates reached their cyclical low following 

the 50bp interest rate cut in March 2010 (ABSA Capital SA Quarterly Perspectives Q2 

2010, p 1).  
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Figure 0-2  % change (q-o-q) seasonally adjusted at an annualised rate 

 
Source: Stats SA 2010 

Figure 0-2 illustrates the growth rates for the various sectors in the economy.  It is 

evident from the graph that only mining and construction sectors are showing declines 

over the last reporting quarter. 

1.2.5. Unemployment 

The government‟s target to create 4.5 million work opportunities by 2014 appears 

ambitious in the context of the sluggish economic recovery that South Africa is likely 

to see over coming years. Although Ministry of Public Works stated that nearly 224 

000 „job opportunities‟ had been created since April 2009, it is unlikely that targets 

will be met. Data from Statistics South Africa‟s quarterly labour force survey indicate 

that the official unemployment level increased to 24.5% in Q3 2009, up from 23.6% in 

Q 2009, with the total number of unemployed people at 4.2million in the quarter 

ending September 2009 (Business Monitor International, SA Insurance Report Q2, 

2010, p 21). 

The progressive deterioration of economic conditions has had a profound impact on 

employment levels. Approximately 960 000 people lost their jobs during the first nine 

months of 2009, reversing a substantial portion of the employment gains registered in 

prior years. The trade sector has been hardest hit, with some 312 000 jobs lost thus far 

in the year as retailers and vehicle dealerships felt the adversity of trading conditions. 

 

 
Table 0-4 Job Losses / Gains  
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Source IDC (2009) 

Retrenchments in the manufacturing sector totalled 221 000 over the first three 

quarters of 2009, on the back of a sharp contraction in production volumes. 

Construction sector employment was affected by the property market downturn, 

especially the residential segment, with 132 000 job losses in the private household 

sector also reflecting a difficult environment (IDC Key Trends in the SA Economy Q4 

2009, p 7). 

1.2.6. The Rand and Current Account 

The Rand strengthened by more than 30% against the US dollar between March and 

November 2009, posing a risk to the competitiveness of manufacturing. The Rand has 

moved up the policy agenda over time to become a major bone of contention, and 

COSATU has called for the authorities to weaken the currency. The government‟s 

policy on the Rand has been less than clear. Confusion was caused in October 2009 

when Minister of Economic Development, Ebrahim Patel, said he planned to freeze 

the currency at a fixed exchange rate. The markets reacted negatively to this news, 

since such a policy would signal a significant shift from previous free-market 

ideology, and the rand sold off by 4.0%. Although Patel‟s comments were quickly 

dismissed and the rand recovered its lost ground, there remained some uncertainty. 

Subsequent statements from the authorities suggest a change in policy on the rand is 

unlikely. The medium-term budget policy statement recognised that a strong rand was 

causing pain for exporters but the authorities would continue with their current 

approach to rand management (Business Monitor International, SA Insurance Report 

Q2, 2010, p 22). 
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Figure 0-3 Exchange rate of the Euro vs Rand 2010 

 

Source: Standard Bank Sep 2010 
 

The improvement in the current account imbalance, a global economic recovery that 

remains on track, strong global commodity prices and a domestic economic activity 

picture that continues to improve, all weigh in favour of the rand. On the expectation 

of further global USD strength in the coming periods, we project the USDZAR to 

trade within a 7.40-7.70 range until year-end (ABSA Capital SA Quarterly 

Perspectives Q2 2010, p 1). 

South Africa has continued to see significant portfolio inflows this year, and this has 

helped to keep the rand in a fairly narrow trading range against the USD, even as the 

dollar has appreciated on a global basis. The MPC‟s decision to cut the policy rate 

possibly raised a question on the currency‟s role beyond the observation that a 

stronger exchange rate helped to improve the inflation outlook. By highlighting in the 

MPC statement that “recent levels of the exchange rate may contribute to constraints 

in the recovery”, the impression may have been created that the March interest rate cut 

was in part aimed at weakening the rand. Although the USDZAR lost around 6c after 

the interest rate cut, it has since strengthened to levels above that seen before the cut.  

From a fundamental perspective, the current account deficit narrowed to 2.8% of GDP 

in Q4 09 from 3.2% the prior quarter and well of its recent Q1 09 peak of 6.7% of 

GDP. The Q4 improvement in the current account imbalance was underpinned by a 

10.7% q/q increase in merchandise exports as the demand for South Africa‟s key 

commodity exports continued to improve in line with an improved global 

environment. Interestingly, even as the trade weighted exchange rate appreciated 

during 2009, manufacturing exports actually increased in the final quarter of the year. 

On the import side, the improvement in domestic demand saw import growth 

accelerate 8% q/q in Q4 following a marginal contraction the prior quarter. The 

balance on the goods, services and income account improved slightly between Q3 and 

Q4. 

Much of 2009‟s significant improvement in the current account deficit will be retained 

into 2010 and expect the deficit to average 4-4.5% of GDP, implying a significantly 

smaller current account financing requirement than that witnessed in 2007- 2008. This, 

along with the ongoing improvement in the global economic environment, strong 

global commodity prices and a domestic economic activity picture that continues to 

improve, all weigh in favour of the ZAR, in our view. On the expectation of further 

global USD strength in the coming periods, we project USDZAR to trade within a 

7.40-7.70 range until year-end (ABSA Capital SA Quarterly Perspectives Q2 2010, p 

1).  
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1.2.7. Inflation Targeting 

The South African Reserve Bank has taken an „inflation targeting‟ approach to 

monetary policy for some. Its main objective is to keep inflation within an agreed band 

– 3.0-6.0% in South Africa‟s case – with concerns such as economic growth and job 

creation not explicitly factored into monetary policy decisions. This approach has 

drawn criticism, especially during the economic downturn COSATU calling for the 

benchmark repo rate to be slashed from 7.0% to 3.0%, which would lower borrowing 

costs and thereby boost growth, albeit fuelling inflation. The authorities have managed 

to quieten some of the more radical calls while still maintaining a market-friendly 

policy.  

The South African Reserve Bank (SARB) surprised the markets by cutting the policy 

interest rate by 50bp to 6.5% at the 25 March MPC meeting and then again by another 

50bn to 6.0%, reflecting a much improved inflation outlook even as there were also 

“clear signs the economy has emerged from recession”. Recent better-than expected 

inflation prints, electricity prices that are expected to rise by 20% in the forecast years, 

the expectation that food price inflation will remain constrained for some time and a 

significant improvement in inflation expectations all contributed to a marked 

downward revision in the SARB‟s inflation forecasts. The SARB expects inflation to 

dip to 4.9% in Q3 10, before rising slightly; and as an annual average, its baseline 

view is for an average inflation rate of 5.3% this year and 5.4% in 2011 (ABSA 

Capital SA Quarterly Perspectives Q2 2010, p 3). 

South Africa‟s inflation targeting framework is an important element in 

macroeconomic coordination. It has assisted in lowering inflation expectations, and in 

preventing inflation from undermining competitiveness (Business Monitor 

International, SA Insurance Report Q2, 2010, p 22). 

1.2.8. Transport Sector Forecast 2010 -2014 

Transport and communications GDP rose by 3.4% in 2008, 0.3% faster than overall 

GDP. It fell by 1.6% in 2009, 0.2% less steeply than overall GDP, which we estimate 

to have contracted by 1.8%.  For 2010-2014, the transport and communications sector 

is expected to expand on a par with the economy as a whole at an annual average rate 

of 3.3%. The total value of transport GDP will raise US$39.9bn in nominal terms by 

2014, representing 8.2% of South Africa‟s GDP (Business Monitor International 

Shipping Report, 2010, p 6). 

According to latest estimates, transport and freight transport statistics do not cover all 

modes in South Africa, but to draw an overall picture, freight carried estimates are 

made for road haulage, maritime cargo and pipeline throughput. Road haulage is 

expected to grow virtually on a par with GDP, although poor road quality in some 

areas will be a restraining factor. Rail freight will lag behind the economy‟s general 

growth rate due to an ongoing investment shortfall and despite current catch-up 

attempts. Sea freight will be broadly ahead of GDP supported by port expansion plans. 

Airfreight has expanded relatively slowly in recent years, although once the current 

downturn has been worked through, the expansion of low-cost carriers and an 

increasing focus on the African regional market should inject some extra dynamism in 

the tail end of the forecast period. Combining all factors, freight volume across the 

different modes, measured in million tonnes-km, will rise by an annual average of 

4.1% in the 2010-2014 forecast periods (Business Monitor International Freight 

Transport Report, 2010, p 6). 
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1.3. SECTION C:     LABOUR MARKET CONTEXT 

This section analyses the particular labour market context for the sector. It provides vital 

employer and employee information on the sector. It is important to note that data on the size 

and shape of the labour market in the transport sector is notoriously scarce for several 

reasons. Firstly, a significant number of employers and employers are operating in the 

informal sector. Secondly, a large number of employees are working in the formal sector in 

atypical forms of employment and go unrecorded. Thirdly, a number of employers are not 

registered with the South African Revenue Services (SARS) or the National Bargaining 

Councils. Fourthly, a number of employees are not registered to pay skills levies because 

they are exempted or simply do not pay levies. And fifthly, in some sub-sectors employers 

may be operating illegally. 

In addition, employer bodies and trade unions are not compiling reliable employment and 

employee data in the form of reports. The TETA database is also problematic as a result of 

poor participation rates in the levy grant system by employers and incorrect information on 

the SARS database. Therefore the most reliable statistics on the transport sector as a whole is 

contained in the Quarterly Labour Force Survey (QLFS) and Quarterly Employment Survey 

(QES) published by Statistics SA. 

1.3.1. Statistics SA Industry Classification  

The 1993 edition of the Standard Industrial Classification of all Economic Activities 

(SIC), Fifth Edition, Report No. 09-90-02, is used by Statistics SA to classify the 

statistical units in the survey. The SIC is based on the 1990 International Standard 

Industrial Classification of all Economic Activities (ISIC) with suitable adaptations for 

local conditions.  

The transport sector defined by Statistics SA covers private and public transport 

enterprises (excluding transport activities undertaken by enterprises in other industries 

such as retail and wholesale trade) conducting activities in: 

1  Land transport 

 Railway transport, 

 Other land transport, 

 Other non-scheduled passenger land transport, 

 Freight transport by road, and 

 Transport via pipelines. 

 2  Water transport 

 Sea and coastal water transport, and 

 Inland water transport. 

3  Air transport 

4  Supporting and auxiliary activities 

 Cargo handling, 

 Storage and warehousing, 

 Other supporting transport activities, 

 Travel agency and related activities, and 

 Activities of other transport agencies. 
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The data for this section is extracted mainly from the SA Quarterly Labour Force 

Survey, Quarter 1, 2010; Labour Force Survey, Historical Revision March Series 2001 

to 2007 and Stats SA, Labour Market Dynamics in SA 2008. 

The Quarterly Labour Force Survey (QLFS) frame has been developed as a general-

purpose household survey frame that can be used by all other household surveys 

irrespective of the sample size requirement of the survey. The sample size for the 

QLFS is roughly 30 000 dwellings per quarter. The sample is designed to be 

representative at provincial level and within provinces at metro/non-metro level. 

Within the metros, the sample is further distributed by geography type. The four 

geography types are: urban formal, urban informal, farms and tribal. This implies, for 

example, that within a metropolitan area the sample is representative at the different 

geography types that may exist within that metro. 

1.3.2. Employment by Sector 

The table below situates the transport sector within the broader South African 

economy. It provides formal and informal employment data across 10 sectors. 

 
Table 0-5 Employment by Industry 2010 (‘000) 

Industry Formal Informal Total 

Agriculture       650 

Mining    294       2     296 

Manufacturing 1 514   195  1 709 

Utilities      68       2       70 

Construction    764     257   1 021 

Trade 1 881   944   2 825 

Transport    573   193      767 

Finance 1 486   148   1 633 

Community and Social Services 2 388   269   2 657 

Private Household     1 169 

Total   12 803 
Stats SA Quarterly Labour Force Survey, Quarter 1, 2010 

Table 0-5 indicates the following: 

There are 12 803 000 people employed in SA; 

 The transport sector employs 767 000 people comprising 5.9% of the total labour 

force; 

 75% of people in the transport sector are in formal employment, whilst 25% are 

in informal employment; 

Since the transport sector comprises diverse sub-sectors (land, air, maritime, storage, 

distribution), it is striking (yet not unexpected) that the majority of employees (75%) 

in the sector are employed on a formal basis. 

However, the overall proportion hides a subtle and growing trend of informalisation: 

in 1970 the proportion of formal employees was 98%.   

The number of people in informal employment in the transport sector presents TETA 

with the following challenges: finding ways to promote skills development for those in 

informal employment and encouraging formalisation in the sector by supporting a 

Decent Work Agenda. 

One of the key challenges facing the South African economy is to create sufficient 

jobs on a sustained basis for an increasing labour force. 
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The significant number of people in the transport sector in informal employment 

suggests that this sector also acts as an absorber of labour for those who have lost their 

jobs in formal employment. In such instances, retrenched workers can pursue 

unskilled and semi-skilled jobs in the transport sector. 

1.3.3. Transport Sector Employment 

The table below provides employment figures for the transport sector as a proportion 

of total employment in the economy between 2001 and 2010. 

 
Table 0-6  Employment in Transport Industry and Total Employment 

Employment in Transport and Total Employment, 2001 to 2010 (000‟) 

Sector Transport Industry Total Employment 

2001 683 12 494 

2005 705 12 769 

2008 774 13 713 

2009 727 13 369 

2010 767 12 803 
Stats SA, Labour Force Survey, Historical Revision March 

Series 2001 to 2007 

Stats SA, Quarterly Labour Force Survey, Quarter 1, 2010 

Stats SA, Labour Market Dynamics in SA 2008 

 

From the above table the following can be deduced (Stats SA, Quarterly Labour Force 

Survey, Q1 2010): 

 Between 2001 and 2010 employment in the transport sector grew by 11%, whilst 

total labour force employment increased by 2.4%. This implies that the transport 

sector is an important generator of employment in the SA economy; 

 From 2001 to 2008 employment in the transport sector grew steadily from 

683 000 to 774 000. This represents an increase of 11.75% in employment. 

 As the global economic crisis unfolded in 2008, the economy lost 344 000 jobs 

between 2008 and 2009, whilst the transport sector lost 47 000 jobs. 

Employment levels rebounded in the first quarter of 2010. The economy gained 

434 000 jobs, whilst the gains for the transport sector was 47 000 jobs. 

The transport sector is sensitive to economic gyrations as it is integrally linked with 

the fortunes of other sectors, but it has the propensity to reverse job losses quickly. 

The recent period of sharp growth can be attributed to two key factors: the World Cup 

the expansion of port operations. Since the World Cup announcement in 2004, 

spending on transport infrastructure has grown quite quickly, especially expenditure 

on the Gautrain. Road upgrades have also featured prominently in government plans. 

Since ports were highlighted as key nodes for increasing foreign trade, major 

investments in port operations have taken place, which has also impacted on growth in 

the sector. 

TETA should therefore explore job creation opportunities in the sector particularly for 

unskilled and semi-skilled people. 

1.3.4. Employment by Sub-Sector in Transport 

The table below provides information on sub-sectors within the transport industry in 

terms of formal and informal employment. 
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Table 0-7 Employment by Sub-Sectors in Transport Industry 

Transport  Formal Informal Totals Percent 

Railway transport 33 2 35 5% 

Other land transport (Road) 289 164 453 59% 

Sea and coastal water transport 4   4 1% 

Air transport 18 1 19 2% 

Supporting and auxiliary transport 

activities, activities of travel agencies 
89 1 90 12% 

Postal and related courier activities 56 0 57 7% 

Telecommunication 85 25 110 14% 

Total 573 193 767 100% 
Stats SA, Quarterly Labour Force Survey, Quarter 1, 2010 

The table reveals the following: 

According to Table 0-7, railway transport employment comprises 5% of the sector; 

road transport 59%; sea transport 1%, air transport 2.5% and supporting and auxiliary 

activities (Cargo handling, storage and warehousing, other supporting transport 

activities, travel agency and related activities, and activities of other transport 

agencies), 12%. 

1.3.5. Employment by Province 

The table below provides employment figures in the transport sector by province. 

 
Table 0-8 Employment in Transport Industry by Province, 2010 

Province Employees 

Western Cape 100 

Eastern Cape 73 

Northern Cape 9 

Free State 45 

KwaZulu-Natal 154 

North West 26 

Gauteng 287 

Mpumalanga 39 

Limpopo 32 

Total 767 
Stats SA, Quarterly Labour Force Survey, Quarter 1, 2010 

Table 0-8 above reveals the following: 

1. There is a high density of employees in Gauteng, KwaZulu-Natal and Western 

Cape. Collectively, they comprise 70.5% of total employment in the transport 

sector; 

2. It is evident that considerable attention should be given to employers and 

employers in these high density provinces; 

3. Northern Cape, Limpopo, Mpumalanga and North West have low employment 

numbers. These can be classified as rural provinces with relatively limited 

economic activity than the urban provinces; 

4. It is essential adequate skills provision exists for provinces with low 

employment numbers. There is a need for TETA to align skills development 

interventions to local economic development needs of particular provinces. 
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This requires TETA to undertake analyse and understand the provincial labour 

markets and economies. 

5. Training interventions may vary from province to province based on local 

needs. 

6.  

1.3.6. Employment by Race and Gender 

The table below provides a breakdown of employment in the transport sector by race 

group and gender between 2008 and 2009. 

 
Table 0-9  Employment by Race and Gender 

Race 2008 2009 % Change 2009 

Male 456 431 -5.5 431 

Female 107   83 -22.4 83 

TOTAL 563 514 -8.7  

Male   53   58 +9.4 58 

Female   16   15 - 6.3 15 

TOTAL   69   74 +7.2  

Male   22   22   0.0 22 

Female   11   11   0.0 11 

TOTAL   33   33   0.0  

Male   71   64 -9.9 64 

Female   38   42 +10.5 42 

TOTAL  109 106 -2.8 586 / 151 

GRAND 

TOTAL 

774 727   

 

In terms of racial and gender breakdown in the transport sector, the following can be 

deduced: 

 In 2009, the racial composition of the sector was as follows: Africans (70%), 

Coloureds (10%), Indians (5%) and Whites (15%). These percentages are 

broadly reflective of national demographics; 

 About 80% of employed in the sector are male compared to 20% females. There 

is a need to achieve gender equality in the sector. TETA should encourage more 

females into the sector by encouraging and supporting skills development, 

particularly in areas where females are lacking in terms of representivity; 

 Employment for Coloureds actually increased between 2008 and 2009, whilst 

employment for Indians remained stable; 

 African females were hardest hit during the recession with a 22.4% decline in 

employment between 2008 and 2009, employment for White women in this 

period increased by 10.5%; and 

 African males made up 59% of the labour force in 2009, whilst the percentage 

for African females was 11.4%. The under-representation of African females 

should be addressed by TETA through skills development. 

The table below gives a 3 year comparison of gender in the transport sector. It 

provides information on whether the sector is making progression redressing gender 

imbalances. 
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Table 0-10  Employment in Transport Industry by Gender, 2008/2009/2010 (000’) 

Gender 2008 2009 2010 

Male 602 569 593 

Female 172 156 173 

Total 774 757 767 
Stats SA, Labour Force Survey, Historical Revision March Series 2001 to 2007 

Stats SA, Labour Market Dynamics in SA 2008 

Table 0-10 reveals the following: 

 Females composed 22% of the labour force in 2008, 21% in 2009 and 22.5% in 

2010; 

 Males comprised 78% of the labour force in 2008, 79% in 2009 and 77.5% in 

2010; 

 In essence, the gender composition of the labour force is static; 

 There has been very little progress with improving female participation in the 

sector; and 

 TETA needs to craft interventions to encourage females to enter professions in 

the sector, particular for African females whom are under-represented. 

 

The table below provides employment information on the transport industry by age 

and gender for 2010. 

 
Table 0-11  Table: Employment in Transport Industry by Age and Gender (‘000) 

 15-24yrs 25-34yrs 35-44yrs 45-54yrs 55-64yrs Total 
Male 53 183 179 123 56 593 
Female 15 66 45 38 10 173 
Total 68 249 224 161 65 767 

Stats SA, Quarterly Labour Force Survey, Quarter 1, 2010 

The above table reveals the following: 

 Youth aged between 15 and 34 comprise 41% of employees in the sector; 

 Most employees, 224 000, are in the 35 and 44 years age bracket old; 

 Given that the majority of the employees are younger than 40 years, it becomes 

more feasible to invest in education and training; 

 There is also an opportunity for continuity in the sector; 

 TETA needs to focus on youth development in the form of coaching, mentoring, 

succession planning training in order to prepare young people for better position 

in the sector; 

 It is also evident there is an under-representation of females in the sector with 

only 22% comprising females. 

1.3.7. Employment Equity 

The Department of Labour recently released the 10th Commission for Employment 

Equity Annual Report 2009-2010. The analysis is based on reports received from large 

employers, as they were required to report in 2009, unlike small employers who are 

required to report every two years. Analysis is made of the workforce profile, 

recruitment, promotion, termination and skills development in terms of the top four 

occupational levels - top management, senior management, professionally qualified 

and skilled levels. 
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A broad objective of the Employment Equity Act is to have an equitable 

representation of the designated groups in terms of their Economically Active 

Population (EAP) in the workforce. The EAP includes people from 15 to 64 years of 

age who are either employed or unemployed and seeking employment. The workforce 

profiles below provide the population distribution of employees by race, gender and 

disability at the first four occupational levels for large employers only. 

The data for the transport, storage and communication are analysed. 
 

Table 0-12  Top Management Level Percentage Workforce Profile by Race and Gender 

Level Male Female Foreign  

 African Coloured Indian White African Coloured Indian White Male Female 

TM 19.5 4.5 6.6 46.9 6.1 0.8 1.6 8.7 4.9 0.4 

SM 12.4 4.4 10.5 46.1 5.0 1.7 2.1 15.7 1.5 0.4 

PQ 15.1 5.8 7.9 39.8 7.0 2.8 3.0 17.4 0.9 0.3 

Department of Labour, 10th CEE Annual Report 2009-2010, 2010 

Table 0-12 provides data on the Transport, Storage and Communication Industry top 

management level workforce profile by race and gender: 

After 15 years of democracy, it is evident that insufficient progress has been made in 

transforming the demographic profile of the workforce in the designated sector. 

Forty Seven percent of top management, 46.1% of senior management and 39.8% of 

professionally qualified employees are White males in the sector; 

In contrast, 19.5% of top management, 12.4% of senior management and 15.1% of 

professionally qualified employees are African males in the sector;  

A similar trend prevails for females. White females make up 8.7% of top management, 

15.7% of senior management and 17.4% of professionally qualified employees 

whereas the figures for African females are 6.1%, 5% and 7% respectively. The 

figures for Coloured and Indian females are equally depressing;  

The above inequalities in the demographic composition of the industry signal the 

urgent need for policy-makers and role-players to do considerably more to redress 

workforce imbalances.   

Demographic imbalances also exist between males and females in the workforce 

which is characterised by male over-representation in the upper echelons of the 

workforce.  It must however be borne in mind that the transport sector by its nature 

will be dominated by males. 

TETA also needs to play a far more active role in supporting Blacks (Africans, 

Coloureds and Indians) acquire high level skills to take up positions in the upper band 

of the occupational structure. 

In addition, succession planning, mentorship and coaching should be given top priority 

by TETA to support Blacks in the industry. 

 

1.3.8. Terms of Employment 

The table below provides an indication of the terms of employment in the transport 

sector compared to total employment for all sector in the labour market. 
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Table 0-13 Terms of Employment, 2007 

Industry Permanent Fixed 

Contract 

Temporary  Casual Seasonal Total 

Transport    429   34      59    35    <10      566 

Total 7 875   685 1360 888    67 10 947 

Stats SA, Labour Force Survey September 2007 

The above table suggests the following: 

 Roughly 76% of the transport sector are in permanent employment compared to 

the national figure of 72%; 

 About 6% of the transport sector are in fixed term contracts compared to 6.2% 

for all sectors; 

 About 6% of the transport sector are in casual employment compared to 8% for 

all sectors;  

Although these figures suggest a strong degree of formalization, there has been an 

increasing trend towards informalisation and atypical forms of employment in the 

sector; and in this respect, TETA needs to encourage Decent Work for all in the sector. 

This could be achieved by supporting the Decent Work Programme of the 

International labour Organisation. 

 

1.3.9. Trade Union Membership 

 

Data on the latest trade union membership in the transport sector is notoriously 

difficult to obtain. The table below gives an indication of unionization in the sector 

between 2001 and 2007. 

 
Table 0-14  Employment by Trade Union Membership, 2001 and 2007 (000’) 

Industry Unionised 

2001 

Unionised 

2007 

Change Total  

2007 

% Coverage 

2007 

Transport    161     203 +26.1      566 35.9 

TOTAL 2 827 3 434   21.5 10 947 31.4 

Stats SA, Labour Force Survey September 2001 

Stats SA, Labour Force Survey September 2007 

There was an increase in union membership in the sector between 2001 and 2007. The 

sector recorded a growth rate of 26.1%. this is above the national norm for all sector of 

21.5%.  However, overall union coverage in the sector remained weak at 35.9%. This 

means, in effect, a large proportion of workers are not unionised. 

Training of union organisers and shop stewards to increase union participation among 

workers is encouraged. 

1.3.10. Average Monthly Wages 

The table below gives a comparison of minimum average monthly wage in 2008. 

 
Table 0-15  Minimum Average Monthly Wages across sectors, 2008 

Major sectors Average minimum monthly wage 
Agriculture R 2 015.87 
Building/construction R 3 800.00 
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Chemical R 3 389.38 
Health R 2 600.00 
Finance R 4 128.46 
Food/manufacturing R 3 746.00 
Metal & engineering R 6 100.00 
Mining R 4 871.08 
Municipal/utility R 5 100.00 
Paper and printing R 2 493.95 
Retail/catering R 2 071.00 
Transport/freight R 6 066.00 

Source: Andrew Levy Employment Publications, The Wage Settlement Survey Quarterly 

Report, December 2007, p7 

Table 0-15 indicates the following: 

 Minimum monthly wage in the transport sector is comparatively on the high end 

in relation to other sectors; 

 This development may reflect the skills intensity of the sector which requires a 

higher proportion of semi-skilled and skilled workers compared to other sectors; 

 Similarly situation exists in the metals and engineering sector which requires 

higher skills intensities; and 

 The figures indicate that the higher the qualifications and skills intensities of 

workers the better the wage rate. Hence, skills development is an imperative to 

better prospects for workers. 

The table below indicates average earning in the transport sector between 2007 and 

2010. 

 
Table 0-16  Average Earnings in the Transport Industry, 2010 

Year Average Monthly Earnings 

(Including bonus and over-time) 

Average Monthly Earnings 

(Excluding bonus and over-time) 

Feb, 2007 10 970   9 978 

Feb 2010 13 931 13 030 
Stats SA, Quarterly Labour Force Survey, Quarter 1, 2010 

The table reveals the following: 

1. Earnings (including bonuses and over-time) increased by 21% in the mentioned period; 

whilst earnings (excluding bonuses and over-time) increased by 23.4% in the mentioned 

period. 

2. The increase in earning, taking into account inflation, demonstrates healthy growth. 
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1.3.11. Educational outlook 

 

 

1.3.12. Net Employment Outlook 

The Manpower Employment Outlook Survey is conducted quarterly to measure employers‟ 

intentions to increase or decrease the number of employees in their workforces during the next 

quarter. All employers participating in the survey worldwide are asked the same question, “How do 

you anticipate total employment at your location to change in the three  months to the end of June 

2010 as compared to the current quarter?” the term “Net Employment Outlook.” This figure is 

derived by taking the percentage of employers anticipating an increase in hiring activity and 

subtracting from this the percentage of employers expecting to see a decrease in employment at 

their location in the next quarter. The result of this calculation is the Net Employment Outlook. 

Transport, Storage and Communication reflects an Employment Outlook of 6%. This represents a 

decline in hiring plans considerably both quarter-over-quarter and year-over-year, with the Outlook 

declining by 9 and 19 percentage points, respectively (Manpower Employment Outlook Survey SA, 

2010, 7). 

1.3.13. Transport, Storage & Communication 
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The graph below provides net employment outlook comparisons for all economic 

sectors in the South African economy. 

 

Table 0-17 Net Employment Sector Outlook 

 

Manpower Employment Outlook Survey SA, 2010 

The Transport, Storage & Communication Sector Outlook displays weakening hiring 

net employment outlook of 6%. The sector is thus performing poorly in the 2
nd

 quarter 

of 2010 in comparison to robust hiring outlooks for Mining and Quarry, Finance, 

Insurance and Real Estate and Wholesale and Retail trade (Manpower Employment 

Outlook Survey SA, 2010, 5). 

1.4. SECTION D:     DRIVERS OF CHANGE 

This section provides an indication of factor impacting on the sector and causing it to change 

in a particular way. Non-sector specific issues include factors that may not be directly linked 

to the sector but affect the broader environment in which the sector operates. Sector specific 

issues include factors directly linked and within the control of the transport sector. 

Change drivers have direct implications for skills development in the transport sector. As the 

sector expands there is an increased demand for critical and scarce skills by employers. 

These skills demands are located at low, intermediate and high skills levels depending on the 

nature of work. 

1.4.1. Economic Prospects 

South Africa‟s economic recovery has surprised to the upside, with GDP rising 3.2% 

in the last quarter of 2009. In 2010 growth is expected to reach 3.3%. Data from the 

demand side of the economy revealed that the consumer is also on the road to 

recovery, where significant interest rate cuts are clearly helping the consumer and a 

stabilising labour market may become another positive in 2010. 

The South African economy has protected itself from becoming embroiled in the 

global financial turmoil. The country's banking sector was strictly regulated by the 

government and has therefore resisted the rising credit crisis that has affected most 

emerging economies. Furthermore, Standard & Poor's has reaffirmed the country's 

investment-grade rating, which indicates that the country maintains prudent policy, a 

moderate debt burden and stable political institutions.  

Although portfolio investments are volatile unlike the FDI, the country‟s ability to 

maintain positive inflows in the midst of a global economic slowdown is a creditable 

achievement. 
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The government has announced a stimulus package amounting to R690 billion. The 

government intends to pursue this three-year public investment program by tapping all 

sources of possible funds, including domestic and international development finance 

institutions (DFIs) and public-private partnerships. It also seeks to expand public-

sector employment opportunities. 

The economic rebound in 2010, in addition to the Soccer World Cup, has had positive 

knock-on effects for the transport sector in terms of employment creation and higher 

turnover. This is also likely to increase the coffers of TETA through additional skills 

levies.  

One weakness is South Africa is facing the possibility of an increase in strikes as 

unions are demanding above-inflation increase in wages due to the global economic 

slowdown. Strikes by workers in crucial sectors, including transport, is likely to be a 

major risk in the near-term. 

1.4.2. Unemployment  

Increasing unemployment and poverty is a major problem in South Africa. Fairly 

conservative estimates place South Africa's unemployment figures, using the expanded 

definition, between 30% and 40% of the economically active population.  

The youth unemployment rate is part of a larger crisis of total unemployment in South 

Africa, which was further exacerbated by the economic recession where 

approximately 7% of the previously employed population has lost their jobs. The 

unemployment rates are alarmingly high, with six in ten people being jobless. Our 

country also has an incredibly high number of unemployed graduates which is rather 

concerning because our labour market is in need of skilled labour.  

There was a total of 196 000 graduates with degrees in fields such as health and social 

sciences (17 000), engineering (24 000), physical and mathematical sciences (25 000) 

and business and commerce (66 000) who could not find work (Datamonitor, SA 

Country Analysis, p 23). There are two possible reasons for these seemingly 

contradictory figures. One reason is that employers are reluctant to employ graduates 

who do not have the relevant experience required or two, that the labour market is 

simply inefficient.  

Part of the problem is that possesses a top-heavy education system that places a lot of 

capital on theoretical learning at the expense of skills acquisition and experiential 

training. In other words our education system needs to be reoriented from formal 

degree qualifications toward more practical, skills and vocational training.  

1.4.3. HIV/AIDS Pandemic 

The HIV/AIDS crisis continues to threaten South Africa‟s economic and social 

progress. The number of people living with HIV/AIDS is estimated at 5.24 million. 

Statistics also estimated that for 2010 about 1.6 million people aged 15 and older and 

nearly 183 000 children would be in need of antiretrovirals. The number of new 

infections for 2010 is estimated at 410 000.   

The statistics show that 281 404 people had died from HIV/AIDS in 2010, up 11 297 

from last year. It is also calculated that there are 1.99 million AIDS orphans in the 

country (The Natal Mercury, 21 July 2010, p 2).   
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The government has so far failed to address its underlying cause or to offer adequate 

prevention and treatment programs and as a result of this epidemic, average life 

expectancy declined from 64 years to 54 years between 1994 and 1999. In 2007, 

average life expectancy was recorded at 42.5 years, and is expected to further decline 

to 38 years by 2010. The number of people dying of AIDS each year continues to 

increase and is expected to plateau only after 2015. Rough estimates indicate that the 

cumulative total of people who have succumbed to the disease reached a staggering 

2.53 million by the end of 2008. The Actuarial Society of South Africa (ASSA) 2003 

survey further predicted that if necessary measures were not implemented, the 

cumulative HIV/AIDS deaths in South Africa might reach 5.35 million by 2015. 

 

 

Studies carried out indicate that the transport sector is a potential catalyst in the 

transmission of HIV/AIDS, since it ferries people from place to place.  Those within 

the transport industry, especially shipping, trucking and taxis, are seen to enjoy a 
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„liberated‟ lifestyle.  As a result, the industry has a poor image associated with 

HIV/AIDS epidemic in the country.  

Owing to the mobility of its workforce, the transport sector is adversely affected by 

the HIV/AIDS pandemic. Mobility may lead to increased opportunities for sexual 

activity with new partners and thus putting people at risk of HIV infection.  This is due 

to the fact that many of those working in the sector are mobile and spend time away 

from partners and wives. 

Long-distance truck drivers, maritime, long-distance taxi drivers, rail and air workers 

spend the majority of their working life away from home. Research conducted in 

South Africa revealed that 91% of long distance truck drivers spend 15 days or fewer 

in six months at home. The Bureau for Economic Research (BER) conducted a study 

on behalf of the South African Business Coalition Against Aids (SABCOH) which 

found that 46% of the transport companies surveyed reported that profitability has 

already been affected by HIV/AIDS and 40% of transport companies that responded to 

the questionnaire indicated that the virus has led to a loss of experience and crucial 

skills in their companies (Minister Jeff Radebe, Address on HIV/AIDS, 2007). 

1.4.4. Infrastructure Spending 

Economic growth is expected to be between 4–5% between 2008 and 2012. The 

government‟s commitment to ensuring trade and infrastructure development in 

preparation for 2010 as a year of economic prosperity will definitely provide economic 

opportunities which will set South Africa apart from other emerging economies. The 

construction, transportation infrastructure, metal and mines, and Information and 

Communication Technology (ICT) sectors are expected to be the major recipients of 

foreign investment. There has been considerable infrastructural spending in recent 

years leading up to the Soccer World Cup 2010. Meeting the growth in passenger and 

freight demand has necessitated enormous investment in airport, road, sea and rail 

infrastructure. 

At OR Tambo International Airport, the central terminal building (CTB) has a budget 

of R2.2 billion; upgrade of the international departures terminal a budget of R105 

million; second multi-storey parkade a budget of R486 million; remote aircraft aprons 

a budget of R840 million; and the international pier a budget of R533 million. It will 

also be connected to the Gautrain Rapid Rail Link for easy access to train 

transportation to Johannesburg, Sandton and Pretoria. At Cape Town International 

Airport, there are two main projects, namely the CTB with a budget of R1.5 billion 

and the second multi-storey parkade with a budget of R394 million. ACSA has 
developed an international airport at La Mercy, outside Durban, at a cost of R6.7 
billion. The Department of Transport has refurbished the runway and terminal at 
Bloemfontein Airport at a cost of R121 million and R49 million respectively. There is 
also a terminal upgrade at East London at a cost of R98 million and runway 
refurbishment at Port Elizabeth at a cost of R68 million. 

Transnet, which is transforming into a focused freight transport and logistics company, 

comprises the following operating divisions: 

Transnet Freight Rail (TFR) – the freight rail division  

Transnet Rail Engineering – the rolling stock maintenance business  

Transnet National Ports Authority (TPA) – which fulfils the landlord function for 

South Africa‟s port system  
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Transnet Port Terminals – which manages port and cargo terminal operations in the 

nation‟s leading ports  

Transnet Pipelines – the fuel and gas pipeline business, which pumps and manages the 

storage of petroleum and gas products through its network of high-pressure, long-

distance pipelines.  

Transnet is investing R82 billion over the next five years, of which R40.8 billion is 

being spent on upgrading freight rail infrastructure and rail engineering. The 

upgrading of the freight rail infrastructure is key to the objective of shifting more 

freight from the road network to the rail network as well as finding the balance 

between road and rail in respect of the transportation of goods (SA Online, Pocket 

Guide to South Africa2008/9 Transport, p 132). 

1.4.5. Fuel Price 

Fuel has a direct impact on the Transport sector. 

Figure 0-4 illustrates the impending threat the sector faces from the low fuel reserves 

and the impact that would undoubtedly have on future prices. 

 
Figure 0-4 Fuel Reserves 

 

 

Figure 0-4 illustrates the expected tight demand for Crude Oil in the coming years.  It 

is expected that oil usage will increase at least around 10% per year.  With the Oil 

from the Mexican Gulf which produces over 7 million barrels per day expected to dry 

up in around 11 years and Russia which produces 10 million barrels of oil per day 

expected to dry up in 20 years time, it is expected that the oil price will dramatically 

escalate in the coming years.  This will obviously have a negative impact on the South 

African economy which imports a large proportion of its oil. 
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Figure 0-5  Cost of Exploration 

 

Figure 0-5 when read in conjunction with Figure 0-4 shows that the supply of Oil 

will only come about once oil remains above $80 per barrel for a considerable 

period.  The only other country besides Saudi Arabia (other Opec countries have 

voice their reluctance to increase their supply to dampen prices) with large reserves 

that would be willing produce more oil is Venezuela. 

 
Figure 0-6 Fuel Taxes 

 

Figure 0-6 illustrates the relatively low taxes South African consumers are paying for 

Fuel.  Given the financial difficulties faced by the RAF and the increased cost of 

building and maintaining road infrastructure, we may likely see an increase in taxes on 

Fuel. 

1.4.6. Fiscal Position 

South African authorities have been very prudent in addressing our monetary 

challenges.  Conservative measures in the past have resulted in our economy not being 

as harshly impacted as have most developed economies. 
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Table 0-18 Government Debt as Percentage of GDP 

Countries Govt debt % of GDP 
  2007 2011 
South Africa 27 30.3 
South Korea 30.8 32.3 
Turkey 32 46.9 
Spain 36.1 70.1 
Germany 62.9 74 
Ireland 25.1 78 
United Kingdom 45.3 86.9 
Portugal 63.6 86.9 
France 64.2 87.8 
United States 65.7 100.9 
Italy 103.5 116.4 
Greece 95.6 121.1 
Japan 187.8 221.5 

South African Reserve Bank Quarterly Bulletin 2Q, 2010 

Table 0-18 shows the healthy South African debt to GDP ratio.  A debt ratio of 60% is 

regarded normal.  With such a low debt ratio, South Africa is able to raise funding at 

very attractive international rates as is evident from the recent Eskom bond offering.   

The low debt ratio also engenders confidence amongst investors – we have seen the 

portfolio inflows into our bond and equity markets over the past few months and the 

resulting strengthening of the South African Rand. 

1.4.7. Crime 

Since 2004 there has been a 52% increase in commercial crime.  Commercial Crime 

has increase at more than twice the rate of house or business robberies.   

It has to be noted that the modern trend in dealing with commercial crime is to handle 

it internally.  It is only reported to police for prosecution purposes.  It is therefore the 

most under-reported crime statistic. 

 
Figure 0-7 Shoplifting and Commercial Crime  

 
 

The figure illustrates that despite the trend that Commercial crime is increasingly 

being under reported it is still on an upward trend. This does not augur well for the 

industry or for South Africa as a whole. 

Increasing resources will have to be allocated to protect the sector from crime directed 

at business. 
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Vandalism is a major threat to the transport industry especially rail and bus.  The 

industry is also affected by theft of electricity cable making the service not only 

expensive but also unreliable. 

1.4.8. Taxi Industry 

About 1250 000 people work in the kombi taxi industry in South Africa. These 

workers provide the main form of public transport in the country. The largest group of 

workers is drivers. In addition to drivers, there are queue marshals, car washers and 

administrative workers. In some parts of the country there are also fare collectors. 

About 95% of workers in the taxi industry are African. Less than 2% are women. 

Many of the women do administrative work for the taxi associations. 

Very few drivers are self-employed. Most work for a taxi owner and are paid wages. 

However, very few taxi workers have a formal written contract of employment. At the 

time of writing, there are no national standards for conditions of work in the taxi 

industry, and no minimum wages. Wage-employed drivers are paid in four different 

ways: 

 Some drivers receive no basic wage. These drivers pay a fixed percentage of the  

week‟s takings to the owner, and keep the rest; 

 Some drivers are paid according to the „wage plus system‟. These drivers receive 

a basic wage, and then they pay a percentage of the takings to the owner, and 

keep the rest; 

 Some drivers hand all the takings to the owner and receive a regular wage. 

 Some drivers keep the takings of one day in the week, and give the takings from 

all other days to the owner. 

The taxi industry is highly unregulated with very few owners registered to pay skills 

levies. Workers in the industry are subjected to atypical forms of employment. There 

is a lack of training opportunities and protection under the law. The industry is also 

organised and unable to engage in collective bargaining (ILO, 2004, Organising in the 

Taxi Industry,  p 1). 

This industry provides a fertile ground for implementing a Decent Work Agenda with 

a view to improve the conditions of workers. 

1.4.9. Carbon Emissions 

Oil price volatility is a significant risk for the sector, but soaring oil prices are unlikely 

to be the primary driver for fundamental change. A major energy turnaround will not 

be achieved before 2030.  New regulation and ambitious targets being set in a growing 

number of countries around the globe may provide the underpinning necessary to drive 

significant technological change in this area, although there is substantial controversy 

around what direction developments will take and how rapidly advances can be 

achieved. 

Reducing emissions is a greater challenge to Transport companies over the next 20 

years than obtaining a sufficient supply of energy. Our panel anticipates that by 2030 

systems will be in place to ensure that the cost of carbon is allocated to the causer. 

Whether or not they see it as a business opportunity, logistics providers will most 

likely need to track, document and disclose their caused CO2 emissions in the future. 

Tracking carbon emissions may only be the first step, though. In the more distant 

future, logistics service providers will need to document all types of emissions, such as 

noise and nitrogen oxide, in order to measure the full environmental impact of their 
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activities over the long-term. The need for a sustainable supply chain, which tracks 

and documents emissions, has numerous ramifications.  

On the company level, introducing mobility accounts may provide one way to reduce 

the carbon footprint of employees. Companies may also be able to monitor total 

emissions, and eventually manage these in such a way to reduce the carbon footprint 

of the organisation – and by extension its customers. They may also be able to offer 

customers "green credits" for more sustainable transportation options, or share their 

own expertise as eco-consultants. 

1.4.10. Consumer patterns 

Greater numbers of consumers are likely to live in environments which more fully 

integrate work, leisure and everyday activities, reducing some of their need for 

transport on a day-to-day basis. Business and leisure travel may also decline, as 

communication technologies improve and the population ages. A look forward 

suggests that some companies may wish to take a close look at their business models 

and consider how they position the company for the long-term (PWC, 2010, Transport 

& Logistics 2030, p 4).  

In some industries and regions, "local patriots" may be able to capitalise on increasing 

regionalisation of supply chains. Increasing urbanisation may give rise to home 

delivery specialists able to negotiate the congested last mile in urban environments. 

Logistics service providers may also want to consider whether to position themselves 

as low-cost logistics providers, where customers can select just the services they need, 

or as high-technology providers offering highly sophisticated real-time control of the 

flow of goods. 

1.4.11. Transport modes  

How products get from the assembly line to the consumer is also likely to change.  

Logistics service providers will have to cope with different transport architecture, as 

transportation networks will need to change in response to these ultra-large transport 

modes. 

More bundling efforts will be required, and the modal split may also be altered. 

Collaboration is also critical to maintaining flexibility; transport operators may profit 

from developing research projects along the supply chain, or sharing resources with 

competitors. The latter option, known as "co-opetition", could have cost-saving 

potentials – options could include sharing warehousing, transport networks, or last 

mile delivery solutions in crowded urban centres. Greater use of autonomous and self-

controlled systems may provide some other options (PWC, 2010, Transport & 

Logistics 2030, p 4). 

 

1.4.12. Efficient Supply Chains  

Technological advances will underpin some developments in the supply chain. In 

particular, supply chains will continue to become more efficient through the 

development of continuous real-time control of the flow of goods. Real-time control 

systems enable logistics service providers and their customers to monitor and control 

many business processes through Internet interfaces.  

Transportation costs will be a predominant criterion in determining where to set up 

production sites, and the minimisation of energy consumption will be a paramount 

criterion in overall supply chain design, rather than cost efficiency and speed. These 
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trends will not result in purely local supply chains, but one point seems clear – most 

companies will look to reduce energy consumption and the cost thereof. Logistics 

service providers will need to balance energy efficiency together with speed to support 

supply chains which take into account both factors, as well as other cost concerns such 

as access to raw materials and labour. 

 

Logistics service providers should observe how the sourcing strategies of 

manufacturing companies evolve over the years. Whatever strategies manufacturers 

use to manage their sourcing costs, it is clear that improving efficiency and reducing 

the cost of global sourcing by reconsidering the location of production sites – whether 

from emerging markets like China, Vietnam or Central and Eastern Europe or 

developed markets – will be a key challenge to achieving global competitiveness in 

the future (PWC, 2010, Transport & Logistics 2030, p 5). 

1.4.13. Public Transport Strategy (2007 – 2020) 

The Public Transport Strategy aims to accelerate the improvement in public transport 

by establishing integrated rapid public transport networks (IRPTNs), which will 

introduce priority rail corridors and Bus Rapid Transit (BRT) systems in cities. The 

essential feature of the Public Transport Strategy is the phased extension of mode-

based vehicle recapitalisation into IRPTNs. These networks comprise an integrated 

package of rapid rail, BRT and taxi and metered taxi priority networks, especially in 

major cities. The strategy is expected to improve public-transport services for over 

half the country‟s population. Full special needs and wheelchair access for all trunk 

corridor rail and road vehicles will also be implemented (DoT, Public Transport 

Strategy, 2007). 

1.4.14. 2010 Transport Action Plan 

The 2010 Transport Action Plan together with the Public Transport Strategy fast-

tracked an implementation programme of high-quality Integrated Rapid Public 

Transport Networks (IRPTNs) in the 2010 World Cup host cities. The plan integrates 

transport, security, emergency response and socio-economic development. The broad 

principles of the 2010 Transport Action Plan was to: 

 accelerate existing transport plans and maximise existing transport infrastructure  

 improve public transport services  

 accelerate the implementation of government‟s economic and sustainable 

development policies  

Government has effectively used the World Cup to spur a major revolution in South 

Africa‟s transport system through investments in: public transport and road 

infrastructure, rail upgrades, intermodal facilities, BRT systems, inner-city mobility 

systems, call centre systems, airport-city links, freight services, intelligent transport 

systems and passenger safety. 

1.4.15. Taxi Recapitalisation Programme (TRP) 

Government's TRP is underpinned by a strong desire to have an integrated public-

transport system. The main objectives of the TRP are to have a taxi industry that 

supports a strong economy that puts the passenger first and that meets the country‟s 

socio-economic objectives. Government recognises the critical role played by the 

industry, and endeavours to ensure its growth and sustainability. The TRP is not only 

about scrapping old taxi vehicles, but is also concerned with the sustainability and 
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effective regulation of the industry. It is a direct response to the recommendations of 

the National Taxi Task Team to consider specific interventions to turn around the taxi 

industry. 

Compliance with the necessary basic requirements include possession of legitimate 

documentation and securing the appropriate type of vehicles, specifically new taxi 

vehicles that comply with safety specifications. By May 2008, the scrapping of old 

and unsafe taxi vehicles and their replacement with new taxi vehicles with better 

safety features was on track. By July 2008, more than 14 000 old and unroadworthy 

vehicles had been removed from the roads and R700 million had been paid to taxi 

operators as scrapping allowances (SA Online, Pocket Guide to South Africa2008/9 

Transport, p 132). 

1.4.16. Maritime Transport Policy 

Since the publication of the White Paper on National Transport Policy in 1996 the 

Department of Transport has focused on strategies to promote maritime transport. 

Concurrently, operational aspects of maritime transport have been transferred to 

government agencies. Examples are the establishment of the South African Maritime 

Safety Authority, Transnet National Ports Authority and Transnet Port Terminal and 

South African Ports Regulator.  

The aim of the Maritime Transport Policy is to create a policy environment that 

facilitates the growth and development of South Africa‟s maritime transport sector to 

its full potential in support of economic growth and sustainable social development of 

our country and the ultimate well being of our people.  

While this Maritime Transport Policy is in support of national goals, South Africa 

does so as a member of the African and international community of nations with 

respect for international law, international treaties, conventions and protocols and the 

need to protect and conserve the sensitive natural environment that we share. 

South Africa‟s geographic location relative to its main trading partners makes it 

imperative that maritime transport is efficient, innovative and reliable. Transportation 

makes up a significant element in the pricing of South African traded goods. Efficient 

transport services, ensuring the safe and timely arrival of freight, are a prerequisite to 

competitive and successful trading. 

The White Paper is one installment in policy formulation around the maritime industry 

and responsibilities. There is recognition that numerous other policies related to 

maritime should be further developed, and the issues related to these developments 

should include risks, shipbuilding, hydrographical responsibilities, port control, 

immigration, fishing, mortgage ranking, coordination, environmental responsibilities, 

cabotage etc. There may well be a need for a broader national forum or a cluster which 

will have to look at the maritime issues holistically. 

1.4.17. Consumer Protection Act 

Although the Consumer Protection Bill has been passed into law, it will not take 

immediate effect.  This is to afford businesses sufficient time to adjust their trading 

practices to comply with the Act. 

It will affect business in a myriad of ways.  A prime example of how this will affect 

transport is with flights.  Section 47 of the Act states that the practice of over-selling is 

going to be illegal.  Airlines will no longer be able to overbook flights.  If a consumer 

misses a flight because it was overbooked the airline will be required to refund the 

consumer‟s ticket, with interest, and not just hand out vouchers for the missed 
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booking.  They will also have to pay consequential damages for any economic loss 

resulting from the breach of contract.  For example they will have to refund the 

consumer if they missed any additional bookings, such as a connecting flight or a 

concert, as a result of being bumped off a flight.  This will also apply to car hire 

companies and hotels 

 

1.5. CONCLUSION 

From the above chapter the following conclusions can be drawn with direct implications for 

skills development for TETA: 

The quality of labour market data for the transport sector is very poor. With the exception of 

Statistics SA, there are no authoritative data sources for the sector. Without proper data 

sources, the quality of labour market information is problematic. This exposes TETA to the 

inevitable risk of over and under investments in skills development. There to improve the 

state of labour market intelligence in the sector is necessary. 

At least a quarter of employees in the sector are in informal employment. These employees 

are employed as casual, temporary and fixed-term employment without social benefits or the 

full protection of the law. There is a growing trend towards informalisation in the sector with 

negative consequences for labour peace, worker morale and productivity and investments in 

skills development. There is a need for TETA to actively support the concept of Decent 

Work and implement a sector programme to improve conditions of employment. 

Average monthly wages in the sector is relatively high. This indicates that skills requirements 

semi- and high skilled workers are needed in the sector. 

About 59% of employees in the sector are involved in road transport. They TETA should 

ideally skew interventions proportionately to this sector. 

HIV/AIDS has impacted heavily on the sector. The level of infections in the road sub-sector 

is well above the national norm. TETA should become more actively involved in fighting the 

disease. 

A large number of transport companies are either exempted from paying skills levies or 

operate informally. There is a need to find alternative sources of funding to widen 

participation in the levy grant system. 

Women are under-represented in the transport sector. There should be an active campaign to 

reduce gender inequalities and training opportunities for women. 

The transport sector is particularly sensitive to economic gyrations in the wider economy. 

Fuel prices also have direct impact of the fortunes of the sector. The economic outlook for 

the sector between 2010 and 2014 is positive. The sector is expected to grow increasing the 

demand for skilled labour. Therefore TETA should make training investment in scarce and 

critical skills to meet the demand-side needs of the sector. 

The sector contributes 8.2% of GDP and 6% of national employment. There are job creation 

opportunities in the sector ranging from low level to advanced skills.  The transport sector 

requires workers who have the skills to create value through their work. It also requires high 

levels of training and skills in order to succeed in an increasingly competitive global market. 

TETA should play a more active role in supporting job creation and skills development 

efforts. 

In recent years government has made significant infrastructural investments to improve the 

road, rail, air and sea networks. This necessitates a high skill workforce in the transport 



 Page 48 of 101 

sector.  TETA is a key player in supporting infrastructural investments through the 

provisioning of skills development. 

There is likely to be an increasing awareness to reduce carbon emissions in the sector. 

Consumer patterns are expected to shift with consumers depending eco-friendly products and 

sustainable supply chains. 

Supply chains in the sector will continue to become more efficient through the development 

of continuous real-time control of the flow of goods. This has direct implications for 

improving skills development in the sector. 

Government has produced a number of policy outlines for the sector. TETA should align its 

activities to the goals in these policies. 

In the next chapter the supply of skills in the transport sector would be discussed. 
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 CHAPTER TWO:     SKILLS SUPPLY AND DEMAND 
DYNAMICS 

This chapter highlights supply and demand of skills in the sector. It analyses Workplace Skills 

Plans and Annual Training Reports to determine supply and demand of skills. 

An attempt is made through the use of online job analysis to determine occupational supply and 

demand trends. This exercise offers an indication of the supply-demand equilibrium for specific 

occupational fields in the transport sector. 

The chapter culminates in a scarce skills list with the provision of skills per occupation (at unit 

group, level 4, on the Organising Framework of Occupations) including some indication of numbers 

of learners required, where possible. A list of critical or “top-up” skills requirements that addresses 

skills gaps is identified. 

The summary and analysis of this information, which forms the concluding section for this chapter 

highlights scarce skills in the sector that would be the focus of SETA initiatives.  

2.1. Limitations of the Research 

The major problem facing users of labour market information in South Africa is the lack of a 

national labour market information system. As a result, skills planners and policy-makers are 

severely restricted by the lack of information when making public investment decisions 

around skills development. 

The quality of labour force statistics in SA is generally poor and occupational statistics are of 

even poorer quality. In many situations, these statistics are available only in highly 

aggregated form such as senior officials, managers, professionals, technicians, labourers,  

elementary workers, and so on. These occupational levels are too broad to convert labour 

market data into intelligence. 

Another problem is that research agencies and relevant government departments do not 

undertake econometric occupational modelling or forecasting to give an indication of current 

and future labour supply and demand needs. This method of research, although widely 

criticised in some quarters as being prone to large predictive errors, does provide a very 

general idea of the scale of occupational supply and demand with certain parameters. The 

lack of research in South Africa makes it incredibly difficult to make predictions about skills 

supply and demand. 

As a consequence of these limitations, researchers are compelled to identify skills shortages 

using other methods such as Labour Market Information Analysis which is very widely by 

the International Labour Organisation (ILO). 

2.2. Labour Market Analysis 

Labour Market Information Analysis (LMIA) is a key element of labour market intelligence. 

LMIA involves analysing a comprehensive array of market-based measures (signals and 

indicators) in the economy for making public investments in education and training. Reliance 

on a composite of labour market signals, rather than on a single forecast, allows the analyst to 

form judgments on the basis of the weight of market evidence rather than on point estimates 

provided by Manpower Forecasting. As a result, forecasting errors are likely to be reduced 

(Rasool, SA Labour Bulletin, August/September, p. 18). 
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The objective of LMIA is not to forecast skill shortages or surpluses or to provide precise 

estimates of training needs, but to estimate whether there will be upward or downward 

pressure on economic returns to investments in specific skills. LMIA emphasises economic 

outcomes, measured in terms of wages, employment and productivity instead of occupations. 

More importantly, labour market signalling focuses on education and training qualifications 

rather than occupational classifications, which had been the main concern of old-style 

manpower planners. 

The identification and interpretation of labour market signals requires a basic understanding 

of the analytical processes which can be applied to labour market supply and demand. It also 

implies the availability of reliable labour market data for: 

 guiding private training decisions (basic information required includes - wage rises, 

job vacancy rates, graduate placements, enrolment data) 

 managing training systems (basic information required includes - reverse tracer 

studies, cost comparisons of alternative paths, rates of return, measurements of cost 

effectiveness, experiences of new industries, productivity rates) 

 improving labour market efficiency (basic information required – wage levels, no 

productivity-related wage differentials, evidence of labour mobility, public subsidies 

for training, labour market segmentation, labour codes, obstacles to wage flexibility) 

 planning public investments in training (basic information required - private training 

capacity, balance of skills demand and supply, market imperfections, structural 

changes. 

Three main aspects of Labour Market Analysis can be distinguished: 

2.2.1. Labour Market Signalling: 

 Labour market signals convey warnings of important new developments in the labour 

market or confirm trends previously observed. Labour market signalling is a vital 

output of labour market information especially for those with immediate decision-

making and daily operational responsibilities.  

2.2.2. Analysis of Labour Market Functioning and Processes:  

This involves in-depth research to try and reveal the dynamics of labour market 

functioning. Labour market research probes more deeply into medium and long term 

indicators, their determining factors as well as their inter-relationships.  

2.2.3. Monitoring and Evaluation of Labour Market Policies and Programs:  

This is the systematic assessment of the impact of labour market policies and 

programmes on specific target groups or on the whole or part of the economy. 

Monitoring and evaluation is done to identify constraints or deficiencies in labour 

market policies and programmes and to provide useful feedback for improving the 

implementation of the monitored programmes as well as to facilitate the adjustment of 

national labour policies to labour market requirements. 

The dynamic nature of labour markets and the frequent monitoring of the signals they 

send also permit a more flexible approach to public budgeting for schooling and skills 

training. Incremental planning increases the responsiveness of training systems to 

meet the demand-side needs of the labour market. 

Countries that lack a Labour Market Information System can still benefit by 

capacitating planners, researchers, educationists, policy-makers and other users of 

labour market information with the requisite skills, tools and approaches to analysis 

the labour market. 



 Page 51 of 101 

 

2.3. Analysing Labour Supply-Demand Dynamics 

There are only two organisations conducting supply-demand analysis in the South African 

labour market presently. This limitation contributes to the lack of labour market intelligence 

among users of labour market information. Thus it is difficult for SETAs to determine the 

quantum of skills shortages or surpluses in their respective sectors. 

CareersJunction and Adcorp Group Holdings conduct supply-demand analysis on a quarterly 

and monthly basis respectively. CareersJunction uses its website which includes job 

vacancies advertised in the Sunday Times Careers section. This supplement is a nation-wide 

advertising medium for jobs and is the most widely used in South Africa. 

Adcorp, the largest recruitment firm in South Africa, releases a monthly employment index 

which also gives a good indication of supply-demand dynamics.  

2.3.1. CareerJunction Index 

CareerJunction is a web service through which Recruiters and Career Seekers interact 

in a secure and completely confidential environment. Over 1,000 companies advertise 

their jobs on CareerJunction and make use of the variety of services which we offer 

over and above the normal Job Board service. 

The CareerJunction Index (CJI) has been established due to a lack of updated and 

accurate online labour market information in South Africa. The CJI is the first index of 

its kind that directly monitors the online labour market in South Africa by examining 

supply and demand trends across all industries. CJI Executive Summary analyses 

supply and demand of professionals within their relevant industries only. 

The CJI data is sourced from the CareerJunction website, where over 1,000 of the 

country‟s top recruiters (both agencies and corporate companies) advertise their vacant 

positions to more than 1 million career seekers. With the Internet becoming an 

increasingly popular method of finding a job and sourcing candidates for positions, the 

CareerJunction Index provides HR professionals and recruitment agencies with 

valuable insights into online labour trends in South Africa (CareerJunction Index, 

2010, p 1). 

2.3.2. Adcorp Employment Index 

Adcorp Group Holdings releases a monthly Employment Index which serves as a 

useful indicator in measuring labour demand across a range of industries, including 

transport.  

2.4. SECTION E:     SUPPLY OF SKILLS 

This section deals with the stock or supply of skills in the transport sector. It gives an 

indication of supply-side dynamics in the sector. 

2.4.1. Employment by Occupation and Industry 

The table below provides information on the stock of skills in the sector by 

occupational level per sub-sector. 
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Table 2-1 Employment by Occupation and Industry 
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Railway transport 2 2 4 3 4   8 4 8 35 

Other land transport (Road) 83 3 10 33 16   15 242 51 453 

Sea and coastal water transport     0 2     1     4 

Air transport 1   4 2 5   3   4 19 

Auxiliary transport activities,  
Travel agencies 16 3 6 32 9   1 7 15 90 

Postal and related courier activities 2 4 3 25       14 8 57 

Telecommunication 10 24 23 17 2 0 7 0 25 110 

Total 115 35 50 116 36 0 34 267 112 767 

Stats SA Quarterly Labour Force Survey, Quarter 1, 2010 

The table reveals the following: 

 The composition in percentages of sub-sectors are as follows: Railway (4.5%); 

Road (59%); Sea (0.5%); Air (2.5%); support and auxiliary (12%); Postal and 

courier (7.5%); Telecommunications (14%); 

 TETA should align skills development support in terms of the size of sub-

sectors; 

  The occupational composition of the sector is as follows: Managers (15%); 

Professionals (4.5%); Technicians (6.5%); Clerks (15%); Sales and Service 

(5%); Crafts and Trades (4%); Plant and Machinery (35%); Elementary (15%); 

 High skills occupations (Managers/Professionals/ Technicians) constitute 26%; 

intermediate skills (Clerks/Sales and Service/Crafts and Trades) make up 24% 

and low level skills; (Plant and Machinery/Elementary) comprise 50%; 

  A high percentage of people are in the low skills category (50%); 

 There is an opportunity to move people with low level skills into the intermediate 

category. Likewise there are opportunities for those with intermediate skills to 

move into the high skills category with meaningful education and training 

interventions; 

2.4.2. Education Levels 

The table below gives information on education levels by sub-sector in the transport 

industry: 

No schooling 9 652 NTC l 524 

Grade R 0 NTC II 580 

Grade 1 2 512 NTC III 7 235 

Grade 2 3 293 Certificate < Grade 12 6 709 

Grade 3 7 563 Diploma < Grade 12 370 

Grade 4 12 592 Certificate & Grade 12 20 300 

Grade 5 13 519 Diploma & Grade 12 60 005 

Grade 6 16 136 Degree 28 313 

Grade 7 33 054 Degree and Diploma 4 114 

Grade 8 38 506 Honours Degree 8 800 
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Grade 9 44 944 Higher Degree 0 

Grade 10 83 418 Other 3 392 

Grade 11 84 355 Do not know 5 709 

Grade 12 245 021 N= 740 615 

 

 

The table reveals the following: 

 14% of people in the sector have a tertiary education; 33% have a secondary 

education; 47% have not completed secondary education; 9% have not 

completed primary education and 1.5% with no schooling; 

 It is necessary for the sector to improve the proportion of people with tertiary 

education from 14% to potentially about 25% over the next few years; and 

 It is strongly suggested that TETA should invest in RPL to improve education 

levels in the sector. There is potential to move 33% and 9% of people who have 

not completed secondary and primary schooling up a band based on work 

experience where appropriate. 

 TETA should focus on FET qualifications since a large number of workers 

(248 000 and 261 000) need to access education and training in this band. This 

effectively makes up 66% of the workforce; 

 Sectors such as sea, air, support and auxiliary and postal and courier require 

people with a secondary education; 

 Land transport has a high proportion of people with primary schooling or less. 

There is a need for upskilling this sub-sector and creating opportunities for 

unskilled workers to enter formal employment. 

 

The data is summarised in the following graph. 
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2.5. WSP and ATR 2009/2010 

The Workplace Skills Plan/ Annual Training Report 2009/2010 offer valuable information on 

planned training and training already undertaken. The composite WSP/ATR findings serve as 

a sample for training in the transport sector since only a limited number of organisations 

make mandatory grant applications to the TETA. 

2.5.1. Ethnic Profile by Occupational Levels 

The graph below provides information on the ethnic profile of the sector by 

occupational class for the 2009/2010 period. 

 

 

The above graph reveals the following: 

 Africans are in the majority at elementary, operator, sales, clerical and service 

levels which range from low level to intermediate level occupations; 

 Whites are the majority of technicians, professionals and managers which 

comprise advanced level occupations; 

 This is a characteristic feature of the SA labour market – Whites domination the 

upper end of the occupational spectrum, whilst Blacks (Indians, Coloureds and 

Africans located at intermediate and lower levels);  

 Whites take up 48% of managerial posts compared with Africans with 29%; 

 68% of Whites are professionals and 56% are technicians, whilst the same 

figures for Africans are 20% and 35% respectively;  

 76% of Africans are operators and 70% are elementary workers. The 

corresponding figures for Whites are 7% and 3%;  

 There is clearly a need for TETA to become more active in supporting Blacks, 

especially Africans, through skills development to occupy senior and high level 

occupations in transport; and 

 Affirmative Action should be a very high priority of the skills agenda for the 

transport industry. 

2.5.2. Training by Race and Region 

The graph below provides information on the number of workers in the transport 

industry that was actually trained for the 2009/2010 period. 
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Figure 2-1  Training by Race Group 

 
WSP ATR 2009/10 

The graph below reveals the following: 

 

 A higher proportion of Whites received training than other race groups in the 

high skilled occupations (Managers, Professionals and Technicians). For 

example, 1910 Whites were trained at Manager Level compared to 574 

Coloureds, 411 Indians and 882 Africans. A same trend prevails for 

Professionals and Technicians. This suggests that the demographic composition 

of the workforce in high skilled occupations is skewed in favour of Whites. It 

also means that since the advent of democracy Whites still tend to dominate the 

upper strata of the occupational structure. Clearly, there is a need to speed up 

transformation in the sector; 

 The proportion of Africans and Coloureds increases lower down the occupational 

structure. Africans comprise the majority in Administration and Clerks, Drivers 

and Operators and Elementary Workers occupational levels. For example, 1947 

Africans were trained at the Elementary Workers Level compared to 83 Whites, 

872 Coloureds and 41 Indians. In the Driver and Operator level, 8481 Africans 

were trained compared to a mere 549 Whites, 1346 Coloureds and 288 Indians. 

This indicates that the lower end of the occupational structure is dominated by 

Blacks (Africans, Coloureds and Indians). 

 In total, 35 226 workers of all race groups were trained in the industry. In terms 

of race, 9014 Whites, 5536 Coloureds, 18 644 Africans and 2032 Indians were 

trained. Only 171 disabled people were trained. There are 767 000 workers in the 

transport industry of which 35 226 received training. This represents a 

penetration rate of 4.6%. 

 The penetration rate for 3.3% for Managers, 9.1% for Professionals, 5.8% for 

Technicians and 2.6% for Elementary Workers. 

 The very low penetration rate (the total number of workers by the number 

actually trained per occupational level) means that training interventions do not 

reach scale in the transport industry and are unlikely to have a meaningful impact 

of improving the skills base of the industry. In short, more people need to receive 

training in the industry than is currently the case. 
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Figure 2-2  Planned Training per Region 

 
WSP ATR 2009/10 

In terms of planned training by region, the following is revealed: 

 Planned training is skewed heavily in favour of Gauteng. This understandable 

because the region is the heart of the SA economy comprising the most numbers 

of employers and employees; 

 A considerable amount of training in Gauteng is done with managers, 

professionals, technicians and clerks.  This is a problem because insufficient 

amount of training appears to be undertaken at the lower end of the skills 

spectrum. Given the fact that Whites dominate the upper end of the occupational 

hierarchy and inverted relationship exists; 

 In order words, most of the planned training spend goes to Whites, whilst the 

majority of the workforce (Africans) who are occupying low level positions 

receive the least training; 

 This represents a very serious indictment on stakeholders (employer and 

employee representatives) in the transport industry because they have failed since 

the advent of democracy to change the racial composition of the workforce in 

spite of government policy measures and legislation to encourage transformation; 

 This practice appears to prevail in Western Cape and KwaZulu-Natal as well; 

 In this instance as well, TETA should be playing a more active role to ensure 

equality of opportunities for previously disadvantaged groups; and  

 TETA should take leadership in becoming an agent of national transformation 

for the industry. 

2.5.3. Training by Province 2009/10 

The graph below provides information of training actually undertaken by province for 

2009/2010.  
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Figure 2-3 Training by Province 

 

From the above graph it is evident that training is skewed in favour of Gauteng 

(19 150), Western Cape (6966) and KZN (4567). This is understandable because there 

are a heavy concentration of organisations and workers in these regions respectively. 

The graph also implies the need for TETA to pay attention to these regions, whilst not 

ignoring others. 

2.5.4. ABET Training 2009/2010 

The graph below provides information on ABET training in the industry. It reveals the 

following: 

 
Figure 2-4 ABET Training c 

 

 

 57 workers received pre-ABET assessments; 

 High numbers in the under 35 years (as well as 35 to 55 years) band are receiving 

training which points to weaknesses in the schooling system; 
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 In total 213 workers were trained at ABET Levels 1 to 4; 

 Workers were trained as follows: level one (78), level two (79), level three (43) 

and level four (13); and 

 From these figures it is evident that more needs to be done by TETA in the area 

of ABET. 

 

2.5.5. Industries Displaying Minor Supply (Supply < 2%) 

Analysing the volume of active career seekers in the previous 6 month period, 

provides a general indication of the available labour supply in the online market. 

 
Figure 2-5 Industries displaying minor Supply  

 
CareerJunction, 2010d 

The above graph gives an indication of online labour supply. All of the industries 

display minor labour supply. Distribution, transport and maritime have progressively 

weak labour supply (CareerJunction, 2010d, p 13). 

 

2.6. DEMAND OF SKILLS 

This section gives an indication of the demand for skills in the sector. It gives an indication 

of supply-side dynamics in the sector. 

2.6.1. Employment Index 

The Adcorp Employment Index (July 2010) fell sharply in July at an annual rate of 

8.1%. All sectors, provinces and occupations recorded declines in employment, except 

for modest growth in government employment (2.4%). Employment fell most sharply 

in the construction sector (13.1%) and the mining sector (11.2%). Reflecting continued 

weakness in the manufacturing sector, employment of artisans fell 11.2% and machine 

operators fell 9.6%. However, recruitment activity (which tends to lead the 

employment cycle by roughly 6 months) turned positive in all sectors, suggesting that, 

toward the end of 2010, South Africa‟s ongoing job losses will ease. Specifically, 

since the beginning of 2010, recruitment activity for permanent positions increased by 
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18.0% over the year‐earlier level, and recruitment activity for temporary positions 

increased by 7.7% during the corresponding period. It is encouraging that employers‟ 

hiring decisions have perked up in recent months. 

2.6.2. Recruitment Conditions  

Although employment fell sharply in July, recruitment activity gathered momentum in 

all sectors. Recruitment activity tends to lead employment by roughly 6 months, which 

suggests that the South African economy‟s continuing pattern of job losses will ease 

toward the end of 2010. As indicated in the following figures, recruitment levels for 

permanent and full‐time positions grew at an annual rate of 28.0% in July, the highest 

rate since January 2007. Recruitment levels for temporary and part‐time positions 

grew at an annual rate of 4.6% in July, the highest level since June 2008. 

 

 
Figure 2-6  Adcorp Employment Index 

 

According to Adcorp Employment Index (2010) employment in the transport industry 

fell by -6.25% in July from the previous month. This pattern is consistent in all 

sectors. Such a development is likely to have occurred due preoccupation with the 

World Cup tournament in June and July in South Africa. 

 
Table 2-2  Employment by Industry 

Employment by Industry July 2010 
Sector Employment July 2010  

(000s) 

% change vs. 

June 2010 

Mining   302 -11.17 

Manufacturing  1,464 -8.25 

Electricity, gas and water supply 87  -4.22 

Construction  557 -13.1 

Wholesale and retail trade  1,624 -8.27 

Transport, storage and communication   525 -6.25 

Financial intermediation, insurance, real 

estate and business services  

1,618 

 

-2.83 

Community, social and personal services  2,498 -2.44 

Source: Adcorp Employment Index 
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In terms of employment by occupational categories for July 2010, all categories 

recorded month-on-month declines (Adcorp Employment Index July, 2010). 

 

Occupational Employment by Industry July 2010 
Occupation Employment 

July 2010 (000s) 

Percentage change 

vs. June 2010 

Legislators, senior officials and managers 997 ‐3.08 

Professionals 639 ‐2.16 

Technical and associate professionals 1,467 ‐8.52 

Clerks 1,446 ‐4.36 

Service workers and shop and market sales 

workers 

1,773 ‐5.21 

Skilled agricultural and fishery workers 107 -2.29 

Craft and related trades workers 1,490 ‐11.22 

Plant and machine operators and assemblers 1,069 ‐9.63 

Elementary occupation 2,486 ‐8.35 

Domestic workers 823 -4.12 

Source: Adcorp Employment Index, July 2010 

2.6.3. Recruitment Activity 

Adcorp‟s Employment Index (July 2010) shows that recruitment (labour demand) in 

SA remained stable between 2001 and 2007 around 20%, but steep decline was 

experienced in 2008 and 2009 as a result of the global financial crisis. Permanent and 

full-time recruitment has picked up in the latter part of 2009 and 2010. 

 

Adcorp‟s Employment Index (July, 2010) shows that recruitment for part-time and 

temporary positions performed relatively better that full-time and permanent positions 

indicating that structural constraints exist in the labour market inhibiting hiring of 

labour. Even during the recession recruitment dropped marginally and picked up 

steadily in 2010. 
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Below is a visual illustration of the current online labour market situation, taking into 

account the amount of active career seekers and the amount of advertised jobs on the 

CareerJunction website. Please note that this is not an indication of how many career 

seekers have applied to positions, but rather the number of potential career seekers 

who have been active on the CareerJunction website in the previous 6 months. 

 

 

 

 

Engineering 6.47 

 

 

Maritime 15.93 

 

 

Transport and Aviation 21.79 



 Page 62 of 101 

 

 

Admin, office and support 60.19 

The analysis of online labour supply and demand provides the positioning of each 

industry sector, based on the average amount of potential career seekers available per 

job advert. Integrating the number of job adverts and the number of potential career 

seekers per job advert for each industry sector, reflects the online labour supply versus 

demand per industry sector. 

Recruiters currently face difficult to moderate recruitment conditions across most 

industries in the South African online labour market. A steady decrease of active 

career seekers as well as an increase in labour demand is further aggravating 

recruitment conditions and placement is becoming challenging across more industries. 

Recruiters currently face difficult recruitment conditions in Engineering, Distribution, 

Warehousing and Freight sectors. The supply pool of talent within these sectors is 

limited to less than 10 potential career seekers per job vacancy.  

 

Retaining valuable staff is an advisable strategy for employers who seek talent in these 

sectors, especially in regions where recruitment activity is particularly high, for 

example Gauteng, the Western Cape and KwaZulu-Natal (CareerJunction, 2010d, p 10 

& 11). 
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The above graph indicates the difficulty of recruiting labour by economic sector. It is 

evident from the graph that it is relatively easy to recruit in the transport sector. There 

are roughly over 20 potential career seekers per job advert. The number of job averts 

in the transport sector is about 250 which is relatively low.  

2.6.4. Industries Displaying Minor Demand (Demand < 2%) 

The graphs below indicate industries in terms minor demand (jobs being advertised 

within specific industry sectors). 
Figure 2-7  Minor Demand  

 

Administration, transport and maritime sectors experienced minor labour demand 

(CareerJunction, 2010d, p 16).  This excludes jobs that may be placed with 

Recruitment agencies. 

 

2.6.5. Industry Trends 

The graph below illustrates supply and demand trends experienced by all industry 

sectors over a 6 month period, where the first 3 months‟ data are compared to the next 

3 months‟ data (CareerJunction, 2010d, p 16). 
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A six months analysis of the online labour market in South Africa reveals an overall 

decrease in online labour supply. Demand for labour has increased during this period. 

As a result, recruitment conditions have weakened across most industries. Recruiters 

currently face difficult recruitment conditions in the Distribution, Warehousing & 

Freight and Engineering sectors. The supply pool of talent is limited to less than 10 

potential career seekers per job vacancy within these sectors. 

In Transport and Aviation the supply of labour is -6.4% and demand is 73.2%. There 

are 21.79% career seekers per job advert. The figures for Maritime are -25.3% for 

labour supply, -19.1% for labour demand and 15.93% career seekers per job advert 

(CareerJunction, 2010d, p 16). 

2.7. Demand for Specific Occupational Fields 

The following occupational fields have been analysed by CareerJunction to obtain 

information on supply and demand dynamics. 

 
Recruitment Conditions for Scarce Skills on Transport Industry List 

Occupational Fields Career seekers per 

Advert 

Comment  

Client Services  7.02 Difficult 

Sales  12.25 Moderate 

General Management  11.40  Moderate 
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Procurement, Supply Chain & Logistics  14.70  Moderate 

Operations (Control & Planning)  16.53 Moderate 

Financial Management  6.68  Difficult 

Electrical & Electronic Engineering  10.03  Moderate 

Mechanical Engineering  22.25  Easy 

Automotive Engineering  302.79  Very Easy 

Training & Development  53.26 Very Easy 

Artisanship  10.47 Moderate 

Trades & Commerce  18.76 Moderate 

Fitting & Machining  22.25 Easy 

Metallurgy  28.33 Easy 

Quality Control & Assurance  36.56 Very Easy 

Draughtsmanship 27.50 Easy 

Fabrication & Production  25.60 Easy 

Source: CareerJunction, Job Report, 1
st
 Quarter, 2010 

There are various occupational fields found within the transport industry. When 

examining these, it is advantageous to analyse the levels of demand in order to 

distinguish which skills are most required. 

2.7.1. Procurement, Supply Chain & Logistics  

The following occupational fields have been identified on the scarce skills list of 

TETA: Quality Control and Assurance, Warehouse and Stock Control, Client 

Services, Operations (Control & Planning), Procurement, Supply Chain & Logistics, 

Sales and General Management.  

 

 

On analysis of demand for the various skills within the transport industry, most 

demanded skills include General Management skills, Procurement, Supply Chain & 

Logistics skills as well as Sales skills. These skills make up nearly 68% of online 

labour demand. Quality Control & Assurance and Warehousing & Stock Control are 

marked as the occupations least in demand; each owning less than 3% of overall 

online labour demand. Despite the relatively low demand for Production & 

Manufacturing and Client Services skills, recruitment is the most challenging. 

 

2.7.2. Engineering 

The following occupational fields have been identified on the scarce skills list of 

TETA: Marine Engineering, Automotive Engineering, Industrial Engineering, 



 Page 66 of 101 

Mechanical Engineering, Electrical and Electronic Engineering and Civil and 

Structural Engineering: 

 

Upon analysis of demand for various engineering occupations within the transport 

sector, electrical, electronic engineering, and mechanical engineering are in demand. 

There is a low demand for automotive engineering. 

 

2.7.3. Trades 

The following occupational fields have been identified on the scarce skills list of 

TETA: Metallurgy, Draughtmanship, Trades, Fitting and Machining, Fabrication, 

Quality Control and Assurance Artisanship, Supply Chain and Logistics, Process and 

Operations and General Management. 

 

 

Process & Operations Management skills which account for 18.42% of employer 

demand. Supply Chain & Logistics; Quality Control & Assurance; Fabrication & 

Production; Fitting & Machining and Artisan skills all display relatively similar levels 

of demand (more than 5%) (CareerJunction, 2010c, p 29). 
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2.7.4. Operations (Control and Planning) 

There are various types of skills found within the occupational field of Operations. 

When examining these skills, it is advantageous to analyse the levels of demand in 

order to distinguish which skills are most required. 

 

 

The graph below provides an overview of the trends experienced by the various skills 

that are in high demand: 

 

 

 

Skills such as Operations / Processes, Control & Optimisation and Planning & Co-

ordination are in high demand. Notable increases in hiring activity are evident for 

these sets of skills during the first quarter of 2010. Recruitment activity picked up 

substantially for Operations / Processes and Control & Optimisation skills while 

demand for Planning & Co-ordination skills experienced a moderate increase. By 

monitoring the supply & demand within various skill level categories, recruiters can 

gain an insight into current skills shortages as well as oversupplies. Furthermore, it can 

provide recruiters with possible solutions and suggested future recruitment strategies 

to compensate for scarce labour skills. 
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2.7.5. Procurement, Supply Chain & Logistics  

Procurement and Logistics form a part of Supply Chain which is described as the 

movement of products from supplier to consumer through multifaceted procedures. 

The Supply Chain process involves the purchasing of materials and products, 

transformation of raw materials to finished products, storage of materials and products 

and finally delivery of materials or products to consumers. 

A large number of persons or cross-functional teams are involved in the various stages 

of the Supply Chain. A well developed Supply Chain can greatly improve product 

quality, reduce spending and time as well as optimise manufacturing flow. 

The graphs below display the supply as well as demand trends experienced by the 

occupational field of Procurement, Supply Chain & Logistics over the last six months. 

 

  

Recruitment conditions remained stable in the occupational field of Procurement, 

Supply Chain & Logistics over the last six months. Recruiters currently face moderate 

recruitment conditions, however, the limited labour force in this field is a cause for 

concern. 

There are various skills within the occupational field of Procurement, Supply Chain & 

Logistics. When examining these skills, it is advantageous to analyse the levels of 

demand in order to distinguish which skills are most required. 

 

 

 

Procurement is undoubtedly the most required set of skills in the occupational field of 

Procurement, Supply Chain & Logistics. Import & Export skills as well as Logistics & 

Distribution skills make up a very small percentage of online labour demand. Demand 

for Procurement professionals dropped slightly during the first quarter of 2010. 
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2.7.6. Financial Management 

Financial Management defines management roles and positions within the finance 

profession. This occupational field understands financial matters and is concerned 

with of, erring financial services. 

The graphs below display the supply as well as demand trends experienced by the 

occupational field of Financial Management over the last three months. 

 

  

 

 

 

Recruitment is very challenging the field of Financial Management. Recruiters 

currently have access to less than 10 potential career seekers for every job advert 

posted. Long term labour planning is essential in this field. Businesses should consider 

participating in skills development or alternatively relocate labour from other regions. 

 

2.7.7. Electrical & Electronic Engineering 

There are various skills within the occupational field of Electrical & Electronic 

Engineering. When examining these skills, it is advantageous to analyse the levels of 

demand in order to distinguish which skills are most required. 
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Power Engineering is undoubtedly the most required set of skills in the occupational 

field of electrical & electronic engineering and account for more than 60% of 

employer demand. mechatronical and electronic engineering skills also display 

relatively high levels of recruitment activity. Demand for instrumentation engineering 

as well as signal & telecommunication engineering skills is currently very low 

(CareerJunction, 2010b, p 60). 

2.7.8. Mechanical Engineering 

There are various skills within the occupational field of Mechanical Engineering. 

When examining these skills, it is advantageous to analyse the levels of demand in 

order to distinguish which skills are most required. 

 

 

Mechanics is the most required set of skills in the occupational field of Mechanical 

Engineering. Demand for professionals with these skills is remarkably high and make 

up more than 90% of overall employer demand. Drafting, Structural Analysis and 

Thermodynamics are other required skills in this field, however demand for these are 

currently low. The high demand for Mechanics‟ skills could have adverse effects on 

recruitment (CareerJunction 2010b:80). 

2.7.9. Industrial Engineering 

There are various skills within the occupational field of Industrial Engineering. When 

examining these skills, it is advantageous to analyse the levels of demand in order to 

distinguish which skills are most required. 
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2.7.10. Project Engineering 

More than 80% of job vacancies posted during the first quarter of 2010 within the occupational 
field of Industrial Engineering are allocated to Manufacturing & Process Engineering skills. The 
high demand for this set of skills signals difficult recruitment. Operations Engineering and Quality 
Assurance Engineering skills are currently not in high demand and combined account for less than 
20% of employer demand (CareerJunction 2010b: 71). 

 

 

 

Businesses are in high demand of Project Engineers with Electrical & Electronic Engineering skills 
as well as Civil & Structural Engineering skills. Skills such as Industrial Engineering, Electrical 
Engineering and Mechanical Engineering also display a relatively high level of demand. Combined 
these fields represent 40.38% of labour demand within the occupational field of Project 
Engineering (CareerJunction 2010b: 90). 
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2.7.11. HR & Recruitment 

 

There are various occupational fields found in Human Resources & Recruitment. When examining 
these, it is advantageous to analyse the levels of demand in order to distinguish which skills are 
required most. 

 

 

 

On analysis of demand for the various occupations within the Human Resources & Recruitment 
sector, occupations in top demand include General Management and Recruitment & Selection 
roles. Combined, these occupations account for nearly 63% of labour demand. Employee Benefits 
Administration professionals as well as Human Resource Consultants are also in high demand 
within the Human Resources & Recruitment sector while demand for Human Resource 
Administrators as well as Training & Development and Employee & Industrial Relations 
professionals is low. 

 

The graphs below display the supply as well as demand trends experienced by the occupational 
field of Training & Development over the last 6 months. 
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2.7.12. Draughtmanship 

 

The graphs below display the trends experienced by labour demand as well as labour supply in the 
occupational field of Draughtsmanship over the last six months. 

 

  

 

2.7.13. Artisanship 

 

The graphs below display the trends experienced by labour demand as well as labour supply in the 
occupational field of Artisanship over the last six months (CareerJunction, 2010, P39). 

 

  

 

Recruitment is moderate in the occupational field of Artisanship. Fluctuating levels of labour demand is 
evident for the previous six months. Recruitment conditions have remained stable. 

 

2.7.14. Fitting & Machining 

 

There are various skills within the occupational field of Fitting & Machining. When examining these 
skills, it is advantageous to analyse the levels of demand in order to distinguish which skills are 
most required (CareerJunction, 2010c, P.50). 
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Fitting and Turning skills are greatly required in the occupational field of Fitting & Machining. The 
high demand for these sets of skills possibly creates more challenging recruitment. Moulding as 
well as Machining skills also displays high levels of demand. 

 

2.7.15. Metallurgy 

 

The graphs below display the trends experienced by labour demand as well as labour supply in the 
occupational field of Metallurgy over the last six months (CareerJunction, 2010c, P.50). 

 

  

 

 

Recruitment is easy in the occupational field of Metallurgy for the first quarter of 2010. Labour 
demand shows a steady decline from October last year to February 2010. However, this trend was 
interrupted during March with a slight growth (CareerJunction, 2010c, P.64). 

 

2.7.16. Fabrication & Production 

 

The graphs below display the trends experienced by labour demand as well as labour supply in the 
occupational field of Fabrication & Production over the last six months . 
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Placement of Fabrication & Production professionals is easy for the first quarter of 

2010 due to a large pool of potential career seekers. Labour demand experienced 

steady growth from December 2009 to March 2010. Labour supply displays a slight 

downward trend for the previous six months. As a result recruitment conditions have 

slightly weakened. 

2.7.17. Quality Control & Assurance 

The graphs below display the trends experienced by labour demand as well as labour 

supply in the occupational field of Quality Control & Assurance over the last six 

months (CareerJunction, 2010c, P.71). 

  

Recruitment is very easy in the occupational field of Quality Control & Assurance for 

the first 

quarter of 2010, due to the large labour force. Labour demand has fluctuated over the 

last six months. Recruitment conditions have remained stable. 

2.7.18. Process & Operations Management 

There are various skills within the occupational field of Process & Operations 

Management. When examining these skills, it is advantageous to analyse the levels of 

demand in order to distinguish which skills are most required. There are various skills 

within the occupational field of Process & Operations Management. 
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Process Management is undoubtedly the most required set of skills in the occupational 

field of Process & Operations Management. This is followed by Controlling skills 

which account for more than 20% of online labour demand. Automation as well as 

Maintenance is other required skills in this field, however these currently make up a 

small percentage of posted job adverts. 
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 CHAPTER THREE:  SCARCE and CRITICAL SKILLS 

This chapter presents a Scarce and Critical Skills List of the Transport Sector drawn from 

the annual workplace skills plan/ annual training reports, careers guide, literature review, 

scarce skills questionnaire and workshops with stakeholders in the designated sector.  Scarce 

skills are listed according to occupation (at unit group, level 4, on the Organising 

Framework of Occupations).  

A list of critical or “top-up” skills requirements that addresses skills gaps is also identified. 

The chapter also signals skills needs in the future. It identifies major trends impacting on the 

sector. This translates into determining new skills sets needed and the training and 

development requirements to support them. 

Stakeholder workshops were conducted in all nine provinces by open invitation.  

Representation ranged across all sub-sectors, including training providers, Department of 

Labour representatives, as well as participants from a number of trade unions.  There were 

also a significant number of SMME owners/managers represented at the workshops. 

 

3.1. Critical Skills 

Critical skills refer to skills gap within occupations and are distinguished from scarce skills 

which refer to occupations. Usually critical skills training take the form of short courses that 

are not accredited by Education and Training Quality Assurance Bodies. 

 

 

According to the WSP/ATR of TETA companies, the following critical skills are identified 

as priority skills in the workplace in order of most demand: 

Management,  Diversity,  Health & Safety,   Supervisory,   Rescue and Emergency 

A Complete Critical Skills list follows 

0 10 20 30 40 50

Supervisory skills

Rescue and emergency

Management

Health and safety

Diversity management

Critical Skills Priorities WSP/ATR 2009 -2010 
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CRITICAL SKILLS FOR TRANSPORT SECTOR 
Road Passenger Forwarding & Clearing Road Freight Aerospace Maritime 

Driver Qualification  

Management skills  

-Generic 

-Supervisory 

-Human Resource 

-Financial 

-Business management 

Corporate governance 

Tendering process 

Marketing 

Communication 

Compliance 

Human resources 

Legislative development  

Scheduling and planning 

Project management 

Supply chain management  

Customer Care 

Conflict management 

First aid  

Fire fighting 

Wellness/Employee Assistance 

Health and Safety 

Anger management 

New Venture Creation 

Coaching and Mentoring 

Basic IR Skills 

 

Call Centre Management 

Administrative & Clerical 

Human Resource 

Transformation Management 

Freight Forwarding 

Customs Clearing 

Regulatory Training 

Supply Chain Management 

Management Skills  

Communication 

Sales Skills 

Information Technology  

Customer care 

Project management 

Material / Freight handling 

Logistics 

Customs 

Dangerous goods 

Data Analysis 

 

Driving Skills 

Dangerous Goods 

Management  

-Generic 

-Supervisory 

-Human Resource 

-Financial 

-Key Accounts 

Project Management  

Risk Management 

Supply Chain management 

Procurement  

Transport Logistics 

- Networks 

- Route 

- Processes & Market  

- Route Planning 

- Operations systems  

- data analysis 

-Welding 

-Business Administration 

-Sales Training 

-Health & Safety  

-Operations (scheduling / business 

principles / legislation) 

-Marketing (business contracts) 

Enforcement (traffic policing) 

Health (illness / nutrition / general 

health) 

ABET  

IT basic and advanced  

Customer Service (Contact 

Centre)  

Logistics  

Warehousing 

 

Refueling 

Mentor and Coaching 

Sales 

Training Skills 

Customer Liaison 

Negotiating client contracts 

HR Skills 

Computer literacy 

Health & Safety  

Management Skills 

Communication  

Financial  

Industry Legislation 

Problem solving 

Accounting 

Quality Assurance Management 

Fire Fighting 

Supervisory skills 

Network administration  

Situation awareness training 

Sales clerks 

Computer literacy 

Passenger handling staff 

Fixed wing pilot training, 

specifically the progression from 

Commercial (CPL) level to Airline 

Transport Pilot (ATP) level 

Assessor training for flight 

instructors 

Aircraft Maintenance Staff – 

Mechanical, electrical, structural 

and avionics 

 

Leadership 

Management 

Navigation Skills (Watch Officer) 

Fishing and Merchant Marine 

Engineering Skills (Watch Officer)  

Fishing & Merchant Marine 

Fishing Technologies  

Fish hunting 

Pilotage 
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Rail Freight Handling Taxi 

Transport Management  

(Human Resources, equipment, drivers, dangerous goods for 

all modes of transport) 

Supply Chain Management  

(Production planning and logistics) 

General Management (Leadership and motivational skills) 

I.T. Skills  

(handling, operations, administration and management) 

Train Driving 

Railway Engineering 

Train Management 

Tracking of information in real time 

E-commerce 

GPS positioning and signalling 

Wagon repairs and building 

Rail wheel interface management 

Track conditioning evaluation for maintenance evaluations 

Operational improvement 

Cost containment 

4PL 

Joint Venture Management 

Developing of monitoring system in technical 

environment & operations eg. Train  

condition-monitoring system 

Heavy haul logistics 

Rail traffic management systems development and 

implementation 

Train and maintenance crew communication technology 

Design and manufacturing of railway wagons  

for specific types of freight 

Rail track maintenance 

ABET 

Transport Management 

Supply Chain Management 

Logistics Management 

General Management 

 Supervisory 

HR  

Finance 

Administration 

IT  

Key Account Management 

Customer Services 

Safety Awareness 

Technical  

Operator Skills  

Port Management 

Business Development Management 

Performance Management 

 

ABET 

Customer Services 

Safety Awareness 

Supervisory 

Administration 

Transport Management 

Driver Qualification  

Communication 

Compliance 

Management  

-Generic 

-Supervisory 

-Human Resource 

-Financial 

-Business management 

Customer Care 

Conflict management 

First aid  

Health and Safety 

Anger management 

New Venture Creation 

Basic IR Skills 

Entrepreneurship 

Small business management 
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3.2. SCARCE SKILLS 

The Scarce Skills List 2009/10 is drawn from the annual workplace skills plan/ annual 

training reports, careers guide, literature review, scarce skills questionnaire and workshops 

with stakeholders in the designated sector.   

NOTE:   The occupations shaded in pink indicate a supply/demand analysis has been 

undertaken above. 

Occupatio

n Code Occupation Specialisation 

 Number 

required Comments 

139904 Manager Airport Manager  20 

Influenced by airport 

expansion programme 

111201 General Manager General Manager 1677 

Addressing EE targets and 

global competitiveness 

149403 Transport Manager Transport Manager 33 

To manage the fleet 

operations 

133601 Supply Chain Manager Supply Chain Manager 4111 Legislative compliance  

132201 Manager Finance 280 

Necessity of finance 

management  

611302 Project Management Project Management 25 Expansion in ports 

13231 Personnel / Human 
Resource Manager  

Crewing Manager (Marine) 6 
Transnet ports expansion 

13299 Project / Contract 

Manager (General / nec)  

Marine Communication Manager 5 Influenced by growth in boat 

building 

13351 Production / Operations 
Manager (Forestry, 

Agriculture, Fishing and 

Hunting) 

- Port Manager 10 

Influenced by growth in boat 

building 

13351 Production / Operations 

Manager (Forestry, 

Agriculture, Fishing and 
Hunting) 

- Marine Operations Manager 

(Fleet) 

15 

Growth after the 2010 World 
Cup 

13999 Specialist Managers nec Marine Managers 120 Influenced by growth in boat 

building 

224701 Business Manager 

Corporate Planner, Business 

consultant , Strategic developer, 
Financial system advisor 100 

influenced by global 
competition 

136102 

Small Business, Office, 

Programme & Project 

Managers Project Management 54 

Growth after the 2010 World 

Cup 

133502 Manager Operational 25  To meet EE targets 

136102 Manager Project Management 15 Shortage of black pilots 

231104 Professional Helicopter Pilots 20 

Airports programme 

expansion  

231101 Professional Aeroplane Pilots 74 Shortage of black pilots 

231102 Professional Air Traffic Controllers 80 Preparation for 2010 WC 

231102 Professional Air traffic Assistants 70 

For development of new pilot 

personnel 

  Professional Radar Training 20 

Airport expansion 

programme 

231103 Professional Flying Instructors 25 

For development of new pilot 

personnel 

223302 Professional Technical Instructors 20 Training and development 
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Occupatio

n Code Occupation Specialisation 

 Number 

required Comments 
purposes 

139906 Professional Quality Assurance & Control 15 

Maintenance of quality 

standards 

233901 Professional Aeronautical Engineer 4 
Maintenance of fleet 
(airplanes) 

  Professional Meteorology 13 Specialized training need 

233502 Professional Mechanical Engineer 15 

Addressing ASGISA 

objectives 

231101 Professional Test Pilot 5 Preparations for 2010 

223303 Professional Assessors 215 

For training and development 

purposes 

223301 Professional SDF 478 
For training and development 
purposes 

321201 

Trades Workers / 

Technicians A/C Mechanic 450 

Addressing ASGISA 

objectives 

341101 
Trades Workers / 
Technicians Electrician 65 

Growth after the 2010 World 
Cup 

321101 

Trades Workers / 

Technicians A/C Electrician 120 

Growth after the 2010 World 

Cup 

321201 
Trades Workers / 
Technicians A/C Instrument Mechanic 75 

Growth after the 2010 World 
Cup 

322102 

Trades Workers / 

Technicians Electroplater 2 

Growth after the 2010 World 

Cup 

323103 
Trades Workers / 
Technicians A/C Structures Worker 32 

Growth after the 2010 World 
Cup 

323101 

Trades Workers / 

Technicians A/C Radiotrician 240 

Growth after the 2010 World 

Cup 

323202 
Trades Workers / 
Technicians Fitter&Turner 7 

Growth after the 2010 World 
Cup 

322303 

Trades Workers / 

Technicians A/C Welder 60 

Growth after the 2010 World 

Cup 

323402 
Trades Workers / 
Technicians Tool & Jigmaker 14 

Growth after the 2010 World 
Cup 

323204 

Trades Workers / 

Technicians Tuner Machinist 40 

Growth after the 2010 World 

Cup 

711201 
Trades Workers / 
Technicians A/C Spraypainter 210 

Growth after the 2010 World 
Cup 

312902 

Trades Workers / 

Technicians Non-destructive Testing 5 

Airport expansion 

programme 

323102 
Trades Workers / 
Technicians 

Licensed Technicians - all 
categories 530 

Growth after the 2010 World 
Cup 

451701 

Community/ Personal 

Services Cabin Crew 15 

Airport expansion 

programme 

721901 Administrative/Clerical Passenger Handling  20 

Growth after the 2010 World 

Cup 

8999 Elementary Ramp Handlers 200 

Preparation for 2010 World 

Cup 

261302 Programmers Programmers 10 

To keep up with IT 

developments 

3131101 Technical Support Technical Support 10 

Growth after the 2010 World 

Cup 

599501 International Trade, 

Freight Forwarding, 

Customs Clearance, 
Shipping 

International Trade, Freight 

Forwarding, Customs Clearance, 

Shipping 
172 

To keep up with global 
standards and developments 
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Occupatio

n Code Occupation Specialisation 

 Number 

required Comments 

13291 

Technical Project / 

Technical Contract 

Manager nec 

- Salvage Master 

- Salvage Engineer 

4 

8 Development of blacks is the 

main driver 

13321 Engineering Manager  Marine Technical Supervisor 150 Meeting EE Targets 

12111 Aquaculture / Seafood 

Farmer 

Fish Farming 50 Development and nurturing 

of this rare type of farming  

13321 Ship's Engineer - Engine Officer General 

- Engine Officer Oil / Chemical 
- 2nd Engineer General 

- 2nd Engineer Oil / Chemical 

- Chief Engineer General 
- Chief Engineer Oil / Chemical 

- Chief Engineer Port Operations 

- M/M Grade 2 

- M/M Grade 1 

- M/M Higher Grade 

30 

15 
30 

5 

20 
5 

20 

60 

40 

10 National Ports expansion 

13999 Shore Skipper Shore Skipper 20 To train blacks in this field 

23121 Master Fisher  Master Fisher 100 Growth in the fishing 

industry 

23122 Ship‟s Engineer  - Engine Officer General 
- Engine Officer Oil / Chemical 

- 2nd Engineer General 

- 2nd Engineer Oil / Chemical 
- Chief Engineer General 

- Chief Engineer Oil / Chemical 

- Chief Engineer Port Operations 
- M/M Grade 2 

- M/M Grade 1 

- M/M Higher Grade 

120 
35 

60 

12 
80 

10 

40 
60 

50 

50 National Ports expansion 

23122 Ships Engineer Chief Engineer (Fishing) 20 Growth in boat building 

industry 

23123 Ship‟s Master  Ship's Master  

- General Cargo 

- Oil 
- Chemicals 

- Salvage / Towage 

- Terminal Support 
- Tug Masters (Ports) 

- Dredge Master 

 

10 

12 
8 

6 

6 
6 

40 

Training and development of 

black people 

23124 Ship‟s Officer  Deck Officer 
- General Cargo 

- Oil 

- Chemicals 
- Salvage / Towage 

- Anchor Handling 

- Fishing (Various) 
- Terminal Support 

- Marine Pilot 

 
100 

30 

20 
20 

10 

15 
100 

5 

National Ports expansion 

23124 Ship‟s Officer  Chief Officer 

- General Cargo 
- Oil 

- Chemicals 

- Salvage / Towage 
- Anchor Handling 

- Fishing (Various) 

- Terminal Support 

 

40 
10 

10 

10 
15 

15 

30 National Ports expansion 

23125 Ship‟s Surveyor  Ship's Surveyor 5 National Ports expansion 

23321 Civil Engineer  Port Engineer 15 Transnet ports expansion 

23341 Electronics Engineer  - ROV Pilot 

- Marine Electronics Engineer 

10 

10 Transnet ports expansion 

23396 Naval Architect / Marine 
Designer 

Naval Architect 8 
Transnet ports expansion 
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Occupatio

n Code Occupation Specialisation 

 Number 

required Comments 

34242 Telecommunications 

Cable Jointer  

Submarine Cable Jointer 10 

Transnet ports expansion 

34244 Telecommunications 

Technician  

Submarine Telecommunications 

Technician 

5 

Technological developments 

35131 Chef  Marine Chef 5 Growth in ship and boat 

building     

89921 Deck Hand  Ordinary Seaman 

- General 

- Tanker 
 

Able Seaman 

- General 
- Tanker 

- Fishing 

 
Oiler 

- General 

- Tanker 
 

Wiper 

- General 
- Tanker 

100 

60 

20 
 

 

110 
20 

100 

 
 

40 

10 
 

 

40 
10 

Growth in ship and boat 

building     

39912 Shipwright  - Shipwright 

- Dockmaster 

30 

50 

Growth in ship and boat 

building     

83133 Seafood Process Worker  - HACCP 

- Safety 

- Supervisory 

10 

800 

800 
Growth in ship and boat 

building     

899202 Fishing Hand  Fisher 110 E Commerce 

591201 Dispatch Receiving Clerk 

Freight Forwarding / Customs / 

Shipping 500 E Commerce 

591202 Import/Export Clerk 

Freight Forwarding / Customs / 

Shipping 250 Customer service needs 

541101 Call Centre Manager Call Centre Operator/Supervisor 89 Customer service needs 

344201 

 Electronics & 

Telecommunication 
workers E Fitters 166 

Growth after the 2010 World 
Cup 

341102  Electricians Electrician  212 

Growth after the 2010 World 

Cup 

321202 

 automotive & 

Engineering Trade 

Workers D E Fitter 211 

Growth after the 2010 World 

Cup 

341101 Electricians Armature Winder 41 

Addressing ASGISA 

objectives 

323501 

Mechanical Engineering 

Trade Workers Millwright 70 

Addressing ASGISA 

objectives 

322201 

 Fabrication Engineering 

Trade Workers Sheet metal workers 25 

Addressing ASGISA 

objectives 

  Artisan Boilermakers 2 

Addressing ASGISA 

objectives 

  Fabrication Plater 15 

Growth after the 2010 World 

Cup 

323402 
 Mechanical Engineering 
Trade Workers Toolmaker 26 

Technical skills required in 
the sector 

323202 

 Mechanical Engineering 

Trade Workers Turner Machinist 40 

Technical skills required in 

the sector 

324201 
 Panelbeaters & Vehicle 
Body Builders Wagon Fitter 107 

Addressing ASGISA 
objectives 

322102 

 Fabrication Engineering 

Trade Workers Electroplater 3 

Technical skills required in 

the sector 
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Occupatio

n Code Occupation Specialisation 

 Number 

required Comments 

322101 

 Fabrication Engineering 

Trade Workers Blacksmith 10 

Growth after the 2010 World 

Cup 

322303 

 Fabrication Engineering 

Trade Workers Welder 103 

Growth after the 2010 World 

Cup 

33210 

Electro Technology Trade 

Workers Air Conditioning 20 

Technical skills required in 

the sector 

321202 

 automotive & 

Engineering Trade 
Workers Examiner & Repairer  64 

Expansion in the transport 
sector 

312201 

 Engineering, ICT & 

Science Technicians  

Engineering Technicians -

Electronics 42 

Technological developments 

within the sector 

312302 
 Engineering, ICT & 
Science Technicians  Engineering Technician -Civil 102 

Technological developments 
within the sector 

314104 

 Engineering, ICT & 

Science Technicians  

Engineering Technicians -

Draughtsman 2 

Technological developments 

within the sector 

312502 
Engineering, ICT & 
Science Technicians  Engineering Technicians -Electrical 108 

Technological developments 
within the sector 

312901 

Manufacturing & Process 

Technicians 

Engineering Technicians -

Instrument 2 

Technological developments 

within the sector 

312902 Building & Engineering   

Engineering Technicians - 

Mechanical 60 

Technical skills required in 

the sector 

233502 
Other Building & 
Engineering Technicians 

Engineering Technicians - 
Industrial 30 

Technological and technical 

developments within the 
sector 

312902 

Engineering, ICT & 

Science Technicians  

Engineering Technicians - 

metallurgy 6 

Few are qualified within the 

subsector 

233401 Engineering Professionals Civil Engineer 59 To meet EE Targets 

233501 Engineering Professionals Electrical Engineer  49 To meet EE Targets 

233101 

 Engineering 

Professionals B Sc Electronics 31 To meet EE Targets 

234902 Engineering Professionals Industrial Engineer 20 To meet EE Targets 

321202 
 Natural & Physical 
Science Professionals Metallurgy 6 To meet EE Targets 

399 

 Miscellaneous 

Technicians & Trade 
Workers 

Maintenance Assistants (technical 
elem) 20 

Growth after the 2010 World 
Cup 

821601  Rail Drivers 10M5 Introduction (new train spec) 38 

Dealing with crime in public 

transport 

442204 

Protective Service 

Workers Safety & Security  3040 

Dealing with crime in public 

transport 

899802 Other Labourers Flagman 160 

Transnet expansion 

programme 

731301 Rail Drivers Train Drivers & Assistants 1620 

Training to meet 

international standards 

451704 

 Personal Service & 

Travel Workers Metro Guard 80 

In line with upgrade of 

coaches 

712907 Stationary Plant operators Railway Signalling tech wkrs 80 

Training and devlopment of 

black people 

731301  Rail Drivers Train Control Officers 162 Increase of coaches 

  Yard officials   300 
In line with upgrade of 
coaches 

  Yard Foreman   40 

In line with upgrade of 

coaches 
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Occupatio

n Code Occupation Specialisation 

 Number 

required Comments 

  Yard master   8 Meeting EE Targets 

  HIV/Wellness   600 Increase in awareness  

223301 ABET   795 
To cab illiteracy in line with 
NSDS  

221102 

 HR & Training 

Professionals Technical trainers 45 

Provision of technical 

expertise in the sector 

731102 
 Accountants, Auditors & 
company secretary Financial Specialist ( CA) 15 A need for 2010 W Cup 

321101 Taxi Operator Cab Driver 1660 Scarce Skill within the sector 

441202 electrician 

Car electrician, Vehicle electrician, 

auto electrician, automotive 

electrical fitter. 200 

Technical skills as a result of 

growth in public transport 

731201 Fire-fighter Rescue fire-fighter  100 
Inclusive of DOT targets for 
2010 

733101 Driver Midi and mini Taxi/Bus Drivers 54677 A huge need in the sector 

891102 
Driver Truck 2418 

National Freight Logistics 
Strategy 

451201 Driver Driver Offside 

100 

National Freight Logistics 

Strategy 

733104 Driver Instructor 
4 

Growth in the transport 
sector 

891102 Driver Dangerous goods  

324 

Department of transport 

target included 

731202 
Driver Offside Driver Offside 

100 
National Freight Logistics 
Strategy 

263103 Driver Professional  2520 

To meet the needs of 2010 

WC 

263103 Network Planner Senior 100 E Commerce 

133504 Network Planner Junior 130 E Commerce 

133504 Operational Expert Senior 40 

To help develop the public 

transport to international 

standards 

263103 Operational Expert Junior 60 E Commerce 

271302 Network Monitor Monitoring Worker 100 E Commerce 

224703 Professional Legal Adviser   

For training and development 

purposes 

223301 HRDProfessional Skills Development Facilitator 328 Training and development 

2611 HRD Professional Trainers 4 Training and development 

233501 IT Professionals System Analysts 10 E Commerce 

223103 Engineers Industrial Engineers 10 To meet EE Targets  

261302 Supply Chain Supply Chain Logistics 25 Legislative compliance  

3131101 IT Technicians Programmers 10 
Technical skills as a result of 
growth in public transport 

321202 IT Technicians Technical Support 10 Technical skills for 2010 WC 

321101 Trades Worker Diesel Mechanic 

260 

Technical expertise required 

in the sector 

324301 Trades Worker Auto Electrician 
100 

To meet ASGISA targets and 
objectives 

324201 Trades Worker Vehicle Spray Painter 

  

Technical expertise required 

in the sector 

324101 Trades Worker Vehicle Body Builder 
100 

Technical expertise required 
in the sector 
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Occupatio

n Code Occupation Specialisation 

 Number 

required Comments 

599501 Trades Worker Panel Beater 

7 

Technical expertise required 

in the sector 

541401 

Community/Personal 

International Trade, Freight 

Forwarding, Customs Clearance, 

Shipping 21 

Keeping with international 

standards 

591103 Administrator/Clerk Warehousing/storekeeping 46 E Commerce 

599501 Administrator/Clerk Bookkeeping 126 E Commerce 

621101 Administrator/Clerk Customs Clearance 151 

International requirements 

and regulations  

631101 Sales Worker Customer Relations 175 Sectoral growth 

611302 Sales Worker Financial Skills 25 Sectoral growth 

711907 Sales Worker Project Management 25 NFLS stipulations 

8321 Machine Operator Rigid vehicle operator 435 

Technical expertise required 

in the sector 

  Elementary Packers, Porters, Loaders 375 

Growth and employment 

opportunities in the sector 

3.3. Concluding Remarks 

A major problem impacting adversely on the skills development environment is the lack of a 

national labour market information system. As a consequence, users of labour market 

information are making policy choices and public investments in education and training 

without credible data. An additional problem facing SETAs is that no occupational 

forecasting is undertaken by research agencies or government departments. Therefore it is 

not possible to predict future skills demands within reliable parameters. 

With these limitations, the only reliable sources of occupational supply-demand information 

are analysis of job adverts conducted by CareerJunction and Adcorp. CareerJunction is a web 

service through which Recruiters and Career Seekers interact in a secure and completely 

confidential environment.  CareersJunction uses its website which includes job vacancies 

advertised in the Sunday Times Careers section. Adcorp, the largest recruitment firm in 

South Africa, releases a monthly employment index which also gives a good indication of 

supply-demand dynamics.  

Road transport, according to StatsSA (2010), makes up 59% of the total sector. TETA 

therefore should focus considerably on improving skills in this sector.  

High skills occupations (Managers/Professionals/ Technicians) constitute 26%; intermediate 

skills (Clerks/Sales and Service/Crafts and Trades) make up 24% and low level skills; (Plant 

and Machinery/Elementary) comprise 50%. A high percentage of people are in the low skills 

category (50%). There is an opportunity to move people with low level skills into the 

intermediate category. Likewise there are opportunities for those with intermediate skills to 

move into the high skills category with meaningful education and training interventions. 

TETA should focus on FET qualifications since a large number of workers (248 000 and 

261 000) need to access education and training in this band. This effectively makes up 66% 

of the workforce. 

A strong feature of the transport sector is that Whites domination the upper end of the 

occupational spectrum, whilst Blacks (Indians, Coloureds and Africans located at 

intermediate and lower levels). 

There is clearly a need for TETA to become more active in supporting Blacks, especially 

Africans, through skills development to occupy senior and high level occupations in 
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transport. Affirmative Action should be a very high priority of the skills agenda for the 

transport industry. 

The mandatory grant system is not been effectively utilised by firms in the transport sector. 

The very low penetration rate (the total number of workers by the number actually trained 

per occupational level) means that training interventions do not reach scale in the transport 

industry and are unlikely to have a meaningful impact of improving the skills base of the 

industry. In short, more people need to receive training in the industry than is currently the 

case. 

The recession has weakened labour demand in the transport sector as a result of reduced 

trade activities. During tough economic times firms are reluctant to hire new staff. 

Recruitment currently in the sector is “easy” according to CareerJunction. On average there 

are 21.79 new career seekers per job advertised.  

There is a strong demand for engineering-type occupations in the sector. Mechanical, 

electrical and electronic engineering appear to be in very strong demand. At artisanal level, 

fitting and turning are popular. This is followed by procurement, supply chain and logistics 

occupations. 

 

A major impediment to the training of seafarers is the lack of berths which are required for 

training.  This is as a result of there being no South African Flagged vessels which could be 

used for this purpose.  This augurs ill for the Maritime skills. 
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 CHAPTER FOUR:  STRATEGIC FRAMEWORK 

Chapter Three recommends a set of skills development priorities for the transport sector in the form 

of a strategic framework. These priorities are drawn from the research findings of preceding 

chapters and take cognisance of government initiatives including, but not limited to, the 

Department of Higher Education and Training Guide to the Process and Time Frames for 
Developing Sector Skills Plans and the NSDSIII (23rd June 2010), Framework for the National Skills 
Development Strategy 2011/12 – 2015/16 and President’s Priorities and the Medium-Term 

Strategic Framework.  

The purpose of this chapter is to offer the stakeholders of the Transport Education and Training 

Authority a strategic framework for skills development over the next 5 years. Ten broad skills 

development priorities have been identified based on the research. These priorities lay the 

foundation for framing a service level agreement between TETA and the DHET. 

 

4.1. PERFORMANCE MONITORING AND EVALUATION  

The Strategic Framework incorporates the broad precepts of government-wide performance 

monitoring and evaluation framework for programmes where the high level strategic 

approach in the SSP is regarded as providing the broad impact, outcome and output 

indicators and measures for the annual strategic business plans and service level agreements 

that the SETA will adopt and sign-off with the Department. 

 

 

Source: National Treasury, 2007, Framework for Managing Programme Performance 

Information 
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4.2. STRATEGIC FRAMEWORK 

The key skills development priorities for TETA over the next five years are diagrammatically 

represented as follows: 
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SKILLS DEVELOPMENT PRIORITY # 1 

Promote a Decent Work Agenda for employees in the Transport Sector 

RATIONALE 

 There is a need to promote the concept of Decent Work in the Transport Sector 
since there is a growing tendency towards atypical forms of employment. Some sub 
sectors such as passenger transport (taxi industry) and courier services are 
characterised by large-scale informalisation and disregard of fundamental worker 
rights. 

 The implementation of a Decent Work Transport Sector Programme  (DWTSP) will 
ensure the following: 

 employment opportunities minimum wage 
 stability and security of work productive work 
 basic conditions of employment social protection 
 fair treatment social dialogue 

 

STRATEGIC OBJECTIVES CRITERIA IMPACT MEASURES 

Develop a Decent Work 
Transport Sector Programme 
that will feed into a Decent 
Work Country Programme 

 Measurable indicators for 
decent work practices for  
small, medium and large 
enterprises 

 Rating mechanism  
 Standards of Advocacy 
 Monitoring and 

evaluation 

 Baseline for meeting 
Decent Work Code per 
sub-sector 

 Number of enterprises 
meeting Decent Work 
Code 

ACTIVITIES 

 Undertake a comparative study to determine benchmarks for a Decent Work Transport 
Sector Programme (DWTSP) 

 Establish Transport Sector baseline 
 Consult widely with all stakeholders for developing a DWTSP  
 Develop a DWTSP, codes of practice, standards of advocacy and rating mechanism 
 Marketing of DWTSP to the transport sector 
 Training and development for constituent members 
 Award enterprises Decent Work Certificates 
 Monitoring and evaluation of DWTSP 

FUNDING MONITORING AND EVALUATION 

Discretionary Fund / NSF ‘catalytic grants’  Development of a M&E toolkit 
 Annual Monitoring 
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SKILLS DEVELOPMENT PRIORITY # 2 

Information and career guidance to encourage new entrants to the Transport Sector 

RATIONALE 

 One of the causes of skills shortages is poor dissemination of career guidance 
information to the youth and inadequate career counselling services in schools and 
other institutions. 

 There is also a poor image of some activities and occupations in the sector. 
 Career guidance counsellors especially in schools and FET Colleges lack sufficient 

knowledge of career opportunities in the sector. 
 New existing employees in the sector tend to lack knowledge of career pathways and 

opportunities. 
 There is a need to market the sector to the youth. 

STRATEGIC OBJECTIVES CRITERIA IMPACT MEASURES 

 Disseminate information 
and promote career 
guidance 

 Improve the image of the 
transport sector 

 Compilation of a database 
of training providers 
offering programmes in the 
transport sector 

 Online facility to assist new 
entrants with career 
opportunities in the sector 

  Career guide handbook 
  Expose youth to the    

Sector 
 Annual updates of 

career guide 
 Database of training 

providers 
 Website facility on 

career guidance 

 Number of schools 
receiving career guides 

 Number of promotion 
events to promote 
careers in the sector 

 Number if school career 
guidance counsellors 
addressed 

 Database of training 
providers in the sector 

 Number of “hits” on 
website careers section 

 Number of SDFs trained 
to use guide 

ACTIVITIES 

 Production and dissemination of career guides. 
 Promotional events (exhibitions, fairs, shows) to promote careers in the sector. 
 Meeting with school career guidance counsellors to present career opportunities in the 

sector. 
 Visits to schools to promote careers in the sector. 
 Training of SDFs to use career guide. 

FUNDING MONITORING AND EVALUATION 

Discretionary Fund  Quarterly 
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SKILLS DEVELOPMENT PRIORITY # 3 

Promote and implement Recognition of Prior Learning (RPL) in the Transport Sector 

RATIONALE 

 Only 19% of people in the transport sector have a tertiary education; 34% have a 

secondary education; 32% have not completed secondary education; 4.5% completed 

primary education; 7% have not completed primary education and 1.5% with no 

schooling; 

 The transport sector is increasingly requiring higher skills intensities as technologies are 

becoming more advanced and globalisation is putting pressure on firms to increase 

efficiencies; 

 It is necessary for the sector to improve the proportion of people with tertiary education 

from 19% to potentially about 25% over the next few years; and 

 It is strongly suggested that TETA should invest in RPL to improve education levels in 

the sector. There is potential to move 32% and 7% of people who have not completed 

secondary and primary schooling respectively up the education and training band based 

on work experience. 

STRATEGIC OBJECTIVES CRITERIA IMPACT MEASURES 

 Strengthen the 

implementation of RPL in 

the sector 

 Ensure all routes of learning 

allow for RPL 

 RPL policies, processes 

and procedures that 

meet the requirements 

of relevant ETQA 

bodies 

 RPL provision in all 

learning programmes 

 Number of learners 

granted RPL for full 

qualifications or in part 

 Number of learners given 

access to higher learning 

via RPL route 

ACTIVITIES 

 Development and implementation of good practice (models, procedures and guidelines) 

for RPL consistent with their National Standards and Guidelines in the context of lifelong 

learning. 

 All new occupational learning qualifications should contain processes to facilitate RPL. 

 Ensure utilisation of RPL among training providers in the sector. 

FUNDING MONITORING AND EVALUATION 

Discretionary Fund  Quarterly 
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SKILLS DEVELOPMENT PRIORITY # 4 

Occupational learning programmes to facilitate access, success and progression to address 
scarce skills shortages in the Transport Sector 

RATIONALE 

 There is a need to address current and future skills demand for scarce skills or 
occupations in demand at advanced, intermediate and low skills levels. 

 Sufficient stock of occupations in demand will reduce wage inflation and contribute to 
growth of the sector. 

 There is a need to focus on artisan training at the intermediate skills level. 
 Inequalities in the sector are a persistent problem. High level occupations (managers, 

technicians and professionals) in the sector are dominated by Whites, whilst low level 
occupations (elementary workers, drivers, clerks) have the majority of Africans. 

 There is also gender bias in the demographic composition of scarce skills. 

STRATEGIC 
OBJECTIVES 

CRITERIA IMPACT MEASURES 

 Address scarce 
skills shortages in 
the sector by the 
provision of 
occupational 
learning 
programmes 

 Research scarce 
skills supply and 
demand 
 

   Targets by 
occupational level 
to be achieved by 
2016 (level 1) 

 Identified scarce 
skills list 

 Number of artisans 
to be trained by 
2016 

 National 
employment target 
is at least 70% 
employed on 
completion of 
programme 

 Equity concerns: 
class, race, gender, 
age, disability and 
HIV/AIDS 

 Empirical basis for 
scarce skills 
identification 

 

 

 Proportion of young learners and 
employed learners to be trained 

 Number of learners funded, broken 
down by NQF level, CESM category, 
programme model type and equity 
profile 

 Number of those who are pre-
employed and employed prior to 
commencement 

 Number supported and number who 
successfully completed learning 

 Employers broken down by size (large, 
medium or small), ownership (state/not 
for profit/profit) and geographic 
location (province/locality) 

 Training institutions that entered 
pivotal partnerships – broken down by 
category (NGO/NPO, college, UoT or 
university) ownership 
(public/private/not for profit); 
geographic location (province/locality) 

 At least one tracer study by 2016 
showing the employment rate of 
learners from these programmes 

 One occupational study a year 

ACTIVITIES 

 Provision of learnerships, apprenticeships, internships and bursaries for university 
studies for NQF qualifications 

FUNDING MONITORING AND EVALUATION 

Discretionary Fund  Annual monitoring 
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SKILLS DEVELOPMENT PRIORITY # 5 

Skills programmes and other non-accredited short courses for the employed and 
unemployed 

RATIONALE 

 There is a need to address current and future critical skills needs for the employed and 
unemployed. 

 The WSP/ATR identified critical skills needs in the transport sector. 
 Skills programmes and short courses are an effective medium to upgrade workforce 

skills within a short time-span and respond to the changing needs of the marketplace.  

STRATEGIC OBJECTIVES CRITERIA IMPACT MEASURES 

 Identify critical skills 
needs of the 
employed and 
unemployed 

 Promote skills 
programmes and 
short courses to 
alleviate skills gaps 

  Skills programmes 
and short courses 
should respond to 
the identified 
training needs of 
firms 

 Submission of 
WSP/ATR annually 
by large, medium 
and small 
employers 

 Equity criteria 
 Rural-urban divide 

 

 At least 80% of large employers 

submit WSP and ATR claims 

 At least 60% of medium sized 

employers submit WSP and ATR 

claims 

 At least 40% of small firms submit 

WSP and ATR claims 

 SETA to set targets for the number of 

the following categories of enterprises 

that plan to assist through their 

discretionary grant programmes: 

      -Non-levy paying firms in  

       their sectors 

      -New venture creation  

       Initiatives 

      -Co-operatives, NGO or  

       NPO in their sectors. 

      -Other (specify) 

 Number of rural enterprises receiving 

discretionary grants 

 Number of people trained (expressed 

in terms of equity criteria) 

ACTIVITIES 

 Identify a list of critical skills for the sector 
 Support for WSP/ATR submissions 
 Analysis of WSP/ATR 
 Disbursement of mandatory grants 

FUNDING MONITORING AND EVALUATION 

Mandatory and discretionary grants 

Catalytic grants from the NSF  

 Quarterly 
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SKILLS DEVELOPMENT PRIORITY # 6 

Widening access to HET and FET for people who do meet entry requirements 

RATIONALE 

 Apartheid education denied access and quality learning opportunities for the majority of 

the population. 

 There is an under-representation of Blacks, especially women, in tertiary education. 

 19% of people in the transport sector have a tertiary education; 34% have a secondary 

education; 32% have not completed secondary education; 4.5% completed primary 

education; 7% have not completed primary education and 1.5% with no schooling; 

 It is necessary for the sector to improve the proportion of people with tertiary education 

from 19% to potentially about 25% over the next few years. 

 There are also opportunities to move people into the FET sector. 

STRATEGIC OBJECTIVES CRITERIA IMPACT MEASURES 

 Adult Education and 

Training or Foundational 

Learning Programmes 

which enable those who do 

not meet these requirements 

entry into Het and FET 

  RPL entry 
 Equity considerations 
 Rural considerations 
 FET/HET programmes 

 Number of learners in 

training 

 Completion rates 

 Number of those who 
are pre-employed and 
employed prior to 
commencement 

 Number of those who 
are pre-employed and 
employed prior to 
commencement 

ACTIVITIES 

 Provision of learnerships, apprenticeships, bursaries for N(C)V and university studies for 
learners who do not meet standard requirements. 

 Provision of funding for Adult Education and Training or Foundational Learning 

Programmes 

FUNDING MONITORING AND EVALUATION 

Discretionary Fund 

Catalytic grants from the NSF 

 Quarterly 
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SKILLS DEVELOPMENT PRIORITY # 7 

Establish Institutional Sectors of Excellence (ISOE) to deliver learning programmes 

RATIONALE 

 There is a need to establish delivery partners to provide learning programmes for the 

sector. 

 Partnerships will enable training providers to work closely with sector representatives to 

ensure relevance and responsiveness of programmes 

STRATEGIC OBJECTIVES CRITERIA IMPACT MEASURES 

 Establish strategic 

partnerships in different 

regions covering all sub-

sector in the transport sector 

 Build at least one Network 

of Institutions of Sectoral or 

Occupational Excellence  

  Accreditation with 
appropriate ETQA 

 Fit for purpose 
 Urban-rural spread 
 Coverage of FET and HET 

bands 
 Sub-sectoral coverage 

 Number of partnerships 

 Equity considerations 

 Participation rates 

ACTIVITIES 

 Partner institutions, including public institutions.   

 Arising out of these partnerships the institutions should attain accreditation for the 

delivery of the targeted programmes from the QCTO.   

FUNDING MONITORING AND EVALUATION 

Discretionary Fund 

NSF Support 

 Annual 
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SKILLS DEVELOPMENT PRIORITY # 8 

Promote corporate environmental sustainability in the Transport Sector 

RATIONALE 

 Corporate sustainability is directly related to climate change and is a key priority for 

consumers and firms. 

 There is a need to integrate sustainability into corporate business practices. 

 Firms that are shifting to eco-friendly practices are finding that it is also good for 

business. 

 The Transport Sector need to take a pro-active approach to carbon and energy 

management. 

 Future legislation is likely to put pressure on firms to conduct compliance reporting and 

develop carbon management strategies and plans. Moreover, this Strategy will need to be 

communicated to stakeholders. 

 Carbon emission trading is also expected to become a key feature of the business 

landscape as firms and sector are expected to manage their carbon footprint. 

 The Transport Sector is a big user of energy. Carbon reduction will improve the 

performance of the sector. 

 There is a need to educate stakeholders about the Kyoto mechanism and its implications 

for the sector and firms. 

STRATEGIC OBJECTIVES CRITERIA IMPACT 

MEASURES 

 Facilitate learning to implement 

environmental legislation 

 Grow the sector by addressing 

human resource development 

capacity needs in relation to a 

green economy 

 Provide learning opportunities for 

carbon management and 

sustainable livelihoods 

 Integrate environmental 

educational into the mainstream 

curriculum for transport sector 

qualification and programmes 

  Environmental indicator 
in service level 
agreement between 
INSETA and DHET 
 

 Financial 

investments in 

environmental 

training and 

initiatives 

 Number of learners 

on training 

programmes 

 Number of learners 

completing 

programmes 

 Number of 

awareness 

workshops 

ACTIVITIES 

 Workshops in the sector to raise awareness on environmental issues. 

 Provision of short courses for existing employees in the sector. 

 Provision of learnerships, internships and bursaries for acquiring full qualifications for 

employed and unemployed people. 

FUNDING MONITORING AND EVALUATION 

Discretionary Fund  Quarterly 



 Page 98 of 101 

 

 

 

 

 

 

 

 

SKILLS DEVELOPMENT PRIORITY # 9 

Build labour market research capacity in TETA 

RATIONALE 

 The amendments to the Skills Development Act necessitate that SETA functions will 
change significantly from the current ones in relation to research.  

 SETA functions in respect of education, training and learning will be more focused on 
research, analysis, monitoring, evaluation and impact assessment as well as providing 
support to learners and workplaces offering QCTO qualifications.  

 The Setas will research and analyse education, training and skills development needs in 
their sectors and develop sector needs analysis which will be submitted to the 
Department of Labour. The research will cover national, provincial, local and workplace 
needs.  

 Setas will need to provide appropriate sectoral foresight studies for education, training 

and skills development to ensure that grants are used effectively and efficiently. The 

quality of labour market research in the transport sector is in need of improvement. 

 Lack of reliable data on employers and employers in the sector. 

 Poor statistics exposes TETA to the inevitable risk of over and under investments 

 Need to establish a baseline of skills supply and demand in the sector 

 There is a need for skills audits, tracer studies, occupational studies and analysis of skills 

supply and demand 

STRATEGIC OBJECTIVES CRITERIA IMPACT MEASURES 

 Establish a research culture 

in TETA 

 Build staff research 

capacity 

 Establish collaborative 

research partnerships with 

allied research agencies 

 Develop a research function 

in TETA 

  Code of good practice 
for research 

 Relevant and responsive 
research 

 Number of research 

projects 

 Implementation of 

research 

recommendations 

ACTIVITIES 

 Staff training and development 

 Conduct research activities 

 Production of research reports 

FUNDING MONITORING AND EVALUATION 

Discretionary Fund  Annual 
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SKILLS DEVELOPMENT PRIORITY # 10 

Acceleration of previously disadvantaged groups to management positions in the Transport 

Sector 

RATIONALE 

 There is an under-representation of previously disadvantaged groups in management 

positions in the sector. 

 The Sector has not made sufficient progress in creating access for previously 

disadvantaged groups since the demise of apartheid. 

 Whites take up 48% of managerial posts compared with Africans with 29%. 
 68% of Whites are professionals and 56% are technicians, whilst the same figures for 

Africans are 20% and 35% respectively. 
 76% of Africans are operators and 70% are elementary workers. The corresponding 

figures for Whites are 7% and 3%. 
 There is clearly a need for TETA to become more active in supporting Blacks, 

especially Africans, through skills development to occupy senior and high level 
occupations in transport. 

 Affirmative Action should be a very high priority of the skills agenda for the transport 
industry. 

STRATEGIC OBJECTIVES CRITERIA IMPACT MEASURES 

 Facilitate learning for  

previously disadvantaged 

groups for management 

positions 

 Support mentoring and 

coaching initiatives 

  Previously 
disadvantaged groups 

 Management training 
and development 

 Equity considerations 

 Number of people 

completing training by 

race, gender, disability, 

region 

 Number of people who 

completed training 

ACTIVITIES 

 Learnerships and bursaries for management development and training. 

 Short courses, career development plans, mentorships and coaching for previously 
disadvantaged groups 

FUNDING MONITORING AND EVALUATION 

Discretionary Fund  Quarterly 
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