
T R A N S P O R T  E D U C A T I O N  A N D  T R A I N I N G  A U T H O R I T Y

STRATEGIC
PLAN 2025 – 2030



Transport Education Training Authority 

STRATEGIC PLAN 2025 – 2030 



Minister of 
Higher Education 
Dr Nobuhle Nkabane
Minister of Higher Education

Deputy Minister of 
Higher Education  
Dr Mimmy Gondwe
Deputy Minister of Higher Education

Deputy Minister of 
Higher Education  
Mr Buti Manamela
Deputy Minister of Higher Education



Developed by the management of Transport 
Education and Training Authority (TETA) under the 
guidance of TETA Board and the Department of 
Higher Education and Training.  

STRATEGIC PLAN
2025– 2030



5
TRANSPORT EDUCATION AND TRAINING AUTHORITY 
STRATEGIC PLAN 2025–2030

Table of Contents

Minister's Foreword............................................................................................................................................................ 	 8

Board Chairperson’s Foreword.......................................................................................................................................... 	 10

Chief Executive Officer’s Foreword.................................................................................................................................. 	 12

Official Sign-off 	 ................................................................................................................................................................. 	 14

PART A: Our Mandate
1.	 Constitutional mandate............................................................................................................................................. 	 16

2.	 Updates to Institutional Policies and Strategiess........................................................................................ 	 17

3.	 Institutional Policies and Strategies over the five-year planning period.......................................................... 	 18

4.	 Relevant Court Rulings.............................................................................................................................................. 	 19

PART B: Our Strategic Focus
5.	 Strategic IntentSituational Analysis......................................................................................................................... 	 21

6.	 Situational Analysis..................................................................................................................................................... 	 21

	 6.1.	 South African GDP Overview........................................................................................................................... 	 22

	 6.2.	 Transport Sector Contribution to Gowth in GDP......................................................................................... 	 23

	 6.3.	 Employment Trends in the Transport Sector............................................................................................... 	 24

`	 6.4. 	 Technological Factors....................................................................................................................................... 	 26

7. 	 External Environment Analysis................................................................................................................................. 	 32

8. 	 Internal Environment Analysis.................................................................................................................................. 	 36

	 8.1 	 Organisational Environment........................................................................................................................... 	 36

	 8.2 	 Human Resources Management Mandate................................................................................................... 	 36

	 8.3 	 SWOT Analysis.................................................................................................................................................... 	 38

Part C: Measuring Our Performance
9.	 Institutional Performance Information................................................................................................................... 	 43

	 9.1 	 Strategic Priorities and NSDP Outcomes...................................................................................................... 	 43

	 9.2.	 9.2 Alignment of TETA priorities to NSDP Outcomes................................................................................. 	 43

10.	 Explanation of Planned Performance over the Five-Year Planning Period....................................................... 	 45

11.	 Theory of Change for TETA (2025-2030)................................................................................................................ 	 46

12.	 Institutional Performance Information................................................................................................................... 	 47

	 12.1 	Measuring the Impact....................................................................................................................................... 	 47

	 12.2 	Measuring Outcomes....................................................................................................................................... 	 47

13. 	 Institutional Performance Information................................................................................................................... 	 48

Part D: Technical Indicator Description (TID) .............................................................................. 	 51

ANNEXURES TO THE STRATEGIC PLAN.................................................................................................... 	 61



6
TRANSPORT EDUCATION AND TRAINING AUTHORITY 
STRATEGIC PLAN 2025–2030

LIST OF ABBREVIATIONS/ACRONYMS

AET: Adult Education and Training

AI: Artificial Intelligence

APP: Annual Performance Plan

ATR: Annual Training Report

BRT: Bus Rapid Transit

BCG: Boston Consulting Group Matrix

CBO: Community-Based Organisations

CET: Community Education and Training

CoS: Centre of Specialisation

CGICTPF: Corporate Governance of Information and Communication Technology Policy Framework

DG: Discretionary Grant

DHET: Department of Higher Education and Training

DoT: Department of Transport

the dtic: Department of Trade, Industry and Competition

EEA: Employment Equity Act (55 of 1998)

ERRP: Economic Reconstruction and Recovery Plan 

ETQA: Education and Training Quality Assurance

EXCO: Executive Committee

HEI: Higher Education Institution

HET: Higher Education and Training

HRD: Human Resources Development

IMC: Independent Management Committee

IPAP: Industrial Policy Action Plan

ISO: International Organisation for Standardisation

JET IP: Just Energy Transition Investment Plan

M&E: Monitoring and Evaluation

MG: Mandatory Grant

MoU: Memorandum of Understanding

MTSF: Medium Term Strategic Framework

NAMB: National Artisan Moderation Body

NDP: National Development Plan

NSDP: National Skills Development Plan  

NGO: Non-Governmental Organisation

NGP: New Growth Path

NLPE: Non-levy-Paying Enterprise

NQF: National Qualifications Framework

NSA: National Skills Authority

NSF: National Skills Fund



7
TRANSPORT EDUCATION AND TRAINING AUTHORITY 

STRATEGIC PLAN 2025–2030 7

NSDS: National Skills Development Strategy

OHASA: Occupational Health and Safety Act (85 of 1993)

PDI: Previously Disadvantaged Individuals

PFMA: Public Finance Management Act (PFMA) (29 of 1999)

PIVOTAL: Professional, Vocational, Technical and Academic Learning

PM&E: Performance Monitoring and Evaluation

PRASA: Passenger Rail Agency South Africa

POPIA: Protection of Personal Information Act

PYEI: Presidential Youth Employment Initiative

QCTO: Quality Council for Trades and Occupations

RPL: Recognition of Prior Learning

SAIMI: South African International Maritime Institute

SAMSA: South African Maritime and Safety Authority

SAQA: South African Qualifications Authority

SARS: South African Revenue Service

SDA: Skills Development Act (97 of 1998) as amended

SDF: Skills Development Facilitator

SDLA: Skills Development Levies Act (9 of 1999)

SETA: Sector Education and Training Authority

SETMIS: SETA Management Information System

SIPs: Strategic Integrated Projects

SONA: State of the Nation Address

SoR: Statement of Results

SLA: Service Level Agreement

SMME: Small, Medium and Micro Enterprises

SSP: Sector Skills Plan

SWOT: Strengths, Weaknesses, Opportunities and Threats

TETA: Transport Education and Training Authority

TVET: Technical and Vocational Education and Training

UIF: Unemployment Insurance Fund

WCO: World Customs Organisation

WIL: Work Integrated Learning

WMU: World Maritime University

WPPSET: White Paper for Post-School Education and Training

WSP: Workplace Skills Plan



8
TRANSPORT EDUCATION AND TRAINING AUTHORITY 
STRATEGIC PLAN 2025–2030

South Africa ascended to the G20 Presidency from  

01 December 2024 under the theme: “Solidarity, Equality 

and Sustainability”. The admission of the African Union in 

2023 as a full member of the G20 presented South Africa 

with a new opportunity to reposition Africa’s role in the 

global affairs in pursuit of the African Union Agenda 2063. 

Together with the Ministry of Basic Education, the Ministry 

of Higher Education and Training will be leading the G20 

Education Working Group in 2025. For this reason, 2025 will 

be a historic year in the history of the continent, the country 

and education and training sector.

It is my pleasure to present the Department of Higher 

Education and Training’s Strategic Plan for the 2025-2030 

period. South Africa’s government continues to focus 

its strategies towards addressing the triple challenges 

facing the country, namely poverty, unemployment and 

inequality. In this regard, the 7th Administration has agreed 

on the priority actions required to address these, and the 

programme that will foreground the work of government 

for the 2025 -2030 planning period. Three strategic 

priorities have been identified, namely, (i) driving inclusive 

growth and job creation; (iii) reducing poverty and tackling 

the high cost of living; (iii) building a capable, ethical and 

developmental state. 

Consistent with these priorities, the Department will 

continue to support an inclusive growth path by developing 

a skilled and capable workforce whilst broadening the skills 

base of the country. The 7th Administration provides an 

opportunity for the department to position the Post- School 

Education and Training (PSET) sector to provide a myriad 

of opportunities for our youth and adults. Our resolve is to 

achieve far-reaching outcomes, bringing about changes to 

improve the provision of post-school opportunities whilst 

exerting meaningful impact on the lives of individuals, the 

economy and society as a whole. 

I am glad that as a sector we have a clear vision that is 

espoused by the White Paper for Post-School Education and 

Training.  We will continue to aspire for:

•	 a post-school system that can assist in building a fair, 

equitable, non-racial, non-sexist and democratic South 

Africa; 

•	 a single, coordinated post-school education and training 

system; 

•	 an expanded access, improved quality and increased 

diversity of provision;

•	 a stronger and more cooperative relationship between 

education and training institutions and the workplace; and 

•	 a post-school education and training system that is 

responsive to the needs of individual citizens and 

employers in both public and private sectors.

This means that our sustained agenda is to continue to invest 

in skills that will drive inclusive growth and job creation. As 

we make post- school education and training opportunities 

accessible, we should enable reciprocal success of our 

students in the system. In an era of fast-changing skills 

demand, driven by the further development of the South 

African economy and by global trends such as technological 

progress and globalisation, it is important to understand 

the skills needs of the country. The quality of teaching and 

learning, and the responsiveness of education and training 

system will be more and more important.

Through this Strategic Plan, we also commit to working 

with the Human Resource Development Council (HRDC), 

MINISTER’S FOREWORD
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chaired by the Deputy President of the Republic of South 

Africa, to ensure effective coordination across government 

and all sectors in respect to the implementation of the Human 

Resource Development Strategy for the country. 

Working with our stakeholders, we are changing the size 

and shape of the PSET system, particularly to reposition the 

college sector. The National Development Plan, (NDP) 2030 

and our own National Plan for PSET (NP-PSET) directs that we 

should drastically increase intake in Technical and Vocational 

Education and Training (TVET) and Community Education and 

Training (CET) colleges. The college sector has the potential 

to transition individuals to the labour market, perform critical 

jobs with higher productivity and support the change to 

sustainable and resilient societies. 

In November 2023, Cabinet endorsed the Just Energy 

Transition (JET) Implementation Plan, a transformative 

blueprint for South Africa’s sustainable future. This plan will 

guide the country towards a greener economy while ensuring 

that the transition is just, inclusive, and focused on growth. 

At the heart of this transition lies the skills portfolio, which 

aims to align skills development with the long-term needs 

of the energy sector, ensuring that no one is left behind. In 

this regard, we aim to implement appropriate interventions 

to support this initiative. Accordingly, the Department will 

during the 2025/26 establish a JET Skills Desk within the 

Department which will serve as the national coordinating hub 

for skills development efforts, ensuring a unified approach to 

this critical task. 

Another critical challenge that we seek to address is the 

category of the society that is Not in Employment, Education 

or Training, commonly known as the NEET. Addressing the 

crisis around NEET is essential for South Africa’s long-term 

economic growth and social stability. High NEET rates reflect a 

profound gap in education and employment opportunities for 

many young people, and this must change. Our government, 

along with civil society and the private sector, is working to 

create pathways for education, training, and employment 

for those who are NEET. We are focused on investments in 

education, job creation, and skills development to ensure that 

our youth have the tools they need to succeed.

In this regard, the Department of Higher Education and 

Training is leading a project to identify NEET individuals 

across the country. The aim is to establish a database that will 

assist the Department in devising appropriate and targeted 

interventions aimed at improving their circumstances. The 

interventions will support NEETs in gaining skills, securing 

employment, starting businesses, or enrolling in education and 

training programmes. This must be viewed as complementary 

to the President’s Youth Employment Initiative (PYEI), which 

drives structural reforms and job creation, and the Presidential 

Employment Stimulus (PES), which focuses on creating 

meaningful employment and strengthening livelihoods. 

Through partnerships with both public and private sector 

agencies, we aim to connect work seekers with employers, 

foster entrepreneurship, and provide tailored support to 

those who need it most.

We are continuing to intensify efforts to address the challenge 

of skills mismatch with discrepancy between the skills sought 

by employers and the skills possessed by the youth and adults. 

The Department is playing a significant role in a number of 

initiatives like industry-led training programmes, mentorship 

and internship opportunities, partnerships with education 

institutions relevant and enhancing work experience and 

practical skills.

It is encouraging that baseline information shows that the 

annual production of qualified artisans has been on an 

increasing trajectory since the demise of COVID-19, with 

20 062 completing their trade test in 2023/24. The top ten 

artisans produced include Electricians, Diesel Mechanics, 

Mechanical Fitters, Plumbers, Boilermakers, Welders, 

Millwrights, Automotive Motor Mechanics, Fitters and 

Turners, and Riggers. 

A comprehensive student funding model for higher 

education, specifically designed for students who fall outside 

the current NSFAS criteria and address the needs of the 

"missing middle," has been finalized. This will be implemented 

in phases over the next five years. Phase 1 of the model is 

now being implemented, with the government committing 

an initial capitalization fund of R3.8 billion for the 2025 

academic year to support approximately 10,000 students. 

Further discussions with the National Treasury are ongoing to 

develop a sustainable funding model, which is expected to be 

submitted to the Cabinet in July 2025.

I am confident that the implementation of the Strategic 

Plan 2025-2030, will ensure that the commitments we have 

towards transforming the PSET Sector are accomplished. I am 

certain that, under the guidance and support of the Deputy  

Ministers, Dr Mimmy Gondwe, MP and Mr Buti Manamela, 

MP, including the Director-General, Dr Nkosinathi Sishi, 

its implementation will steer the Department in the right 

direction as we address the socio-economic challenges facing 

our country.  

Dr NP Nkabane, MP
Executive Authority of Higher Education 
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BOARD CHAIRPERSON’S FOREWORD

It is with great confidence that I introduce TETA’s 

strategic plan for the 2025-2030 period. This plan is 

a reflection of our ongoing commitment to aligning 

with South Africa’s critical national frameworks, 

including the National Development Plan (NDP) 

2030, the National Skills Development Plan (NSDP) 

2030, and the Reconceptulaised Human Resources 

Development Strategy for South Africa 2024 - 2033. 

TETA’s role in the transport sector extends beyond 

skills development; we are pivotal in shaping a 

workforce that meets the complex demands of an 

evolving economy while supporting national growth 

and transformation goals.

The transport sector is integral to South Africa’s 

economic recovery, serving as a critical enabler of 

trade, connectivity, and infrastructure development. 

The Economic Reconstruction and Recovery Plan 

(ERRP) highlights the sector’s vital contribution to 

the broader economy. In the years ahead, we must 

also ensure that our efforts are aligned with the 

Green Economy and the Just Energy Transition, 

addressing environmental challenges and seizing new 

opportunities for sustainable growth and innovation. 

These shifts are essential to the future of the industry 

and offer pathways to a more resilient and inclusive 

economy.

As we engage with the Department of Transport, 

several key areas demand attention for sustainable 

progress. Efficiencies at our ports are critical for trade 

and economic competitiveness. The backlog and 

delays negatively impact the flow of goods, raising 

logistics costs and hindering growth. TETA’s role in 

improving operational efficiencies through skills 

development in this area is vital. In addition, the Taxi 

Recapitalisation Programme remains an essential 

element in modernising public transport, and TETA’s 

focus will support the upskilling needed for safer 

and more sustainable taxi operations. Furthermore, 

the Freight Road-to-Rail Migration Plan aligns with 

national objectives to reduce road congestion, lower 

carbon emissions, and enhance freight capacity. By 

providing the necessary training for this shift, we can 

support a more efficient and environmentally friendly 

transport system.

In line with the national focus on the Decade of the 

Artisan, TETA’s investment in artisan development 

is crucial for addressing the growing demand for 

skilled labour within the transport and broader 

infrastructure sectors. Skilled artisans play a critical 

role in the maintenance and development of industry 

infrastructure, from road and rail construction to 

port operations and public transport systems. By 

enhancing artisan training and development, TETA 
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will directly contribute to the building and upgrading of 

critical transport infrastructure, supporting economic 

growth and job creation while ensuring the sector has the 

skilled workforce needed for future expansion.

The fight against Gender-Based Violence (GBV) continues 

to be a priority across sectors, including education and 

skills development. TETA is committed to integrating 

GBV awareness and prevention initiatives into its 

programmes, ensuring that training environments are 

safe and inclusive, and that learners and workers are 

educated about this critical issue.

Road safety remains a pressing national concern, and 

TETA is committed to addressing this through focused 

initiatives. The high number of road accidents continues 

to have serious social and economic consequences. We 

believe that through innovative safety programmes 

and sustained public awareness campaigns, we can 

significantly reduce road fatalities and enhance the overall 

safety of our transport networks. The economic benefits 

of improved road safety such as reduced healthcare costs 

and increased productivity cannot be understated.

Additionally, the digital transformation of the transport 

sector is critical. Technology continues to reshape 

industries globally, and TETA’s role in ensuring that 

the workforce is equipped with digital skills is more 

important than ever. As a SETA, we must be proactive in 

enabling digital readiness across the transport industry, 

fostering innovation and competitiveness. This requires 

us to be adaptive, agile, and aligned with technological 

advancements.

Internally, we acknowledge the need to modernise 

TETA’s own operations. Our current ICT systems require 

improvement to support our long-term goals effectively. 

Establishing efficient business processes, underpinned by 

robust, agile ICT infrastructure, will enable us to serve our 

stakeholders better and achieve our strategic objectives 

more effectively.

As we embark on this journey, I am confident that TETA 

will continue to play a transformative role in shaping 

the transport sector’s future, driving innovation, and 

contributing meaningfully to South Africa’s socio-

economic development.

Mr Roland Setlako

Acting TETA Board Chairperson

As we embark on this journey, I am 

confident that TETA will continue to make 

a meaningful impact in transforming the 

transport sector, driving innovation, and 

contributing to South Africa’s broader 

socio-economic goals.
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CHIEF EXECUTIVE OFFICER’S FOREWORD

Driving South Africa’s Transport Future 

As TETA enters the 2025-2030 strategic period, 

we stand at a defining moment for South Africa’s 

transport sector. More than just a means of moving 

people and goods, transport is a key driver of 

economic growth, trade, and connectivity. It is the 

backbone of industries and communities, shaping 

the nation’s development trajectory. In alignment 

with the National Development Plan (NDP) 2030, 

the National Skills Development Plan (NSDP) 2030, 

and the Economic Reconstruction and Recovery Plan 

(ERRP), TETA remains committed to equipping the 

sector with the skills and capabilities needed for a 

dynamic and evolving economy. 

Transport is the backbone of human existence, 

enabling the movement of people, goods, and 

services that sustain daily life. Whether it is getting 

to work, delivering essential supplies, or facilitating 

global trade, transport ensures that societies remain 

connected and economies stay active. From roads 

and railways to air and sea travel, efficient transport 

networks are the foundation of progress, linking rural 

and urban spaces, bridging industries, and fostering 

development. Without a well-functioning transport 

system, opportunities for education, healthcare, and 

employment become limited, slowing down national 

growth and leaving communities isolated. Simply put, 

transport is more than just movement—it is the pulse 

that keeps the country alive. 

At the heart of this movement is TETA, a key player 

in shaping the skills and expertise needed to keep 

South Africa’s transport sector in motion. TETA 

serves as a critical connector, bringing together 

industry, education, and government to train the next 

generation of transport professionals. By investing in 

skills development across aviation, maritime, road, 

and rail sectors, TETA ensures that the country’s 

transport infrastructure is not only maintained but 

continuously improved. Through structured training 

programmes, bursaries, and strategic partnerships, 

TETA equips individuals with the knowledge and 

expertise required to drive innovation and efficiency. 

The result is a transport sector that not only moves 

people and goods but also propels the nation 

forward—fuelling economic growth, creating 

employment, and ensuring that no South African is 

left behind.

Embracing Innovation and Sustainability 

The transport sector is rapidly transforming, 

offering new opportunities for skills development 

and economic inclusion. The Green Economy and 
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Just Energy Transition present avenues to integrate 

sustainable practices while creating new employment 

prospects. Road safety, a national imperative, requires 

innovative training programmes and heightened public 

awareness to reduce fatalities and enhance efficiency. 

These efforts will not only save lives but also strengthen 

the resilience of our transport network. 

The Digital Future of Transport 

Digital transformation is at the heart of modern transport 

systems. The integration of technology enhances safety, 

efficiency, and competitiveness. TETA is committed to 

fostering digital readiness by investing in cutting-edge 

skills development initiatives, ensuring our workforce is 

equipped to navigate and thrive in a tech-driven future. 

Strengthening Institutional Capabilities 

To effectively support the sector, TETA itself must 

evolve. We are prioritising the institutionalisation of 

robust business processes and the adoption of agile 

ICT infrastructure. Upgrading our learner management, 

project oversight, and performance monitoring systems 

will enhance our service delivery and stakeholder 

engagement. 

Strategic Priorities for the Next Five Years 

To drive impact, TETA will focus on five (5) key priorities: 

•	 Achieving Organisational Excellence: Enhancing 

internal processes to improve efficiency, transparency, 

and accountability. 

•	 Driving Innovation in the Transport Sector: Embracing 

digital transformation to modernise skills development 

and align with global trends. 

•	 Empowering SMMEs: Supporting small businesses in 

the transport sector through targeted training and 

mentorship.  

•	 Ensuring Financial Sustainability: Diversifying revenue 

streams to strengthen TETA’s long-term financial 

health. 

•	 Strengthening Strategic Partnerships: Deepening 

collaboration with government, industry, and 

educational institutions to drive sectoral growth. 

Building the Country of Our Dreams 

South Africa continues to grapple with poverty, 

inequality, and unemployment—challenges that weigh 

the heaviest on our youth. The transport sector has the 

potential to be a powerful catalyst for change, offering 

skills development and economic opportunities that 

uplift communities. As we look to the future, TETA 

remains steadfast in its mission to build an inclusive, 

innovative, and resilient transport sector that contributes 

to a prosperous South Africa. Together, we can shape the 

transport industry into a vehicle for progress, creating a 

nation that offers opportunities for all.

Mrs Maphefo Anno-Frempong
TETA Chief Executive Officer

... TETA remains steadfast in its 

mission to build an inclusive, 

innovative, and resilient 

transport sector that contributes 

to a prosperous South Africa. 
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1. 	 Constitutional Mandates

The Constitution of the Republic of South Africa is the supreme law of the land. The Transport Education and 

Training Authority is a creature of statute and a bearer of constitutional duties, thus obliged to respect, promote 

protect, and fulfil the rights in the Bill Rights and other pertinent provisions of the Constitution. The TETA was 

established in 2000 to enhance capabilities in the South African workforce, particularly in the transport industry. 

The agency is responsible for allocating discretionary and disbursing mandatory grants for skills initiatives in 

accordance with the provisions of the Skills Development Act 97 of 1998, Skills Development Levies Act 9 of 1999 

and SETA Grant Regulations and extant internal policies such at the mandatory and discretionary grant policies; 

develop and implement the transport sector skills plan, establish and manage learnerships and other initiatives; 

monitor and evaluate the quality of training in the transport industry, register and manage education and training 

providers upon delegation by the Quality Council for Trades and Occupations; advise the National Skills Authority 

regarding the National Skills Plan and strategies for addressing skills gaps in the economy. In addition, the SETA 

is required to foster strategic partnerships in the furtherance its mandate and also the attainment of national 

imperatives of the current government, including execution of the Service Level Agreement concluded with the 

Department of Higher Education and Training (DHET).   

Driven by Vision

PART A – OUR MANDATE
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2.	 Updates to Institutional Policies and Strategies

Diagram 1: Legislative and policy mandates

•	 Skills Development Act (No. 97 of 1998)
•	 Skills Development Levies Act (No. 9 of 1999)
•	 Public Finance Management Act (No. 1 of 1999)
•	 SETA Grant Regulations No. 35940 of December 2012
•	 National Treasury Regulation 

Governing Legislation and 
Regulations

Secondary legislation and policy 
frameworks

•	 Income Tax Act (No. 58 of 1962)
•	 Tax Administration Act (No 46 of 2011)
•	 Occupational Health and Safety Act (No. 85 of 1993
•	 Labour Relations Act (No. 66 of 1995)
•	 Basic Conditions of Employment Act (N0. 75 of 1997
•	 Employment Equity Act (No. 55 of 1998)
•	 Promotion of Access to Information Act (No. 2 of 2000)
•	 Promotion of Administrative Justice Act (No. 3 of 2000)
•	 Disaster Management Act (No. 57 of 2002)
•	 Broad-Based Black Economic Empowerment Act (No. 53 of 

2003)
•	 Prevention and Combating of Corruption Activities Act (No. 13 

of 2004)
•	 National Qualifications Framework Act (No. 67 of 2008)
•	 Protection of Personal Information Act (No. 4 of 2013)
•	 Public Administration Management Act (No. 11 of 2014)
•	 Public Procurement Act (No. 28 of 2024)
•	 National Development Plan (NDP 2030)
•	 National Skills Development Plan (2030)
•	 National Road Safety Strategy (2016-2030)
•	 Medium Term Development Plan (2025-2030)
•	 Human Resources Development Strategy for South Africa 

(2024-2033)
•	 National Transport Master Plan (2050)
•	 Industrial Policy Action Plan (IPAP)
•	 National Skills Accord
•	 Strategic Integrated Projects
•	 National Digital Future Skills Strategy
•	 Framework for Strategic Plans and Annual Performance Plans
•	 Framework for Managing Programme Performance 

Information
•	 Presidential Youth Employment Initiatives

•	 King Code IV on Good Governance 
•	 Codes of good Practice: Dismissal
•	 Codes of Good Practice: Sexual harassment
•	 Codes of Good Practice: Employment Equity
•	 Codes of Good Practice: Administrative Conduct
•	 Codes of Good Practice: Black Economic 

Empowerment 

Codes of Good Practice
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PART A – OUR MANDATE

The mandate of TETA is to: 

•	 Craft and execute the Transport Skills Development Plan to produce artisans, technicians and professionals;

•	 Advise and liaise with the National Skills Authority on national skills plans and strategies;

•	 Fund learnerships and other skills initiatives by employers, workers and training providers;•

•	 Support development of learning material and improve learning facilitation;

•	 Approve Workplace Skills Plans and Annual Training Reports;

•	 Improvement of the quality of life and employability of workers in the sector;

•	 Invest in skills development and improve returns on such investment;

•	 Improve employment prospects of previously disadvantaged groups;

•	 Promote skills development for inclusive growth and job creation;

•	 Forge strategic partnerships with stakeholders for skills development and access to workplaces for integrated 

learning;

•	 Drive inclusive growth and job creation, and reduce poverty;

•	 Build a capable and ethical developmental state;

•	 Implement the Service Level Agreement concluded with DHET.

3. 	 Institutional policies and strategies over the five-year planning period

Guides TETA on 
how to identify 
and implement 

projects that are 
geared towards 

rural development 
and township 

revitalisation for 
economic growth

Guides TETA on how to identify 
and implement projects that are 
focusing on training, mentoring 

and coaching of small businesses 
to encourage growth and 

sustainability

Is aimed at regulating 
the process of 

application, 
evaluation and 

accreditation of 
skills development 

providers

Is aimed at regulating 
the process of 
application, evaluation 
and disbursements of 
discretionary grants 
reviewed annually as 
per the SETA grants 
regulations and 
guidelines on the 
implementation of 
SETA grant regulations.

Focuses on the recruitment and financial 
support for deserving candidates towards 
studying and the achievement of desired 
qualifications that address the skills deficit 
in the transport sector.

Guides the 
implementation of all 
learning programmes 
as per the related 
regulations

Is aimed at regulating the 
process of application, 
evaluation and disbursements 
of mandatory grants reviewed 
annually as per the SETA grants 
regulation and guidelines on 
the implementation of SETA 
grant regulations.

Provides a standardised guideline for funding 
programmes that is consistent with the 

principles of fairness and equity Long term

Reviewed annually

Institutional 
Policies and 
Strategies

1

5

2

3

7

8

4

6

Small Business 
Development Strategy 

Rural Development 
Strategy 

Accreditation 
Policy 

Funding 
Framework 

Bursary 
Policy 

Mandatory 
Grant Policy 

Discretionary 
Grant Policy 

Workplace Based 
Learning Programmes 

Agreement Policy 
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4.	 Relevant Court Rulings

In Business Unity South Africa v the Minister of Higher Education and Training, (2015) 36 ILJ 3057 (LC), the Labour Court set 

aside regulations 3(12) and 4(4) of the SETA Grant Regulations (2012) owing to paucity of consultation with the National 

Skills Authority (NSA) in terms of sections 5 and 7(3) of SDA. The judgment was upheld in Minister of Higher Education and 

Training v BUSA (2018) 39 ILJ 160 (LAC). The TETA noted these developments and awaiting further directives in this regard. 

Driven by Vision
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5	 Strategic Intent 2025 – 2030

Our vision, mission and values have been crafted to reflect our intention to drive skills development through 

partnerships with local and global Human Resource Development (HRD) players at both institutional and industry levels.

Table 1: Strategic Intent

6	 Situational Analysis

The South African transport sector is diverse and critical to the nation's economic infrastructure. This sector consists 

of four broad subdivisions made up of the following listed modes: 

Philosophy Statement
Enhancing economic development and financial sustainability through globally aligned skills 
development, rural development, industry transformation, strategic partnerships, research and 
innovation

Vision Global leader in transport skills innovation

Mission Enhancing transport skills through strategic collaborations for sustainable inclusive economic growth

Values

•	 Trust
•	 Respect
•	 Responsibility
•	 Accountability
•	 Positive attitude
•	 Commitment

PART B – OUR STRATEGIC FOCUS

Inter and 
Multi-Modal

Passenger, Freight, 
Forwarding and 

Clearing

Land

Road, Rail and 
Pipelines

Air

Aviation

Sea

Maritime 
and Coastal

For efficient and tailored delivery of the skills development mandate, TETA segmented the transport broad modes into 

Aerospace, Forwarding and Clearing, Freight Handling, Maritime, Road Freight, Road Passenger, Rail, and Taxi. Each 

of these sub-sectors plays a vital role in the movement of people and goods, both domestically and internationally, 

while contributing to job creation and economic growth. TETA’s strategic approach recognises the unique skills needs 

across these segments and aims to address sector-specific challenges and opportunities.
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The situational analysis offers an overview of the current environment in which TETA operates, emphasising 

the importance of a tailored approach to skills development across these diverse and critical sectors.

Each of these subsectors faces unique challenges, ranging from technological advancements and regulatory 

changes to shifting economic conditions and evolving workforce needs. The situational analysis examines both 

internal and external factors that influence TETA’s ability to address these challenges and fulfil its mandate. By 

understanding these factors, TETA can better align its resources and efforts to support the transport sector’s 

growth and transformation.

6.1 	 South African GDP overview

South Africa's economy is diverse, with contributions from multiple sectors driving its growth. The country’s 

GDP has experienced fluctuations, with a modest growth of 0.03% in Q1 2024, followed by a more significant 

increase of 0.44% in Q2 20241. These fluctuations reflect ongoing global and domestic economic pressures 

affecting the entire economy, including the transport sector. Analysing these GDP trends is crucial for 

strategic planning, as they influence the demand for transport services and the associated workforce needs. 

Aligning TETA’s initiatives with these economic realities is essential for effectively supporting the sector’s 

development and ensuring that training programmes meet the evolving demands of the transport industry.

Figure 1: Growth in GDP
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6.2    The Transport Sector’s Contribution to Growth in GDP

The transport sector plays a pivotal role in South Africa's economy, contributing significantly to the nation’s Gross 

Domestic Product (GDP). Its performance directly impacts national economic growth, with efficiency and capacity in 

transport influencing other industries across the economy. The sector’s contribution to GDP has shown consistent growth, 

underlining its importance in sustaining the country’s economic infrastructure.

In 2020, the transport sector contributed R374.14 billion the country’s GDP GDP. This increased to R406.49 billion in 

2021, demonstrating resilience and recovery despite the economic challenges posed by the global pandemic. By 2022, the 

contribution grew to R456.83 billion, reflecting a continued upward trend as economic activities regained momentum. In 

2023, the sector’s contribution reached R494.96 billion, highlighting its expanding role in driving economic growth.

These year-on-year increases lay emphasis on the need for continuous investment in innovation and workforce  

development to maintain and enhance the sector’s contribution to GDP. TETA’s role in ensuring a skilled and capable 

workforce is vital to sustaining this growth. As the transport sector continues to evolve, TETA must align its strategic 

planning with these economic realities, ensuring that its training programmes and workforce development initiatives are 

adequately scaled to meet the increasing demand for skilled labour, thereby supporting the sector’s ongoing contribution 

to South Africa’s GDP.

Figure 2: Transport sector contribution to Growth in GDP (R million)
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The transport sector has experienced notable fluctuations in growth over the past few years. After a sharp 

contraction of -15.5% in 2020 due to the global pandemic, the sector rebounded in 2021 with a 5.9% growth rate, 

driven by the easing of restrictions and a surge in e-commerce. This recovery continued into 2022 with a robust 

8.6% growth, supported by increased investment in infrastructure and the return of global trade.

In 2023, growth moderated to 4.1% due to persistent supply chain disruptions, rising fuel costs, and the impact 

of severe floods and social unrest. These factors highlight the importance for TETA to focus on developing a 

workforce capable of addressing the sector’s evolving challenges, ensuring its continued contribution to South 

Africa’s economic growth.

Figure 3: Transport sector growth rate (%)

6.3  Employment trends in the Transport Sector

Employment figures in the transport sector have shown significant fluctuations over recent quarters. The number 

of employees started at 992 in Q1 2023, it slightly decreased to 986 in Q2, and it decreased further to 966 in Q3. 

However, a rebound occurred by Q4 2023, with employment rising to 1,0232.

This positive trend continued into 2024, with employment increasing to 1,062 in Q1 and reaching 1,064 in Q2. These 

figures reflect the sector's resilience and ongoing recovery. To support this growth, TETA must conduct thorough 

research into skills demand within the transport sector. By understanding current and future skill requirements, 

TETA can ensure that its training programmes are effectively designed to bridge the gap between labour market 

skills supply and demand, thereby enhancing employability and aligning workforce capabilities with industry needs. 

This approach will be crucial for supporting the sector’s growth and ensuring that training efforts contribute to a 

skilled and adaptable workforce.
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Source: Statistics South Africa 2024. Gross Domestic Product 2024: Quarter 4.

2https://www.statssa.gov.za/publications/P0211/P02112ndQuarter2024.pdf
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Figure 4: Number of employees in the Transport sector

6.3.1  Employment by Age

Employees between the age of 15-34 years counts for 33.1% of the workforce, reflecting significant engagement from 

younger individuals at the start of their careers. The largest segment, those aged 35-54 years, constitutes 56.6% of the 

workforce, providing substantial experience and stability. Workers aged 55 and older represent 10.3% of the workforce, 

contributing valuable industry knowledge.

A key transformational initiative for TETA is to increase employment opportunities for the youth. To achieve this, TETA 

focuses on developing specialised training programmes for the youth that align with industry needs. This involves 

collaborating with industry partners to ensure that training programmes address current job market demands and create 

viable pathways to employment.

A critical component of this collaboration is the need for industry partners to offer workplace experience programmes 

and absorption opportunities for graduates. Additionally, mentoring and coaching from the 35-54 age group can further 

support skill development and enhance youth employability. By fostering these industry partnerships and leveraging 

the experience of mid-career professionals, TETA can effectively contribute to the creation of a skilled and adaptable 

workforce.

6.3.2  Employment by Race

The transport sector’s workforce is predominantly African/Black, comprising 77.8% of the total workforce. This high 

representation underscores the sector’s role in providing significant employment opportunities for this demographic. 

However, it is important to note that 56% of African/Black employees are concentrated in the Plant and Machine Operators 

and Assemblers category, which includes occupations such as drivers. This concentration highlights a trend where a large 

proportion of African/Black employees are in operational roles rather than in higher-skilled or managerial positions.
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To address these disparities and promote a more balanced distribution across various occupational levels, TETA 

should focus on developing targeted training programmes that provide pathways to higher-skilled and managerial 

roles. By ensuring that training programmes are designed to support career advancement and provide opportunities 

for skill development, TETA can help diversify the range of roles occupied by African/Black employees. Additionally, 

promoting inclusive practices and supporting the professional growth of all racial groups will contribute to a more 

equitable and effective workforce in the transport sector.

6.3.3  Persons with Disabilities employed in the Transport Sector

The April 2024 WSP/ATR data reveal a notable increase in the employment of persons with disabilities (PwDs) in the 

transport sector, rising from 4,116 in 2023 to 7,864 in 2024. This increase reverses a decline observed since 2020, 

though PwDs still represent only 1.6% of the total employees in the sector.

This growth underscores the need for continued prioritisation of PwDs employment and highlights the importance 

of further enhancing inclusive practices. The Employment Equity Act and the White Paper on the Rights of 

Persons with Disabilities emphasise the critical role of training and skills development in improving employment 

opportunities for PwDs. To build on this progress, TETA should focus on developing specialised training programmes 

and support systems that empower PwDs to thrive and advance within the transport sector.

6.4  Technological Factors

Advancements in technology are reshaping the transport sector, presenting both opportunities and challenges. 

Innovations such as automation, digitalisation, and new transport solutions are influencing every aspect of the 

industry. This subsection examines how these technological trends impact operational efficiency, workforce 

requirements, and sector growth. Understanding these factors is crucial for aligning TETA’s strategies with the 

evolving technological landscape and ensuring that training programmes are designed to equip the workforce with 

the skills needed for future developments.

6.4.1  Digital Technologies

Technological innovations are profoundly impacting the transport sector, as businesses seek greater efficiency, 

productivity, and profitability. To support the sector’s transition to the digital era, TETA should focus on providing 

targeted skills development programmes and resources, especially for small and medium-sized enterprises 

(SMMEs).

TETA will collaborate with industry partners and universities to develop short learning programmes in digital skills, 

aimed at equipping stakeholders with the technological competencies needed for digital transformation. These 

initiatives will ensure that the workforce is well-prepared, supporting sustained growth, competitiveness, and 

stability in the evolving transport industry.  

The figure below presents and discusses key digital technologies in the sector, highlighting their effects on 

occupational roles and skill requirements.
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Figure 5: Digital technologies in the transport sector A study commissioned by TETA on the Fourth Industrial 

A study commissioned by TETA on the Fourth Industrial Revolution and technological innovations found that 71% of 

the 2,163 participating organisations adopted digital technologies to maintain business continuity during the Covid-19 

pandemic. These technologies included electronic ticketing systems, mobile applications, digital learning platforms, 

and tools for tracking vehicle movement and positioning. The study reveals a broad consensus among transport sector 

stakeholders on the significant benefits of these digital technologies, including enhanced productivity and efficiency. Key 

interventions for integrating these technologies include increasing funding, reskilling and upskilling the workforce, and 

redesigning business processes.

DIGITAL 
TECHNOLOGIES 

IN THE 
TRANSPORT 

SECTOR

Automation
Increased automation in vehicle and 
transportation systems has led to a 

shift in demand towards skills related to 
operating and maintaining automated 

equipment, such as autonomouss 
vehicles and automated warehouse 

systems.

Digitalisation:
The adoption of digital technologies 

has transformed various aspects 
of the transport sector, leading 
to increased demand for skills in 
IT, cybersecurity, and software 

development to manage digital 
platforms and systems.

Predictive Maintenance
Predictive maintenance uses 

machine learning algorithms and 
sensor data to anticipate equipment 
failures and schedule maintenance 

proactively, reducing downtime 
and maintenance costs. Skills 

in predictive analytics, machine 
learning, and sensor technology are 
crucial for implementing predictive 

maintenance programs in the 
transport sector.

Augmented Reality (AR)
and Virtual Reality (VR):
AR and VR technologies can be 

used for training purposes, allowing 
transportation workers to simulate 

real-world scenarios and practice 
operating vehicles or handling cargo in 
a virtual environment. Skills in AR/VR 

development, simulation modelling, and 
user experience design are valuable for 

creating effective training 
programmes.

Internet of Things (IoT)
IoT technologies enable the 

connectivity of physical devices 
and sensors within vehicles and 

infrastructure, allowing for real-time 
monitoring of vehicle performance, 
traffic conditions, and cargo status. 

This creates opportunities for skills in 
IoT device deployment, data analysis, 

and cybersecurity to ensure the 
integrity and security of

 IoT networks.

Blockchain
Blockchain technology has the potential 

to revolutionalise supply chain 
management and logistics by providing 
transparent and tamper-proof records 
of transactions and shipments. Skills in 
blockchain development, cryptography

and supply chain management are 
essential for implementing blockchain 

solutions in the transport
sector.
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Subsector Stakeholder and desk research inputs

Aerospace
In the Aerospace sector, technological advancements have both demand and 

supply implications for skills. While there is concern that increased technology 

uptake might reduce overall employment, stakeholders highlight emerging 

opportunities. For instance, advancements in aircraft technology and the use 

of composites are creating new trades, such as aircraft composite specialists. 

Additionally, the commercialisation of drone technology is expected to 

generate approximately 60,000 new jobs within the next 4-5 years (Stakeholder 

Interview, 2024).

To address these changes, TETA must ensure that education and training 

institutions are equipped to provide programmes that align with the evolving 

needs of the sector. This will help meet the continuous demand for skilled 

professionals adapt at leveraging new technologies in aerospace.

Forwarding and 
Clearing

In the Forwarding and Clearing subsector, automation in warehousing and 

cargo handling is boosting efficiency, reducing errors, and improving demand 

management (Johannesburg Chamber of Commerce Stakeholder Interview, 

2024). This technological advancement necessitates that all employees become 

proficient with technology (TETA Focus Group, 2024). To stay relevant and 

competitive, employees must be upskilled to collaborate effectively with these 

new technologies.

Freight Handling Stakeholders in the Freight Handling subsector highlight a growing need for 

skills in digitalisation, cybersecurity, and advanced technologies, as well as 

expertise in managing automated systems and smart logistics. However, there 

is a concern that technological advancements are outpacing current training 

programmes, creating a skills gap in the sector.

Maritime
In the Maritime subsector, future skill demands are expected to rise with 

advancements in autonomous vessels, smart shipping technologies, and 

advanced surveillance systems, including AI and robotics. Additionally, there 

is a need for enhanced training and development in electrical resources and 

equipment onboard ships to support these innovations, as highlighted by the 

TETA Focus Group (2024). Smart shipping, which involves the integration of 

digital technologies for more efficient and sustainable operations, further 

underscores the necessity for specialised skills in this area.

Further stakeholder consultations and desk research have provided a detailed subsector analysis of the impact of 

these technological advancements, which is discussed below.

Table 2: Subsector analysis on impact of technological advancements
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Subsector Stakeholder and desk research inputs

Rail

In a TETA-commissioned study on 4IR impacts in the railway sector (2024c), it was 

found that advanced technologies and digitalisation are significantly transforming the 

industry. Key 4IR technologies affecting rail include digitization, robotics, AI, VR, IoT, 

3D printing, and computational technologies. The study highlights that adapting to 

these changes requires four critical soft skills: change management, teamwork, people 

management, and communication. 

Road Freight
The Road Freight subsector has been significantly impacted by changes in client 

purchasing habits and the rise of online shopping. This shift has led to increased 

demand for delivery drivers, courier drivers, and motorcycle drivers, boosting 

employment in these roles. To stay competitive, organisations must prioritize 

technology-related skills such as digital literacy, data analysis, programming, and 

cybersecurity to address evolving workforce demands (TETA Focus Group, 2024).

Road Passenger

In the Road Passenger sector, advancements in wireless and electronic technologies 

are enhancing the efficiency of mobility asset sharing and real-time data exchange. 

Innovative mobile applications enable dynamic route adjustments, optimal seat 

occupancy, and seamless information sharing (Theron & Ukpere, 2022). According to 

the TETA Focus Group (2024), these developments are driving demand for new skills, 

particularly in managing cashless payment systems and application-based platforms.

Taxi
In the taxi industry, real-time technology and AI cameras can enhance accountability, 

optimise operations, and build trust among owners while boosting revenue and 

improving financial records (Mabogo, 2023). The shift to electric Minibus Taxis 

(e-MBTs) creates a demand for skilled operators with expertise in EV technology, 

maintenance, and repair (Kriel & Burger, 2023). To support this transition, there is a 

need for training programmes for administrators and drivers to effectively use new 

systems such as automated fare collection and scheduling tools, ensuring operational 

efficiency and effective service delivery (TETA Focus Group, 2024).
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6.4.2  Green Economy for Sustainable Development

Transitioning to a green economy is crucial for addressing multifaceted challenges in South Africa, including 

unemployment, poverty, inequality, energy security, and climate change. The country is integrating low-carbon 

strategies into its green growth and industrialisation plans, with the transport sector playing a pivotal role due to 

its impact on exports and employment.

The government is actively supporting this transition by implementing tax incentives for New Electric Vehicles 

(NEVs), ensuring market stability, and collaborating with other African nations to boost battery production 

capacity. This strategy aims to foster industrial development within the transport sector while promoting the use 

of renewable energy sources such as solar, wind, and hydroelectric power to reduce the sector’s carbon footprint. 

The growth of green technology, including sustainable transportation, is creating job opportunities in research, 

development, manufacturing, and maintenance.

As the demand for Electric Vehicles (EVs) and other sustainable transport modes rises, there is a growing need 

for skills in EV maintenance, battery technology, and charging infrastructure. The green economy is also driving a 

demand for expertise in green IT, emission control, and biofuel-related heavy vehicle repairs. Key roles include EV 

Technicians, Electrical/Electronic/Chemical Engineers, as well as Electricians, along with specialists in sustainable 

transport planning and renewable energy integration.

South Africa is also exploring the potential of green hydrogen to achieve net-zero emissions. Research indicates 

that the green hydrogen economy will require a range of occupations, including Engineers, Technicians, and 

Specialists, with roles such as Instrumentation Engineer, Fuel Cell Technician, and Transportation Solutions Advisor 

being crucial.

TETA’s role in this transition involves supporting the sector by developing targeted skills development programmes 

in collaboration with industry partners and universities. These programmes will focus on equipping stakeholders 

with the technological skills needed for the digital and green transformation, ensuring sustained growth and 

competitiveness in the sector.

Stakeholder consultations reveal a need to address the knowledge gap in green and blue economies and emphasise 

the importance of incorporating environmental awareness and sustainable practices into training programmes. 

Additionally, the transition to sustainable transport faces challenges, including inadequate support structures 

and supply chains, particularly in rural areas where charging infrastructure is still developing. TETA’s strategic 

focus should include developing training programmes that address these gaps, enhance skills in emerging green 

technologies, and support the sector's overall transition to a sustainable future.
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Occupation Rationale

Mechatronics engineer The occupations have emerged due to the technological advancements in the transport 

sector. Digital transformation necessitates new roles to harness advanced technologies, 

enhance efficiency, and improve safety. 

The digitalisation and automation of transport systems requires professionals who 

can manage and maintain autonomous and connected vehicles, as well as integrate 

innovative solutions like drones into logistics. 

The surge in data generation from these systems calls for experts in data analysis and 

cybersecurity to protect infrastructure and derive actionable insights for optimisation. 

Additionally, sustainability is a key focus, requiring roles dedicated to assessing and 

mitigating environmental impacts. These new occupations are essential for leveraging 

technological advancements to create a more efficient, secure, and eco-friendly 

transport system in South Africa.

Drone operator

Drone repair technician

Big data specialist

Remote truck driver

Flight procedure specialist

Blockchain developer

Robotics engineer

Autonomous vehicle engineer

IT infrastructure engineer

Digital transformation specialist

Cybersecurity specialist

Smart traffic management engineer

Smart infrastructure engineer

Machine learning specialist

Source: 2024 Online survey, 2024 Virtual Stakeholder Engagement Workshops, 2024 stakeholder interviews, TETA study on transport sector 
occupational shortages and skills gaps (2024)

6.4.3  Emerging Occupations

Table 3: List of emerging occupations due to the digital transformation

Driven by Vision
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Occupation Rationale

Energy Sustainability specialist The occupations emerged due to South Africa's green economy 

strategy. The shift to a hydrogen and green economy drives new 

occupations, fuelled by abundant renewable resources, government 

policies, and a commitment to reducing carbon emissions. These 

roles are essential for addressing environmental challenges, fostering 

economic growth, and creating jobs in the green economy.

Electroplater

Robotics and production automation engineer

Gas engineer

Renewable energy engineer

Fuel cell engineer

Hydraulics engineer

Renewable energy technologist

Process design engineer

Environmental impact strategist

Hydrogen fuel cell technician

Renewable energy specialist

Aquaculture specialist

Green energy technician

Gas fitter

Grid connection engineer

Electrolysis engineer

Heavy-duty mechanic (dual fuel)

Fuel cell electric vehicle (FCEV) technician

Electric vehicle technician

Electric truck driver

Electro mechanic

Source: 2024 Online survey, 2024 Virtual Stakeholder Engagement Workshops, 2024 stakeholder interviews, LMI study on the 
identification of skills needs in the hydrogen economy (2024)

Table 4: List of emerging occupations due to the hydrogen and green economy

7.	 External Environment Analysis 

Over the next five (5) years, TETA focus will shift to aligning its strategic initiatives with South Africa’s national 

priorities, driving skills development to support economic growth, sustainability, and technological advancement 

in the transport sector.   

In the rapidly evolving landscape of South Africa’s transport sector, strategic skills development is essential to 

ensure the industry aligns with national growth and sustainability objectives. South Africa's key policy frameworks, 

such as the National Development Plan (NDP), National Skills Development Plan (NSDP 2030), and Economic 

Reconstruction and Recovery Plan (ERRP), emphasise the need for a skilled workforce to drive economic recovery, 
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innovation, and transformation. These frameworks place significant focus on sectors like transport, which serve as the 

backbone of the country's logistics, mobility, and infrastructure development. 

In response, TETA has adopted a proactive approach, continuously aligning its skills planning strategies with national 

imperatives. Through partnerships, research, and sector-specific interventions, TETA intends to close the skills gaps in 

the transport sector, addressing both the demand and supply sides of the labour market. This alignment supports the 

development of a capable workforce ready to meet the demands of technological advancements, sustainability, and 

inclusive growth. 

The planning period for the SETA takes cognisance of the major national strategies and plans impacting on the Transport 

sector and the table below provides key insights that gives context to the transport SETA overall strategy for 2025-30. 

Table 5: National plans and strategies affecting skills demand and supply

National strategies 
and plans 

Implications for skills planning 

National Development 

Plan (NDP)   

Skills planning in the transport sector, as influenced by the National Development Plan (NDP), requires

anticipating future needs, aligning training programs with NDP objectives, addressing skills shortages,

and fostering collaboration. This ensures the workforce is equipped to support the NDP's goals and

South Africa's economic and social development. As such, the skills implications are both demandand

supply-related.

National Skills 
Development Plan 2030 

Skills planning for NSDP 2030 have both demand-and supply-related skills implications. It entails
aligning with plan goals, identifying priority skills, integrating technology and green skills, promoting
lifelong learning, fostering collaboration, ensuring inclusivity, and monitoring progress. These efforts
support the development of a skilled workforce aligned with South Africa's economic and social
objectives, specifically within the transport sector.

Green Transport Strategy 
for South Africa: (2018-
2050)  

The Green Transport Strategy for South Africa requires strategic skills planning in the transport
sector to facilitate the shift towards sustainable transportation. In terms of the supply related skills
implications, it entails training in environmental management, green technology utilisation, public
transport optimisation, sustainable infrastructure construction, regulatory adherence, community
engagement, and research innovation. Prioritising expertise development in these domains is crucial
for effectively implementing the strategy and attaining lasting environmental and socio-economic
benefits.

National Transport 
Master Plan 2050  

Anticipating long-term technological advancements, promoting sustainability, integrating multimodal 
transport, ensuring regulatory compliance and safety, and fostering workforce development are key 
considerations for the National Transport Master Plan 2050 (NATMAP 2050). The supply related skills 
implications involve forecasting skills needs in emerging technologies, green transport initiatives, 
intermodal connectivity, regulatory compliance, safety management, and workforce diversity. By 
addressing these implications, the transport sector can support the implementation of NATMAP 2050 
and contribute to building a sustainable, efficient, and inclusive transport system for South Africa's 
future.

National Road Safety 
Strategy (2016-2030)  

Guided by the National Road Safety Strategy (2016-2030), skills planning in the transport sector 
involves comprehensive driver training, effective law enforcement, infrastructure management 
expertise, emergency response training, awareness campaigns, and data analysis. These supply related 
efforts aim to reduce road accidents and fatalities through safer behaviours, improved enforcement, 
infrastructure upgrades, timely medical care, and evidence-based decision-making.

The Reconceptualised 
Human Resource 
Development Strategy & 
Master Skills Plan for SA

The transport sector, in alignment with the Reconceptualised Human Resource Development
Strategy & Master Skills Plan for SA, prioritises skills development by identifying sector-specific needs,
promoting lifelong learning, enhancing TVET systems, integrating technology, ensuring equity and
inclusion, and fostering collaboration. The skills implications are both demand-and supply-related.
The approach aims to address skills gaps, support national development goals, and drive sustainable
growth in the sector.
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National strategies 
and plans 

Implications for skills planning 

Economic Reconstruction 

and Recovery Plan (ERRP) 

and ERRP Skills Strategy 

(SS) 

The ERRP and its Skills Strategy have key demand and supply related skills implications 

for transport sector skills planning, focusing on aligning training with economic priorities, 

promoting sustainable practices, creating employment opportunities, embracing digital 

transformation, fostering collaboration, and implementing effective monitoring. This ensures 

the sector contributes to South Africa's economic recovery by nurturing a skilled workforce 

tailored to its needs. 

Presidential Youth 
Employment Initiative 
(PYEI) 

The Presidential Youth Employment Initiative (PYEI) has key supply related skills implications
for skills planning in South Africa's transport sector. It emphasises tailored skills development
programs for youth, including apprenticeships, internships, and entrepreneurship support.
Digital skills training is essential, and inclusivity is prioritised to ensure equal access to
opportunities for all youth. Collaborative partnerships between government, industry, and
educational institutions are crucial for effective implementation, ultimately enhancing youth
employment prospects in the transport sector.

Administrative 
Adjudication of Road 
Traffic Offences (AARTO) 
Act 

Implementing the AARTO Act in the transport sector has supply related skills implications for
skills planning. This involves training traffic officers in compliance and enforcement, improving
legal knowledge, enhancing administrative and data management skills, and fostering better
customer service and communication abilities. Additionally, IT and digital literacy training is
necessary, along with specialised training for adjudicators and appeals panels. Effective skills
planning is vital to ensure fair, transparent, and efficient enforcement and adjudication of
traffic laws under the AARTO Act.

Broad-Based Black 
Economic Empowerment 
(BBBEE) Transport Sector 
Code 

The BBBEE Transport Sector Code emphasises equitable representation and advancement
of historically disadvantaged groups in South Africa's transport industry. In terms of the
supply related skills implications, skills planning must prioritise tailored training programs,
career advancement opportunities, and skills transfer initiatives. Compliance requires close
monitoring and collaboration, driving inclusive growth and transformation.

Government of National 
Unity (GNU) Priorities (as 
outlined in the MTDP)

The GNU priorities of driving inclusive growth, job creation, reducing poverty, and building 
a capable, ethical, and developmental state inform skills planning in the transport sector by 
focusing on employment creation, economic inclusion, and developing a skilled workforce for 
emerging sectors like green transport.

Understanding the external and internal environments is crucial in navigating the complex dynamics of the sector. 

As a result, an in-depth PESTEL analysis is critical for examining the Political, Economic, Social, Technological, 

Environmental, and Legal factors shaping the transport sector.  By integrating these tools, TETA can better respond 

to industry trends and align its strategic objectives with the broader goals of South Africa's national development 

frameworks. 

  

The following external factors in South Africa have been identified as having a bearing on the effective delivery of 

skills development solutions in the transport sector in the next five (5) years, and therefore, must be addressed by 

the TETA strategy. 
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Political Economic 
Socio-cultural and 

Ethical 

•	 New government mandates affecting 

targets 

•	 Possible reconfiguration of SETAs

•	 Labour policies 

•	 Changes in government structure 

(departments and leadership) 

•	 Trade agreements 

•	 Effects of geopolitics on execution of 

mandate 

•	 Reconfiguration of transport entities 

•	 Transport sector transformation 

•	 High inflation impact on the costs of doing 

business 

•	 Company and training centre closures 

•	 Competition and barriers to entry 

•	 Unstable global economy 

•	 SETA mandate stretched without matching 

budget increases 

•	 High unemployment rate 

•	 Skills shortage due to pandemics 

•	 Rebuilding Infrastructure  

•	 Energy challenges

•	 Taxi Industry formalisation 

•	 Distressed SOEs leading to reduced 

training opportunities, and levy 

contributions 

•	 Interruptions of the supply chain 

•	 Prevalence of pandemics 

•	 Conflict of interest 

•	 Significant societal disparities 

between rural and urban areas 

•	 Protests and labour disputes 

•	 Vandalisation of transport 

infrastructure 

•	 Transport industry disputes 

•	 Road carnage 

•	 Substance abuse 

•	 High rate of unemployment 

•	 Wellbeing of sector employees 

•	 Low matric pass rate (standards) 

•	 Lack of skills transfer in the 

workplace 

•	 Low entrepreneurship skills in the 

country 

•	 Fraud and corruption 

Technology and 
Information 

Environmental (Natural) Legal and Regulatory 

•	 Autonomous and electric vehicles 

transforming training needs and safety 

regulations.

•	 Telematics, IoT, and smart infrastructure 

driving updates in fleet management and 

maintenance skills.

•	 Blockchain and AI enhancing efficiency 

and security, requiring new training.

•	 Green technologies and cybersecurity 

necessitating changes in industry 

practices and skills.

•	 Green Transport Economy or sustainable 

transport solutions may impact operational 

priorities and require adaptation to new 

environmental standards. 

•	 Hybrid modes of transport may necessitate 

updates to training programmes and 

infrastructure.

•	 Impact of Climate Change may affect 

operational stability, infrastructure, and 

regulatory compliance. 

•	 Amendments to laws, regulations, 

or government policies/circulars 

could require adjustments in 

TETA’s operational practices and 

compliance strategies. 

•	 Regulatory for new technology and 

green economy adoption 

Table 6: PESTEL Analysis
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PART B – OUR STRATEGIC FOCUS
8.	 Internal Environment Analysis 

8.1  Organisational Environment 

 

TETA's workforce consists of 144 employees, with a diverse demographic profile to effectively support the 

organisation's mandate. Of the total staff, 61.1% (88) are female, 38.9% (56) are male, and 44.4% (64) represent 

the youth demographic. Additionally, 0.7% (1) of the workforce comprises individuals living with disabilities. This 

diverse staff complement is positioned to contribute meaningfully to the organisation's objectives over the next 

five (5) years, ensuring inclusive representation and fostering a dynamic work environment.

 

8.2  Human Resources Management Mandate 

The human resource mandate at TETA focuses on transforming traditional administrative functions into a strategic 

driver of organisational performance. The human resources department plays a pivotal role in supporting 

the organisation through key areas, such as recruitment, training and development, reward and recognition, 

performance management, employee relations, and employee wellness. By focusing on these areas, the HR team 

enhances employee retention and overall productivity, ensuring that TETA has a motivated, skilled, and well- 

supported workforce capable of meeting the organisation's strategic goals.

Driven by Vision
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Kgatile Nkala
Corporate Services 

Executive

Morongoe Nkabinde
Skills Development and Learning 

Programmes Senior Manager

Mantlwane Kgobe
Performance Monitoring 

& Evaluation Manager

Gaborone Lesito
Aerospace Chamber

Trevor Tjale
Forwarding & Clearing Chamber

Shantal Marajah
Freight Handling Chamber

Vacant
Road Freight Chamber

Victor Muhlburg
Maritime Chamber

Trevor Abrahams
Road Passenger Chamber

Ramodise Tsolo
Taxi Chamber

Kate Setjie
Rail Chamber

Sipho Nxumalo
Skills Development 

Manager

Mashabane Ledwaba
Research and Knowledge Manager

James Motha
Strategic Projects and Stakeholder 

Relations Manager

Nchaupe Maepa
Chief Financial Officer

Ishmael Malale
Company Secretary

Zukisani Managaliso
Supply Chain Manager

Vacant 
Risk Manager

Vacant 
Human Resources  
& Administration 
Manager

Vacant 
Corporate Communications 
& Marketing Manager

Ntswaki Madikoe
Finance  Manager

Sandy Ndlovu
Education and Training Quality 

Assurance Executive Manager

Vacant
InfInInformation Technology Manager

TETA 
ACCOUNTING 
AUTHORITY

Famanda Shirindza
Chief Operations 

Officer

Maphefo Anno-Frempong
Chief Executive Officer

TETA organisational structure
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8.3 SWOT Analysis

 

The McKinsey 7s framework was considered as a valuable resource for strategic planning. The framework provides a holistic view of TETA's internal environment and analyses 

both the "hard" and "soft" elements of TETA. It ensures that strategy, structure, and systems are aligned with culture, leadership style, and staff capabilities. This alignment fosters 

cohesive action toward organisational goals. The framework is adaptable to suit internal environmental demands of the SETA with clear focus on how changes in one area impact 

the others, guiding effective implementation of the strategy. 

Table 7: McKinsey 7S Framework: SWOT Analysis

ELEMENT STRENGTHS WEAKNESSES OPPORTUNITIES THREATS 
Strategy •	 Support for SMMEs to drive growth 

and innovation in the transport sector. 
•	 Contribution towards socio-economic 

development through targeted 
activations and partnerships. 

•	 Responsive in implementing strategic 
priorities and national initiatives like 
Just Transition, DDM, and ERRP to 
ensure sector-wide impact. 

•	 Effective and responsive governance 
through the Accounting Authority

•	 Inadequate measurement of ROI 
•	 Dependency on external to implement 

projects/mandate
•	 Lack of alignment with emerging trends 

- technological advancements or shifts in 
market demand.

•	 Lacking a clear, actionable plan for execution 
of strategy, including defined milestones and 
performance metrics.

•	 Embracing technological innovations 
- automating business processes, 
using AI to enhance operational 
efficiency and service offerings.

•	 Expanding market reach – strategic 
partnerships and revenue 
diversification to drive growth.

•	 Enhancing workforce skills 
and investing in training and 
development programs to build 
expertise in emerging technologies.

•	 Climate change affecting 
infrastructure (road and ports 
infrastructure) 

•	 Rapid technological change could 
outstrip TETA’s ability to adapt or 
integrate new solutions effectively.

•	 Regulatory changes could impose 
operational challenges.

•	 Economic downturns or instability 
could impact funding, and overall 
industry demand for skills 

Structure •	 TETA's driven, structured stakeholder 
engagement process ensures 
alignment with sector needs and 
strengthens industry collaboration. 

•	 A well-defined structure with clear 
lines of authority and responsibility 
enhancing decision-making and 
operational efficiency.

•	 Strong internal communication 
systems facilitating coordination 
and collaboration across different 
departments or teams.

•	 Lack of sufficient office space and parking.  
•	 Excessive layers of management approvals 

slowing down decision-making and reducing 
responsiveness.

•	 Inadequate due diligence – procurement 
process raised as weakness (changes to 
contract management weakness)

•	 Lack of integration between departments 
leading to silos, miscommunication, and 
inefficiencies.

•	 Inadequate resource allocation: resulting in 
other overutilisation or underutilisation of 
talent.

•	 Reliance on external parties on key mandate 
delivery

•	 Lack of enforcement of contract monitoring
•	 Lack of control on quality assurance 

processes outside TETA

•	 Using the office space more 
effectively by introducing flexible 
working stations 

•	 Strengthening project management 
and compliance systems 

•	 Revising the organisational 
structure to enhance flexibility and 
responsiveness

•	 implementing cross-functional teams 
to drive innovation and improve 
problem-solving by leveraging 
diverse expertise.

•	 Adopting new technologies for 
organisational management and 
communication to streamline 
operations and improve efficiency.

•	 Changes in the grant regulations 
impacting operations 

•	 Organisational changes or 
restructuring may face resistance 
from employees, affecting morale 
and productivity.

•	 Unexpected disruptions due 
to integration of new systems/
processes into an existing structure 

•	 Structural changes or updates might 
lead to increased operational costs 
exceeding the 10.5 administration, 
impacting overall financial stability.
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ELEMENT STRENGTHS WEAKNESSES OPPORTUNITIES THREATS 
Staffing •	 Highly committed workforce to 

the organisation's core values, 
driving accountability, trust, and 
responsibility across projects.

•	 Expertise in Transport Sector 
Development related training, 
innovation, and SMME development, 
supporting the strategic goals of the 
organisation.

•	 Focus on capacity building

•	 High number of performance 
indicators resulting in stretched 
targets for employees 

•	 Over-reliance on interns for core 
business functions, leading to gaps in 
expertise and continuity. 

•	 Limited career progression and lack 
of structured training, particularly 
in labour relations for staff and 
managers. 

•	 Inflexible organisational structure 
reviews, causing role misalignment, 
overwork, and lack of agility. 

•	 Insufficient focus on capacity 
building and tracking diversity 
metrics across the organisation. 

•	 Underutilisation of the HR policy 
provisions.

•	 Attracting Top Talent: Leveraging 
new recruitment strategies or 
employer branding can attract 
skilled professionals, enhancing 
organisational capabilities.

•	 Upskilling and Reskilling: Investing in 
training programs to upskill or reskill 
current employees helps address 
emerging industry needs and 
technological advancements.

•	 Diversity and Inclusion: Focusing 
on diversity and inclusion initiatives 
can create a more innovative and 
adaptable workforce, fostering 
different perspectives and problem-
solving approaches.

•	 Inability to find or retain qualified 
professionals, especially in 
specialised areas, could hinder 
organisational growth.

•	 Frequent employee turnover 
disrupting operations, reduce 
morale, and increase recruitment 
and training costs.

Skills •	 Moderate expertise, giving TETA 
a slight competitive edge and 
the ability to deliver high-quality 
services.

•	 Continuous learning culture ensuring 
that employees stay updated with 
the latest industry trends and 
technological advancements.

•	 Strong leadership and management 
skills contributing to effective 
decision-making, strategic direction, 
and employee engagement.

•	 Insufficient capacitation of staff 
members on TETA processes

•	 Skills gaps in emerging technologies 
due to rapidly evolving technologies, 
limiting TETA’s ability to innovate 
or compete in a changing skills 
development environment.

•	 Reliance on temporary staff and 
interns exposes insufficient soft skills 
crucial to service excellence

•	 Reliance on outdated knowledge or 
practices reducing TETA’s ability to 
keep up with industry standards or 
technological advancements. 

•	 Investing in digital literacy and 
advanced technology skills (e.g., 
AI, data analytics) improving 
efficiency to leverage technological 
advancements.

•	 Building leadership skills through 
targeted training and mentorship 
programme to enhance decision-
making, innovation, and adaptability 
to changing business environments.

•	 Encouraging employees to acquire 
a broader range of skills (e.g., cross-
functional capabilities) to increase 
flexibility, improve problem-solving, 
and boost overall organisational 
resilience.

•	 Changes in the grant regulations 
will reduce the discretionary grant 
allocation 

•	 Lack of accredted SDPs as a result of 
QCTO accreditation backlog. 

•	 Increased competition for talent 
resulting in delays filling critical 
positions or exodus of experienced 
staff living a knowledge vacuum for 
TETA.
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ELEMENT STRENGTHS WEAKNESSES OPPORTUNITIES THREATS 

Systems •	 Tools like SharePoint and Papertrail, 
though underutilised, provide a 
foundation for improving document 
management and collaboration if 
properly leveraged.

•	 The lack of rigid, fully integrated 
systems offers flexibility to adopt 
best-fit solutions tailored to specific 
organisational needs.

•	 Current staff have familiarity with 
existing processes, which can 
ease transitions to new systems if 
introduced.

•	 Disconnected systems for learner 
management, project management, 
and performance monitoring lead 
to inefficiencies and difficulty 
in tracking TETA’s progress in 
implementation of projects.

•	 The reliance on manual paper based 
and underutilisation of tools like 
SharePoint and Papertrail creates 
inconsistencies, delays, and potential 
data loss.

•	 The absence of synchronised 
business processes results in time-
consuming manual tasks, reducing 
overall operational efficiency.

•	 Dependency on outsourced systems 
poses a risk to TETA’s information 
integrity or availability

•	 Introducing integrated systems 
for project management, learner 
management, bursary, and 
performance monitoring can 
improve coordination, streamline 
operations, and provide better 
visibility into organisational 
performance.

•	 Moving from paper dependency to 
fully digital document management 
using tools like Papertrail, and 
SharePoint can enhance efficiency, 
reduce errors, and improve 
information accessibility.

•	 Automating routine tasks and 
workflows through integrated 
systems can save time, reduce 
human error, and improve 
productivity.

•	 Climate change - Collapse of ICT 
infrastructure 

•	 Transition to integrated systems 
could face resistance from staff, 
require significant training, and 
lead to short-term disruptions in 
operations.

•	 As TETA moves towards digital 
systems, inadequate security 
measures could expose the 
organisation to data breaches or loss.

•	 Initial setup, customisation, and 
maintenance of integrated systems 
may lead to increased operational 
costs, straining TETA’s already 
constrained budget.

Style (Leadership/
Culture) 

•	 High-performance culture 
•	 Encouraged teamwork and open 

communication fosters a positive 
work environment and collaborative 
problem-solving.

•	 Commitment to core values like 
responsibility, trust, and respect 
creates a strong foundation for 
TETA’s organisational cohesion and 
direction.

•	 Involving various levels governance 
and leadership in decision-making 
promotes engagement and ensures 
diverse perspectives are considered.

•	 Lack accounting authority’s 
presence in strategic stakeholder 
engagements  

•	 Variations in management styles 
in governance and across different 
levels may cause confusion and lead 
to inconsistent application of policies 
and processes.

•	 Historical knowledge and traditional 
leadership styles may stifle 
adaptation to necessary changes, 
such as technological upgrades or 
process improvements.

•	 The current leadership style induced 
by high levels of compliance and 
audit alignment stifle creativity and 
innovation, limiting organisational 
growth and adaptability.

•	 Embracing a more agile, forward-
thinking leadership style can drive 
innovation and help the organisation 
adapt to future challenges.

•	 Investing in leadership development 
programmes can foster more 
adaptive and effective management 
practices across all levels.

•	 Encouraging continuous learning and 
experimentation within leadership 
can inspire the workforce and 
improve overall performance.

•	 Variations in governance structures 
and management styles across 
different levels may cause confusion 
and lead to inconsistent application 
of policies and processes.

•	 A traditional leadership style may 
struggle to adapt to necessary 
changes, such as technological 
upgrades or process improvements.

•	 A leadership style that emphasises 
risk aversion may stifle creativity and 
innovation, limiting organisational 
growth and adaptability.
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ELEMENT STRENGTHS WEAKNESSES OPPORTUNITIES THREATS 

Shared Values •	 The bonus incentive contributes to 
the motivation of TETA staff 

•	 Transform the transport industry 
through training initiatives  

•	 Strong shared values like 
commitment, accountability trust, 
positive attitude, responsibility, and 
respect guide decision-making and 
promote ethical behaviour across the 
organisation.

•	 Having well-defined values ensures 
that employees are aligned with 
TETA’s mission, improving teamwork 
and collaboration.

•	 A commitment to shared values 
fosters a culture of mutual respect, 
creating a more positive and 
supportive workplace.

•	 Reports on employee engagement 
and satisfaction survey not shared 
with the accounting authority  

•	 If shared values are not consistently 
upheld or reinforced by leadership, 
it can lead to confusion or 
disengagement among staff.

•	 Shared values may not be effectively 
integrated into daily operations or 
performance metrics, limiting their 
practical influence on outcomes.

•	 A strong emphasis on traditional 
values may create resistance to new 
ideas, technologies, or operational 
changes that challenge the status 
quo.

•	 Recognition awards and incentives 
geared towards strengthening 
shared values can further solidify the 
organisation's identity, helping to 
attract like-minded partners, clients, 
or employees.

•	 Aligning strategic initiatives with 
core values can enhance employee 
buy-in and make organisational goals 
more attainable.

•	 Shared values can serve as a unifying 
force across different teams or 
business units/chambers, especially 
in times of organisational change or 
growth.

•	 If there is a disconnect between 
stated values and actual behaviours 
or decisions, it could lead to 
employee cynicism and a loss of trust 
in leadership leading to reputational 
damage.

•	 As the organisation grows or 
partners with external entities, 
differences in values may create 
conflicts, leading to challenges in 
collaboration or integration.

•	 Strong adherence to traditional 
values could limit adaptability 
and openness to innovative ideas, 
hindering the organisation's ability 
to evolve with changing industry 
demands.
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9  Measuring Our Performance 

9.1  Strategic Priorities and NSDP Outcomes

1 5

2 6

3 7

4 8

Identify and increase production of 
occupations in high demand

Support the growth of the public 
college institutional type as a key 
provider of skills required for socio-
economic development 

Linked education institutions and 
the workplace 

Skills development support for 
entrepreneurship and cooperative 
development 

Improving the level of skills in the 
South African workforce 

Encourage and support 
worker-initiated training 

Increase access to occupationally 
directed programmes 

Support career development 
services 

NSDP
OUTCOMES

9.2  Alignment of TETA priorities to NSDP Outcomes 

Priority 

1 

Priority 

2 
Priority 

3 

Priority 

4 

Priority 

5 
TETA Priority 1
Organisational 

Excellence 

NSDP OUTCOME
1 and 7

TETA Priority 2
Driving Innovation in the 

Transport Sector  

NSDP OUTCOME
1, 2, 3, 4, 7 and 8 

TETA Priority 4
Supporting SMME 

Development 

NSDP OUTCOME
2, 4, and 6  

TETA Priority 5
Strengthening 

Strategic Partnerships 

NSDP OUTCOME
1, 2, 3, 4, 5, 6, 7 and 8  

TETA Priority 3
Revenue Growth & Stability 

NSDP OUTCOME
1, 4 and 5  

Alignment of TETA 
priorities to NSDP 

Outcomes 
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Organisational Excellence: 

TETA will focus on building a high-performance culture that emphasises operational efficiency, governance, and 

continuous improvement, positioning the organisation as a global benchmark for excellence in skills development. 

This will ensure the ability to meet stakeholder expectations and effectively manage growing demands. This priority 

addresses the overall administrative strategies to support the mandate of the SETA.

Driving Innovation in the Transport Sector: 

With the rapid evolution of technology in transport, TETA aims to promote innovation by equipping the workforce 

with advanced technical skills. This will not only fill current skills gaps but also future-proof the sector, allowing 

South African transport entities to compete in an increasingly digitalised global market.  

Supporting SMME Development: 

Recognising that small, medium, and micro-enterprises (SMMEs) form the backbone of the South African transport 

sector, TETA will prioritise skills development programmes tailored to the unique needs of SMMEs. By empowering 

these enterprises, TETA will stimulate job creation, foster innovation, and contribute to economic inclusion.  

Strengthening Strategic Partnerships:

TETA will leverage and expand its collaborations with industry stakeholders, educational institutions, and 

government entities to ensure that skills development initiatives are aligned with the real-time needs of the sector. 

These partnerships will also drive collective innovation, resource sharing, leverage advanced technologies, provide 

access to research and policy advocacy.  

Revenue Growth and Stability: 

To mitigate the constraints posed by limited administrative income from levies, TETA will pursue new revenue 

streams. This will include expanding its service offerings beyond South Africa, exploring global public-private 

partnerships, and creating innovative funding models to support the increasing demand for skills training and 

development.

In the next five years, TETA will serve as a transformative force in the South African transport sector, driving 

innovation, inclusivity, and economic resilience through strategic skills development. By aligning with national 

priorities and responding to the evolving demands of the industry, TETA will foster a capable, adaptable workforce 

that not only meets current challenges but is prepared for future opportunities. Through partnerships, innovation, 

and organisational excellence, TETA will ensure long-term sustainability, creating a competitive, skilled, and inclusive 

transport sector that contributes to South Africa’s broader economic growth and social development goals. 
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TETA's planned performance over the next five years is guided by a theory of change approach that connects 

outcomes to the institution's mandate and national priorities. The outcomes contribute to the Medium-Term 

Development Plan (MTDP) and align with provincial priorities. The outcome indicators were carefully selected 

to measure progress towards these outcomes and to ensure alignment with the desired impact. Key enablers, 

including human capital, financial resources, strong partnerships, and innovation, are essential to achieving the 

five-year targets. These outcomes will collectively drive TETA's long-term impact of fostering sustainable growth 

and development in the transport sector.

11  Theory of Change for TETA (2025-2030) 

Over the next five years, TETA is committed to positioning itself as a global leader in transport skills development 

over the next five (5) years, with a clear focus on addressing the critical skills gaps that hinder the growth and 

competitiveness of South Africa’s transport sector. By fostering innovation, supporting small and medium 

enterprises (SMMEs), and forging strategic partnerships, TETA aims to align its efforts with both the national 

priorities and the evolving demands of the industry. Through a forward-looking approach, TETA will enhance 

workforce capabilities, drive sustainable economic growth, and contribute to a resilient, inclusive transport sector 

equipped to meet future challenges. 

TETA's strategy will fully integrate the three (3) priorities of the Government of National Unity (GNU) as outlined 

in the Medium-Term Development Plan (MTDP) — driving inclusive growth and job creation, reducing poverty and 

tackling the high cost of living, as well as building a capable, ethical, and developmental state. By enhancing transport 

sector skills, TETA will contribute to creating more employment opportunities, particularly for marginalised groups 

and supporting inclusive economic growth. Through focused skills development for small and medium enterprises 

(SMMEs), TETA will assist in uplifting these businesses, reducing poverty and addressing the high cost of living by 

driving job creation and boosting local economies. Further to it, TETA aims to provide greater access opportunities 

for women, increase youth participation, and focus on previously disadvantaged and rural areas and provinces. 

Efforts will also address racial skill disparities, while expanding training and workplace opportunities for people 

living with disabilities.

Additionally, TETA's work will align with the eight (8) outcomes of the National Skills Development Plan (NSDP), 

including expanding access to quality learning and improving the responsiveness of skills development systems.  

In response to the pre-2009 Ministerial Directive, the TETA will embark on the curricular development and review 

for occupational qualifications. The TETA will work closely with the QCTO in order to ensure re-alignment of the 

pre-2009 qualifications. The organisation will also incorporate emerging national priorities such as the Just Energy 

Transition, District Development Model (DDM), and Economic Reconstruction and Recovery Plan (ERRP). TETA 

will support the Just Energy Transition by promoting skills that lead to greener and more sustainable transport 

solutions, aligning with global environmental goals. Through the DDM, TETA will collaborate with local authorities 

to ensure that its skills programmes meet provincial or regional needs and foster inclusive development across 

districts. Furthermore, by focusing on reskilling and upskilling workers, TETA will actively contribute to the ERRP, 

helping the transport sector drive economic recovery, build resilience, and create sustainable jobs in the post-

pandemic landscape. 

TETA’s outcome indicators are strategically aligned to support both the Skills Initiatives for High Impact Programmes 

(SIHIP) and the priorities identified during the 2024 SETA Skills Summit. For example, the indicator "Implemented 

initiatives contributing to the list of occupations in high demand" directly addresses SIHIP’s focus on developing 

PART C – MEASURING OUR PERFORMANCE



47
T

R
A

N
S

P
O

R
T

 E
D

U
C

A
T

IO
N

 A
N

D
 T

R
A

IN
IN

G
 A

U
T

H
O

R
IT

Y
 

S
T

R
A

T
E

G
IC

 P
L

A
N

 2
0

2
5

–2
0

3
0

47

12. Institutional Performance Information 

12.1  Measuring the Impact   

scarce and critical skills in priority sectors by ensuring that TETA’s interventions are aligned with national workforce needs. Similarly, TETA's workplace-based learning 

programmes targets contribute to SIHIP’s goal of creating employment pathways through practical skills development while reflecting the Summit’s emphasis on fostering 

partnerships to reduce unemployment and enhance skills relevance. With the Department of Higher Education and Training as TETA’s executive authority, it becomes 

critical to align our strategy with that of the department. The table below outlines TETA’s outcomes to the outcomes of the department for the next five (5) years.

Table 8: Alignment of TETA and DHET Strategic Outcomes

DHET STRATEGIC OUTCOME  TETA OUTCOME  

Increased access to PSET opportunities  OUTCOME 2 and 8: Programme 3 of the Annual Performance Plan  

Improved quality of PSET provisioning  OUTCOME 8: Programme 4 of the Annual Performance Plan 

Improved success and the efficiency of the PSET system   OUTCOME 2: Programme 4 of the Annual Performance Plan

Improved responsiveness of the PSET system   OUTCOME 2, 8 and 10: Programme 3 of the Annual Performance Plan  

Impact statement Sustainable and successful transport sector driven by a competitive and innovative workforce 

12.2  Measuring Outcomes 

MEDIUM TERM DEVELOPMENT PLAN PRIORITY  

 MTDP PRIORITY 1: DRIVE INCLUSIVE GROWTH AND JOB CREATION 

Outcome No. Outcomes  Outcome Indicators  Baseline  Five-year targets 

1 Increased production of occupations in high demand  
Implemented initiatives contributing to the list of occupations in 
high demand. 

4 4 

2 Partnerships enhanced to deliver TETA mandate 
Collaborative initiatives established  60 110

Stakeholder engagement 180  200

3 
Increased access to Business Development 
Programmes 

Small and Micro Enterprises supported on business needs  0 250 

4 
Skilled Small and Micro Enterprises, Cooperatives, 
NPOs and NPC workforce in transport sector 

Small and Micro Enterprises, Cooperatives, NPOs and NPC 
supported in skills development 

1 345 1 345 

5 Digital transformation of operations and services  Improvement in efficiency and customer satisfaction 0 4

MTDP PRIORITY 2: REDUCING POVERTY AND TACKLING THE HIGH COST OF LIVING 

6 Increased career awareness in transport Increased number of career services provided 820 820

7 Improved level of skills in the South African workforce Improved level of skills in the transport sector workforce 7 650 8 000 

8
Increased access to occupationally directed 
programmes 

Increase access to intermediate and high level skills 19 556 23 260
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MEDIUM TERM DEVELOPMENT PLAN PRIORITY  MTDP PRIORITY 3: BUILDING A CAPABLE, ETHICAL AND DEVELOPMENTAL STATE 

Outcome No. Outcomes  Outcome Indicators  Baseline  Five-year targets 

9 Increased and sustainable revenue streams Increase in the number of revenue streams established 0 2

10 Development of future ready workforce 
Number of the workforce equipped with skills in 4IR technologies and 
green practices 

0 500 

11 Organisational excellence Enhanced integrated service delivery 0  10

12 Increased capacitation of trade unions Trade union supported 12 12

13. Institutional Performance Information 

Table 9: Key Risks and Risk Mitigation

Outcome Key Risk Risk Mitigation

Increased production of occupations in 

high demand

•	 Misalignment with the industry on 

occupation in high demand

•	 Academics to be brought on board and comprehensive research 

•	 Monitoring and reporting on WSP implementation plan

•	 Working with other SETAs (align and consolidate occupations that are submitted 

through DHET)

Partnerships enhanced to deliver TETA 

mandate

•	 Inadequate partnerships / stakeholder 

identification (inclusive of trade unions)  

•	 Loss of priority stakeholders/partners 

•	 Develop communication strategy

•	 Develop and implement service delivery charter

•	 Develop stakeholder/partnership strategy (local and international stakeholders) 

•	 Robust due diligence to include constant monitoring and financial viability 

•	 Identify high impact programmes for co-funding with key industry stakeholders 

•	 Flexibility in contracting to allow for multi-party agreements 

•	 Collaborate with DHET and DIRCO to manage impact of changes in external 

environment 

Increased access to Business Development 

Programmes

•	 Inability to meet industry demands/needs  •	 Increased funding or leverage on co-funding to support industry

•	 SMME Development Programme  

Skilled SMMEs, Cooperatives, NPOs and 

NPC workforce in transport sector

•	 Low participation of SMMEs •	 Increased funding or leverage on co-funding to support SMMEs

•	 SMME Development Programme

Digital transformation of operations and 

services

•	 Cyber security threats to digital 

infrastructure 

•	 Investment in cyber security measures and training 

Increased career awareness in transport •	 Misalignment of awareness programme 

with industry requirements 

•	 Coordinate with industry partners through partnerships to align career awareness 

efforts with actual job availability and skills demand
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Outcome Key Risk Risk Mitigation

Increased access to occupationally directed programmes •	 Stakeholder non-performance on contracted 

responsibilities 

•	 Develop stakeholder/partnership strategy and 

implementation 

•	 Increase SETA presence through satellite offices to 

provide more stakeholder support  

Increased and sustainable revenue streams •	 Co-funding agreements not honoured

•	 TETA revenue streams not sustainable 

•	 Exit/transfer of levy paying companies to other SETAs 

•	 Develop and implement communication strategy

•	 Develop and implement a comprehensive revenue 

diversification strategy 

•	 Enhance stakeholder engagements on TETA value 

proposition 

•	 Consideration of economic impact

Development of future ready workforce •	 Skills interventions not future orientated  •	 Conduct regular industry surveys to inform curriculum 

design 

Improved organisational performance •	 Inadequate system to ensure operational excellence 

•	 Lagging digital transformation 

•	 Business process re-engineering (business process 

analysis) 

•	 Comprehensive Business IT Architecture and Roadmap 

•	 Integrated IT system (as a key business enabler) 

Increased capacitation of trade unions •	 Inadequate partnerships / stakeholder identification (inclusive 
of trade unions) 

•	 Develop  stakeholder/partnership strategy (local and 
international stakeholders) 

•	 Focused stakeholder engagement sessions on unions
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OUTCOME 1: Increased production of occupations in high demand   

Indicator Title
Implemented initiatives contributing to the list of 
occupations in high demand

Definition

•	 Occupations in high demand refer to those occupations that 
show comparatively strong employment, wage and vacancy (job 
advertisement) growth and for which employers are likely to 
recruit in the medium term.

•	 Initiatives include amongst others, research studies, the SSP, 
WSP/ATR submissions tracer studies, etc.

Source of Collection Sector Skills Plan

Method of Calculation/Assessment Number of initiatives implemented

Assumptions 
Stakeholders participate in research activities and submission of 
WSPs/ATRs

Disaggregation of Beneficiaries  (where 
applicable) N/A

Spatial Transformation (where applicable) N/A

Reporting Cycle Annually 

Desired Performance A well-researched list of occupations in high demand is produced

Indicator Responsibility 
•	 Research & Knowledge Manager
•	 Skills Development & Learning Programmes Manager

PART D – TECHNICAL INDICATOR 
DESCRIPTIONS 
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OUTCOME 2: Partnerships enhanced to deliver TETA mandate   

Indicator Title Collaborative initiatives established

Definition

Collaborative relationships to support TETA’s mandate, encouraging 
cooperation and coordinated efforts among stakeholders to 
enhance skills development and training in the transport sector. 
These aim to align resources, expertise, and shared goals to drive 
impactful outcomes and fulfil TETA's objectives in workforce 
development and industry growth.

Source of Collection Partnership listing 

Method of Calculation/Assessment 
Quantitative: Count of signed contracts between TETA and key 
stakeholders

Assumptions 

It is assumed that:  
•	 Key stakeholders, including industry players, educational 

institutions, and government entities, are willing to collaborate 
and actively participate in initiatives aligned with TETA’s mandate.

•	 Adequate financial, human, and technical resources are available 
to support and sustain the collaborative initiatives between TETA 
and its partners.

Disaggregation of Beneficiaries  (where 
applicable) N/A

Spatial Transformation (where applicable) N/A

Reporting Cycle  Quarterly

Desired Performance 

•	 Establishment of meaningful and productive partnerships that 
align with TETA's goals in developing skills within the transport 
sector.

•	 The partnerships should contribute directly to advancing TETA’s 
mandate, such as enhancing skills development and addressing 
industry needs. The partnerships should lead to innovative 
solutions and have a positive, tangible impact on both the 
workforce and the transport sector.

Indicator Responsibility •	 Unit Managers and Executive Officers

Indicator Title Stakeholder engagements  

Definition Stakeholder engagements conducted under the mandate of TETA  

Source of Collection Invitations, Agenda, Proposal or Motivation  

Method of Calculation/Assessment 
•	 Count of stakeholder engagements conducted 
•	  Attendance registers and agenda 

Assumptions 
TETA has sufficient funds to pay for stakeholder engagement 
related costs  

Disaggregation of Beneficiaries  (where 
applicable)

Target for Women: N/A 
Target for Children: N/A 
Target for Youth: N/A 
Target for People with Disabilities: N/A 

Spatial Transformation (where applicable) N/A

Reporting Cycle Quarterly  

Desired Performance 
Knowledgeable and empowered stakeholders on the new 
developments  

Indicator Responsibility 

•	 Executive Manager Corporate Services,  
•	 Chamber Executive Officers, 
•	 ETQA Manager 
•	 Strategic Projects and Stakeholder Relations Manager 
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Indicator Title Small and Micro Enterprises supported on business needs  

Definition

This indicator measures the TETAs efforts to provide Small and 
Micro Enterprises (SMEs) with comprehensive support tailored to 
their specific business needs, excluding skills development training. 
The support aims to improve the operational capacity, financial 
sustainability, and market competitiveness of these enterprises.

Source of Collection Contracts between the TETA and the Small and Micro Enterprises

Method of Calculation/Assessment 
Quantitative – Count the number of Small and Micro Enterprises 
funded

Assumptions 

It is assumed that
•	 Small and Micro Enterprises (SMEs) will actively engage with the 

business development support provided
•	 The TETA will have sufficient resources to provide comprehensive 

business development support to SMEs 
•	 The external market conditions (economic stability, demand, 

and industry trends) will allow supported SMMEs to effectively 
implement the support they receive and grow their businesses.

Disaggregation of Beneficiaries  (where 
applicable) N/A

Spatial Transformation (where applicable) N/A

Reporting Cycle Annually 

Desired Performance 

•	 Improved Business Growth and Sustainability: SMMEs should 
demonstrate increased financial stability, business growth, and 
long-term sustainability as a result of the support provided, 
including better cash flow management, higher profitability, and 
more efficient operations.

Indicator Responsibility Unit Managers and Executive Officers 

Outcome 3: Increased access to business development programme 



54
TRANSPORT EDUCATION AND TRAINING AUTHORITY 
STRATEGIC PLAN 2025–2030

Indicator Title
Small and Micro Enterprises, Cooperatives, NPOs and NPCs supported in 
Skills development 

Definition

Providing coaching, mentoring, and skills development training to Small and Micro 
Cooperative, NPOs and NPCs:
•	 SMMEs: means a separate and distinct business entity, together with its branches 

or subsidiaries, if any, including cooperative enterprises, managed by one owner or 
more predominantly carried on in any sector or subsector of the economy mentioned 
below:

•	 Cooperatives: means an autonomous association of persons united voluntarily to 
meet their common economic, social or cultural needs and aspirations through a 
jointly owned and democratically controlled enterprise organised and operated on 
co-operative principles.

•	 Non-Profit Organisation: means a trust, company or other association of persons 
established for a public purpose; and the income and property of which are not 
distributable to its members or office-bearers except as reasonable compensation 
for services rendered.

•	 Non-Profit Company: means a company incorporated for public benefit or 
other objective and the income and property of which are not distributed to its 
incorporators, members, directors, officers or persons related to any of them except 
to the extent permitted by the Companies Act.

Source of Collection
Contract between the TETA and the Small and Micro Enterprises, Cooperatives, NPOs or 
NPCs

Method of Calculation/
Assessment 

Quantitative: Count the number of Small and Micro Enterprises, Cooperatives, NPOs 
and NPCs funded 

Assumptions 

It is assumed that:
•	 Small and Micro Enterprises (SMEs) will actively engage with the business 

development support provided
•	 The TETA will have sufficient resources to provide comprehensive business 

development support to SMEs.
•	 The external market conditions (economic stability, demand, and industry trends) will 

allow supported SMMEs to effectively implement the support they receive and grow 
their businesses.

Disaggregation of Beneficiaries  
(where applicable) N/A

Spatial Transformation (where 
applicable) N/A

Reporting Cycle Quarterly

Desired Performance 

•	 Sustainability and Growth: Achieving long-term impact by equipping these entities 
with the tools to operate independently, grow their businesses or social impact 
initiatives, and contribute to economic development and job creation.

•	 Increased Market Access: SMEs should successfully expand their market presence, 
securing new customers, contracts, or partnerships, leading to increased sales and 
business opportunities.

Indicator Responsibility Unit Managers and Executive Officers

Outcome 4: Skilled Small and Micro Enterprises, Corporative, NPO’s and NPC 

workforce in the transport sector

PART D – TECHNICAL INDICATOR 
DESCRIPTIONS 

Column 1 Column 2 Column 3 Column 4

Sectors or subsectors in 
accordance with the Standard 
Industrial Classification

Size or class 
of enterprise

Total full-time 
equivalent of paid 
employees

Total annual turn-
over

Transport, Storage and Com-
munication

Medium
Small
Micro

51 – 250
11 – 50
 0 – 10

≤ 140,0 million
≤ 45,0 million
≤ 7,5 million
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Indicator Title Improvement in efficiency and customer satisfaction

Definition
Automation of business process to ensure efficient and effective delivery 
of services to our stakeholders

Source of Collection ICT strategy

Method of Calculation/Assessment Count of business processes digitized or automated

Assumptions TETA has sufficient resources to cover implementation of the ICT strategy

Disaggregation of Beneficiaries  (where 
applicable)  N/A

Spatial Transformation (where applicable)  N/A

Reporting Cycle  Annually

Desired Performance 
Internal systems are integrated and assist in providing efficient services and 
accurate financial and performance reporting

Indicator Responsibility ICT Manager

OUTCOME 5: Digital transformation of operations and services  

Indicator Title Increased number of career services provided

Definition
This measures the number of career-related services offered to individuals 
interested in the transport sector.

Source of Collection Attendance registers, invitation or motivation

Method of Calculation/Assessment Number of programmes or activations

Assumptions 
•	 There is sufficient demand for career-related services in the transport sector.
•	 There is budget available to support the increase in services.

Disaggregation of Beneficiaries  (where 
applicable)

Youth

Spatial Transformation (where applicable) Rural focus

Reporting Cycle Quarterly

Desired Performance 
Rollout of career development services benefiting the target audiences and an 
increased number of career-related services provided in the transport sector

Indicator Responsibility Corporate Services Manager

OUTCOME6: Increased career awareness in transport
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PART D – TECHNICAL INDICATOR 
DESCRIPTIONS 
OUTCOME7: Improved level of skills in the South African workforce

Indicator Title Improved level of skills in the transport sector workforce

Definition

•	 Enhancing the level of skills in the transport workforce through the 
systematic registration, development of qualification materials, and 
accreditation of training providers to deliver occupational qualifications 
effectively. 

•	 Occupational qualifications - means a qualification that consists of 
a minimum of 25 credits associated with a trade, occupation, or 
profession. It results from work-based learning, consists of three (3)
components (knowledge, practical skills and work experience) and has 
an external summative assessment

Source of Collection
Number of qualifications developed, including material and accreditation 
of training providers based on the sector demands highlighted during the 
research performed

Method of Calculation/Assessment 
Quantitative - Count the number of qualifications developed (registered, 
materials developed and training providers credited) 

Assumptions 

•	 Industry Demand for Skilled Workers: It is assumed that there is a 
sustained demand for skilled workers in the transport sector, ensuring 
that occupational qualifications remain relevant and aligned with 
industry needs.

•	 Accredited Training Providers: It is assumed that there will be a 
sufficient number of accredited training providers capable of delivering 
high-quality occupational qualifications effectively.

Disaggregation of Beneficiaries  (where 
applicable) N/A

Spatial Transformation (where applicable) N/A

Reporting Cycle Annually

Desired Performance 

Higher Skill Levels Across the Transport Workforce: A measurable 
improvement in the skill levels of workers within the transport sector, 
reflected in higher competency rates and qualifications earned through 
accredited occupational programmes.

Indicator Responsibility ETQA Manager
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Indicator Title
Increase access for elementary, intermediate and high-level 
skills

Definition

Enhancing skills through the training interventions implemented to 
grant unemployed people access to occupationally directed programs to 
improve the level of skills in the transport sector. Elementary skills are 
usually until NQF Level 1, Intermediate skills are learning interventions 
at a developmental stage, usually between NQF Level 2 to 6, – non-NQF 
interventions also include high level skills i.e. learning interventions at an 
exceptional knowledge level, usually between level 7 to 10.

Source of Collection
Number of qualifications developed, including material and accreditation 
of training providers based on the sector demands highlighted during the 
research performed

Method of Calculation/Assessment 
Quantitative - Count the number of qualifications developed (registered, 
materials developed and training providers credited) Count number of 
unemployed learners that completed interventions

Assumptions 

•	 Accredited Training Providers: It is assumed that there will be a 
sufficient number of accredited training providers capable of delivering 
high-quality occupational qualifications effectively.

•	 Provide more access opportunities for women 
•	 Increase opportunities for youth
•	 Shift focus to previously neglected rural areas 
•	 Address racial skill disparities 
•	 Redress the imbalance brought about by class 
•	 Avail more training and workplace opportunities for people living with 

disabilities 
•	 Learners that are competent receive quality workplace experience

Disaggregation of Beneficiaries  (where 
applicable) N/A

Spatial Transformation (where applicable) N/A

Reporting Cycle Annually

Desired Performance 

A measurable improvement in the skill levels of new entrants into the 
transport sector, reflected in higher competency rates and qualifications 
earned through accredited occupational programs and successful 
completion of the workplace experience

Indicator Responsibility Chamber Executive Officers

OUTCOME 8: Increased access to occupationally directed programmes 
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OUTCOME 10: Development of future ready workforce

Indicator Title Increase in the number of revenue streams established 

Definition
Growth in the variety of revenue sources reflects the expansion and 
diversification of financial channels or income sources, contributing to a 
more sustainable and stable revenue base. 

Source of Collection Annual financial statements showing the SETA revenue

Method of Calculation/Assessment 
Quantitative - Calculate the increase in the number of distinct revenue 
streams established each year.

Assumptions 

•	 Willingness of sector stakeholders to take up services from TETA at a 
fee.

•	 Willingness of stakeholders to use TETA services. 
•	 Willingness of non-levy paying companies to participate and pay levies 

to TETA.

Disaggregation of Beneficiaries  (where 
applicable) N/A

Spatial Transformation (where applicable) N/A

Reporting Cycle Annual progress against the five-year target.

Desired Performance 
Sustainable income from different revenue streams, including non-levy 
paying companies. 

Indicator Responsibility R&K Manager & Chamber EOs

OUTCOME 9: Increased and sustainable revenue streams 

Indicator Title
Number of the workforce equipped with skills in 4IR 
technologies and green practices

Definition
The workforce that has received training in 4IR and green practices 
through learning interventions. 

Source of Collection Learner listing 

Method of Calculation/Assessment 
Count the number of learners who completed the training 
programmes.

Assumptions 
All learners enrolled will attend and successfully complete the 
training 

Disaggregation of Beneficiaries  (where 
applicable) N/A

Spatial Transformation (where applicable) N/A

Reporting Cycle Yearly – N/A in the first year of planning

Desired Performance All learners enrolled successfully complete the training intervention.

Indicator Responsibility Unit Managers and Chamber Executive Officers
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Outcome 11: Organisational excellence

Indicator Title Enhanced integrated service delivery 

Definition

This refers to the efficiency and effectiveness of the organisation's ability 
to deliver services, and it evaluates how well the organisation integrates 
its processes, resources, and workforce to provide timely and high-quality 
services, contributing to the overall operational performance. 

Source of Collection Integrated service delivery survey report

Method of Calculation/Assessment 
Quantitative:  Ratio of satisfaction as a percentage of responses received 
regarding integrated service delivery 

Assumptions 

It is assumed that:
•	 TETA’s service delivery processes are standardised, coordinated and 

adhered to. 
•	 Stakeholders provide honest and representative feedback. 
•	 Stakeholders will actively participate in the survey process

Disaggregation of Beneficiaries  (where 
applicable) N/A

Spatial Transformation (where applicable) N/A

Reporting Cycle
Quarterly (Compile and review reports on service delivery integration 
quarterly to monitor progress and make improvements). 

Desired Performance 
To achieve seamless coordination and integration of the organisation’s 
processes, resources, and workforce 

Indicator Responsibility Unit Managers, Executive Officers and Corporate Service Unit executive 

Indicator Title Trade Unions Funded

Definition To support trade unions through various skills interventions

Source of Collection Contract between TETA and trade unions, proof of payment

Method of Calculation/Assessment Quantitative: Count of trade unions funded available

Assumptions Up to date Department of labour register of trade unions data

Disaggregation of Beneficiaries  (where 
applicable)

Registered unions: Union members affiliated and registered with a 
recognised trade union

Spatial Transformation (where applicable) Unions registered per sector of the economy

Reporting Cycle Quarterly

Desired Performance 
Capacitated and skilled trade unions on application of labour related 
laws to protect memebrs and reduce labour conflict

Indicator Responsibility Strategic Projects and Stakeholder Relations Manager 

Outcome 12: Increased capacitation of trade unions 
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ANNEXURES – ANNEXURES TO THE STRATEGIC PLAN  
ANNEXURE A: NSDF AND THE DISTRICT DELIVERY MODEL 
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To acquire experience to 
start a trucking business 
and to secure employment 
in the trucking industry 
for both domestically and 
internationally (30 learners 
per Province)

R76 500 000 Mopani District 
Municipality 

City of Johannesburg

Zululand District 
Municipality 

Ngaka Modiri Molema

Mangaung Metro

Amathole District 
Municipality

Nkangala District 
Municipality

Francis Baard District 
Municipality

City of Cape Town Metro

Giyani

Orange Farm

Vryheid 

Mahikeng

Thaba Nchu

Zwelitsha

Bushbuck Ridge

Upington

Gugulethu
M

an
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er
: S
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at
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ic
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ns UIF, Trucking 

Associations, 
Trucking 
Companies

Latitude: -23° 18’ 8.86” S

Latitude: -26.459383

Latitude: -27° 53’ 32.99” S

Latitude: -25° 54’ 59.99” S

Latitude: -29.100000

Latitude: -32.55895000

Latitude:  -28.425095

Latitude: -28.425095

Latitude: -33.918861

Longitude: 30° 43’ 7.25” E

Longitude: 27.8604472

Longitude: 31° 38’ 31.79” E

Longitude: 25° 49’ 59.99” E

Longitude: 26.216700

Longitude: 27.45919000

Longitude: 24.334143

Longitude: 24.334143

Longitude: 18.423300
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To acquire formal motor 
mechanic trade training 
to secure opportunities 
confirmed by the motor 
industry in relation to car 
repairs (25 learners per 
province)

R67 500 000 SEDA, Competition 
Commission, 
MOTUS
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   MTDP PRIORITY 1: INCLUSIVE GROWTH AND JOB CREATION 
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Specific 
Location 
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To train unemployed youth 
to become mobile motorbike 
repairers' entrepreneurships (30 
learners per province)

R44 100 000 Mopani District 
Municipality 

City of Johannesburg

Zululand District 
Municipality 

Ngaka Modiri Molema

Mangaung Metro

Amathole District 
Municipality

Nkangala District 
Municipality

Francis Baard District 
Municipality

City of Cape Town Metro

Giyani

Orange Farm

Vryheid 

Mahikeng

Thaba Nchu

Zwelitsha

Bushbuck Ridge

Upington

Gugulethu

M
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 R
el

at
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ns SAMTA, Retail 
Partners(Take 
a lot, Checkers 
60/60, 
Wooliesbash, 
KasiD)

Latitude: -23° 18’ 8.86” S

Latitude: -26.459383

Latitude: -27° 53’ 32.99” S

Latitude: -25° 54’ 59.99” S

Latitude: -29.100000

Latitude: -32.55895000

Latitude:  -28.425095

Latitude: -28.425095

Latitude: -33.918861

Longitude: 30° 43’ 
7.25” E

Longitude: 27.8604472

Longitude: 31° 38’ 
31.79” E

Longitude: 25° 49’ 
59.99” E

Longitude: 26.216700

Longitude: 
27.45919000

Longitude: 24.334143

Longitude: 24.334143

Longitude: 18.423300
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To acquire formal motor 
mechanic trade training to secure 
opportunities confirmed by the 
motor industry in relation to car 
repairs (25 learners per province)

R67 500 000 BANKSETA, 
Provincial 
Department 
of Economic 
Development, UIF, 
SAMTA
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