
  

          

Tracking and Tracing 
Research Study 

Integrated Report 

January 2022 



Track and Trace Research Study: Draft Integrated Report 
 

i  

 

Executive Summary  

This study was commission CATHSSETA to track and trace beneficiaries who took part in 

CATHSSETA-funded learnership, internship, apprenticeship, TVET WIL, bursary, and skills 

programmes between 2015/16 – 2018/19. 

 

The purpose of this study is to establish the impact of CATHSSETA funded learning 

programmes on beneficiaries. Specific focus for this study was to establish employment 

status, career path, applicability of qualifications, income levels, and work-related experience 

of beneficiaries.  

 

To provide context to the study and learning programmes to be traced, this report also contains 

a literature review, unpacking the role of SETAs, the Post-School Education and Training 

(PSET) environment and reviewing the sub-sectors demarcated to CATHSSETA. 

 

PSET, Learning Programmes and CATHSSETA Funded 

Programmes 

According to the White Paper on Post School and Training (DHET, 2013) the PSET system 

consist of “all education and training provision for those who have completed school, 

those who did not complete their schooling, and those who never attended school.” 

 

The PSET landscape comprise of various institutions and organisations, all that fall under the 

DHET’s legislative authority (to varying degrees). These institutions and organisations can be 

divided into four key categories, according to their core functions: 

• Education and training provision 

• Regulation and quality assurance 

• Planning and facilitation 

• Advisory and Monitoring and Evaluation (M&E) 

The primary responsibility of SETAs is to facilitate planning for skills development in the 

country that responds to the needs of the employers (private and public) within the sectors 

allocated to the SETA and ensure the provision of adequate financial and non-financial 

resources to respond to these needs. Thus, SETAs act as intermediaries between the 

employers (demand for skills) and services providers that shape the supply of skills in the 

country.  
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CATHSSETA was established under the Skills Development Act (No 97 of 1998) in 2001 and 

forms part of the 21 SETAs mandated to facilitate skills development programmes outlined in 

the NSDS III. 

 

There are six sub-sectors within CATHSSETA. These are (CATHSETA, 2020): 

• Arts, Culture, and Heritage 

• Conservation 

• Hospitality 

• Tourism and Travel Services 

• Sports, Recreation, and Fitness 

• Gaming and Lotteries 

One of the main functions of a SETA is to develop learning programmes and facilitate its 

implementation to respond to the needs of the sector and industries that have been 

demarcated to the SETA’s care. 

 

Since April 2018, the Department of Higher Education and Training (DHET) has instituted a 

system of compulsory impact research inclusive of tracer studies across all 21 SETAs. 

In line with this, the study tracked and traced beneficiaries of these programmes, and collected 

views and opinions from host employers involved in these programmes. 

 

Target population and sampling 

The total population for CATHSSETA funded programmes to be traced (individuals with 

contact details available from CATHSSETA’s records) was approximately 7 400 beneficiaries. 

Sampling of beneficiaries was undertaken in accordance with the DHET prescriptions for 

tracer studies, with a 95% confidence level and 5% margin of error. 

 

As per the table below, the required sample was not reached for all programmes. This can be 

attributed to several factors, which include duplication of entries, contact information not 

captured, initial figures included industry funded beneficiaries etc. However, the overall 

confidence level for the entire population traced amounts to 95% and the margin of error, 

2,6%. 

 

Table 1: Beneficiary Sample Frame and response details 

Programme 
Populatio

n 

Require
d 

sample 

Sample 
frame 

Sample 
reache

d 

Response 
rate 

Confidenc

e level 
Margin 

of 
Error 

Learnership 2 361 370 1 808 401 108% 95% 4.5% 

Internship 363 187 468 53 28% 95% 12.5% 
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Programme 
Populatio

n 

Require
d 

sample 

Sample 
frame 

Sample 
reache

d 

Response 
rate 

Confidenc

e level 
Margin 

of 
Error 

Apprenticeshi
p 

930 
273 

1 306 
236 86% 95% 5.5% 

TVET WIL 494 217 367 60 28% 95% 11.9% 

Bursary 648 340 476 69 20% 95% 11.2% 

Skills 
Programme 

2 604 537  1 919 341 64% 95% 5% 

Total 7 400 1 924 6 344 1 160 60% 95% 2.6% 

 

Sampling of host employers followed a non-probability, voluntary response sample, as all host 

employers who have been involved in these learning programmes during the period under 

review, was contacted and offered an opportunity to take part in the survey. The aim was to 

gain responses from 35 host employers, and a total of 40 employers took part in the 

survey/interviews. 

 

Key tracking and tracing results 

At the time of the tracer study, the COVID-19 pandemic was in its second year (2021). As 

such, specific questions related to the effects of COVID-19 was asked to establish destinations 

and employment status as a direct result of the pandemic, and not confuse these impacts with 

the appropriateness of these programmes to the industry needs and the ability of beneficiaries 

to improve their economic situation.  

The detailed results of the tracer studies done among beneficiaries who participated in 

CATHSSETA funded learnership, internship, apprenticeship, WIL TVET, bursary, and skills 

programmes are detailed in the report according to the following aspects: 

• Demographic profile of respondents 

• Pre-programme activity 

• Learning programme uptake 

• Post-programme activity 

o Pre-COVID (31st December 2019) (Employed, self-employed, unemployed, 

studying) 

o Current (30th April 2021) (Employed, self-employed, unemployed, studying) 

• Respondents perceived impacts  

• Future plans of the respondents 

• Employers’ perceptions 
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In the executive summary, only the key results are presented, focused mainly on the post-

programme outcomes and the perceived impacts of the programmes on the respondent 

beneficiaries and host employers/ employers.  

 

Learnership Results Summary  

The table below compares the employment status of learnership beneficiaries   according to 

pre-learnership, and post-learnership for pre-COVID (31st December 2019) and current (30th 

April 2021).  The number of respondents that the percentage represents is included in the 

table alongside the percentage. 

 

Table 2: Employment status: Learnership beneficiaries 

Status/ 
activity 

Pre-
learnership 

Post-
learnership 

(pre-
COVID) 

Post-learnership 
(current) 

Percentage 
change (from pre-

learnership to 
current) 

Employed 20,4% (82) 37,9% (152) 36,2% (145) 15,8% increase 

Unemployed 67,3% (270) 53,4% (214) 56,8% (228) 10,5% decrease 

Self-employed 3,7% (15) 5,7% (23) 3,4% (14) 0,3% decrease 

Studying 8,5% (34) 3% (12) 3,6% (14) 4,9% decrease 

Total 100% (401) 100% (401) 100% (401)  

 

Of the respondents that found employment immediately after the learnership programme (pre-

COVID), 51,3% found employment immediately, 23,7% found employment within six months 

after the learnership ended, and 25% found employment more than six months after 

completion of the learnership programme.  

 

Approximately 57,2% of the respondents that found employment after the learnership 

programme are employed on a permanent basis, 28,9% on a fixed term basis, and 13,8% on 

a casual/ part-time basis.  

 

Of the respondents that found employment after the learnership programme, the following 

occupations were most frequently listed:  

• General clerk 

• Chef  

• Receptionist (general) 
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The respondents were asked to list the skills learned during the learnership. The following 

skills were the most prominently featured:  

• Cookery skills 

• Customer service skills 

• Leadership skills 

• Communication skills 

• Fitness training 

• Warehouse experience 

 

Approximately 92,3% of the respondents found the learnership programme to be beneficial. 

These respondents were asked to indicate the reasons as to why they felt that the learnership 

was beneficial. These are listed below:  

• Acquired a job 

• Gained knowledge and skills 

• Received a qualification 

• Cookery skills 

 

Internship results summary 

The table below compares the employment status of internship beneficiaries according to pre-

internship, and post-internship for pre-COVID (31st December 2019) and current (30th April 

2021). The number of respondents that the percentage represents is included in the table 

alongside the percentage.  

 

Table 3: Employment status: Internship beneficiaries 

Status/ 
activity 

Pre-
internship 

Post-
internship 

(pre-
COVID) 

Post-internship 
(current) 

Percentage 
change (from pre-

internship to 
current) 

Employed 7,5% (4) 45,3% (24) 48% (25) 40,5% increase 

Unemployed/ 
unavailable to 
work 

64,2% (34) 45,3% (24) 50% (27) 14,2% decrease 

Self-employed 5,7% (3) 5,7% (3) 2% (1) 3,7% decrease 

Studying  22,6% (12) 3,8% (2) 0% 22,6% decrease 

Total 100% (53) 100% (53) 100% (53)  

 

Of the respondents that found employment immediately after the internship programme (pre-

COVID), 45,8% found employment immediately, 45,8% found employment within six months 
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after the internship ended, and 8,4% found employment more than six months after completion 

of the internship programme.  

 

Approximately 58,3% of the respondents that found employment after the internship 

programme are employed on a permanent basis, 25% on a fixed term basis, and 16,7% on a 

casual/ part-time basis.  

 

Of the respondents that found employment after the internship programme, the following 

occupations were most frequently listed:  

• Tourism officer 

• Tourist information officer 

• Sports administrator 

• Receptionist (general) 

 

The respondents were asked to list the skills learned during the internship. The following skills 

were the most prominently featured:  

• Interpersonal skills 

• Communication skills 

• Time management skills 

• IT skills 

• Administration skills 

• Leadership skills 

 
Approximately 90,6% of the respondents found the internship programme to be beneficial. 

These respondents were asked to indicate the reasons as to why they felt that the internship 

was beneficial. These are listed below:  

• Industry exposure 

• Learned new skills 

• Acquired a job 

• Gained entrepreneurial skills  

• Leadership skills 

 

Apprenticeship results summary  

The table below compares the employment status of apprenticeship beneficiaries according 

to pre-apprenticeship, and post-apprenticeship for pre-COVID (31st December 2019) and 
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current (30th April 2021). The number of respondents that the percentage represents is 

included in the table alongside the percentage. 

 

Table 4: Employment status: Apprenticeship beneficiaries 

Status/ 
activity 

Pre-
apprenticeship 

Post-
apprenticeship 

(pre-COVID) 

Post-
apprenticeship 

(current) 

Percentage 
change (from 

pre-
apprenticeship 

to current) 

Employed 16,9% (40) 38,6% (91) 30,9% (9) 14% increase 

Unemployed 77,9% (184) 58,1% (137) 62,3% (147) 15,6% decrease 

Self-
employed 

0,8% (2) 0,8% (2) 4,2% (10) 3,4% increase 

Studying  4,2% (10) 2,5% (6) 2,5% (6) 1,7% decrease 

Total 100% (236) 100% (236) 100% (236)  

 

Of the respondents that found employment immediately after the apprenticeship programme 

(pre-COVID), 37,4% found employment immediately, 41,8% found employment within six 

months after the apprenticeship ended, and 20,9% found employment more than six months 

after completion of the apprenticeship programme.  

 

Approximately 53,8% of the respondents that found employment after the apprenticeship 

programme are employed on a permanent basis, 20,9% on a fixed term basis, and 25,3% on 

a casual/ part-time basis.  

 

Of the respondents that found employment after the apprenticeship programme, the following 

occupations were most frequently listed:  

• Chef 

• Receptionist (general) 

• Kitchen assistant (non-domestic) 

 
The respondents were asked to list the skills learned during the apprenticeship. The following 

skills were the most prominently featured:  

• Hospitality skills 

• Cooking skills 

• Food safety and hygiene 

• Administration skills 

• Teamwork 

•  Customer service skills 
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Approximately 93,2% of the respondents found the apprenticeship programme to be 

beneficial. These respondents were asked to indicate the reasons as to why they felt that the 

apprenticeship was beneficial. These are listed below:  

• Great cooking skills 

•  Found employment 

•  Received certificate 

• Started business 

• Gained related work experience 

 

TVET WIL results summary  

The table below compares the employment status of TVET WIL beneficiaries according to pre-

TVET WIL, and post-TVET WIL for pre-COVID (31st December 2019) and current (30th April 

2021). The number of respondents that the percentage represents is included in the table 

alongside the percentage. 

 
Table 5: Employment status: TVET WIL beneficiaries 

Status/ 
activity 

Pre-TVET WIL 
Post-TVET 
WIL (pre-
COVID) 

Post-TVET 
WIL (current) 

Percentage change 
(from pre-TVET WIL 

to current) 

Employed 8,3% (5) 25% (15) 20% (12) 11,7% increase 

Unemployed 70% (42) 70% (42) 76,7% (46) 6,7% increase 

Self-employed 1,7% (1) 0% 1,7% (1) No change 

Studying  20% (12) 5% (3) 1,7% (1) 18,3% decrease 

Total 100% (60) 100% (60) 100% (60)  

 

Of the respondents that found employment immediately after the TVET WIL programme (pre-

COVID), 40% found employment immediately, 40% found employment within six months after 

the TVET WIL programme ended, and 20% found employment more than six months after 

completion of the TVET WIL programme.  

 

Approximately 33,3% of the respondents that found employment after the TVET WIL 

programme are employed on a permanent basis, 33,3% on a fixed term basis, and 33,3% on 

a casual/ part-time basis.  

 

Of the respondents that found employment after the TVET WIL programme, the following 

occupations were most frequently listed:  

• Hotel or motel manager 
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• Bartender 

• Chef  

• Waiter 

 

The respondents were asked to list the skills learned during the TVET WIL programme. The 

following skills were the most prominently featured:  

• Time management 

• Teamwork 

• Communication skills 

• Customer service skills 

 

Approximately 88,3% of the respondents found the TVET WIL programme to be beneficial. 

These respondents were asked to indicate the reasons as to why they felt that the TVET WIL 

programme was beneficial. These are listed below:  

• Acquired a job 

• Acquired a qualification 

• Industry exposure 

• Learned new skills 

• Work ethics 

• Cooking skills 

 

Bursary results summary  

The table below compares the employment status of bursary programme beneficiaries 

according to pre-bursary, and post-bursary for pre-COVID (31st December 2019) and current 

(30th April 2021). The number of respondents that the percentage represents is included in the 

table alongside the percentage. 

 
Table 6: Employment status: Bursary beneficiaries 

Status/ 
activity 

Pre-Bursary 
Post-

Bursary 
(pre-COVID) 

Post-Bursary 
(current) 

Percentage change 
(from pre-Bursary to 

current) 

Employed 21,7% (15) 26,1% (18) 29% (20) 7,3% increase 

Unemployed/ 
unavailable to 
work 

43,4% (30) 23,2% (16) 31,9% (22) 11,5% decrease 

Self-employed 0% 0% 1,4% (1) 1,4% increase 

Studying  34,8% (24) 50,7% (35) 37,7% (26) 2,9% increase 

Total 100% (69) 100% (69) 100% (69)  
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Of the respondents that found employment immediately after the bursary programme (pre-

COVID), 61,1% found employment immediately, 16,7% found employment within six months 

after the bursary programme ended, and 22,3% found employment more than six months after 

completion of the bursary programme.  

 

Approximately 66,7% of the respondents that found employment after the bursary programme 

are employed on a permanent basis,11,1 % on a fixed term basis, and 22,2% on a casual/ 

part-time basis.  

 

Of the respondents that found employment after the bursary programme, the following 

occupations were most frequently listed:  

• General clerk 

• Programme or project manager 

• Travel reservation clerk 

 

The respondents were asked to list the skills learned during the bursary programme. The 

following skills were the most prominently featured:  

• Time management skills 

• Communication skills 

• Management skills 

• Customer service skills 

• Cooking skills 

 

Approximately 87% of the respondents found the bursary programme to be beneficial. These 

respondents were asked to indicate the reasons as to why they felt that the bursary 

programme was beneficial. These are listed below: 

• Learned new skills 

• Financial stability 

• Life skills 

• Tuition fee was paid 

• Was able to study further 

 

Skills programme results summary  

The table below compares the employment status of skills programme beneficiaries according 

to pre-skills programme, and post-skills programme for pre-COVID (31st December 2019) and 

current (30th April 2021). The number of respondents that the percentage represents is 

included in the table alongside the percentage. 
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Table 7: Employment status: Skills programme beneficiaries 

Status/ 
activity 

Pre-Skills 
programme 

Post-Skills 
programme 

(pre-
COVID) 

Post-Skills 
Programme 

(current) 

Percentage 
change (from pre-
Skills Programme 

to current) 

Employed 56,3% (192) 48,1% (164) 43,3% (148) 13% decrease 

Unemployed/ 
unavailable to 
work 

26,4% (90) 31,4% (107) 39,5% (135) 13,1% increase 

Self-employed 0,6% (2) 19,9% (68) 17,1% (58) 16,5% increase 

Studying  16,7% (57) 0,6% (2) 0% 16,7% decrease 

Total 100% (341) 100% (341) 100% (341)  

 

Of the respondents that found employment immediately after the skills programme (pre-

COVID), 78,7% found employment immediately, 12,2% found employment within six months 

after the skills programme ended, and 9,1% found employment more than six months after 

completion of the skills programme.  

 

Approximately 79,9% of the respondents that found employment after the skills programme 

are employed on a permanent basis, 7,3% on a fixed term basis, and 12,8% on a casual/ part-

time basis.  

 

Of the respondents that found employment after the skills programme, the following 

occupations were most frequently listed:  

• Chef 

• Tour guide  

• Foundation phase schoolteacher (physical education) 
 

The respondents were asked to list the skills learned during the skills programme. The 

following skills were the most prominently featured:  

• Communication skills 

• Cooking skills 

• Leadership skills 

• Customer service skills 

• Time management skills 

• Problem solving skills 

• Interpersonal skills 
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Approximately 91,2% of the respondents found the skills programme to be beneficial. These 

respondents were asked to indicate the reasons as to why they felt that the skills programme 

was beneficial. These are listed below: 

• Received a certificate 

• Started a business 

• Improved their business 

• Great cooking skills 

• Communication skills improved 

• Improved workplace skills 

 

Host employer/ employers’ experiences of the learning programmes 

There were 41 host employers that hosted one of more learning programme beneficiaries. On 

average, the host employers for all six learning programmes were either satisfied or very 

satisfied (93%) with the CATHSSETA learning programmes providing the required and 

relevant skills. 

 

The host employers indicated the following learning programme benefits to the organisations:  

• Increased productivity/ more hands-on-deck 

• Contributing to youth development and employment  

• Employees gain more knowledge/ expertise, skills (capacitation of workforce) 

• Contributing to beneficiaries’ work experience 

 

Host employers were asked to indicate the effects of the COVID-19 pandemic on the value of 

the learning programmes and the skills achieved. On average the host employers indicated 

that the COVID-19 pandemic:  

• Changed the ways in which these learning programmes are implemented (68%) 

• Had an influence on the quality of skills achieved by beneficiaries (19%) 

 

On average, 68% of the host employers across all six learning programmes were either 

satisfied or very satisfied with their interactions with CATHSSETA regarding the learning 

programmes. The three main reasons for dissatisfaction regarding CATHSSETA interactions 

are listed below:  

• Slow turn-around times 

• Poor communication from CATHSSETA 

• CATHSSETA is not actively supporting the organisations in hosting beneficiaries 
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Host employers were asked to provide suggested CATHSSETA service improvements. On 

average, the host employers suggested the following:  

• Nominating a dedicated CATHSSETA official to oversee beneficiaries at the 

organisation (32%) 

• Ensure regular communication (56%) 

• Ensure faster turn-around times in processing queries, administration, and 

payments (61%) 

• CATHSSETA should ensure that their systems are better integrated (41%) 

 

All of the host employers believe that the learning programmes are beneficial for employers 

and on average 97% indicated that they would recommend that other organisation take part 

in the learning programmes. Moreover, all of the host employers also indicated that the 

learning programmes are beneficial for the learners/ beneficiaries.  

 

Key Findings 

The overall key findings for these programmes, in comparison are set out below: 

 

Beneficiary employment 

The table below provides an overview of employment status pre-programme, compared to tow 

specific timestamps. Despite some employment losses since the advent of the COVID-19 

pandemic, a drastic improvement in employment was experienced in all but one programme 

(skills programme). 

 

Table 8: Employment rate of beneficiaries 

Programme 
Pre-Programme 

Pre-COVID  
(31 December 

2019)  

Current  
(30 April 2021)  Chang

e 
n % n % n % 

Learnership  80 20% 152 38% 144 36% 16% 

Internship 4 8% 24 45% 25 48% 40% 

Apprenticeship 40 17% 92 39% 73 31% 14% 

TVET WIL 5 8% 15 25% 12 20% 12% 

Bursary 15 22% 18 26%  20 29% 7% 

Skills Programme 191 56% 164 48% 147 43% -13% 

Total 335 29% 465 40% 421 36% 7% 

 

Average time to find employment 
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When considering the average time it took for those employed, to find employment after 

the programme was completed, approximately 52% found employment immediately: 

 

Table 9: Average time to find employment 

Programme Immediately  0-6 months  1-2 or more years 

Learnership 51% 23% 13% 

Internship  46% 46% 4% 

Apprenticeship 37% 41% 21% 

TVET WIL 40% 40% 0% 

Bursary  61% 17% 17% 

Skills Programme 79% 12% 3% 

 

Nature of Employment 

The majority of beneficiaries from all the learning programmes who were employed, were 

permanently employed as of 31st December 2019 except for the TVET WIL beneficiaries who 

were employed equally across permanent, casual/ part-time, and fixed term nature of 

employment.  

 

Table 10: Nature of employment 

Programme Permanent Casual/ Part-time Fixed Term  

Learnership 57% 14% 29% 

Internship  58% 17% 25% 

Apprenticeship 54% 25% 21% 

TVET WIL 33% 33% 33% 

Bursary  67% 22% 11% 

Skills Programme 80% 13% 7% 

 

Self-Employment 

Based on the change of the self-employment rate from pre-programme to the current situation 

post-programme completion, the majority of the learning programmes appear to offer little to 

no facilitation into self-employment opportunities for beneficiaries: 

 

Table 11: Self-employment 

Programme 
Pre-Programme 

Pre-COVID  
(31 December 

2019)  

Current  
(30 April 2021)  Chang

e 
n % n % n % 

Learnership  16 4% 24 6% 12 3% -1% 

Internship 3 6% 3 6% 1 2% -4% 
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Programme 
Pre-Programme 

Pre-COVID  
(31 December 

2019)  

Current  
(30 April 2021)  Chang

e 
n % n % n % 

Apprenticeship 2 1% 2 1% 9 4% 3% 

TVET WIL 1 2% 0 0% 1 2% 0% 

Bursary 0 0% 0 0% 1 1% 1% 

Skills Programme 58 17% 68 20% 58 17% 0% 

Total 80 7% 97 8% 82 7% 0.2% 

 

Absorption Rates 

When considering absorption rates, it is important to note that only 17% of all beneficiaries 

were absorbed (total of 202 of the 1 160 respondents). This is revealed in the table below: 

 

Table 12: Absorption rates 

Programme 
Absorption Rate 

n % 

Learnership 64 16% 

Internship  8 15% 

Apprenticeship 236 12% 

TVET WIL 6 10% 

Bursary  7 10% 

Skills Programme 89 26% 

Total 202 17% 

 

Employment and Self-Employment in the CATHS Sector 

For all the programmes except TVET WIL beneficiaries, the majority of those employed are 

employed within the CATHS sector: 

 

Table 13: Employment and self-employment in the CATHS sector 

Programme 
Employed in CATHS Sector 

Self-employed in CATHS 
Sector 

n % n % 

Learnership  101 65% 6 46% 

Internship 22 81% 1 0% 

Apprenticeship 47 64% 9 90% 

TVET WIL 5 42% 1 100% 

Bursary 12 60% 1 100% 

Skills Programme 106 70% 42 74% 

Total 293 70% 60 73% 
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Reported Programme Relevance 

Those employed and self-employed were asked to indicate the relevance of the programmes, 

based on the work they are involved in. The findings are summarised in the tables below for 

the different programmes: 

 

Table 14: Reported programme relevance: Employed beneficiaries 

Programme 
Work in same 

industry as 
programme 

Work related 
to programme 

Career 
expectations 

met 

Programme 
prepared 

beneficiaries for 
job-related tasks 

Learnership 74% 71% 61% 86% 

Internship  83% 75% 75% 88% 

Apprenticeship 66% 67% 55% 82% 

TVET WIL 73% 67% 47% 67% 

Bursary  83% 83% 50% 78% 

Skills Programme 84% 76% 70% 85% 

 

Table 15: Reported programme relevance: Self-employed beneficiaries 

Programme 
Applied 

learned skills 
to business 

Business related 
to learned skills 
in programme 

Business in 
same industry as 

programme 

Started business 
after programme 

completion 

Learnership 91% 74% 70% 74% 

Internship  100% 100% 100% 67% 

Apprenticeship 100% 100% 100% 50% 

TVET WIL 0% 0% 0% 0% 

Bursary  0% 0% 0% 0% 

Skills Programme 82% 78% 75% 47% 

 

Average Income 

The following table indicates the average income for employed beneficiaries across all six 

learning programmes according to post-programme pre-COVID (31 December 2019) and 

within the current situation (30 April 2021).  

 

Table 16: Average Income for employed beneficiaries 

Programme Avg. Income (31 December 2019) Avg. Income (30 April 2021) 

Learnership R 6 718,07 R 14 509,03 

Internship  R 7 882,32 R 11 267,17 

Apprenticeship R 5 225,06 R 7 200,50 

TVET WIL R 5 236,86 R 3 943,36 

Bursary  R 10 413,00 R 12 092,81 

Skills Programme R 8 469,67 R 10 651,99 
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Subjective Negative Aspects 

The following information reflects the overall subjective negative aspects perceived by the 

beneficiaries: 

 

• Learning programmes did not meet employment expectations  

• Lack of job opportunities post-programme 

• Poor management and communication throughout the programmes 

• Lack CATHSSETA involvement during the programme 

• Mismatch between job tasks and programme objectives during WBL component 
 

Subjective Positive Aspects 

The following information reflects the overall subjective positive aspects perceived by the 

beneficiaries: 

• Gaining employment post-programme 

• Technical skills obtained 

• Soft skills obtained 

• Industry exposure gained 

• Workplace experience gained 
 

 

Benefits to employers 

Responding employers seem to recognise the value of these programmes, as more than 50% 

of all employers indicated that the greatest benefit of hosting beneficiaries was the increased 

productivity gained. This is followed by the contribution to youth development and youth 

employment. 

 

Additionally, 97% of all host employers indicated that they would recommend that other 

employers and organisations also take part.  

 

All responding employers were able to notice an improvement in proficiency of the 

beneficiaries after programme completion. Further, all indicated that these programmes 

are beneficial for beneficiaries.  

 

Considerations for absorbing beneficiaries 

Those employers involved in apprenticeship, learnership and skills programme have no 

specific consideration for absorbing beneficiaries, but indicated that appointment is subject 

on vacancies and formal application for an available job.  

 

Those involved in hosting internship and bursary programmes, consider attitude and 

desire, while those in TVET WIL consider technical abilities and proficiency.  
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It should be noted that on average (35%), employers tend to absorb people into work if and 

when vacancies arise and not because they lack technical abilities or attitude and desire. 

 

Constraints in hosting beneficiaries 

Host employers revealed a range of constraints and challenges experienced when hosting 

beneficiaries. Most prominent constraint highlighted was additional strain on budgets and 

financial resources to accommodate beneficiaries.  These costs include costs associated 

with additional administration, procuring of additional equipment and materials to 

accommodate beneficiaries, and/or additional maintenance. 

 

Programme Administration 

The beneficiaries provided feedback on the negative aspects and the aspects that did not work 

well in the learning programmes. Among the feedback included problems surrounding 

administration issues. Most of the beneficiaries from all six learning programmes indicated 

that stipends were either delayed or not received. In addition, the processing of 

certificates was delayed, and, in some cases, beneficiaries did not receive their certificate 

of completion at all.  

 

Overall, employers were satisfied with CATHSSETA’s involvement in their respective 

programmes, while many beneficiaries felt that CATHSSETA could have done more to 

communicate with them on a regular basis. 

 

Approximately 92% of all host employers were satisfied with training providers involved 

in the respective programmes. 

 

Recommendations 

Recommendations on how these programmes can be improved based on the tracer results 

are set out below: 

 

• Investigate the revamping of CATHSSETA’s Learner Management Information System 

to ensure the following: 

o Capturing of information from application phase 

o User-friendly interface for easy updating of information 

o User-experience improvement 

o Back-end dashboard with automated reporting function for CATHSSETA 

o Linking training provider, to learners to employers seamlessly (cross referencing, 

communication and interaction) 

o Interface as a portal (one-stop) for all programme related information 
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• Ensure regular follow-ups, programme feedback and assessment of role-players 

o Regular client satisfaction surveys (automated and administrated through LMIS) 

o Regular facilitator assessment and host employer assessment (self-assessment, 

peer-assessment and learner-assessment) 

o Establish an alumni/graduate network 

o Dedicated platform within LMIS portal for directing concerns, questions and 

complaints – to be addressed in real time 

• Consider including additional skills and elements related to entrepreneurship and 

business management/development to improve employment outcomes (self-

employment) 

• Increase/ promote greater post-programme support to beneficiaries (through an 

alumni/graduate network and sharing resources and free training on specific job seeking 

elements) 

• Create greater awareness of, and fostering and understanding of programme 

objectives 

• Updating content and training modes to respond to changes, and consider establishing 

a Qualifications Management Body (QMB) to oversee this and develop new qualifications 

• Investigate changes to the training of mentors at the workplace to ensure better support 

of learners 

o Consider incorporating in-person mentor training with workplace assessment visits 

o Consider online mentor training at regular intervals 

• Investigate the possibility of establishing a dedicated CATHSSETA representation team 

for learning programmes 

o Address issues and queries in real time 

o Accompany quality assurance visits and meet learners when training providers are 

training them 

o Head the alumni/graduate programme 

o Respond to inputs received via online surveys conducted (through LMIS) 

• Review stipends and associated payment processes to ensure stipends are paid on time  

• Investigate improvements to current administrative processes to improve turn-around time 

• Investigate the possibility of automating certificate administration, and distributing digital 

certificates (linked to the NLRD) 

• Aim for greater collaboration and integration between SETAs and the NSF in sharing data 

and best practices 

  



Track and Trace Research Study: Inception Report 

xx 
 

Table of Contents 

Executive Summary ............................................................................................................. i 

Acronyms ........................................................................................................................... xl 

Glossary of Terms ........................................................................................................... xlii 

1. Introduction and Purpose ......................................................................................... 45 

1.1. Background........................................................................................................... 45 

1.2. Purpose and Objectives of the Study .................................................................... 46 

1.3. Report Content ..................................................................................................... 46 

2. Research Approach .................................................................................................. 49 

2.1. Methodology ......................................................................................................... 49 

2.2. Challenges, limitations and mitigations ................................................................. 55 

3. SETAs and the PSET Environment .......................................................................... 57 

3.1. Introduction to the South African PSET ecosystem ............................................... 57 

3.2. The roles, responsibilities and mandate of SETAs ................................................ 59 

4. CATHS-Sector Overview ........................................................................................... 62 

4.1. CATHSSETA Demarcation ................................................................................... 62 

4.2. Sub-sector Profiles ................................................................................................ 64 

5. Learning Programmes in Context ............................................................................ 81 

4.1. Learning programmes from a structural approach ................................................. 81 

4.2. Learning programmes against the backdrop of workplace-based learning ............ 84 

4.3. Similar learning programmes from around the world ............................................. 85 

6. CATHSSETA Learning Programmes ........................................................................ 88 

5.1. Literature and studies regarding CATHSSETA learning programmes ................... 88 

5.2. Learning programmes funded by CATHSSETA (2015/16–2018/19) ..................... 90 

7. Reference Framework ............................................................................................... 95 

7.1. Tracer Studies in Context ...................................................................................... 95 

7.2. The Reference Framework ................................................................................... 97 

8. Tracer Study Results: Learnerships ...................................................................... 102 

8.1. Learnerships ....................................................................................................... 102 

8.2. Demographics ..................................................................................................... 102 

8.3. Pre-learnership Activity ....................................................................................... 104 

8.4. Programme uptake ............................................................................................. 107 

8.5. Post-programme activity ..................................................................................... 107 

8.6. Perceived impacts............................................................................................... 127 

8.7. Future plans ........................................................................................................ 132 



Track and Trace Research Study: Inception Report 

xxi 
 

8.8. Employers’ perspective ....................................................................................... 132 

9. Tracer Study Results: Internships ......................................................................... 145 

9.1.  Internship programmes .......................................................................................... 145 

9.2. Demographics ......................................................................................................... 145 

9.3. Pre-internship activity .......................................................................................... 147 

9.4. Programme uptake ............................................................................................. 149 

9.5. Post-internship Activity ........................................................................................ 151 

9.6. Perceived impacts............................................................................................... 167 

9.7. Future plans ........................................................................................................ 170 

9.8. Employers’ perspective ....................................................................................... 170 

10. Tracer Study Results: Apprenticeship ................................................................... 179 

10.1. Apprenticeship/Artisanship programmes ............................................................. 179 

10.2. Demographics ..................................................................................................... 179 

10.3. Pre-apprenticeship activity .................................................................................. 181 

10.4. Apprenticeship uptake ........................................................................................ 183 

10.5. Post-apprenticeship activity ................................................................................ 184 

10.6. Perceived impacts............................................................................................... 203 

10.7. Future plans ........................................................................................................ 208 

10.8. Employers’ perspective ....................................................................................... 208 

11. Tracer Study Results: TVET WIL ............................................................................ 217 

11.1. TVET WIL programmes ...................................................................................... 217 

11.2. Demographics ..................................................................................................... 217 

11.3. Pre-TVET WIL programme activity ...................................................................... 219 

11.4. Programme uptake ............................................................................................. 221 

11.5. Post-programme activity ..................................................................................... 222 

11.6. Perceived impacts............................................................................................... 236 

11.7. Future plans ........................................................................................................ 239 

11.8. Employers’ perspectives ..................................................................................... 239 

12. Tracer Study Results: Bursary ............................................................................... 248 

12.1. Bursary programmes .......................................................................................... 248 

12.2. Demographics ..................................................................................................... 248 

12.3. Pre-bursary activity ............................................................................................. 250 

12.4. Bursary uptake .................................................................................................... 252 

12.5. Post-bursary Activity ........................................................................................... 253 

12.6. Perceived impacts............................................................................................... 268 

12.7. Future plans ........................................................................................................ 272 



Track and Trace Research Study: Inception Report 

xxii 
 

12.8. Employers’ perspective ....................................................................................... 272 

13. Tracer Study Results: Skills Programmes ............................................................. 280 

13.1. Skills programmes .............................................................................................. 280 

13.2. Demographics ..................................................................................................... 280 

13.3. Pre-skills programme activity .............................................................................. 282 

13.4. Programme uptake ............................................................................................. 284 

13.5. Post-skills programme activity ............................................................................. 285 

13.6. Perceived impacts............................................................................................... 302 

13.7. Future plans ........................................................................................................ 306 

13.8. Employers’ perspective ....................................................................................... 306 

14. Key Findings ............................................................................................................ 316 

15.1. Programme impact on beneficiaries .................................................................... 316 

15.2. Programme impact on host employers ................................................................ 327 

15.3. Programme aspects ............................................................................................ 330 

15.4. Engagements and interactions with CATHSSETA and training providers ........... 333 

15. Recommendations .................................................................................................. 334 

15.1. Information, monitoring and evaluation ............................................................... 334 

15.2. Programme implementation improvements ......................................................... 339 

15.3. Programme administration improvements ........................................................... 344 

15.4. Collaboration between CATHSSETA, SETAs and the National Skills Fund (NSF)

 346 

16. Recommendation prioritisation table .................................................................... 347 

References ...................................................................................................................... 355 

 

  



Track and Trace Research Study: Inception Report 

xxiii 
 

List of Tables 

Table 2-1: Preliminary sample size per learning programme ............................................... 51 

Table 2-2: Sample frame and response details ................................................................... 53 

Table 2-3: Sample frame: Calls conducted and SMSs sent ................................................. 53 

Table 2-3: Study limitations and mitigations ........................................................................ 55 

Table 4-1: CATHSSETA SIC Codes ................................................................................... 62 

Table 4-2: Components and Significance of Culture, Arts and Heritage in the South African 

Context ............................................................................................................................... 64 

Table 4-3: Employment and Skills Profile evident in Conservation ...................................... 71 

Table 6-1: Impact assessment outcomes 2011: Learnership ............................................... 89 

Table 6-2: Impact assessment outcomes 2011: Internship .................................................. 90 

Table 7-1: Reference Framework ........................................................................................ 98 

Table 14-1: Destination concentrations ............................................................................. 316 

Table 14-2: Employment rate of beneficiaries ................................................................... 317 

Table 14-3: Average time to find employment ................................................................... 318 

Table 14-4: Nature of employment .................................................................................... 318 

Table 14-5: Self-employment ............................................................................................ 319 

Table 14-6: Absorption rates ............................................................................................. 320 

Table 14-7: Employment and self-employment in the CATHS sector ................................ 321 

Table 14-8: Reported programme relevance: Employed beneficiaries .............................. 322 

Table 14-9: Reported programme relevance: Self-employed beneficiaries ........................ 322 

Table 14-10: Unemployment rates .................................................................................... 324 

Table 14-11: Positive aspects reported ............................................................................. 326 

Table 14-12: Programme a requirement for job ................................................................. 328 

Table 14-13: Programmes indicated as providing skills required for the job ...................... 328 

Table 14-14: Programmes addressing changes witnessed in the workplace ..................... 329 

Table 14-15: Level of exposure ......................................................................................... 331 

 

List of Figures 

Figure 2-1: Methodology ..................................................................................................... 49 

Figure 3-1: PSET ecosystem .............................................................................................. 57 

Figure 3-2: SETA Policy Framework ................................................................................... 60 

Figure 4-1: Significance of heritage and culture for tourism ................................................. 66 

Figure 4-2: Tourism and travel services contribution to tourism sector ................................ 74 

Figure 4-3: GGR in 2016 vs forecasted for 2021 ................................................................. 79 

https://urbaneconsa-my.sharepoint.com/personal/trudi_urban-econ_com/Documents/1.%20Work/2021/1.%20Projects/P-20-06%20CATHSSETA%20Learning%20Programmes%20Tracer%20Study/15.%20Integrated%20report/2.%20Edited/CATHSSETA-%20Integrated%20Report_2%20Feb%2022%20Trudi%20edit.docx#_Toc95747567


Track and Trace Research Study: Inception Report 

xxiv 
 

Figure 5-1: Learning programme objectives, types and outcomes ...................................... 81 

Figure 5-2: Learning programmes, quality councils and NQF levels .................................... 83 

Figure 5-3: Benefits of WBL ................................................................................................ 85 

Figure 5-4: WBL in developing countries ............................................................................. 87 

Figure 7-1: Relationship and impact measure of affected parties during a tracer study ....... 96 

Figure 8-1: Gender ............................................................................................................ 102 

Figure 8-2: Race demographic .......................................................................................... 102 

Figure 8-3: Nationality ....................................................................................................... 103 

Figure 8-4: Age at completion ........................................................................................... 103 

Figure 8-5: Place of origin ................................................................................................. 103 

Figure 8-6: Highest education level ................................................................................... 104 

Figure 8-7: Pre-learnership employment status ................................................................. 105 

Figure 8-8: Pre-learnership employed ............................................................................... 105 

Figure 8-9: Pre-learnership unemployed ........................................................................... 105 

Figure 8-10: Duration of unemployment prior to learnership .............................................. 106 

Figure 8-11: Completed other SETA programmes ............................................................ 106 

Figure 8-12: Learnership programme awareness .............................................................. 107 

Figure 8-13: Reason for participation in learnership .......................................................... 107 

Figure 8-14: NQF level ...................................................................................................... 107 

Figure 8-15: Employment status comparison (pre-learnership, pre-COVID-19, current) .... 108 

Figure 8-16: Employment status pre-COVID-19 ................................................................ 109 

Figure 8-17: Time elapsed between learnership completion and finding employment ....... 109 

Figure 8-18: Absorption rate .............................................................................................. 110 

Figure 8-19: Employment type for those absorbed ............................................................ 110 

Figure 8-20: Employment type .......................................................................................... 110 

Figure 8-21: Size of organisation ...................................................................................... 111 

Figure 8-22: Hours worked per week ................................................................................ 111 

Figure 8-23: Monthly income pre-COVID (employed) ........................................................ 111 

Figure 8-24: Learnership relevance for employed respondents ......................................... 112 

Figure 8-25: Business formalisation of self-employed respondents ................................... 113 

Figure 8-26: Period business in operation ......................................................................... 113 

Figure 8-27: Number of people employed ......................................................................... 113 

Figure 8-28: Monthly income for self-employed respondents (pre-COVID-19) .................. 114 

Figure 8-29: Learnership relevance for self-employed respondents .................................. 114 

Figure 8-30: Unemployment situation ................................................................................ 115 

Figure 8-31: Duration looking for employment ................................................................... 115 

Figure 8-32: Activities/ methods to find work ..................................................................... 116 

https://urbaneconsa-my.sharepoint.com/personal/trudi_urban-econ_com/Documents/1.%20Work/2021/1.%20Projects/P-20-06%20CATHSSETA%20Learning%20Programmes%20Tracer%20Study/15.%20Integrated%20report/2.%20Edited/CATHSSETA-%20Integrated%20Report_2%20Feb%2022%20Trudi%20edit.docx#_Toc95747574


Track and Trace Research Study: Inception Report 

xxv 
 

Figure 8-33: Institution type for studying respondents ....................................................... 116 

Figure 8-34: Reasons for studying .................................................................................... 117 

Figure 8-35: Current employment status ........................................................................... 117 

Figure 8-36: Employment status across the different cohorts ............................................ 118 

Figure 8-37: Post-learnership destination .......................................................................... 118 

Figure 8-38: Employed at same employer as before COVID-19 ........................................ 119 

Figure 8-39: Reasons for no longer being at the same employer ...................................... 119 

Figure 8-40: Monthly income employed (current) .............................................................. 119 

Figure 8-41: Promoted since learnership completion ........................................................ 120 

Figure 8-42: Employed in the CATHS sectors ................................................................... 120 

Figure 8-43: Reasons for not being employed in the CATHS sectors ................................ 121 

Figure 8-44: Reported likeliness to lose job ....................................................................... 121 

Figure 8-45: Reported impact of COVID-19 on employees ............................................... 121 

Figure 8-46: Started business during the COVID-19 pandemic ......................................... 122 

Figure 8-47: Business operating within the CATHS sectors .............................................. 122 

Figure 8-48: Reasons for not operating business in CATHS sectors ................................. 122 

Figure 8-49: Monthly income for self-employed respondents (current) .............................. 123 

Figure 8-50: Level of impact of pandemic on business ...................................................... 123 

Figure 8-51: Impact of pandemic on self-employed respondents ...................................... 123 

Figure 8-52: Historic employment for unemployed respondents ........................................ 124 

Figure 8-53: Unemployment occurrence ........................................................................... 124 

Figure 8-54: Reasons for unemployment .......................................................................... 124 

Figure 8-55: Job seeking status ........................................................................................ 125 

Figure 8-56: Reported household income sources ............................................................ 125 

Figure 8-57: Level of impact of pandemic on respondents' households ............................. 125 

Figure 8-58: Specific impacts of the pandemic on respondents’ households ..................... 126 

Figure 8-59: Studies affected by the COVID-19 pandemic ................................................ 126 

Figure 8-60: Impacts experienced from pandemic on respondents' studies....................... 127 

Figure 8-61: Reported difficulties related to respondents' studies ...................................... 127 

Figure 8-62: Benefit status of learnership programme ....................................................... 128 

Figure 8-63: Agreement statements related to learnership programme ............................. 128 

Figure 8-64: Reasons for why the learnership was beneficial ............................................ 129 

Figure 8-65: Respondents’ perceptions regarding exposure in the host organisation ........ 129 

Figure 8-66: Mentors in the workplace during the learnership ........................................... 130 

Figure 8-67: Things learned during the learnership ........................................................... 130 

Figure 8-68: Respondents' positive perceived aspects of the learnership programme ...... 131 

Figure 8-69: Respondents' negative perceived aspects of the learnership programme ..... 131 



Track and Trace Research Study: Inception Report 

xxvi 
 

Figure 8-70: Future plans of respondents .......................................................................... 132 

Figure 8-71: CATHSSETA SDL employer ......................................................................... 133 

Figure 8-72: Employers within the CATHS Sector ............................................................. 133 

Figure 8-73: Form of ownership of host employers ........................................................... 134 

Figure 8-74: Level of proficiency of employees according to host employers .................... 134 

Figure 8-75: Completion of learnership required by host employer.................................... 134 

Figure 8-76: Reasons for job requiring learnership completion .......................................... 135 

Figure 8-77: Satisfaction level of CATHSSETA learnerships providing the required skills . 135 

Figure 8-78: Learnership benefits to organisation ............................................................. 136 

Figure 8-79: Challenges in hosting beneficiaries ............................................................... 136 

Figure 8-80: Suggested CATHSSETA service improvements ........................................... 137 

Figure 8-81: Host employers believe that the learnerships are beneficial for employers .... 137 

Figure 8-82: Reasons why the learnership programme is beneficial for employers ........... 137 

Figure 8-83: Changes witnessed in the workplace ............................................................ 138 

Figure 8-84: Addressing of changes in workplace in learnerships current form ................. 138 

Figure 8-85: Effects of the COVID-19 pandemic on learnership programmes according to 

employers ......................................................................................................................... 139 

Figure 8-86: COVID-19 impacts on learnership implementation ........................................ 139 

Figure 8-87: COVID-19 impact on the value of the learnership programme ...................... 139 

Figure 8-88: COVID-19 impact on the standard of the skills achieved from the learnership 

programme ....................................................................................................................... 140 

Figure 8-89: Employers considerations for absorption ....................................................... 140 

Figure 8-90: Employers’ level of satisfaction with CATHSSETA interactions regarding the 

learnership ........................................................................................................................ 141 

Figure 8-91: Reasons for being dissatisfied with CATHSSETA interactions ...................... 141 

Figure 8-92: Reasons for dissatisfaction regarding employers' interactions with CATHSSETA

 ......................................................................................................................................... 141 

Figure 8-93: Level of satisfaction with training provider interactions .................................. 142 

Figure 8-94: Employers recommend that other organisations take part in learnership 

programmes ...................................................................................................................... 142 

Figure 8-95: Reasons for employers’  

tions for other organisations to take part in learnership programmes ................................ 143 

Figure 8-96: Employer perception of beneficiary proficiency improvement ........................ 143 

Figure 8-97: Employers believe that the learnership programmes are beneficial for learners/ 

beneficiaries ...................................................................................................................... 144 

Figure 8-98: Employer reasons for believing learnership programmes are beneficial for 

learners/ beneficiaries ....................................................................................................... 144 



Track and Trace Research Study: Inception Report 

xxvii 
 

Figure 9-1 Gender ............................................................................................................. 145 

Figure 9-2: Race demographic .......................................................................................... 145 

Figure 9-3: Nationality ....................................................................................................... 146 

Figure 9-4: Age at completion ........................................................................................... 146 

Figure 9-5: Highest education level ................................................................................... 146 

Figure 9-6: Place of origin ................................................................................................. 146 

Figure 9-7: Pre-internship employment status ................................................................... 148 

Figure 9-8: Pre-internship employed ................................................................................. 148 

Figure 9-9: Pre-internship unemployed ............................................................................. 148 

Figure 9-10: Duration of unemployment prior to internship ................................................ 148 

Figure 9-11: Completed other SETA programmes ............................................................ 149 

Figure 9-12: Internship programme awareness ................................................................. 150 

Figure 9-13: Reason for internship programme completion ............................................... 150 

Figure 9-14: NQF level ...................................................................................................... 151 

Figure 9-15: Employment status comparison (pre-internship, pre-COVID-19, current) ...... 151 

Figure 9-16 Employment status pre-COVID-19 ................................................................. 152 

Figure 9-17: Time elapsed between internship completion and finding employment ......... 152 

Figure 9-18: Absorption rate .............................................................................................. 153 

Figure 9-19: Employment type for those absorbed ............................................................ 153 

Figure 9-20: Employment type .......................................................................................... 153 

Figure 9-21: Size of organisation ...................................................................................... 154 

Figure 9-22: Hours worked per week ................................................................................ 154 

Figure 9-23: Monthly income pre-COVID (employed) ........................................................ 154 

Figure 9-24: Internship relevance for employed respondents ............................................ 155 

Figure 9-25: Business formalisation for self-employed respondents .................................. 156 

Figure 9-26 Period business in operation .......................................................................... 156 

Figure 9-27 Number of people employed .......................................................................... 156 

Figure 9-28 Monthly income for self-employed respondents (pre-COVID) ......................... 157 

Figure 9-29 Internship relevance for self-employed respondents ...................................... 157 

Figure 9-30 Unemployment situation ................................................................................. 157 

Figure 9-31 Duration looking for employment .................................................................... 158 

Figure 9-32 Activities/ methods to find work ...................................................................... 158 

Figure 9-33: Institution type for studying respondents ....................................................... 159 

Figure 9-34: Reasons for studying .................................................................................... 159 

Figure 9-35: Current employment status ........................................................................... 159 

Figure 9-36: Employment status across the different cohorts ............................................ 160 

Figure 9-37: Post-internship destination ............................................................................ 160 



Track and Trace Research Study: Inception Report 

xxviii 
 

Figure 9-38: Employed at the same employer as before COVID-19 .................................. 161 

Figure 9-39: Monthly income current (employed) .............................................................. 161 

Figure 9-40: Promoted since internship completion ........................................................... 161 

Figure 9-41: Employed in the CATHS sectors ................................................................... 162 

Figure 9-42: Reasons for not being employed in the CATHS sectors ................................ 162 

Figure 9-43: Reported impact of COVID-19 on employees ............................................... 163 

Figure 9-44: Reported likeliness to lose job ....................................................................... 163 

Figure 9-45: Started business during COVID-19 pandemic ............................................... 164 

Figure 9-46: Reasons for not operating business in CATHS sectors ................................. 164 

Figure 9-47: Monthly income of self-employed respondents (current) ............................... 164 

Figure 9-48: Impact of pandemic on self-employed respondents ...................................... 165 

Figure 9-49: Historic employment for unemployed respondents ........................................ 165 

Figure 9-50: Unemployment occurrence ........................................................................... 165 

Figure 9-51: Reasons for unemployment .......................................................................... 166 

Figure 9-52: Job-seeking status ........................................................................................ 166 

Figure 9-53: Reported household income sources ............................................................ 166 

Figure 9-54: Level of impact of pandemic on respondents’ households ............................ 167 

Figure 9-55: Specific impacts of the pandemic on respondents' households ..................... 167 

Figure 9-56: Benefit status of internship ............................................................................ 168 

Figure 9-57: Agreement statements related to internship programme ............................... 168 

Figure 9-58: Reasons for why the internship was beneficial .............................................. 168 

Figure 9-59: Respondents' perceptions regarding exposure in the host organisation ........ 169 

Figure 9-60: Things learned during the internship programme .......................................... 169 

Figure 9-61: Respondents' negative perceived aspects of the internship programme ....... 169 

Figure 9-62: Future plans of respondents .......................................................................... 170 

Figure 9-63: CATHSSETA SDL employer ......................................................................... 171 

Figure 9-64: Employers within the CATHS Sector ............................................................. 171 

Figure 9-65: Form of ownership of host employers ........................................................... 171 

Figure 9-66: Level of proficiency of employees according to host employers .................... 172 

Figure 9-67: Completion of internship required by host employer ...................................... 172 

Figure 9-68: Reasons for job requiring internship completion ............................................ 172 

Figure 9-69: Satisfaction level of CATHSSETA internships providing the required skills ... 173 

Figure 9-70: Internship benefits to organisation................................................................. 173 

Figure 9-71: Challenges in hosting beneficiaries ............................................................... 173 

Figure 9-72: Suggested CATHSSETA service improvements ........................................... 174 

Figure 9-73: Host employers believe that the internship programmes are beneficial for 

employers ......................................................................................................................... 174 



Track and Trace Research Study: Inception Report 

xxix 
 

Figure 9-74: Reasons why the internship programme is beneficial for employers ............. 174 

Figure 9-75: Changes witnessed in the workplace ............................................................ 175 

Figure 9-76: Addressing of changes in the workplace in internship’s current form ............. 175 

Figure 9-77: Effects of the COVID-19 pandemic on internship according to employers ..... 175 

Figure 9-78: Impacts of the pandemic on host organisations............................................. 176 

Figure 9-79: Employers’ considerations for absorption ...................................................... 176 

Figure 9-80: Employer level of satisfaction with CATHSSETA interactions regarding the 

internship programme ....................................................................................................... 176 

Figure 9-81: Reasons for being dissatisfied with CATHSSETA interactions ...................... 177 

Figure 9-82: Level of satisfaction with training provider interactions .................................. 177 

Figure 9-83: Employers recommend that other organisations take part in the internship 

programmes ...................................................................................................................... 177 

Figure 9-84: Reasons for employers’ recommendations for other organisations to take part in 

the internship programmes ............................................................................................... 178 

Figure 9-85: Employer perceptions of beneficiary proficiency improvement ...................... 178 

Figure 9-86: Employers believe that the internship programme is beneficial for 

learners/beneficiaries ........................................................................................................ 178 

Figure 10-1: Gender .......................................................................................................... 179 

Figure 10-2: Race demographic ........................................................................................ 179 

Figure 10-3: Nationality ..................................................................................................... 180 

Figure 10-4: Age at completion ......................................................................................... 180 

Figure 10-5: Place of origin ............................................................................................... 180 

Figure 10-6: Highest education level ................................................................................. 181 

Figure 10-7: Pre-apprenticeship employment status ......................................................... 181 

Figure 10-8: Pre-apprenticeship employed ........................................................................ 182 

Figure 10-9: Pre-apprenticeship unemployed .................................................................... 182 

Figure 10-10: Duration of unemployment prior to apprenticeship ...................................... 182 

Figure 10-11: Completed other SETA programme ............................................................ 183 

Figure 10-12: Apprenticeship programme awareness ....................................................... 183 

Figure 10-13: Reasons for participation in apprenticeship ................................................. 184 

Figure 10-14: NQF level .................................................................................................... 184 

Figure 10-15: Employment status comparison (pre-apprenticeship, pre-COVID-19, current)

 ......................................................................................................................................... 185 

Figure 10-16: Employment status pre-COVID-19 .............................................................. 185 

Figure 10-17: Time elapsed between apprenticeship completion and finding employment 186 

Figure 10-18: Employed at the same employer as before the apprenticeship ................... 186 

Figure 10-19: Absorption rate ............................................................................................ 186 



Track and Trace Research Study: Inception Report 

xxx 
 

Figure 10-20: Employer type for those absorbed ............................................................... 187 

Figure 10-21: Employment type ........................................................................................ 187 

Figure 10-22: Size of organisation..................................................................................... 187 

Figure 10-23: Hours worked per week .............................................................................. 188 

Figure 10-24: Monthly income pre-COVID-19 (employed) ................................................. 188 

Figure 10-25: Apprenticeship relevance for employed respondents .................................. 188 

Figure 10-26: Business formalisation for self-employed respondents ................................ 189 

Figure 10-27: Period business on operation ...................................................................... 189 

Figure 10-28: Number of people employed ....................................................................... 190 

Figure 10-29: Monthly income for self-employed respondents (pre-COVID) ...................... 190 

Figure 10-30: Apprenticeship relevance for self-employed respondents ........................... 190 

Figure 10-31: Unemployment situation .............................................................................. 191 

Figure 10-32: Duration spent looking for employment ....................................................... 191 

Figure 10-33: Activities/methods to find work .................................................................... 192 

Figure 10-34: Institution type for studying respondents ..................................................... 192 

Figure 10-35: Reasons for studying .................................................................................. 193 

Figure 10-36: Current employment status ......................................................................... 193 

Figure 10-37: Employed status across the different cohorts .............................................. 193 

Figure 10-38: Post-apprenticeship destination .................................................................. 194 

Figure 10-39: Employed at the same employer as before COVID-19 ................................ 194 

Figure 10-40: Reasons for no longer being at the same employer .................................... 195 

Figure 10-41: Monthly income current (employed) ............................................................ 195 

Figure 10-42: Promoted since apprenticeship completion ................................................. 195 

Figure 10-43: Employed in the CATHS sectors ................................................................. 196 

Figure 10-44: Reasons for not being employed in the CATHS sectors .............................. 196 

Figure 10-45: Reported likeliness to lose job ..................................................................... 196 

Figure 10-46: Reported impact of COVID-19 on employees.............................................. 197 

Figure 10-47: Started business during COVID-19 pandemic ............................................. 197 

Figure 10-48: Business operating within the CATHS sectors ............................................ 198 

Figure 10-49: Reasons for not operating business in CATHS sectors ............................... 198 

Figure 10-50: Monthly income self-employed respondents (current) ................................. 198 

Figure 10-51: Level of impact of pandemic on business .................................................... 199 

Figure 10-52: Impact of pandemic on self-employed respondents..................................... 199 

Figure 10-53: Historic employment for unemployed .......................................................... 200 

Figure 10-54: Unemployment occurrence ......................................................................... 200 

Figure 10-55: Reasons for unemployment ........................................................................ 200 

Figure 10-56: Job-seeking status ...................................................................................... 201 



Track and Trace Research Study: Inception Report 

xxxi 
 

Figure 10-57: Reported household income sources .......................................................... 201 

Figure 10-58: Level of impact of pandemic on respondents' households ........................... 201 

Figure 10-59: Specific impacts of the pandemic on respondents' households ................... 202 

Figure 10-60: Studies affected by the COVID-19 pandemic .............................................. 202 

Figure 10-61: Impacts experienced from the pandemic on respondents' studies ............... 203 

Figure 10-62: Reported difficulties related to respondents' studies .................................... 203 

Figure 10-63: Benefit status of apprenticeship .................................................................. 204 

Figure 10-64: Agreement statements related to the apprenticeship programme ................ 204 

Figure 10-65: Reasons for why the apprenticeship was beneficial .................................... 204 

Figure 10-66: Respondents' perceptions regarding exposure in the host organisation ...... 205 

Figure 10-67: Things learned during the apprenticeship programme ................................. 205 

Figure 10-68: Skills learned during the apprenticeship programme ................................... 205 

Figure 10-69: Reasons for why the apprenticeship was not beneficial .............................. 206 

Figure 10-70: Respondents positive perceived aspects of the apprenticeship programme 206 

Figure 10-71: Respondents negative perceived aspects of the apprenticeship programme

 ......................................................................................................................................... 207 

Figure 10-72: Future plans of respondents ........................................................................ 208 

Figure 10-73: CATHSSETA SDL employer ....................................................................... 209 

Figure 10-74: Employers within the CATHS sector ........................................................... 209 

Figure 10-75: Form of ownership of host employers ......................................................... 209 

Figure 10-76: Level of proficiency of employees according to host employers .................. 210 

Figure 10-77: Completion apprenticeship required by host employer ................................ 210 

Figure 10-78: Reasons for job requiring apprenticeship completion .................................. 210 

Figure 10-79: Satisfaction level of CATHSSETA apprenticeship programmes providing the 

required skills .................................................................................................................... 211 

Figure 10-80: Apprenticeship benefits to organisation ....................................................... 211 

Figure 10-81: Challenges in hosting beneficiaries ............................................................. 211 

Figure 10-82: Suggested CATHSSETA service improvements ......................................... 212 

Figure 10-83: Host employers believe that the apprenticeship programme is beneficial for 

employers ......................................................................................................................... 212 

Figure 10-84: Changes witnessed in the workplace .......................................................... 213 

Figure 10-85: Addressing of changes in the workplace in apprenticeship’s current form ... 213 

Figure 10-86: Effects of the COVID-19 pandemic on apprenticeship programme according to 

the employer ..................................................................................................................... 214 

Figure 10-87: Employers considerations for absorption ..................................................... 214 

Figure 10-88: Employer level of satisfaction with CATHSSETA interactions regarding the 

apprenticeship programme................................................................................................ 215 



Track and Trace Research Study: Inception Report 

xxxii 
 

Figure 10-89: Reasons for being dissatisfied with CATHSSETA interactions .................... 215 

Figure 10-90: Level of satisfaction with training provider interactions ................................ 215 

Figure 10-91: Employers recommend that other organisations take part in apprenticeship 

programmes ...................................................................................................................... 216 

Figure 10-92: Employer perception of beneficiary proficiency improvement ...................... 216 

Figure 10-93: Employers believe that the apprenticeship programmes are beneficial for 

learners/ beneficiaries ....................................................................................................... 216 

Figure 11-1: Gender .......................................................................................................... 217 

Figure 11-2: Race demographic ........................................................................................ 217 

Figure 11-3: Nationality ..................................................................................................... 218 

Figure 11-4: Age at completion ......................................................................................... 218 

Figure 11-5: Place of origin ............................................................................................... 218 

Figure 11-6: Highest education level ................................................................................. 219 

Figure 11-7: Pre-TVET WIL employment status ................................................................ 219 

Figure 11-8: Pre-TVET WIL employed .............................................................................. 219 

Figure 11-9: Pre-TVET WIL unemployed .......................................................................... 220 

Figure 11-10: Duration of unemployment prior to TVET WIL programme .......................... 220 

Figure 11-11: Completed other SETA programme ............................................................ 220 

Figure 11-12: TVET WIL programme awareness .............................................................. 221 

Figure 11-13: Reason for participation in TVET WIL programme ...................................... 221 

Figure 11-14: NQF level .................................................................................................... 222 

Figure 11-15: Employment status comparison (pre-TVET WIL, pre-COVID-19, current) ... 222 

Figure 11-16: Employment status pre-COVID-19 .............................................................. 223 

Figure 11-17: Time elapsed between TVET WIL completion and finding employment ...... 223 

Figure 11-18: Absorption rate ............................................................................................ 224 

Figure 11-19: Employer type for those absorbed ............................................................... 224 

Figure 11-20: Employment type ........................................................................................ 224 

Figure 11-21: Size of organisation..................................................................................... 225 

Figure 11-22: Hours worked per week .............................................................................. 225 

Figure 11-23: Monthly income pre-COVID (employed) ...................................................... 225 

Figure 11-24: TVET WIL relevance for employed respondents ......................................... 226 

Figure 11-25: Unemployment situation .............................................................................. 226 

Figure 11-26: Duration looking for employment ................................................................. 227 

Figure 11-27: Activities/methods to find work .................................................................... 227 

Figure 11-28: Institution type for studying respondents ..................................................... 228 

Figure 11-29: Reasons for studying .................................................................................. 228 

Figure 11-30: Current employment status ......................................................................... 228 



Track and Trace Research Study: Inception Report 

xxxiii 
 

Figure 11-31: Employed status across the different cohorts .............................................. 229 

Figure 11-32: Post-TVET WIL destination ......................................................................... 229 

Figure 11-33: Employed at the same employer as before COVID-19 ................................ 230 

Figure 11-34: Reasons for no longer being at the same employer .................................... 230 

Figure 11-35: Monthly income employed (current) ............................................................ 230 

Figure 11-36: Promoted since TVET WIL programme completion ..................................... 231 

Figure 11-37: Employed in the CATHS sectors ................................................................. 231 

Figure 11-38: Reasons for not being employed in the CATHS sectors .............................. 231 

Figure 11-39: Reported likeliness to lose job ..................................................................... 232 

Figure 11-40: Reported impact of COVID-19 on employees.............................................. 232 

Figure 11-41: Started business during the COVID-19 pandemic ....................................... 232 

Figure 11-42: Business operating with the CATHS sectors ............................................... 233 

Figure 11-43: Impact of pandemic on self-employed respondents..................................... 233 

Figure 11-44: Historic employment for unemployed respondents ...................................... 233 

Figure 11-45: Unemployment occurrence ......................................................................... 234 

Figure 11-46: Reasons for unemployment ........................................................................ 234 

Figure 11-47: Job-seeking status ...................................................................................... 234 

Figure 11-48: Reported household income sources .......................................................... 235 

Figure 11-49: Level of impact of pandemic on respondents' households ........................... 235 

Figure 11-50: Specific impacts of the pandemic on respondents' households ................... 235 

Figure 11-51: Studies affected by the COVID-19 pandemic .............................................. 236 

Figure 11-52: Benefit status of TVET WIL programme ...................................................... 236 

Figure 11-53: Agreement statements related to TVET WIL programme ............................ 237 

Figure 11-54: Reasons for why the TVET WIL programme was beneficial ........................ 237 

Figure 11-55: Respondents' perceptions regarding exposure in the host organisation ...... 237 

Figure 11-56: Skills learned during the TVET WIL programme .......................................... 238 

Figure 11-57: Respondents negative perceived aspects of the TVET WIL programme ..... 238 

Figure 11-58: Future plans of respondents ........................................................................ 239 

Figure 11-59: CATHSSETA SDL employer ....................................................................... 240 

Figure 11-60: Employers within the CATHS Sector ........................................................... 240 

Figure 11-61: Form of ownership of host employers ......................................................... 240 

Figure 11-62: Level of proficiency of employees according to host employers .................. 241 

Figure 11-63: Completion of TVET WIL programme required by host employer ................ 241 

Figure 11-64: Reasons for job requiring TVET WIL programme completion ...................... 241 

Figure 11-65: Satisfaction level of CATHSSETA TVET WIL programmes providing the 

required skills .................................................................................................................... 242 

Figure 11-66: TVET WIL programme benefits to organization ........................................... 242 



Track and Trace Research Study: Inception Report 

xxxiv 
 

Figure 11-67: Challenges in hosting beneficiaries ............................................................. 243 

Figure 11-68: Suggested CATHSSETA service improvements ......................................... 243 

Figure 11-69: Host employers believe that the TVET WIL programme is beneficial for 

employers ......................................................................................................................... 243 

Figure 11-70: Changes witnessed in the workplace .......................................................... 244 

Figure 11-71: Addressing of changes in the workplace in TVET WILS current form .......... 244 

Figure 11-72: Effects of the COVID-19 pandemic on TVET WIL programme according to 

employer ........................................................................................................................... 244 

Figure 11-73: Employer considerations for absorption ...................................................... 245 

Figure 11-74: Employer level of satisfaction with CATHSSETA interactions regarding the 

TVET WIL programme ...................................................................................................... 245 

Figure 11-75: Reasons for being dissatisfied with CATHSSETA interactions .................... 246 

Figure 11-76: Level of satisfaction with training provider interactions ................................ 246 

Figure 11-77: Employers recommend that other organisations take part in TVET WIL 

programmes ...................................................................................................................... 246 

Figure 11-78: Employer perception of beneficiary proficiency improvement ...................... 247 

Figure 11-79: Employers believe that the TVET WIL programmes are beneficial for the 

learners/beneficiaries ........................................................................................................ 247 

Figure 12-1: Gender .......................................................................................................... 248 

Figure 12-2: Race demographic ........................................................................................ 248 

Figure 12-3: Age at completion ......................................................................................... 249 

Figure 12-4: Nationality ..................................................................................................... 249 

Figure 12-5: Place of origin ............................................................................................... 249 

Figure 12-6: Highest education level ................................................................................. 250 

Figure 12-7: Pre-bursary employment status .................................................................... 250 

Figure 12-8: Pre-bursary employed ................................................................................... 251 

Figure 12-9: Pre-bursary unemployed ............................................................................... 251 

Figure 12-10: Duration of unemployment prior to bursary programme .............................. 251 

Figure 12-11: Completed other SETA programme ............................................................ 252 

Figure 12-12: Bursary programme awareness .................................................................. 252 

Figure 12-13: Reason for participation in bursary programme ........................................... 253 

Figure 12-14: NQF level .................................................................................................... 253 

Figure 12-15: Employment status comparison (pre-bursary, pre-COVID, current) ............. 254 

Figure 12-16: Employment status pre-COVID ................................................................... 254 

Figure 12-17: Time elapsed between bursary completion and finding employment ........... 255 

Figure 12-18: Absorption rate ............................................................................................ 255 

Figure 12-19: Employer type for those absorbed ............................................................... 255 



Track and Trace Research Study: Inception Report 

xxxv 
 

Figure 12-20: Employment type ........................................................................................ 256 

Figure 12-21: Size of organisation..................................................................................... 256 

Figure 12-22: Hours worked per week .............................................................................. 256 

Figure 12-23: Monthly income employed (pre-COVID) ...................................................... 257 

Figure 12-24: Bursary relevance for employed respondents ............................................. 257 

Figure 12-25: Employed at the same employer as before the bursary ............................... 257 

Figure 12-26: Unemployment situation .............................................................................. 258 

Figure 12-27: Duration looking for employment ................................................................. 258 

Figure 12-28: Activities/methods to find work .................................................................... 258 

Figure 12-29: Institution type for studying respondents ..................................................... 259 

Figure 12-30: Reasons for studying .................................................................................. 259 

Figure 12-31: Current employment status ......................................................................... 260 

Figure 12-32: Employed status across the different cohorts .............................................. 260 

Figure 12-33: Post-bursary destination ............................................................................. 261 

Figure 12-34: Employed at the same employer as before COVID-19 ................................ 261 

Figure 12-35: Reasons for no longer being at the same employer .................................... 262 

Figure 12-36: Monthly income employed (current) ............................................................ 262 

Figure 12-37: Promoted since bursary completion ............................................................ 262 

Figure 12-38: Employed in the CATHS sectors ................................................................. 263 

Figure 12-39: Reasons for not being employed in the CATHS sectors .............................. 263 

Figure 12-40: Reported likeliness to lose job ..................................................................... 263 

Figure 12-41: Reported impact of COVID-19 on employees.............................................. 264 

Figure 12-42: Historic employment for unemployed respondents ...................................... 264 

Figure 12-43: Unemployment occurrence ......................................................................... 265 

Figure 12-44: Reasons for unemployment ........................................................................ 265 

Figure 12-45: Job-seeking status ...................................................................................... 265 

Figure 12-46: Reported household income sources .......................................................... 266 

Figure 12-47: Level of impact of pandemic on respondents' households ........................... 266 

Figure 12-48: Specific impacts of the pandemic on respondents' households ................... 266 

Figure 12-49: Studies affected by the COVID-19 pandemic .............................................. 267 

Figure 12-50: Impacts experienced from the pandemic on respondents' studies ............... 267 

Figure 12-51: Reported difficulties related to respondents' studies .................................... 268 

Figure 12-52: Benefit status of bursary programme .......................................................... 268 

Figure 12-53: Agreement statements related to bursary programme ................................. 269 

Figure 12-54: Reasons for why the bursary programme was beneficial ............................ 269 

Figure 12-55: Reasons for why the bursary programme was not beneficial ....................... 269 

Figure 12-56: Respondents’ perceptions regarding exposure in the host organisation ...... 270 



Track and Trace Research Study: Inception Report 

xxxvi 
 

Figure 12-57: Workplace follow-up on progress of studies ................................................ 270 

Figure 12-58: Skills learned during bursary programme .................................................... 270 

Figure 12-59: Respondents’ positive perceived aspects of the bursary programme .......... 271 

Figure 12-60: Respondents’ negative perceived aspects of the bursary programme ......... 271 

Figure 12-61: Future plans of respondents ........................................................................ 272 

Figure 12-62: CATHSSETA SDL employer ....................................................................... 273 

Figure 12-63: Employers within the CATHS sector ........................................................... 273 

Figure 12-64: Form of ownership of host employers ......................................................... 273 

Figure 12-65: Level of proficiency of employees according to host employers .................. 274 

Figure 12-66: Completion of bursary required by host employer ....................................... 274 

Figure 12-67: Reasons for job requiring bursary programme completion .......................... 274 

Figure 12-68: Satisfaction level of CATHSSETA bursary programme providing the required 

skills .................................................................................................................................. 275 

Figure 12-69: Bursary benefits to organisation .................................................................. 275 

Figure 12-70: Challenges in hosting beneficiaries ............................................................. 275 

Figure 12-71: Suggested CATHSSETA service improvements ......................................... 276 

Figure 12-72: Host employers believe that the bursary programme is beneficial for employers

 ......................................................................................................................................... 276 

Figure 12-73: Changes witnessed in the workplace .......................................................... 276 

Figure 12-74: Addressing of changes in the workplace in bursary programme’s current form

 ......................................................................................................................................... 277 

Figure 12-75: Effects of the COVID-19 pandemic on bursary according to employer ........ 277 

Figure 12-76: Employer considerations for absorption ...................................................... 277 

Figure 12-77: Employer level of satisfaction with CATHSSETA interactions regarding the 

bursary programme ........................................................................................................... 278 

Figure 12-78: Level of satisfaction with training provider interactions ................................ 278 

Figure 12-79: Employers recommend that other organisation take part in the bursary 

programme ....................................................................................................................... 278 

Figure 12-80: Employer perception of beneficiary proficiency improvement ...................... 279 

Figure 12-81: Employers believe that the bursary programmes are beneficial for 

learners/beneficiaries ........................................................................................................ 279 

Figure 13-1: Gender .......................................................................................................... 280 

Figure 13-2: Race demographic ........................................................................................ 280 

Figure 13-3: Age at completion ......................................................................................... 281 

Figure 13-4: Current age ................................................................................................... 281 

Figure 13-5: Place of origin ............................................................................................... 281 

Figure 13-6: Highest education level ................................................................................. 282 



Track and Trace Research Study: Inception Report 

xxxvii 
 

Figure 13-7: Pre-skills programme employment status ...................................................... 282 

Figure 13-8: Pre-skills programme employed .................................................................... 282 

Figure 13-9: Pre-skills programme unemployed ................................................................ 283 

Figure 13-10 Duration of unemployment prior to skills programme .................................... 283 

Figure 13-11: Completed other SETA programmes .......................................................... 283 

Figure 13-12: Skills programme awareness ...................................................................... 284 

Figure 13-13: Reason for participation in skills programme ............................................... 284 

Figure 13-14: NQF level .................................................................................................... 284 

Figure 13-15: Employment status comparison (pre-skills programme, pre-COVID-19, current)

 ......................................................................................................................................... 285 

Figure 13-16: Employment status pre-COVID-19 .............................................................. 286 

Figure 13-17: Time elapsed between bursary completion and finding employment ........... 286 

Figure 13-18: Absorption rate ............................................................................................ 286 

Figure 13-19: Employer type for those absorbed ............................................................... 287 

Figure 13-20: Employed at the same company as before skills programme completion .... 287 

Figure 13-21: Employment type ........................................................................................ 287 

Figure 13-22: Size of organisation..................................................................................... 288 

Figure 13-23: Hours worked per week .............................................................................. 288 

Figure 13-24: Monthly income employed (pre-COVID-19) ................................................. 288 

Figure 13-25: Skills programme relevance for employed respondents .............................. 289 

Figure 13-26: Business formalisation for self-employed respondents ................................ 289 

Figure 13-27: Period business in operation ....................................................................... 290 

Figure 13-28: Number of people employed ....................................................................... 290 

Figure 13-29: Monthly income for self-employed respondents (pre-COVID-19)................. 290 

Figure 13-30: Skills programme relevance for self-employed respondents (pre-COVID-19)

 ......................................................................................................................................... 291 

Figure 13-31: Unemployment situation .............................................................................. 291 

Figure 13-32: Duration looking for employment ................................................................. 291 

Figure 13-33: Activities/methods to find work .................................................................... 292 

Figure 13-34: Institution type for studying respondents ..................................................... 292 

Figure 13-35: Reasons for studying .................................................................................. 293 

Figure 13-36: Current employment status ......................................................................... 293 

Figure 13-37: Employment status across the difference cohorts ....................................... 294 

Figure 13-38: Post-skills programme destination ............................................................... 294 

Figure 13-39: Employed at same employer as before COVID-19 ...................................... 295 

Figure 13-40: Reasons for no longer being at the same employer .................................... 295 

Figure 13-41: Monthly income employed (current) ............................................................ 295 



Track and Trace Research Study: Inception Report 

xxxviii 
 

Figure 13-42: Promoted since skills programme completion ............................................. 296 

Figure 13-43: Employed in the CATHS sectors ................................................................. 296 

Figure 13-44: Reasons for not being employed in the CATHS sectors .............................. 296 

Figure 13-45: Reported likeliness to lose job ..................................................................... 297 

Figure 13-46: Reported impact of COVID-19 on employees.............................................. 297 

Figure 13-47: Started business during the COVID-19 pandemic ....................................... 298 

Figure 13-48: Business operating with the CATHS sectors ............................................... 298 

Figure 13-49: Reasons for not operating business within CATHS sectors ......................... 298 

Figure 13-50: Monthly income self-employed respondents (current) ................................. 299 

Figure 13-51: Level of impact of pandemic on business .................................................... 299 

Figure 13-52: Impact of pandemic on self-employed respondents..................................... 299 

Figure 13-53: Historic employment for unemployed respondents ...................................... 300 

Figure 13-54: Unemployment occurrence ......................................................................... 300 

Figure 13-55: Reasons for unemployment ........................................................................ 301 

Figure 13-56: Job-seeking status ...................................................................................... 301 

Figure 13-57: Reported household income sources .......................................................... 301 

Figure 13-58 Level of impact of pandemic on respondents’ households ........................... 302 

Figure 13-59: Specific impacts of the pandemic on respondents’ households ................... 302 

Figure 13-60: Benefit status of skills programme ............................................................... 303 

Figure 13-61: Agreement statements related to skills programme ..................................... 303 

Figure 13-62: Reasons for why the skills programme was beneficial ................................. 304 

Figure 13-63: Mentors in the workplace during the skills programme ................................ 304 

Figure 13-64: Things learned during the skills programme ................................................ 304 

Figure 13-65: Respondents' positive perceived aspects of the skills programme .............. 305 

Figure 13-66: Respondents’ negative perceived aspects of the skills programme ............. 305 

Figure 13-67: Future plans of respondents ........................................................................ 306 

Figure 13-68: CATHSSETA SDL employer ....................................................................... 307 

Figure 13-69: Employers within the CATHS Sector ........................................................... 307 

Figure 13-70: Form of ownership of host employers ......................................................... 307 

Figure 13-71: Level of proficiency of employees according to host employers .................. 308 

Figure 13-72: Completion of skills programme required by host employer ........................ 308 

Figure 13-73: Reasons for job requiring skills programme completion .............................. 309 

Figure 13-74: Satisfaction level of CATHSSETA skills programme providing the required skills

 ......................................................................................................................................... 309 

Figure 13-75: Skills programme benefits to organisation ................................................... 310 

Figure 13-76: Challenges in hosting beneficiaries ............................................................. 310 

Figure 13-77: Suggested CATHSSETA service improvements ......................................... 310 



Track and Trace Research Study: Inception Report 

xxxix 
 

Figure 13-78: Host employers believe that the skills programme is beneficial for employers

 ......................................................................................................................................... 311 

Figure 13-79: Changes witnessed in the workplace .......................................................... 311 

Figure 13-80: Addressing of changes in workplace in skills programme current form ........ 312 

Figure 13-81: Effects of the COVID-19 pandemic on skills programme according to employer

 ......................................................................................................................................... 312 

Figure 13-82: Employer considerations for absorption ...................................................... 312 

Figure 13-83: Employer level of satisfaction with CATHSSETA interactions regarding the skills 

programme ....................................................................................................................... 313 

Figure 13-84: Reasons for employer satisfaction with CATHSSETA regarding the skills 

programme ....................................................................................................................... 313 

Figure 13-85: Reasons for being dissatisfied with CATHSSETA interactions .................... 313 

Figure 13-86: Level of satisfaction with training provider interactions ................................ 314 

Figure 13-87: Employer suggestions for improving the skills programme .......................... 314 

Figure 13-88: Employers recommend that other organisations take part in the skills 

programme ....................................................................................................................... 314 

Figure 13-89: Employer perception of beneficiary proficiency improvement ...................... 315 

Figure 13-90: Employers believe that the skills programmes are beneficial for the learners/ 

beneficiaries ...................................................................................................................... 315 

Figure 13-91: Employer reasons for the skills programme being beneficial for learners/ 

beneficiaries ...................................................................................................................... 315 

  



Track and Trace Research Study: Inception Report 

xl 
 

Acronyms 

CAPI Computer Assisted Personal Interviews 

CATHS Culture, Arts Tourism, Hospitality and Sport 

CATHSSETA Culture, Arts, Tourism, Hospitality and Sport SETA 

CATI Computer Assisted Telephonic Interviews 

CAWI Computer Assisted Web-based Interviews 

CET Community Education and Training 

CHE Council for Higher Education 

CIMS CATHSSETA Management System 

CIPC Companies and Intellectual Property Commission 

COVID-19 Corona Virus Disease 2019 

DHET Department of Higher Education and Training 

EISA External Integrated Summative Assessment 

ETQA Education and Training Quality Assurance 

FET Further Education and Training 

GDP Gross Domestic Product 

GENFETQA General and Further Education and Training Qualifications Sub-Framework 

GGR Gross Gambling Revenues 

HEI Higher Education Institutions 

HEQSF Higher Education Qualification Sub-Framework 

HEST Higher Education, Science and Technology 

ICT Information Communications Technology 

LMIS Learner Management Information System 

LPM Limited Pay-out Machines 

M&E Monitoring & Evaluation 

NBA National Biodiversity Assessment 

NCV National Certificate Vocational 

ND National Diploma 

NDP National Development Plan 

NLRD National Learners Record Database 

NQF National Qualifications Framework 

NSA National Skills Authority  

NSDS III National Skills Development Strategy 

NSF National Skills Fund 

NSFAS National Student Financial Aid Scheme 

OQSF Occupational Qualifications Sub-Framework 

PIVOTAL Professional, Vocational, Technical and Academic Learning 

PSET Post-School Education and Training 

PSETA Public Services Sector Education and Training Authority 

QAP Quality Assurance Partner 

QC Quality Council 

QCTO Quality Council for Trades and Occupations 

QMB Qualifications Management Body 

RPL Recognition of Prior Learning 

SANBI South African National Biodiversity Institute 

SAQA South African  

SDL Skills Development Levy 



Track and Trace Research Study: Inception Report 

xli 
 

SDP Skills Development Provider 

SETA Sector Education and Training Authority 

SIC Standard Industrial Classification 

SSP Sector Skills Plan 

THETA Tourism and Hospitality Education and Training Authority 

TVET Technical and Vocational Education and Training 

UMALUSI United Nationals Educational, Scientific and Cultural Organisation 

VAT Value Added Tax 

VET Vocational Education and Training 

WBL Workplace-Based Learning 

WIL Work Integrated Learning 

WSP Workplace Skills Plan 

 

  



Track and Trace Research Study: Inception Report 

xlii 
 

Glossary of Terms 

Apprenticeship 

The period of workplace-based learning culminating in an occupational qualification for a listed 

trade (Government Gazette, 2018). 

Artisan 

A person who has been certified to perform a listed trade in accordance with the Manpower 

Training Act (56 of 1981) and the Skills Development Act (97 of 1998) (PSETA, 2019). 

Beneficiary 

Refers to an individual who completed a Learning Programme. 

Graduate internship 

The period of workplace-based learning for the purposes allowing a person who has 

completed a post-school qualification to gain workplace experience or exposure to enhance 

competence and/or employability. This may include academic staff with existing qualifications 

who need industrial exposure or experience (Government Gazette, 2018). 

Host Employer/ Host Organisation 

The organisation where the beneficiary was contractually employed or ‘hosted’ to undertake 

Work-Based Learning (WBL) in order to complete the Work Based Learning programme.  

Internship 

An internship refers to a period of workplace-based learning aimed at allowing a person the 

opportunity to gain workplace experience or exposure to enhance competence and/or 

employability. In many cases, this workplace-based learning is undertaken as part of the 

requirements for a vocational qualification (category A), professional qualification (category 

B) or an occupational qualification (category C). Internships are classified into two types: 

graduate internships and student internships (Government Gazette, 2018). 

Learnership Programme 

Refers to a structured work-based learning programme that includes theoretical and 

workplace learning that leads to a registered qualification. The programme typically runs for a 

minimum of 12 consecutive months. These programmes include those that were either funded, 

facilitated and/or supported by CATHSSETA that were offered to unemployed and employed 

persons. 

Learning Programme 

A structured and purposeful set of learning experiences that lead to a qualification or part-

qualification. Learning programmes are delivered as occupational qualifications (which lead to 

a full qualification) or skills programmes (which can lead to a part-qualification) (QCTO, 2019). 

Lifelong Learning 

The learning that takes place in all contexts in life from a life-wide, life-deep and lifelong 

perspective - formally, non-formally and informally. It includes learning behaviours and 

obtaining knowledge as well as understanding and covers attitudes, values, and competences 
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for personal growth, social and economic wellbeing, democratic citizenship, cultural identity, 

and employability (QCTO, 2019). 

Occupational Qualification 

A qualification associated with a trade, occupation or profession developed and quality 

assured under the auspices of the QCTO and consisting of knowledge/theory and application 

(practical skills/work experience/simulated work experience) components and an external 

integrated summative assessment (QCTO, 2019). 

Participant 

Refers to an individual who participated in a work-based learning programme (in this case, 

Work Based Learning programme). See also Beneficiary. 

Part-Qualification 

An assessed unit of learning with a defined outcome that is or will be, registered as part of a 

qualification on the NQF (QCTO, 2019). 

Recognition of Prior Learning (RPL) 

The principles and processes through which the prior knowledge and skills of a person are 

made visible, mediated, and assessed for the purposes of alternative access and admission, 

recognition and certification, or further learning and development (QCTO, 2019). 

Skills Development Provider (SDP) 

A Skills Development Provider (SDP) is a legal entity accredited by the QCTO to offer 

occupational qualifications or part qualifications registered under the Occupational 

Qualifications Sub Framework. SDPs include both private and public institutions, such as 

private colleges academies, learning institutes, training centres and Technical and Vocational 

Education and Training (TVET) Colleges (QCTO, 2015). QCTO has delegated the 

accreditation of historically registered qualifications to the relevant SETAs. 

Skills Programme 

A skills programme is an occupation-based learning programme aimed at building skills that 

have economic value. A skills programme should incorporate at least one unit standard, and 

must award NQF- registered credits, ideally linked to or delivered against an occupational 

qualification to ensure that credits gained can build up towards the award of an NQF registered 

occupational qualification.  Skills programmes are registered by QCTO through a SETA and 

delivered by an accredited SDP. 

Student internship 

A period of workplace-based learning for a person who is enrolled at an education and training 

institution for a SAQA registered qualification; may include vacation work. (Government 

Gazette, 2018). 

Trade 

An occupation/skill for which an artisan qualification is registered in accordance with 

Manpower Training Act (56 of 1981) and the Skills Development Act (97 of 1998) (PSETA, 

2019). 
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Training Provider (also see Skills Development Provider) 

Refers to an accredited training centre or organisation in partnership with CATHSSETA to 

provide sector-related training to candidates of a learning programme. The training provider 

takes care of all the administration related to the beneficiary’s qualification. 

Workplace-based learning 

The educational component of an (occupational) qualification that provides beneficiaries with 

real life work experiences where they can apply academic and technical skills and increase 

the prospect of employability (Government Gazette, 2018). 

Workplace-based learning programme 

The intervention as contemplated in an occupational qualification during which a person 

internalises knowledge, skills and competencies, and gains insights through exposure to work 

by achieving specific outcomes to enhance employability (Government Gazette, 2018). 
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1.  Introduction and Purpose 

1.1. Background 

During the period under review (2015/16 to 2018/19), the National Skills Development Strategy 

2011 (NSDS III) was one of the main guiding strategies for Sector Education and Training 

Authorities (SETAs). One of the main objectives of the NSDS III was to ensure a skilled and capable 

workforce that shares in, and contributes to, the benefits and opportunities of economic expansion 

and an inclusive growth path. The 21 SETAs were, and still are, a key vehicle to achieve this 

through discretionary funds which promote and support the skills development of the workforce 

and the unemployed. To increase employability, the focus is on full qualifications that, once 

successfully completed, result in the acquisition of a nationally recognised certificate of 

competence.  Workplace-based learning is key to the development of such a skilled and capable 

workforce.  It is also one of the most valuable tools available to prepare the learner for the world of 

work and thereby increase their employability. 

 

The Culture, Arts, Tourism, Hospitality and Sport SETA, (CATHSSETA) is one of the 21 SETAs 

established under the Skills Development Act (97 of 1998) in 2001. Prior to 2012, CATHSSETA 

was known as the Tourism and Hospitality Education and Training Authority (THETA) until it was 

decided to redefine and expand its scope to also cover sport (including fitness and related), arts, 

culture, conservation and gaming. Today, CATHSSETA is demarcated into six broad sub-sectors, 

namely: 

• Culture, arts and heritage 

• Tourism and travel services 

• Hospitality  

• Gaming and lotteries 

• Conservation  

• Sport, recreation and fitness 

 

In line with the objectives of the NSDS III, it was recognised in April 2018 that all 21 SETAs must 

undertake impact research and tracer studies to regularly produce their findings. Considering this, 

this study aims to: 

• Uncover the factors associated with the employment and unemployment of learning 

programme beneficiaries 

• Understand the intricacies of the articulation of qualification into occupations 

• Determine the nature of employment for those beneficiaries who became employed 
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1.2. Purpose and Objectives of the Study 

As set out in the terms of reference (ToR), the purpose of the study is to track and trace 

beneficiaries of CATHSSETA learning programmes (who completed the programmes between 

2015/16 and 2018/19) and to report on their employment status, career path, applicability of 

qualifications, income levels and work-related experience. 

 

The specific objectives of the assignment are: 

• To gather primary data that evidences the impacts of the learning programmes. 

• To determine the destinations of learners who have completed these learning programmes. 

• To understand the factors associated with either gaining employment or contributing to 

unemployment and how this relates to the learning programmes completed. 

• To understand the intricacies of how qualifications are articulated, linked to or lead to 

occupations. 

• To determine the nature of employment of learners who became employed. 

• To determine the career progression and benefit trends for those in employment. 

• To understand the wider effects (social, economic and technical) of these interventions on 

individual beneficiaries. 

• To solicit the views of beneficiaries (those who completed successfully) of the CATHSSETA 

qualifications and programmes, and how they can be improved. 

• To gain the perceptions of employers on the relevance and value of the learning and work 

experience programmes for the workplace and the industry. 

• To generate evidence of key achievements and challenges to inform decision-making 

process for senior management and accounting authority on programme delivery 

mechanisms and how these can be improved in the future on order to ensure sustainability. 

 

1.3. Report Content 

This report consists of x sections. Figure x-x illustrates the outline of the remainder of the report. 

Details on the content of the remaining sections are given below. 

 

Section 2 of this report outlines the research methodology deployed in the 

execution of this study and highlights the challenges, study limitations and 

mitigations of the study. 
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Section 3 of this report provides an overview of the position and role of SETAs 

within the Post-school Education and Training (PSET) landscape. This section 

also states the importance of learning programmes as a tool for SETAs for achieving 

skills development. 

 

An overview of the CATHS sector is given in Section 4. It contains a profile of each 

of the sub-sectors that comprise the CATHSSETA domain, with a brief look at 

economic significance, sub-sector highlights and other aspects with a bearing on its 

outlook (e.g. COVID-19 pandemic implications, skills, etc.).  

 

Section 5 provides an overview of learning programmes from a structural 

approach, highlights the benefits of learning programmes and provides some 

global perspectives.  

 

Section 6 provides an overview of previous studies undertaken within the CATHS-

sector in relation to learning programmes to highlight some challenges identified 

previously. The section explores the different learning programmes and most popular 

qualifications funded during the period under review. 

 

Section 7 contains the reference framework for this study. The importance and 

objectives of a tracer study are explored, as well as the specific aspects addressed 

in establishing the impact of CATHSSETA funding towards learning programme 

beneficiaries. This includes highlighting the various learning programmes traced and the specific 

aspects related to these programmes. Aspects related to the impact on employers and the greater 

CATHS-sector are also inspected. 

 

Section 8 to Section 13 report on the findings from the primary data 

collection of the CATHSSETA learning programmes (2015/16 – 2018/19) 

tracer component. The sections present the analysed survey result for 

learnership, internship (which includes university placement), apprenticeship, 

work-integrated learning for TVET graduates (WIL), bursary and skills programmes.  

 

Key findings derived from the tracer results are unpacked in Section 14 of this report. 

The findings are categorised according to impacts on beneficiaries, impacts on host 

employers, programme execution and related aspects, and interactions from 

CATHSSETA and the training providers. 
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Section 15 offers recommendations on how challenges identified regarding 

these programmes can be addressed and improved, and how the roll-out and 

management of these programmes can be adjusted. These 

recommendations are furthermore prioritised and categorised according to: 

• Information, monitoring and evaluation 

• Programme implementation 

• Programme administration 

• Collaboration 
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2. Research Approach 

This section provides an overview of the approach followed in undertaking this study. Each step of 

the methodology is unpacked in detail. The challenges and limitations experienced during this study 

are also discussed, along with the mitigating measures put in place, if and where applicable. 

 

2.1. Methodology 

The methodology for this study is outlined in the figure below. 

 

STEP 1: PROJECT INCEPTION 

An inception meeting was held on 14 

January 2021 between CATHSSETA 

and Urban-Econ, marking the start of 

the project. During this meeting: 
 

• Working relationships were 

established (communication 

channels, liaison, reporting, etc.) 

• The objectives, goals and scope of 

work were confirmed 

• Timeframes and deliverables were 

agreed on 

• Information sharing and 

CATHSSETA support were 

discussed 

STEP 2: LITERATURE REVIEW 

The second step of this project entailed 

a literature review. The research 

consists of six distinct actions with the 

aim of providing a reference framework 

for the primary research for this project 

(i.e. the tracking and tracing of 

beneficiaries). 

 

Figure 2-1: Methodology 
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The following were undertaken as part of this step: 

• An overview of the role of CATHSSETA within the PSET landscape and the importance of 

learning programmes as a tool for skills development. 

• A brief review of the six subsectors under CATHSSETA’s mandate, to provide context for 

the skills associated with these sectors, and the importance of the sectors within the greater 

economy. 

• A review of learning programmes from both a structural and a global perspective. 

• A literature review of previous CATHSSETA studies undertaken on learning programmes, 

as well as literature published on learning programmes. 

• A description of the most popular programmes funded by CATHSSETA during the period 

under review. 

• A reference framework, which provides background on the aim of tracer studies and aligns 

the research questions directly to aspects covered in the tracer interviews. 

STEP 3: SECONDARY DATA COLLATION AND ANALYSIS 

During this step, the availability and format of beneficiary and employer details were confirmed per 

the appropriate programmes and years, forming the basis for sampling. 

 

Initial estimates of available beneficiary data were overestimated at the time of calling for proposals, 

and the sample sizes had to be adjusted accordingly.  

 

Sampling was based on information received from CATHSSETA, with potential participants 

sampled if contact details were listed within CATHSSETA’s dataset. A stratified random sampling 

approached was followed, where the strata was based on the specific learning programme. The 

sample size was calculated on a 95% confidence level and a 5% margin of error (as per the DHET 

methodology for the conduction tracer studies). 

 

The table below illustrates the preliminary sample sizes per programme compared to the sample 

sizes based on the confirmed available information: 
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Table 2-1: Preliminary sample size per learning programme 

Programme 
Preliminary 
population 

Preliminary 
sample size 

Available 
population 

Adjusted 
sample size 

Learnership 2 344 580 2 361 370 

Internship1 898 414 363 187 

Apprenticeship 766 257 930 273 

TVET WIL 1 408 302 494 217 

Bursary 1 413 484 648 340 

Skills programme 3 352 625 2 604 537 

Total 10 181 2 662 7 400 1 924 

 

The difference in the figures of the preliminary population can be attributed to several factors, which 

include duplication of entries, contact information not captured, initial figures included industry 

funded beneficiaries, etc. Aspects related to the reliability and correctness of beneficiary 

information are further discussed under Section 2.2. Challenges, Limitations and Mitigations. 

 

Sampling of host employers followed a non-probability, voluntary response sample; all host 

employers who were involved in these learning programmes during the period under review were 

contacted and offered an opportunity to take part in the survey. The aim was to gain responses 

from 35 host employers. 

 

STEP 4: DATABASE DESIGN AND DEVELOPMENT OF DATA COLLECTION INSTRUMENTS 

To ensure that the data collected through the tracer study component can be easily accessed and 

used by CATHSSETA reporting and planning purposes, the database design at the onset of the 

data collection instrument design was vital.  

 

As the data collection software used for this study automatically generates a database based on 

the questionnaire, Urban-Econ undertook the development of a dashboard with the tracer study 

data on the backend. This allows for CATHSSETA to pull data, graphs and insights from the 

dashboard and also allows for updating when undertaking tracer studies in the future. 

 

 
1 Internship beneficiaries consist of those who completed an internship programme, as well as 
those who were part of the CATHSSETA university placement programme.  
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Figure 2-2: CATHSSETA tracer dashboard 

 

The database and dashboard are directly linked to the data collection instruments. These 

instruments were based on the questionnaires put forward by DHET for conducting tracer studies, 

with adjustments and additions to gain further insights in line with CATHSSETA’s requirements. 

 

Separate questionnaires for each of the programmes and the employers were developed to capture 

the nuances of the different programmes. 

 

The questionnaires were programmed into the survey software SurveyToGo, which allows for 

multiple platform deployment (online [CAWI], telephonic [CATI] and in-person [CAPI]), the 

branching and skipping of questions, and additional monitoring of the data collection progress. 

 

STEP 5: DATA COLLECTION 

The data collection process constituted the core of the study and was conducted primarily 

telephonically from the Urban-Econ’s semi-permanent call centre. However, due to complications 

experienced as a result of COVID-19 lockdown regulations and the July 2021 riots, access to the 

call centre was disrupted and alternative means of data collection had to 

be sought.  

 

To this end, beneficiaries and employers were contacted per SMS and/or 

email during periods when the call centre was inaccessible. Also, links to 

the respective surveys were posted on CATHSSETA’s website, LinkedIn 

profile, Facebook page and Twitter account.  
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The table below provides an overview of the sample frame and response details for each 

programme. 

Table 2-2: Sample frame and response details 

Programme Population 
Required 
sample 

Sample 
frame 

Sample 
reached 

Response 
rate 

Confidence 
level 

Margin 
of error 

Learnership 2 361 370 1 808 401 108% 95% 4.5% 

Internship 363 187 468 53 28% 95% 12.5% 

Apprenticeship 930 273 1 306 236 86% 95% 5.5% 

TVET WIL 494 217 367 60 28% 95% 11.9% 

Bursary 648 340 476 69 20% 95% 11.2% 

Skills 
programme 

2 604 537 1 919 341 64% 95% 5% 

Total 7 400 1 924 6 344 1 160 60% 95% 2.6% 

 

The table below provides a breakdown of the number of calls made and SMSs sent in an effort to 

reach the required sample. The sample frame, however, does not add up to the number of calls 

and SMSs sent—some people were contacted multiple times; others responded to the survey via 

an online link (typically respondents whose contact details were not correct or available on 

CATHSSETA’s database). 

Table 2-3: Sample frame: Calls conducted and SMSs sent 

Programme Sample frame Number of calls made Number of SMSs sent 
Learnership 1 808 1 997 466 

Internship 468 270 269 

Apprenticeship 1 306 822 336 

TVET WIL 367 404 397 

Bursary 476 545 276 

Skills programme 1 919 2 160 890 

Total 7 400 6 198 2 634 

 

Amongst employers, a total of 40 responses was reached, with 19 responses collected through 

online survey completion (contacted via email or SMS) and 21 telephonically. 

 

STEP 6: DATA ANALYSIS 

This step entailed the quality assurance, cleaning and analysis of the data captured during step 5. 

This also included the population and refinement of the dashboard designed during the previous 

step. 

 

Quality assurance of the data was ensured through the following means:  

• In-depth training of surveyors 

• Real-time monitoring of key performance indicators associated with the survey. These 

include: 

o Average interview length 

o Time between interviews 

o Average daily interview count 
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o Attempts per completed interview 

o Overuse of specific codes/answers 

• The software has a trend analysis function as well as an outlier warning system. This means 

that the system flags interviews based on: 

o Specific questions taking too long to complete 

o All topics having the same answer in a specific question 

o Whether the ‘next’ to ‘back’ button ratio is suspicious 

o Specific questions being answered too quickly 

• High-level validation checks, back-checking and data cleaning 

 

This step also entailed the analysis and interpretation of the responses obtained through the 

interviews and surveys for each programme traced and the host employers. The analysed data 

were presented to CATHSSETA in the dashboard as an interim deliverable. 

 

STEP 7: RESEARCH FINDINGS AND RECOMMENDATIONS 

This step entailed the compilation of an interim findings report and, thereafter, a draft integrated 

report focusing on the overall objectives of this study.  

 

The tracer results are presented in this report according to the different programmes traced, 

followed by a separate section on key findings and recommendations.  

 

The findings are presented in this report according to the following aspects: 

• Programme impacts on beneficiaries 

• Programme impacts on host employers 

• Programme-specific aspects 

• CATHSSETA interactions 

• Training provider interactions 

 

Specific recommendations are grouped under the following categories: 

• Information, monitoring and evaluation 

• Programme implementation 

• Programme administration 

• Collaboration 

 

STEP 8: PROJECT CLOSURE 

This step comprised the conclusion of the study and involved the presentation and review of the 

draft report/s and the incorporation of inputs and comments from the client and relevant 

committees.  Following applicable amendments, the final report was presented and submitted. 
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All data sourced during the research project were collated, indexed and properly structured in a set 

of files which were handed to CATHSSETA for future reference/use. 

 

2.2. Challenges, limitations and mitigations 

The terms of reference for this study outlined the parameters of the research: tracing beneficiaries 

who completed CATHSSETA-funded learning programmes (learnership, internship, 

apprenticeship, TVET WIL, bursary skills programmes) between 2015/16 and 2018/19. 

 

The study parameters, along with other challenges experienced, culminated in the study limitations. 

These are listed along with the mitigating action taken during the research. 

Table 2-4: Study limitations and mitigations 

Limitation Mitigation 

Fewer contact details available for the population than 

initially indicated: 

• Preliminary population size estimated at 10 181, while 

those with contact details recorded only 7 400. 

Sample sizes were adjusted to 

ensure statistical relevance was 

maintained. 

Contact details available for respondents were in many 

instances outdated or inactive—especially those records 

dating back farthest. 

In an effort to overcome these 

limitations, the following was 

undertaken: 

 

• Links were sent to beneficiaries 

via SMS, and in those instances 

where email addresses were 

available, via email. 

• Links to the different programme 

surveys were posted on 

CATHSSETA’s website, 

LinkedIn profile, Facebook page 

and Twitter account.  

• Training providers and host 

employers’ assistance was 

sought in providing additional 

contact details. 

It was discovered that in several instances, the same 

contact number was listed for multiple beneficiaries. In 

some cases these numbers belonged to training 

providers, while in other instances it was a beneficiary’s 

details that were erroneously listed for other beneficiaries.  

During the data collection period, COVID-19 lockdown 

restrictions and levels were adjusted, which meant that 

the call centre had to be suspended to adhere to the 

regulations. 

During the data collection period, the July 2021 riots 

occurred, which negatively affected transportation and 

posed a safety concern for the surveyors when commuting 

to the call centre. 
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Limitation Mitigation 
Details for host employers were outdated, and in many 

instances the email addresses were no longer valid.  

Online searches for updated 

business details were conducted. 

Many host employers were no longer operating. 
No action could be taken in this 

regard. 

Host employers unwilling/unable to answer the survey, 

stating that they were not the correct person to contact 

within the organisation. 

With the assistance of 

CATHSSETA, in the form of an 

introductory letter, we were able to 

phone these specific organisations 

and talk them through the survey, 

making it less intimidating to 

complete. 

 

The required sample for the host 

employers was only 35, and there 

were enough records to replace the 

selected host employers to take 

part. A total of 40 host employers 

took part in this study. 
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3. SETAs and the PSET Environment 

The purpose of this section is to highlight the role and responsibilities of a Sector Education and 

Training Authority (SETA) within South Africa’s PSET system. 

 

3.1. Introduction to the South African PSET ecosystem 

According to the White Paper on Post School and Training (DHET, 2013) the Post-school 

Education and Training (PSET) system consists of “all education and training provision for 

those who have completed school, those who did not complete their schooling, and those 

who never attended school”. 

 

The PSET landscape consists of various institutions and organisations, all of which fall under the 

DHET’s legislative authority (to varying degrees). These institutions and organisations can be 

divided into four key categories according to their core functions: 

• Education and training provision 

• Regulation and quality assurance 

• Planning and facilitation 

• Advisory and monitoring and evaluation (M&E) 

 

Figure 3-1: PSET ecosystem 
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Service providers represent the ‘supply side’ and consist of organisations and institutions 

committed to developing the skills and knowledge of learners and workers (DHET, 2018). Service 

providers may be categorised into three major sub-systems: the higher education sub-system, the 

technical and vocational education and training (TVET) sub-system and the community education 

and training (CET) sub-system. 

• The university sub-system consists of: 

o 26 public higher education institutes (HEI) 

o 123 private HEIs 

• The TVET sub-system consists of: 

o 50 public TVET colleges with more than 250 associated campuses 

o Private colleges 

o SDPs 

o State-owned PSET institutions 

• The CET sub-system consists of: 

o 9 CET colleges (one per province) 

o Private colleges 

o SDPs 

The regulatory organisations responsible for assuring the quality of education and training 

provided by education and training providers lies within the qualifications and quality assurance 

bodies established by the National Qualifications Framework (NQF) Act 67 of 2008. Together with 

the South African Qualifications Authority (SAQA), the Quality Councils oversee and are mandated 

to regulate the education and training institutions and developing qualifications (SAQA, 2017; 

DHET, 2019). In the PSET ecosystem: 

• The Council on Higher Education (CHE) is responsible for higher education and training 

(university sub-system) 

• Quality Council for Trades and Occupations (QCTO) is responsible for occupational 

education and training (TVET and CET sub-system) 

• UMALUSI is responsible for general and further education and training (FET) (CET sub-

system) 

Learners and workers’ access to education and training is enabled and facilitated in many ways. 

Access to universities, universities of technology, TVET colleges and state-owned post-school 

education institutions is direct, and the funding thereof is mainly facilitated by the National Student 

Financial Aid Scheme (NSFAS). While training offered by other service providers is generally paid 

for by the learner or the employer, access is further enabled and facilitated by the NSF and 21 

SETAs through skills grants in the form of mandatory and discretionary grants.  
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The primary responsibility of SETAs is to facilitate planning for skills development in the country 

that responds to the needs of the employers (private and public) within the sectors allocated to the 

SETA and to ensure the provision of adequate financial and non-financial resources to respond to 

these needs. Thus, SETAs act as intermediaries between the employers (demand for skills) and 

services providers that shape the supply of skills in the country.  

 

While SETAs are key to connecting education and workspaces, the role of the NSF is to fund 

various solicited and unsolicited projects identified as national priorities or that contribute to the 

achievement of skills development objectives set by government. In the National Skills 

Development Plan, promulgated on 7 March 2019, the NSF is given a role as a ‘catalytic’ fund 

aimed at raising the skills of the unemployed and work seekers by supporting the CET sub-system 

(DHET, 2019). The role of NSF is also to provide support to the National Skills Authority (NSA). 

 

The NSA is a strategic partner in the PSET ecosystem that takes on advisory role with respect to 

skills development policies and is responsible for the monitoring and evaluation of SETAs. As 

indicated in the following diagram, this legislative mandate of the NSA stems from the Skills 

Development Act 97 of 1998 as amended, the Skills Development Levies Act 9 of 1999, the Public 

Finance Management Act 1 of 1999 as amended, and the Public Service Act of 1994 as amended. 

The work undertaken by the NSA, though, is supported by the NSF. 

 

3.2. The roles, responsibilities and mandate of SETAs 

An important condition for economic development and growth is the availability of a productive work 

force with the required skills to take up the employment opportunities offered in the various sectors 

of the economy. To achieve this, an appropriate education, training and skills development system 

is required to ensure that the labour force possess the necessary competencies.  

 

SETAs were established in terms of the Skills Development Act (97 of 1998) in 2001 with the aim 

of developing the skills of the workforce of South Africa to increase access to employment and the 

earning of an income for individuals and to improve productivity levels and competitiveness for 

businesses. 

 

Today, 21 SETAs exist, each SETA directed to coordinate skills development in the particular 

sector that it has been mandated to look after. SETAs report to the Minister of Higher Education, 

Science and Technology, under the oversight of National Treasury in terms of performance 

management and financial administration.  
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SETAs form part of a greater PSET system governed by legislation, policies and strategies aimed 

at eradicating inequalities and divisions inherited from the previous dispensation. The overarching 

objective of these policies, legislation and strategies is to transform the PSET environment to 

ensure that skills development is accessible, credible and addresses the economic and 

social needs of South Africa (DHET, 2019; DHET, 2013). 

 

A specific set of legislation, policies and regulations enables SETAs to function and execute their 

mandated responsibilities. SETAs also have the responsibility to ensure that they align their actions 

with policies, strategies and legislation aimed to restructure and transform PSET in South Africa. 

All of these are outlined below. 

 

 

Figure 3-2: SETA Policy Framework 

 

In practical terms, the primary functions of a SETA are: 

• To implement the National Skills Development Plan (NSDP) and the National Skills 

Development Strategy (NSDS III) 

• To develop and implement a sector skills plan (SSP) 

• To facilitate the development, registration and implementation of learning programmes 

• To develop and implement strategic initiatives 

• To approve workplace skills plans (WSP) 
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• To disburse grants to stakeholders (employers, the employed, pre-employed, unemployed 

and designated target groups) 

• To undertake quality assurance of education and training in the designated sector 

 

 

 

 

 

 

SETAs fulfil their responsibilities through doing the following: 

• Analysing and understanding the economic sectors demarcated to it (through research 

and development of its SSP) 

• Developing appropriate learning programmes in support of its SSP 

• Allocating grants to employers and other stakeholders to support the implementation of 

learning and skills development programmes 

 

This study thus allows for an opportunity to monitor how these primary functions, as aligned with 

national policies, translate to addressing skills needs, gauge the appropriateness of learning 

programmes and understand the conversion of learners into labour force participants.  

 
 

 

  

The primary responsibilities of a SETA are to facilitate planning for skills development 

that responds to the needs of the employers within the economic sector/sectors 

entrusted to it (private and public) and to ensure the provision of adequate financial and 

non-financial resources to respond to these needs (to the benefit of both employed and 

unemployed workers).  
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4. CATHS-Sector Overview 

The purpose of this section is to provide an overview of the sectors that have been demarcated to 

CATHSSETA and contextualise skills development in the CATHS sub-sectors. 

 

4.1. CATHSSETA Demarcation 

The Culture, Art, Tourism, Hospitality, and Sport Sector Education and Training Authority 

(CATHSSETA) was previously known as THETA—the Tourism and Hospitality Education and 

Training Authority—until 1 April 2012. CATHSSETA was established under the Skills Development 

Act (No 97 of 1998) in 2001 and now forms part of the 21 SETAs mandated to facilitate skills 

development programmes outlined in the NSDS III (CATHSETA, n.d.).  

 

There are six sub-sectors within CATHSSETA. These are (CATHSETA, 2020): 

• Arts, culture, and heritage 

• Conservation 

• Hospitality 

• Tourism and travel services 

• Sports, recreation and fitness 

• Gaming and lotteries 

 

In terms of the specific Standard Industrial Classification (SIC) codes that fall into CATHSSETA 

scope of coverage, CATHSSETA has clustered the SIC codes into the following groupings.  

 

Table 4-1: CATHSSETA SIC Codes 

Sub-sector SIC Description 

Arts, 
Culture and 

Heritage 
 

 

9003 Production of craft art 
9004 Production of traditional art 
9005 Production of designer goods 
9006 Production of functional wares 
9007 Production of souvenirs 
96140 Dramatic arts, music and other arts activities 
96141 Activities of arts and entertainers 
96142 Activities of theatre and entertainment technicians 
96143 Production of ‘live’ theatrical and artistic events 
96144 Activities of art councils and other related institutions 
96190 Other entertainment activities n.c.e. 
96320 Museum activities and preservation of historical sites and buildings 
96322 Provision and operation of monuments, and historical sites and buildings 
96323 Management and operation of museum, cultural and heritage activities 
96492 The activities of casting for motion pictures, television and theatre productions 
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Sub-sector SIC Description 

Conservation 

11520 Hunting and trapping, including related services 

96333 
Game parks, reserves, incl. but not limited to wildlife,  
game, parks, game reserves, zoological establishments, 
botanical gardens 

96334 Activities of conservation bodies 
96335 Wildlife conservation  

 
Sub-sector SIC Description 

Hospitality  

64101 Hotels, motels, boatels and inns registered with SA Tourism Board 
64102 Caravan parks and camping sites 
64103 Guest houses and guest farms 
64104 Hotels, motels, boatels and inns not registered with SA Tourism Board 
64105 Bed and breakfast 
64106 Management and operation of game lodges 
64201 Restaurants or tea rooms with liquor licence 
64202 Restaurants or tea rooms without liquor licence 
64203 Take-away counters 
64204 Caterers 
64205 Takeaway restaurants 
64206 Fast food establishments 
64207 Other catering services n.e.c. including pubs, taverns, night clubs 
64209 Other catering services n.e.c. 
84111 Time sharing 
88994 Bioscope cafes 
96195 Operation and management of convention centres 

 
Sub-sector SIC Description 

Tourism and 
Travel 
Services 

71214 Tour operators (inbound and outbound tour operators) 
71222 Safaris and sightseeing bus tours 
71223 Safaris and sightseeing trip operators 
73002 Inbound international flights 
74140 Travel agency and related activities 
85110 Renting of land transport equipment 
85111 Renting of land transport equipment, including car rentals 
8899A Event and conference management 
96195 Operation and management of convention centres 
96336 Tourist info centres 
99028 Car hire 

99048 
Tourism authorities incl. but not limited to tourism marketing, tourist 
information centres, publicity organisations 

99049 Guides, incl. tourist river, mountaining, etc, 

 
Sub-sector SIC Description 

Sport, 
Recreation 
and Fitness  

93195 
Operation and management of health and well-being centres incl. but not 
limited to hydro’s, spas, fitness centres etc 

96000 Recreational, cultural and sporting activities 

96002 
Recreational, leisure and outdoor activities incl. management and operation 
of facilities, government departments 

96196 Amusement parks 
96410 Sporting activities 
96411 Operation and management of sporting facilities and clubs 
96412 Operation and management of sport academies 
96413 Promotion and management of sporting events and activities 
96415 Management and operation of non-motorised sporting facilities 
96417 Sporting activities incl. but not limited to sport federations, etc. 
96418 Management and operation of motorised sporting activities 

96491 
Operation and management of recreational nature and recreational transport 
actives 
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Sub-sector SIC Description 

Gaming and 
Lotteries  

96419 

 

Operation and management of horse racing events  
and clubs and academies 
  

96494 

Gambling, licensed casinos and national lottery incl.  
but not limited to book makers, totalisators, casinos,  
bingo operators 
  

 

4.2. Sub-sector Profiles 

The following section profiles each of the sub-sectors that comprise the CATHSSETA domain, with 

a brief look at economic significance, sub-sector highlights and other aspects with a bearing on its 

outlook. 

 

3.2.1. Arts, Culture and Heritage 

Prior to the COVID-19 pandemic, South Africa’s arts, culture and heritage sector was considered 

as one of the fastest-growing economic sectors. The sector was also known as a great driver of 

personal wealth, tourism, foreign investment and employment creation. The local creatives in the 

sector rely on creativity, knowledge and innovation to drive socio-economic and cultural 

development. This sector is very dynamic and diverse and encompasses a wide range of career 

opportunities.  

 

The Arts and Culture White Paper (DAC, 2017), which aims to promote the arts, culture and 

heritage as significant and valuable areas of social and human endeavour, sheds light on the 

importance of each relevant sector-component. 

 

Table 4-2: Components and Significance of Culture, Arts and Heritage in the South African Context 

Component Constitutes Significance 

Culture and Heritage 

Products/sites having religious, 
political, cultural, scientific, 
archaeological or environmental 
significance. 

Heritage institutions and practitioners 
in these fields comprise another 
essential aspect of our national life. It 
is the policy of the Ministry to provide 
opportunities for the equitable 
development of heritage programmes 
and institutions through redress 
measures and democratisation. 

Performing Arts 

Attention to living heritage is of 
paramount importance for the 
reconstruction and development 
process in South Africa. Means must 
be found to enable song, dance, story-
telling and oral history to be 
permanently recorded and conserved 
in the formal heritage structure. This 
includes the vibrant entertainment 
industry which spans everything from 
popular music to more niche genres 
such as opera and ballet. 

Africa is faced with the challenge of re-
establishing itself within a rapidly 
changing global environment. The rich 
and diverse traditions of African arts, 
culture and heritage and their 
contribution to the development of 
world culture are universally 
recognised. 
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Component Constitutes Significance 

Visual Arts 
Visual arts include painting, sculpture, 
graphic art, photography, drawing, 
mural painting, paper works, tapestry, 
fibre art, video, installation works, 
computer graphics, etc. 

Visual arts, crafts and design are 
important components of the arts, 
culture and heritage environment in 
South Africa. They provide 
employment for large numbers of 
people in rural and urban communities 
and in a wide range of formal and 
informal industries. 

Arts Education 

Accessing equitable, appropriate life-
long education and training in arts, 
culture and heritage to develop 
individual talents and skills through the 
transformation of arts education within 
the formal school system and the 
development and extension of 
community-based arts education 
structures. 

Experiencing the creative expression 
of different communities of South 
Africa provides insights into the 
aspirations and values of our nation. 
This experience develops tolerance 
and provides a foundation for national 
reconciliation, as well as builds a 
sense of pride in our diverse cultural 
heritage. 

Human Resource 
Development 

Key players and roles: 

• Arts and culture practitioners—to 

create and produce works of art in 

the various disciplines 

• Educators—to educate and train 

children, youth and adults in the arts 

and culture 

• Administrators, curators and 

managers—to organise and manage 

cultural institutions and projects 

Crucial to the growth and sustainability 
of the arts is the development of 
skilled human resources. These 
education and training programmes 
would be organised within the National 
Qualifications Framework to ensure 
that the training needs of cultural 
industries are met. 

 

Within the context of tourism in South Africa, arts, culture and heritage provide opportunity to 

develop niche areas to capitalise on (Nyikana, 2017). This form of tourism (heritage and cultural 

tourism) is focused on making the most of the country’s natural and cultural resources ( Kavita, et 

al., 2017) and therefore promotes and encourages sustainability and responsible tourism. South 

Africa offers a variety of products, experiences and activities that serve the heritage and cultural 

demand of tourists. Typical attractions might include historical monuments, World Heritage sites as 

well as the history and lifestyles of indigenous communities (Smith, et al., 2010). 

 

This form of tourism has ample opportunity for cultural exchange, learning and mutual 

understanding between visitors and local community members. Heritage tourism focuses on both 

tangible and intangible elements of culture. Intangible elements refer to the non-material aspect of 

heritage and culture such as language, religious practices, music and oral histories/narratives that 

are “important to people in helping to establish their identity and sense of community in the world” 

(Harrison & Rose, 2010). It also includes memory and people’s sense of attachment to and 

emotional engagement with a place. The heritage and cultural component is important for tourism 

in the region, because: 
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Figure 4-1: Significance of heritage and culture for tourism 

 

The arts, culture and heritage sub-sector face many challenges, both those inherent and those 

brought about or accentuated by the COVID-19 pandemic. Key aspects required for this sub-sector 

to grow include infrastructure development, access to public funds to support the creation and 

distribution of art, the development of markets and audiences, increased funding for arts, culture 

and heritage to secure the rights and status of artist, and probably most relevant in this context, 

human resource development. 

 

Development, facilitation and funding for bursaries, learnerships, internships and work integrated 

learning programmes provided by CATHSSETA play an invaluable role, ultimately enabling 

everyone to freely participate in the cultural life of the community and enjoy the arts. 

 

It is an important means for educating tourists and promoting a better 
understanding of local culture and cultural resources, as well as 
encouraging interaction between tourists and locals. 

The demand has already been established and confirmed for cultural 
and heritage products; therefore, it is an asset for tourism since it has 
influence on the province’s economic development.

It is of great importance on a socio-economic level that local 
communities benefit economically and develop a stronger connection 
to their heritage. 

It strengthens the marketing image and "brand" potential of the area as 
a historical and cultural heritage destination.
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 Estimated economic significance 
(pre-COVID) 

Visual arts & crafts 
• R4+ billion GDP 

• 17 000+ employment in visual arts 

• 38 000+ employment in crafts 

Culture & natural heritage 
• R21+ billion GDP 

• 7 000+ permanent employment 

• 2 000+ casual employment 

Performance & celebration 
• R2+ billion GDP 

• 18 000+ employment in music 

• 2 000+ employment in performance art 

Press, books & information 
• R3.2+ billion GDP 

• 13 000+ authors 

Audio-visual & interactive media 
• R14+ billion GDP 

• 45 000+ employment in film & 
broadcasting 

Design & creative services 
• R313+ billion GDP 

• 1 700+ fashion designers 
 

         (StatsSA, 2011) 

 COVID-19 implications 
Since the outbreak, the sector has experienced a paradoxical situation: Demand for cultural and creative content has 
intensified during the lockdown, while economic indicators predict this sector will be most affected and slowest to recover 
(Radermecker, 2020). 

 Skills, occupations and industries 

According to the Arts and Culture White Paper, this sub-sector can 

be divided into four broad components: 

 Visual arts: 

•Art Collections 

•Paintings 

•Sculptures 

•Photography 

•Graphics 

•Film & video 

Heritage & culture: 

•Historical sites 

•Cultural villages 

•Museums  

•Monuments 

Performing arts: 

•Oral history 

•Dance 

•Song 

•Storytelling 
Education & HRD 

•Developing talent 

•Fostering skills 

•Training programmes (DAC, 2017) 

 

• Local creatives (people, artists, crafters, small businesses) 
 

• Knowledge (pertaining to heritage, culture, social context) 
 

• Diversity (various lineages, heritages, languages 
and narratives) 

 

The Arts and Culture White Paper 2017 iterates that arts, culture 

and heritage are significant and valuable areas of social and human 

interaction and existence (DAC, 2017).  
 

Drivers in this sector include: 

Sector background 
Culture, Arts and Heritage 
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3.2.2. Conservation 

Conservation and biodiversity play an important role in the reputation and heritage of South Africa. 

Reportedly, South Africa has been recognised as one of the richest nations in the world in terms of 

its biological heritage, and the value it brings to citizens and consumers is “inestimable” (DEAT, 

2004). 

 

Biodiversity is often considered to be the core aspect of conservation, and consequently, 

investigations conducted in the conservation sphere are frequently presented as “biodiversity 

research” (DEA, 2016). Conservation in South Africa follows an integrated landscape management 

approach, with stewardship at its core.  

 

 
 

Conservation linked to biodiversity stewardship in South Africa began as a pilot project in 2003 in 

a single province. Since then, this mechanism for sustainable conservation has been gradually 

rolled out to the rest of the country. By March 2017, provincial biodiversity stewardship programmes 

in South Africa had secured just over 540 000 ha through the creation of 94 protected areas with 

long-term security—roughly one-third the size of the Kruger National Park. Thus, biodiversity 

stewardship has become key for the conservation industry, bringing along a new set of required 

skills and competencies for those involved (Cockburn, et al., 2019). 

 

Biodiversity and conservation in South Africa are extremely important and currently under threat. 

At present, South Africa is struggling to reduce the loss of biodiversity as a contribution to poverty 

alleviation. According to the National Biodiversity Assessment (NBA) 2018, approximately 458 

different ecosystems were assessed, of which 22% were classified as threatened. More alarming 

is the fact that 25% of these ecosystems were not protected at all (SANBI, 2019). 

 

The loss of biodiversity is already felt, and disproportionately by poorer people in the urban and 

rural areas, who are more exposed to the effects of pollution and tend to rely more directly on the 

natural environment for their livelihoods. This is a concern in all regions of the country, particularly 

in more traditionally rural areas, where the condition and management of ecosystem services is a 

key factor for prospects of reducing poverty. Conservation is thus a crucial component for South 

Africa to combat biodiversity loss.  

Stewardship in this context refers to “the actions taken by individuals, groups  

or networks of actors, with various motivations and levels of capacity, to  

protect, care for or responsibly use the environment in pursuit of  

environmental and/or social outcomes in diverse social-ecological  

contexts” (Bennett, et al., 2018).  
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The extent to which South Africa’s biodiversity assets and ecological infrastructure contribute to 

the economy in general, and to employment in particular, is currently not well quantified. The 

few studies that have attempted to improve understanding of the contribution of biodiversity to 

employment have either focused on a single economic sector (e.g. hunting, traditional medicine), 

or on selected professions within the biodiversity sector (SANBI, 2010). 

 

The widely cited Green Jobs report for South Africa (Maia, et al., 2011) assessed how many 

additional jobs may be created in the medium and long terms by promoting the green economy. 

The report focused largely on energy generation, resource efficiency and pollution control, but also 

investigated potential employment in a fourth category—those jobs related to natural resource 

management. This included “the sustainable management and restoration of natural resources, 

specifically water, soil and land, as well as the conservation and restoration of ecosystems”.  

 

The report found that the number of potential jobs in this last category outweighed all the other 

three categories of green jobs (energy generation, resource efficiency and pollution control), 

providing the potential creation of over 230 000 jobs over the long term (Maia, et al., 2011). 

 

The National Biodiversity Assessment (NBA) 2018 and a more recent study by the SANBI (2019) 

also highlight the importance of conservation in employment in South Africa and estimate the 

employment contribution by the conservation industry (pre-pandemic). Accordingly, over 418 000 

jobs were identified, which included: 

• 20 376 jobs related to the protection of biodiversity 

• 36 420 jobs related to the restoration of ecological infrastructure 

• 15 193 jobs in biodiversity research and professional services 

• 90 252 jobs in biodiversity-based tourism and recreation 

• 256 298 jobs in the extractive use of biodiversity 

Furthermore, the NBA 2018 found that for each job dedicated to protecting biodiversity, there is a 

multiplier factor of five, meaning that five jobs are created that depend directly on using biodiversity. 

In launching the NBA 2018, the Minister for Environment at the time noted that the biodiversity 

sector now provides more employment in South Africa than the mining sector, further 

highlighting the sector’s importance.  

 

Conservation can thus play an indispensable role in the development of South Africa through the 

means of biodiversity stewardship projects and other related conservation activities. Skills training 

and learning in this sector to achieve this is thus crucial.  
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 Estimated economic significance 
(pre-COVID) 

Protection of biodiversity 
20 376 related jobs 
 

Restoration of ecological infrastructure 
36 420 related jobs  

Biodiversity research & professional 
services 
15 193 related jobs 
 

Biodiversity-based tourism creation 
90 252 related jobs  

Extractive use of biodiversity 
256 298 related jobs 

(SANBI, 2019) 

 COVID-19 implications 
Conservation efforts in South Africa have taken a great knock at the hands of the COVID-19 pandemic. Conservation and wildlife 
tourism go hand-in-hand, and wildlife-based tourism has experienced a great loss of visitors, which has meant a loss of income. 
Subsequently, many game parks and reserves cut jobs, including those of rangers and guides (Bega, 2021). 
 

The reliance of many local communities on activities and tourism generated by these parks and reserves has seen an even greater 
reliance on the natural resources, which has led, in many instances, to an increase in bushmeat poaching (Lindsey, et al., 2020). 
 

Other negative aspects due to the pandemic include a lack of education outreach as well as a cut in government funding for 
conservation efforts, as funds are redirected to ‘essential’ and ‘critical’ areas such as health and welfare (Lindsey, et al., 2020). 
 
    

 

Research & 
professional services 

• Scientists 

• Biologists 

• Environmentalists 

Biodiversity 
tourism 

• Hospitality 

• Eco-tourism 

• Management & 
admin 

Biodiversity protection 

• Game rangers & guides 

• Operation & maintenance 

• Park management & admin 

• Biologists & environmentalists 

• Veterinarians 

• Eco-tourism 
Ecological infrastructure 

• Construction & maintenance 

• Operation & management 

• Engineers & specialists 

Extractive use 

• Game farming & 
breeding 

• Bioprospecting 

Skills, occupations and industries 

 Sector background 
Conservation 

    South Africa’s biodiversity assets provide substantial employment in a 
range of sectors and should be seen as a public good that contributes to 
the economy. Development of conservation and biodiversity assets 
provides the potential to support growth in non-traditional sectors and to 
provide employment outside major urban centres. This aligns with the 
MTSF outcomes for conservation, which are: 
 

• Conservation of biodiversity on commercial land 
• Enhancing rural economy  
• Community upliftment and sustainable livelihoods 
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Various employment categories exist within the conservation and biodiversity industry. These are 

summarised in the table below, with information pertaining to the typical location demand for these 

skills and/or jobs, as well as the typical skills profile required. 

 

Table 4-3: Employment and Skills Profile evident in Conservation 

Employment Category Location Skills Profile 

Protecting and managing 
biodiversity assets 
 Many jobs involved in 

conserving biodiversity are in 
protected areas. With a few 
exceptions, these are located 
outside major centres. 

• Labour-intensive activities with low 
formal skills requirements.  
 

• Higher skill levels required for 
managerial and specialist positions. 

 

• Cross linkages with tourism—many 
skilled or semi-skilled jobs both in 
managing protected areas and in 
tourism—e.g. field rangers, guides, 
etc. 

Restoring and maintaining 
ecological infrastructure  

 
Many of these jobs are in rural 
areas, where the bulk of 
priority areas for restoring 
ecological infrastructure are 
located. Distributed across 
the country. 
 
 

• Includes labour-intensive activities 
with low formal skills 
requirements. 
 

• Higher skill levels required for 
managerial and specialist positions. 

Research and professional 
services 
 
 
 
 
 

Likely to be based mainly in 
urban centres. 

• High levels of formal skills (most 
jobs would require a tertiary 
qualification). 

Non-consumptive use of 
biodiversity 
 
 
 
 
 
 

Many of these jobs likely to be 
located in rural areas—where 
the nature-based assets occur. 

• May have a similar skills profile 
to the hospitality sector, but more 
generally. 

Extractive use of 
biodiversity 
 

Depends on sub-sector and 
biodiversity sub-category: 
Game ranching and hunting 
are more rural, while 
categories such as 
bioprospecting and other high-
tech applications occur mainly 
in urban centres. 

• Some sectors likely to include 
substantial numbers of jobs with 
low formal skills requirements 
(e.g. game ranching likely to have a 
similar skills profile to livestock 
farming). 
 

• Some sectors likely include high 
levels of formal skills. 

 

  



Track and Trace Research Study: Integrated Report 

72 
 

3.2.3. Hospitality 

The term hospitality is both a concept and an industry and is generally defined as “the business 

of helping people to feel welcome and relaxed and to enjoy themselves” (Skripak, 2016). In 

essence, all businesses within the hospitality industry, irrespective of their size, have the customer 

as their common focus, and therefore regard customer service as one of the most important skills 

within the industry (AHA, 2017). Customers of the hospitality industry do not simply pay for a room 

or a meal; they also pay for the atmosphere, the experience and the service (GLION, 2020). 

 

Businesses in the hospitality industry include restaurants, cafes, clubs, bars, hotels, motels, coffee 

shops, campsites and conference centres. Of these businesses, restaurants have the highest 

revenue in South Africa (Statista, 2020), with hotels in second place (Galal, 2021). According to 

Mordor Intelligence (2021), South Africa’s hospitality industry comprises both global and domestic 

brands, with around 192 hotels and over 24 000 rooms supplied by international hotel groups.  

 

Restaurants and coffee shops in South Africa generated close to R30bn in South Africa in 2017 

but have seen a slight decrease in in recent years due to the expansion of fast-food delivery and 

an increase in customer demand for the sustainable procurement of ingredients (Veitch, 2019). 

Prior to the COVID-19 pandemic in 2019, there were over 330 000 employees in the restaurant 

and hotel sector, with the average monthly earnings being R26 664 (South African Market Insights, 

2020).  

 

The hospitality industry is heavily reliant on tourists and the tourism industry, and with the COVID-

19 lockdown regulations and restrictions on travel (NEDBANK, 2020), along with alcohol bans and 

curfews that were enforced over extended periods, many businesses have failed. This has meant 

that hundreds of thousands of individuals have lost their jobs (Smith, 2021). 

 

 

Traditionally, the hospitality industry supports one in every ten jobs, which makes  

this industry invaluable to the South African economy (Workforce Staffing, 2017). 

The industry has many forward and backward linkages, and it relies heavily on  

jobs and skills which entail face-to-face interactions with clients, as well as  

specialised vocational skills (such as chefs).   
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 Estimated economic significance (pre-COVID) 

It was estimated that hotel accommodation 

generated around R27 billion during 2019 (Mordor 

Intelligence, 2021; NEDBANK, 2020). 

During 2019, restaurants, take-aways and coffee 

shops generated approximately R4.7 billion 

(NEDBANK, 2020). 

Prior to COVID-19, an estimated 330 000                

people were employed in the restaurant and               

hotel sector alone (South African Market Insights, 2020). 

 Sector background 
Hospitality 

     The hospitality industry relies heavily on both the local and 
international tourist markets. Key to the success of hospitality 
businesses is to provide a fulfilling experience to its 
customers and thereby generate positive feedback and loyal 
customers (Skripak, 2016). 
 

The hospitality sector is considered a ‘leisure’ industry and 
does not necessarily cater to the basic or everyday needs of 
people. However, the industry is tightly connected to         
other industries, such as food and beverage producers, 
tourism and travel services, and recreation. 

 Skills, occupations and industries 

Typically, the hospitality industry consists of restaurants, fast-
food/take-aways, clubs, pubs, (tourist) accommodation, camp 
sites and related activities. Most occupations and skills within 
this industry cut across these businesses (Workforce Staffing, 

2017): 

• Front- and back-office support 

• Hostesses 

• Housekeeping 

• Maintenance staff 

• Porters 

• Supervisors 

• Waitrons 

• Admin staff 

• Bar attendants 

• Cashiers  

• Chefs  

• Cleaners 

• Cooks 

• Drivers 

• Food and beverage controllers 

 COVID-19 implications 
       The hospitality industry was severely affected by the 
COVID-19 pandemic. The following had a notable effect on the 
industry (de Witt, 2020): 
 

• Business travel only permitted after 70 days of lockdown 

• Restaurants and on-site alcohol sale only permitted after 
130 days 

• Interprovincial leisure travel only permitted after 160 days  

• International travellers only allowed to visit after 5 months  

The above resulted in a high vacancy rate in accommodation 

and restaurants and subsequent job losses in the industry. More 

than a year later, demand for these services, alongside 

behaviour, have changed (SNG Grant Thornton, 2021). 

Some predict that about 50% of leisure businesses 

will close permanently, while the industry will only 

recover job losses by 2023 (NEDBANK, 2020). 
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3.2.4. Tourism and travel services 

Tourism and travel services, as demarcated by CATHSSETA, relate to the travelling services, 

information services and guidance typically sourced and enlisted by tourists and travellers.  

 

According to StatsSA (2019), the breakdown of tourism industry consumption indicates that 

tourists allocate 38% of their expenditure to passenger transport and related services (such 

as railway, road and water passenger transport services, and rental) and about 5% to travel 

agencies and similar services.  

 

 

Figure 4-2: Tourism and travel services contribution to tourism sector 

 
Tourism, in general, stimulates economic growth, cultural progress, and the improvement of wealth 

for both travellers and destinations’ residents. The tourism sector is a demand-driven set of 

economic activities that generates income for multiple-sector industries which include aviation and 

transport and services related to information and guidance for tourists.  

 

 

Tourism and travel services, much like the rest of the CATHSSETA sub-sectors, are labour-

intensive and create opportunities for highly skilled and unskilled people alike, with a particular 

focus on women and youth employment. According to StatsSA (2019), the tourism and travel 

services sector directly employed more than 147 000 people.

16%

7%

38%5%
0%

5%

12%

17%

Accommodation services

Restaurant and similar

Passenger transport services

Travel agencies and similar

Cultural services

 Sports and recreational services

Retail sales

Non spesific products

In 2015, the tourism sector was hard hit by external factors, namely the new visa     

regulations implemented during that time and the Ebola scare just before. Yet,  

the tourism sector recovered. The lower growth rate in 2017 is a result of the               

economic recession experienced in South Africa, which saw a remarkable 

recovery in 2018. 
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 Estimated economic significance 
(pre-COVID) 

Water passenger transport 
789 direct jobs from the sub-sector 

Railway passenger transport 
3 280 direct jobs from the sub-sector 

Road passenger transport 
80 160 direct jobs from the sub-sector 

Air passenger transport 
23 937 direct jobs from the sub-sector 

Transport equipment rental 
8 262 direct jobs from the sub-sector 

Travel agencies 
30 692 direct jobs from the sub-sector 

(StatsSA, 2019)      

 Skills, occupations and industries 

It is estimated that more than 60% of jobs in the tourism and travel 
services sub-sector is filled by females (CATHSSETA, 2018). 
Occupations in the sub-sector range from management and 
professional occupations to elementary occupations: 
 
• Management 

• Administrative clerks 

• Contact centre consultants 

• Drivers 

• Tour guides 

• Translators and interpreters 

• Outdoor adventure guides 

 COVID-19 implications 
The tourism and travel services industry was affected by lockdown regulations and restrictions on travel. However, it is anticipated 
that the industry will bounce back as it has shown resilience against previous setbacks (i.e. changes in visa regulations and 
the Ebola scare). UNWTO (2021) estimates that the tourism and travel services sector will return to its intended growth rate by 
2024, provided that the travel regulations normalise and the sector receives the required support from government.  

 

    The greater tourism sector is a demand-driven set of economic 
activities that generates income for multiple-sector industries such as 
aviation and transport.  Notably, the sub-sector also includes travel 
and tourism ‘support’ functions such as travel planning (travel 
agencies), tour guides and tour operators. 
 

Sector background 

The tourism sector interlinks with these and many 
other industries, contributing to temporary and 
permanent job creation, and generating income  
in a complex and integrated value chain. More 
importantly, the industry yields not only economic 
benefits but also socio-culture and conservation 
benefits for communities, in line with the National 
Rural Tourism Strategy. 

Tourism and Travel Services 
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3.2.5. Sport, recreation and fitness 

Within the last 22 years, South Africa’s sports tourism industry has delivered some of the most 

iconic sporting moments in world sport. This tourism industry grew and evolved from the 1995 

Rugby World Cup, the 1996 African Cup of Nations, the 2003 Cricket World Cup, the 2010 FIFA 

World Cup, the 2014 World Mountain Bike Marathon Championships and the 2016 Ironman African 

Championships Triathlon Series.  

 

Each one of these emblematic events played a vital role in raising the international profile of the 

country’s sports tourism industry while enticing millions of tourists to enjoy South Africa’s climate, 

culture and people. These events have inspired a multitude of new entrepreneurial companies to 

enter the market and expand its scope by introducing mass participation events featuring cycling, 

swimming and trail running for grassroots and elite athletes (Evans, 2018). 

 

Most of the popular and well-established annual sporting events in the country attract huge 

numbers of tourists, be they athletes who compete in events, the families of the athletes, or casual 

sports enthusiasts. Some of these events include: 

 

 
 

These annual events dominate the tourism sporting industry, but they are now being challenged 

by the smaller entrepreneurial entrants that seek to terminate the market dominance of the more 

established players. In turn, this action has urged the established industry players to sharpen their 

technical and commercial operations, in addition to the way they communicate with their customer 

base and how they add value to their sponsors and suppliers. This has led to a fiercely competitive 

sporting industry in South Africa. 

 

The market can currently be described as disjointed; it is divided into three key role-players, 

namely the public sector, the private sector and the voluntary or not-for-profit sector.  

• Cape Town Cycle Tour 

• Absa Cape Epic 

• Comrades Marathon 

• Midmar Mile 

• Two Oceans Marathon 

• Dusi Canoe Marathon 

• Nedbank Golf Challenge 

• Currie Cup 

• Nedbank Soccer Cup 
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 Sector background Sport, Recreation and Fitness 

    Over the last 22 years, the sport, recreation and fitness sector has 
experienced unprecedented growth. South Africa has hosted many 
successful international events, and more niche activities and markets 
are emerging within the fitness space. 
 
In recent years, South Africa has seen a great 
push towards increasing fitness and maintaining 
healthy lifestyles through rewards programmes such as 
Discovery Vitality and Momentum Multiply and fitness 
apps (e.g. Strava, Runkeeper, Nike Training Club, 
Puma Trac) and wearable fitness tech (BusinessTech, 
2017). 

 

 Skills, occupations, and industries 

This industry is not limited to athletic ability and fitness 
level; a great variety of occupations are relevant. These 
include: 
 

• Mental and physical 

health services 

• Sales and marketing 

• Administration 

• Media 

• Professional sport 

•

• Broadcasting 

• Event coordination 

• Advertising and promotions 

• Facilities management and 

maintenance 

 Estimated economic significance 
(pre-COVID) 

According to StatsSA (2019), approximately 102 849 
people were employed in the sporting and other 
recreational activities industry during quarter 4 of 
2019.  
 

The estimated GDP contribution of recreation, 
cultural and sport activities during 2019 was almost 
R21 billion (Quantec, 2019). 
 

Sport, recreation and fitness generates 
millions of rands, which are ploughed back 
into the economy. It is an important 
industry as it creates direct job 
opportunities and indirect jobs through 
tourism (Janse van Rensburg, 2020). 
  

Sporting events furthermore generate 
money through ticket sales, broadcasting, 
marketing and related promotion activities. 
Spin-off opportunities for small businesses 
and entrepreneurs are also realised 
through the hosting of big sporting events 
(Janse van Rensburg, 2020).  

 COVID-19 implications 
Like most other industries, sports, recreation and fitness activities were halted, and major events were cancelled to 
comply with lockdown regulations. This has led to great economic losses in the form of both income loss (through event 
ticket sales and broadcasting) and permanent and temporary job losses (facility staff, marshals, hawkers) (Deloitte, 
2020). Furthermore, restrictions have led to a number of mental and physical impacts for both athletes and sports 
enthusiasts. Reportedly, this sector is likely to recover by 2024.  
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The government is the dominant player pertaining to the public sector. By means of political and 

financial support, it contributes to the Ministry of Sport, the Ministry of Tourism and their associated 

agencies and sporting federations.  This enables them to bid for mega or trademarked events such 

as the FIFA World Cup, the Cricket and Rugby World Cups and the Commonwealth Games. 

 

The private sector is dominated by established event companies and new entrants that identified 

a gap in the market. They are aided by their effective supply chains that include the likes of banks, 

television and media companies, sponsors, hospitality, ticketing and marketing companies, 

insurance and logistics companies, retailers, hotel chains, and travel and tour operators. These 

companies can be described as the main driving force lobbying for growth in the market through 

the levels of demand they generate from their customer and supplier base. The prevailing levels of 

event concentration among established operators such as the Absa Cape Epic, Nedbank Golf and 

Red Bull South Africa are reasonably low when compared to other sectors of the economy 

pertaining to banking, insurance and finance. This results in relatively easy market access for new 

entrants that can quickly establish themselves, build their brands and form lasting relationships 

with their customers and suppliers (Evans, 2018).  

 

The voluntary or not-for-profit sector is equally as dynamic as the private sector. It is dominated 

by a group of well-established operators such as those organising the Comrades Marathon, the 

Two Oceans Marathon, the Dusi Canoe Marathon and the Midmar Mile. These operators use their 

knowledge and expertise to build their brands and form long-term partnerships with their 

customers, sponsors and suppliers (Evans, 2018). 

 

With South Africa’s gross domestic product (GDP) only predicted to recover to pre-COVID-19 levels 

in five years, the economy needs all of the help it can get from sports tourism industry.  

 

Despite 22 years of unprecedented growth, South Africa’s sports tourism industry has suffered a 

few setbacks during the last few years. It started with Durban losing the Commonwealth Games in 

March 2017 and was followed by the collapse of cricket’s T20 Global League in October of the 

same year. Unfortunately, this trend continued with South Africa’s Rugby Union failing to win the 

bid to host the 2023 Rugby World Cup. 

 

The fitness aspect of this sector has more positive news to offer, however. According to Discovery 

Vitality’s latest Fittest City Index, which tracks the exercise habits of clients through the Discovery 

app, South Africans are now more active than ever (Discovery Vitality, 2018). The most prominent 

aspect of the fitness industry is fitness clubs, where South Africa has the highest revenue in the 

world—R12 billion. This market consists mostly of major brands like Virgin Active and Planet 

Fitness, with Virgin Active holding about 60–70% of the market (BusinessTech, 2017). 
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3.2.6. Gaming and lotteries 

The gaming and lotteries industry is mainly composed of casino gambling, limited pay-out 

machines, sports betting, bingo and the National Lottery. South Africa currently has 38 licensed 

operating casinos and there has been a significant increase in sports betting facilities around the 

country, as well as bingo lounges, also known as mini casinos (CATHSETA, n.d.). The industry 

remains an important contributor to the economy through the creation of jobs, continued capital 

expansion, and the payment of taxes to both provincial and national government. 

 

Casinos are by far the most lucrative industry in the gambling sector, with gross gambling revenues 

(GGR) totalling almost R18bn in 2016, while bingo was the fastest-growing category between 2012 

and 2016, showing a 36.6% increase (PwC, 2017). Figure 3 10 provides an overview of GGR in 

2016 versus what was forecast for 2021. 

 
Figure 4-3: GGR in 2016 vs forecasted for 2021 

 

According to forecasts by PwC, South Africa’s gross gambling revenues would have totalled an 

estimated R35 billion by 2021, a 5.3% compound annual increase on the R27 billion in 2016 (PwC, 

2017). However, like the other sub-sectors, the gaming and lotteries industry is continuing to be 

adversely affected by slower economic growth amid the COVID-19 pandemic. Nonetheless, it is 

expected that improving economic conditions in the coming years (possibly post the COVID-19 

pandemic era) will boost spending at a faster pace. 

 

According to the National Gambling Board, the South African gambling industry directly employs 

over 30 000 people in ten business enterprises (NGB, 2019). Some estimates indicate that the 

industry employs around 0.6% of people in formal employment and has already created and 

sustained close to 57 000 jobs as of 2010 (Nzimande, et al., 2010).
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 Estimated economic significance 
(pre-COVID) 

A study conducted in 2016 indicated that South 
Africa’s gross gambling revenue (GGR) amounted to 
about R27 billion (PwC, 2017).  
 
Because the gaming and lotteries industry is so 
intertwined with the hospitality sub-sector, it is difficult 
to identify the number of employees within the sub-
sector. However, CATHSSETA SSP 2019/20 
indicates that more than 30 000 individuals were 
employed in this sub-sector prior to the COVID-19 
pandemic (CATHSSETA, 2019). 

 COVID-19 implications 

Casinos, bingo halls, horse tracks and other gambling 
institutions were forced to shut their doors in compliance with 
COVID-19 lockdown regulations in 2020. Additionally, sports 
events were cancelled, negatively affecting the betting 
industry. 
 
Subsequent lockdown restriction eases continue to impact the 
industry with limits on the number of people permitted on a 
premise. Spending on non-essential activities such as 
gambling and betting have also sharply decreased.   
 
The national gambling board furthermore  
indicated that COVID-19 has resulted in (NGB, 2020): 
  

• Job losses 

• Business instability 

• Reduced tax revenues 

• Increase in illegal gambling 

 Skills, occupations and industries 

Technological advancements have meant that a range of new 
skills are required within this industry. As a result, skills and 
occupations in this industry range from elementary to highly 
specialised. Prominent occupations include: 
 
• System administrators 

• App developers 

• Data analysts 

• Marketing 

• Sales managers 

•

• Gaming operation compliance 

officers 

• Website designers 

• Customer relations 

 

    The gaming and lottery industry is intertwined in many other sub-
sectors and industries that fall within the CATHSSETA mandate. 
Casinos and other gaming establishments (bingo, LPMs) often operate 
from hotels, restaurants, pubs and other leisure centres, while betting 
often depends on sporting activities and live events.  
 

With the exception of horse racing and online sports betting and 
predictions, online gambling is illegal in South Africa (Wrottesley, 2020). 
 

 

Sector background 

However, the gaming and lotteries industry has 
seen many innovations and changes with 
regards to online applications for playing the 
national lottery, and LPM machines using 
sophisticated software.  

Gaming and Lotteries 
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5. Learning Programmes in Context 

The following section explores learning programmes in the South African context against the 

background of our PSET system and legal framework. This is followed by an overview of the 

various types of learning programmes, their origin and/or rationale and, where applicable, other 

countries’ approaches to these learning programmes. 

 

4.1. Learning programmes from a structural approach  

A learning programme is defined by the QCTO as a structured and purposeful set of learning 

experiences which lead to a qualification or part-qualification (QCTO, 2019).  

 

As stated previously, one of the main functions of a SETA is to develop learning programmes and 

facilitate their implementation to respond to the needs of the sector and industries that have been 

demarcated to the SETA’s care. 

 

In the South African context, various types of learning programmes exist, with different objectives. 

These can be classified into four broad objectives: 

1. To achieve a part-qualification 

2. To achieve a (full) qualification 

3. To acquire professional registration 

4. To gain work experience 

Several learning programme types exist, which lead to specific outcomes such as obtaining a 

specific qualification, professional designation/registration or work experience. In general, SETAs 

are involved in the development and facilitation of most learning programme types. These are 

illustrated in the diagram below. 

 

 

Figure 5-1: Learning programme objectives, types and outcomes 
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Seven of the nine learning programme types are categorised under a sub-set of learning 

programmes known as workplace-based learning (WBL) programmes. These programmes are 

defined as an intervention where “a person internalises knowledge, skills and competencies 

and gain insights through exposure to work by achieving specific outcomes to enhance 

employability” (Government Gazette, 2018). In layman’s terms, this means that the learning 

programme has a workplace exposure component, known as workplace-based learning. 

In the South African context, WBL is described as “the educational component of an 

(occupational) qualification that provides beneficiaries with real-life work experiences 

where they can apply academic and technical skills and increase the prospect of 

employability” (Government Gazette, 2018). WBL programmes typically funded, supported or 

coordinated by a SETA include internship, apprenticeship and learnership programmes.  

 

A major component or learning programmes, and WBL programmes in particular, is the 

involvement of employers in the training of individuals. The White Paper for Post-School Education 

and Training (DHET, 2013) emphasises the importance of WBL and practical experience in 

preparing individuals for employment. It states that WBL is crucial for all individuals, even those 

unable to find employment, as it will lead to alternative means of sustainable livelihoods. The White 

Paper also highlights the importance of the SETAs’ role in facilitating workplace learning 

partnerships between employers and educational institutions (DHET, 2013).  

 

For learning programmes to be implemented and to ensure that these programmes meet the skills 

requirements and competency levels associated with a particular occupation, they need to be 

quality assured.  

 

Previously, the quality assurance function for learning programmes and the implementation of 

learnerships were the responsibility of SETAs as quality assurance partners (QAP). This function 

was typically fulfilled by the Education and Training Quality Assurance (ETQA) unit within a SETA. 

Recently, the QAPs and the QCTO have undergone a process to deregister and re-align historically 

registered learning programmes to ensure an integrated approach in implementing a single national 

quality assurance system for learning programmes registered on the Occupational Qualifications 

Sub-Framework (OQSF) (QCTO, 2017). This has recently been underlined by the National Skills 

Development Plan 2030 (DHET, 2019), which states that “quality assurance functions carried 

out by the SETAs . . . will be effectively integrated into the QCTO” in order to streamline and 

simplify the quality assurance. 
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The diagram below contextualises how learning programmes are quality assured and where 

learning programmes fit in with regards to the National Qualifications Framework (NQF) 

 

 
The South African 

Qualifications Authority 

(SAQA) was 

established in terms of 

the repealed SAQA Act 

58 of 1995 and 

continuing in terms of 

the NQF Act of 67 of 

2008. It is the statutory 

authority mandated to 

oversee the 

development and 

implementation of the NQF, the achievement of the NQF and the three sub-frameworks (SAQA, 

2017).  

 

In line with the NQF Act, three quality councils (QC) were formed under SAQA and mandated to 

develop and manage each of the sub-frameworks of the NQF to ensure that quality standards are 

met. These are: 

• The Quality Council for General and Further Education and Training (UMALUSI) 

UMALUSI was established by the GENFETQA Act 58 of 2001 and mandated by the NQF 

Act to support the achievements of the objectives of the NQF and develop and manage the 

General and Further Education and Training Qualifications Sub-Framework 

(GFETQSF). Qualifications registered under GFETQSF typically refer to general and further 

education and training qualifications at NQF Levels 1 to 4 at a college (CET colleges, 

private colleges and TVET colleges) (SAQA, 2017; QCTO, 2019). 

• The Council on Higher Education (CHE) 

The CHE is an independent statutory body responsible for advising the Minister of Higher 

Education and Training2  on all higher education policy issues and for quality assurance in 

higher education. The CHE is furthermore mandated by the NQF Act to develop and 

manage the Higher Education Qualification Sub-Framework (HEQSF). Higher 

education qualifications registered under the HEQSF occupy six levels of the NQF, i.e. NQF 

 
2 The ministry of Higher Education and Training amalgamated with Science and Technology in 2019. As such, the Minister of Higher 
Education and Training refers to the Minister of Higher Education, Science and Technology (HEST) 

Figure 5-2: Learning programmes, quality councils and NQF levels 
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Levels 5 to 10 (NQF 5 – 7 generally relate to undergraduate qualifications, and 8 – 10 

relate to post-graduate qualifications) at higher education institutes (public and private 

universities and universities of technology) (SAQA, 2017; QCTO, 2019). 

• The Quality Council for Trades and Occupations (QCTO) 

The QCTO was established in terms of the NQF Act to develop and manage the 

Occupational Qualification Sub-Framework (OQSF). This entails overseeing the 

development, implementation, final external integrated summative assessment (EISA) and 

certification of occupational and trade-related qualifications and part-qualifications. 

These qualifications occupy eight levels of the NQF, i.e. NQF Levels 1 to 8 provided 

through the CET and TVET sub-system (CET colleges, private colleges, private SDPs, 

TVET colleges and government department training institutes) (SAQA, 2017) (QCTO, 

2019). 

In conclusion, learning programmes constitute and cover the entire NQF spectrum, ensuring that 

skills development occurs across all required skill levels and is administered at all types of 

institutions and sub-systems (university sub-system, TVET sub-system and CET sub-system). 

Learning programmes also require the cooperation of employers within the sector to ensure that 

skills are relevant and training is successful.  

 

4.2. Learning programmes against the backdrop of workplace-based 

learning 

Most learning programmes, especially those aligned along the OQSF, consist of workplace-based 

learning (WBL). WBL is defined as “the exposure of and interactions required to practice the 

integration of knowledge, skills and attitudes required in the workplace” (SAQA, 2017, p. 61). 

It is considered a component of work-integrated learning (WIL)3. Accordingly, WBL is achieved 

through internship, candidacy and learnership programmes for higher education qualifications 

(aligned to the HEQSF) and through internship, candidacy, learnership and apprenticeship 

programmes for trades and occupational qualifications (aligned to the OQSF). For skills 

programmes and other general and further education and training, work-shadowing and project-

based learning are typically used. 

 

Worldwide, WBL is defined as learning that takes place while people are doing real work. It refers 

to work that can be paid or unpaid but must result in the production of tangible goods and services 

(Sweet, 2013; Sweet, 2014) which are beneficial in multiple dimensions. 
    

 
3 “WIL is a characteristic of vocational and professional oriented qualifications…WIL may take various forms including simulated 
learning, work-directed theoretical learning, problem-based learning, project-based learning and workplace-based learning.” (SAQA, 
2017, p. 61) 
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EMPLOYER BENEFITS 

• Leads to increased 

productivity and 

innovation (Sweet, 

2013) 

• Allows employer to 

recruit most talented 

persons, based on 

performance during the 

programme (Sweet, 

2013) 

• Taking part in WBL can 

enhance corporate 

image (European 

Training Foundation, 

2013) 

• Staff retention and 

work satisfaction for 

employed learners who 

complete WBL as they 

feel a sense of loyalty, 

commitment and see 

opportunity for 

professional 

development (European 

Training Foundation, 

2013) 

• WBL can be used as an 

opportunity to 

address skills 

shortages within a 

company and invest in 

the future workforce 

(European Training 

Foundation, 2013) 

• WBL strengthens links 

between vocational 

education and real 

demands of the labour 

market (Sweet, 2014) 

• Employers are involved 

in the design and 

management of 

vocational education 

and training (Sweet, 

2014) 

LEARNER BENEFITS 

• Learners acquire hard 

skills, technical 

expertise and know-

how (Sweet, 2014) 

• Learners acquire soft 

skills and work 

competencies 

(European Training 

Foundation, 2013) 

• Expose learners to 

labour markets and 

increase chances of 

employment (Sweet, 

2014) 

• Socialisation and 

motivation in the 

workplace help 

individuals gain greater 

understanding of 

workplace expectation 

and boost self-

confidence (European 

Training Foundation, 

2013) 

SOCIETAL & INDUSTRY 

BENEFITS 

• WBL can lead to 

increased 

employability and 

decrease in youth 

unemployment 

(European Training 

Foundation, 2013) 

• WBL produces higher-

quality skills (Sweet, 

2014) 

• Costs are shared 

between employers and 

government (SETAs 

and/or public education 

institutions) (Sweet, 

2014) 

Figure 5-3: Benefits of WBL 

 

4.3. Similar learning programmes from around the world 

It is believed that the concept of WBL started in Germany during the Middle Ages, where young 

people who were being schooled in craft, commercial and technical occupations were trained at 

the workplace. 
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Today, many European countries (such as Norway, Germany, Austria, Denmark and Switzerland) 

follow what is today known as the dual-based apprenticeship system in vocational education 

and training (VET). This system typically consists of curricula with a mix of general or academic 

subjects (academic component), vocational subjects and practical exercises (vocational 

component), and an on-the-job training component (apprenticeship) (Eichhorst, et al., 2012). 

 

WBL across the world has been based on the principles of the dual-based apprenticeship system, 

with many countries referring to this way of learning as ‘apprenticeship programmes’. Accordingly, 

most literature on WBL are from developed countries such as Australia, Canada, the United 

Kingdom and a number of Scandinavian countries (Tremblya & Le Bot, 2003). This is because 

these countries have more opportunities, better frameworks and systems to connect formal 

vocational education and WBL with employers and workplaces.  

 

According to the Centre for the Development of Vocational Training (2004), occupational orientated 

training in most European countries has shifted towards the prioritisation of work-orientated 

education and training (which includes WBL and work-experience) in recent years. This shift in 

approach aims to serve three complementary purposes, i.e.: 

1. Learners are prepared for the labour market 

2. Learners have greater ease in transitioning from school/training/college to work 

3. The links between vocational education and the labour market are strengthened 

Generally, it is found that social and economic needs are balanced in such a way in these 

developed (mostly European) countries that it is possible for business and education to be closely 

tied. Subsequently, many of the vocational education and training practices take place at high-

school level, and learners from the age of 15 take part in and are exposed to WBL programmes 

such as apprenticeships (Sweet, 2013). 

 

European countries are not the only countries with WBL programmes and models. Many 

developing countries also implement apprenticeship-esque programmes. Some of these are 

highlighted below.  
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Figure 5-4: WBL in developing countries 

 

 

 

 

 

 

 

 

 

 

 

 

Egypt  

In Egypt, only about 2% of secondary 

vocational education is delivered through 

WBL/apprenticeship models. However, these 

programmes have been in existence 

in Egypt since the 1950s. 

Philippines 

The formal dual training/apprenticeship system 

is still gaining momentum in the Philippines. 

However, the framework for this is robust, with 

training content based upon national 

competency standards. These are  

developed with industry and recognised 

under the national NQF. 

Sri Lanka 

WBL in Sri Lanka takes on two approaches. 

One model has work and training combined on 

alternate days, while the other follows an 

‘internship’ approach where training is 

completed at an institution and on-the-job 

training is undertaken thereafter. A  

total of146 occupations in Sri Lanka  

follow the WBL model. 

approach 

WBL in developing countries 

Algeria  

Over 300 programmes at five levels of 

qualification follow an apprenticeship/WBL 

approach in Algeria. These programmes range 

from semi-skilled to advanced technical levels. 

Apprenticeships represent over 

40% of all vocational education  

of youth. 

Tunisia  

In Tunisia, 86% of all vocational training is 

considered to be WBL, following either a dual 

training or alternance training approach.  

These programmes are offered from  

craft to technician level. 

Turkey 

Enterprise-based practical training is organised 

based on three days of enterprise placements 

and two days of classroom training 

each week. (Sweet, 2013) 
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6. CATHSSETA Learning Programmes 

This section reflects on studies and literature regarding CATHSSETA learning programmes, 

followed by some background on the learning programmes that were funded by CATHSSETA 

between 2015/16 and 2018/19. 

 

5.1. Literature and studies regarding CATHSSETA learning programmes 

According to various authors (Nicolaides, 2015; Zwane, 2012; Zwane, et al., 2014), learning 

programmes, and specifically WBL programmes, which are accredited, facilitated and funded by 

CATHSSETA have the explicit aim of exposing learners to workplaces through in-service training 

at organisations within the CATHS-sector in an effort to promote skills development within the 

industry and ensure that beneficiaries become more employable. 

 

Research conducted within the South African CATHS-sector and the relevance of learning 

programmes has identified several challenges (Zwane, 2012; Zwane, et al., 2014). These include 

the following. 

• The skills of learners who have graduated from these programmes do not always match the 

expectations and needs of employers. 

• Employers feel they have no platform to express their training needs or do not know where 

to express their needs. 

• Organisations do not have the required mentors or capacity to mentor learners. 

• Learners or beneficiaries of CATHSSETA WBL programmes often have an expectation that 

they will be absorbed at these organisations once the programme is complete. 

• Training providers often do not possess practical experience within the CATHS-sector 

(often their knowledge is limited to formal qualifications). 

In research conducted by Nicolaides (2015), a major flaw of WBL programmes was pointed out: 

many CATHS organisations, especially small ones that could best benefit through WBL 

programmes, are unaware that CATHSSETA exists.  

 

From literature reviewed pertaining to training within the CATHS-sector, and more specifically, 

CATHSSETA learning programmes, the following aspects were identified to ensure the ultimate 

success of programmes (Nicolaides, 2015; Zwane, 2012; Zwane, et al., 2014). 

• Increased awareness and participation in CATHSSETA learning programmes. 

• Greater understanding of the role and impact and opportunities within the CATHS-sectors 

on the economy, among potential beneficiaries. 
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• Upfront communication of the purpose of these programmes to foster work-readiness and 

ensure upskilling, and not guaranteed employment upon completion (for unemployed 

learners). 

• Industry and employer involvement in identifying skills needs and developing appropriate 

curriculum, mode of instruction and training, and quality assurance. 

• Ensured soft-skill transferral along with technical skills. 

• Greater emphasis on skills aimed at customer interactions and problem-solving across the 

various programmes and different sub-sectors. 

• Programmes need to be kept abreast with latest technology and information resources 

(apps, platforms, trends, etc.). 

CATHSSETA commissioned an impact assessment in 2011 to measure the outcomes and impacts 

of their learnership and internship programmes that were implemented up to that time 

(CATHSSETA, 2011). The findings from this study are summarised in the tables below. 

Table 6-1: Impact assessment outcomes 2011: Learnership 

Learnership 

Objective: 

To provide, through funded learnerships, relevant matriculants with appropriate 

exposure to the workplace to improve their career prospects 

ELEMENT ASPECT MEASURED ACHIEVEMENT 

Activity 

Provide learners with work experience 

Met in 80%-100% instances 
Provide learners with training 

Provide learners with mentoring 

Collaborate with training providers on learnership 

Provide learners with certification Met in 34%-65% instances 

Output 

Learners with work experience 

Met in 80%-100% instances 

Trained learners 

Mentored learners 

Increased collaboration between employers and training 

providers 

Outcome 

Learners with job-ready skills and competence Met in 80%-100% instances 

Greater integration between training providers and 

employers 
Met in 66%-79% instances 

Impact 

Learners (in line with transformation targets) employed in 

appropriate occupations 
Met in 66%-79% instances 

Improved career advancement for learners 

Improved qualifications for learners 

Increased earning capacity of learners 
Met in 34%-65% instances 

Sustained, permanent employment 

 

From the assessment on learnerships done in 2011, a few areas were highlighted as being less 

than exemplary. These included the provision of certification to learners, and integration between 

employers and training providers. Other aspects relating to the impact of the programme revealed 
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that none of the impacts were reflected as exemplary. In particular, increased earning capacity of 

learners and sustained, permanent employment were only met in 34% to 65% of instances.  

 

From the internship assessment, it was found that areas that require improvements relate to the 

mentoring and career guidance of interns. Most of the envisioned impacts related to the internship 

programme were only partially met, which relate to personal and career development.  

Table 6-2: Impact assessment outcomes 2011: Internship 

Internship 

Objective: 

To provide, through funded internships, relevant graduates with appropriate 
exposure to the workplace to improve their career prospects 

ELEMENT ASPECT MEASURED ACHIEVEMENT 

Activity 

Provide interns with work experience 
Met in 80%-100% instances 

Provide interns with training 

Provide interns with mentoring 
Met in 66%-79% instances 

Provide interns with career guidance 

Output 

Interns with work experience 
Met in 80%-100% instances 

Trained interns 

Mentored interns 
Met in 66%-79% instances 

Career guidance 

Outcome Interns with job-ready skills and competence Met in 80%-100% instances 

Impact 

Interns (in line with transformation targets) employed in 

appropriate occupations 

Met in 34%-65% instances Increased earning capacity of Interns 

Improved qualifications for interns 

Sustained, permanent employment 

Improved career advancement for interns Met in 66%-79% instances 

 

The aspects evaluated during the impact assessment in 2011 will further inform the reference 

framework (and, ultimately, the data collection tools) to ensure that the results for this tracer study 

can feed into the planned impact assessment to be commissioned for CATHSSETA.  

 

5.2. Learning programmes funded by CATHSSETA (2015/16–2018/19) 

The following sections highlight the learning programme types that were funded by CATHSSETA 

between 2015/16 and 2018/19. 

 

5.2.1. Learnership programmes 

A learnership refers to a work-based learning programme that includes theoretical workplace 

learning that leads to a registered qualification. The programme typically runs for a minimum of 12 

consecutive months. 
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Learnerships are funded by CATHSSETA through the discretionary grants and form part of 

CATHSSETA’s PIVOTAL programmes (CATHSSETA, 2018). Learnerships are administered to 

both unemployed individuals (new entrants to the sector) to increase access to occupationally 

directed programmes and employed individuals/workers to encourage better use of workplace-

based skill programmes. 

 

According to CATHSSETA annual reports, between 2015/16 and 2018/19, more than 1 200 

unemployed beneficiaries completed a learnership programme. More than 20 different 

qualifications were offered. 

 

 

For employed beneficiaries, it was reported that more than 1 000 CATHSSETA learnerships were 

completed during this period. 

 

  

5.2.2. Internship programmes 

An internship refers to a period of workplace-based learning aimed at allowing a person the 

opportunity to gain workplace experience or exposure to enhance competence and/or 

employability. In many cases, this workplace-based learning is undertaken as part of the 

requirements for a vocational qualification (category A), professional qualification (category B) or 

an occupational qualification (category C). Internships are classified into two types: graduate 

internships and student internships (Government Gazette, 2018). 

 

Internship programmes at CATHSSETA form part of the PIVOTAL programmes, with the aim of 

ensuring that entrants into the labour market are prepared and able to have a competitive 

advantage (CATHSSETA, 2018). Internships have been funded and facilitated by CATHSSETA in 

2017/18 and 2018/19 during the period under review, with just more than 500 beneficiaries 

completing an internship programme. 

 

 The most popular qualifications offered through a learnership for unemployed 

beneficiaries were National Certificate Food and Beverage Services, National 

Certificate Accommodation Services and National Certificate Gaming 

Operations. 

 

 
The most popular qualifications offered through a learnership for employed 

beneficiaries were National Certificate Food and Beverage Services, National 

Certificate Gaming Operations and National Certificate Fast Food. 
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5.2.3. Apprenticeship/Artisan programmes 

An apprenticeship is defined as the period of workplace-based learning culminating in an 

occupational qualification for a listed trade (Government Gazette, 2018). When referring to 

apprenticeship programmes, the term artisan is often used. The interchangeable use of 

‘apprentice’ and ‘artisan’ makes sense when considering that an artisan is the term used to refer 

to a person who has been certified to perform a listed trade in accordance with the Manpower 

Training Act (56 of 1981) and the Skills Development Act (97 of 1998) (PSETA, 2019). 

 

In an effort to assist in achieving the target set out by the National Development Plan (NDP) to train 

30 000 artisans by 2030, CATHSSETA, together with the QCTO, reviewed and registered the Chef 

Qualification as a trade. This is a three-year qualification with both theoretical and practical 

components. The learner is also required to complete a trade test in order to be classified as an 

artisan (CATHSSETA, 2018). Between 2015/16 and 2018/19, more than 760 beneficiaries have 

completed the Chef Qualification. 

 

5.2.4. Bursaries 

Bursaries are financial need-based awards which are available to learners who apply to public 

higher education institutions (HEI) (universities and universities of technology) only. CATHSSETA 

has partnered with HEIs to address skills requirements in the sector and also for the provision of 

postgraduate, Masters and PhD bursaries to promote research within the sector. CATHSSETA 

funds the bursaries, which cover the cost of tuition, books and accommodation (CATHSSETA, 

2018).  

 

Bursaries are awarded to both unemployed individuals and employed individuals through 

CATHSSETA’s PIVOTAL programmes (CATHSSETA, 2018). Reportedly, more than 950 

bursaries have been awarded and completed by unemployed beneficiaries during the period 

under review, and just more than 460 were completed by employed beneficiaries. 

 

Just over half of all bursaries completed were awarded for bachelor’s degrees, followed by 

diplomas, higher certificates, BTech degrees, postgraduate diplomas and postgraduate degrees. 

 
The most popular internship qualifications completed include National Diploma 

Sports Development Management, Bachelor of Environmental Sciences 

and National Diploma Tourism Management. 
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5.2.5. Skills programmes 

A skills programme is defined as an occupation-based learning programme aimed at building skills 

that have economic value. A skills programme consists of at least one unit standard, and awards 

NQF-registered credits. Skills programmes are usually linked to or delivered against an 

occupational qualification to ensure that credits gained can accumulate towards the award of an 

NQF-registered occupational qualification.  Skills programmes are registered by QCTO through a 

SETA and delivered by an accredited skills development provider (SDP) (QCTO, 2019). 

 

Skills programmes are delivered through CATHSSETA PIVOTAL programmes to promote 

accredited training in line with the vision of the NDP (CATHSSETA, 2018). Much like learnership 

programmes, skills programmes are administered to both unemployed individuals (new entrants to 

the sector) to increase access to occupationally directed programmes, as well as to employed 

individuals/workers to encourage better use of workplace-based skill programmes and to assist in 

the acquisition of critical skills for the employed (CATHSSETA, 2018). 

 

According to CATHSSETA annual reports, between 2015/16 and 2018/19, more than 1 800 

unemployed beneficiaries completed a skills programme.  

 

During the same period (2015/16-2018/19), it was reported that just under 1 500 employed 

beneficiaries completed a skills programme that was facilitated and/or funded by CATHSSETA.  

 

5.2.6. WIL/TVET and University Work Placement 

One of the obligations of a SETA, including CATHSSETA, is to ensure the placement of TVET 

students, university of technology students and university graduates requiring work-integrated 

learning (WIL) in the relevant sector (CATHSSETA, 2018).  

 

According to the QCTO (2019), WIL is a characteristic of vocational and professionally oriented 

qualifications that may be incorporated into programmes at all NQF levels. WIL may take various 

 
The most popular skills programmes that were completed by 

unemployed beneficiaries were Nature Site Guide, Culture Site 

Guide and Customer Service Programme. 

 
The most popular skills programmes that were completed by employed 

beneficiaries were Assistant Chef, Customer Service Programme and 

Convenience Foods Cook. 
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forms, including simulated learning, work-directed theoretical learning, problem-based learning, 

project-based learning and workplace-based learning.  

 

In response to this, CATHSSETA has established a number of offices at TVET colleges around the 

country and strives to improve the partnership and relationship between TVET colleges, 

CATHSSETA and industry, and by doing so, improve work placement opportunities. This is in line 

with the NSDS III goal to “promote the growth of public TVET college system that is responsive to 

sector, local, regional and national skills needs and priorities” (CATHSSETA, 2018, p. 52). 

 

Furthermore, to ensure that graduates (both TVET college and university graduates) are readily 

absorbed into the labour market through gaining adequate industry exposure, CATHSSETA has 

funded and facilitated work placement between 2015/16 and 2018/19. Reportedly, CATHSSETA-

placed TVET graduates amounted to just over 1 400 who have completed the programme, and 

university graduates amounted to more than 380. 

 

  

 
Most of the TVET WIL students completed the Office Administration, 

Tourism NCV or Art and Design (N6) qualifications. 

 
Most of the university WIL students completed the National Diploma Tourism 

Management, National Diploma Sports Management or National Diploma 

Eco Tourism Management qualifications.  
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7. Reference Framework 

This section of the report considers all the literature reviewed and sets the background for, and 

provides context to, the primary data collection to follow in the next phase of this study. This is done 

through an overview of the purpose and importance of tracer studies, followed by the reference 

framework for the CATHSSETA tracer study. 

 

7.1. Tracer Studies in Context 

Tracer studies are an important tool to help with sectoral skills planning and the understanding of 

broader national social perspectives. They help determine whether graduates from universities, 

TVET colleges and workplace training programmes find employment, and if they do, whether that 

work relates to what they studied (Rogan, 2016). 

 

The tracer study is a source of information that provides detailed information on schooling, post-

school education and training (PSET), and labour market outcomes. Results for these factors are 

obtained by conducting surveys (ideally one to three years after completion) on learners who 

completed a type of learning programme. Furthermore, tracer studies allow for the collection of 

information that is not easily determined from traditional census studies such as household 

surveys. The data collected generally describe participant demographics, schooling experience, 

job searches, employment outcomes, perceived value of qualification, job satisfaction and future 

expectations (Branson & Leibrandt, 2017; Rogan, 2016). 

 

Tracer studies further allow the analysis of the impacts of learning programmes and conditions 

at education institutions. The key objective is to identify the relevance of education/training for 

the transition to a job and further vocational career in the first years after graduating. 

 

In many instances, it is a legal and/or regulatory requirement for skills development institutions 

(such as SETAs) to implement regular tracer studies and collect empirical evidence about the 

relevance of the supported and funded education/training programmes. Following on this trend, 

from April 2018, the Department of Higher Education and Training (DHET) has instituted a system 

of compulsory impact research inclusive of tracer studies across all 21 SETAs. This is in line 

with the objectives of the National Skills Development Strategy (NSDS III) to encourage better use 

of workplace-based skills development. 

 

Two common assumptions that are often made when tracing beneficiaries of learning programmes 

are, first, that the tracer study is all about the beneficiary, and second, that the beneficiary is better 
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off following the learning intervention. These assumptions and approaches to tracer studies have 

a limiting effect on the real value of a tracer study. The fact that the individual (beneficiary) 

benefitted from the intervention not only impacts the beneficiary alone, but it similarly has an impact 

on the learning institution (training provider) and the employer in those instances where the 

beneficiary was able to secure employment or became self-employed. 

 

Thus, these three affected parties are in a symbiotic relationship with each other, with all three 

parties impacting on various socio-economic levels, as illustrated in the diagram below. 

 

 

Figure 7-1: Relationship and impact measure of affected parties during a tracer study 

 

Tracer studies will ideally consider the three parties as well as the three layers of impact the 

successful completion of a learning programme has. Therefore, when structuring a tracer study 

data collection tool, all these elements must be considered. 
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7.2. The Reference Framework 

Considering the scope of the study, and understanding the importance of learning programmes 

and subsequent tracer studies, the following research question and sub-questions were developed. 

The research questions are directly linked to specific aspects to be covered in the tracer interviews. 

 

Research Question: 

What are the outcomes of CATHSSETA-funded learning programmes? 

 

Sub-questions: 

• What are the destinations of the learning programme beneficiaries? 

• What is the employment/activity status of learning programme beneficiaries? 

• What are the factors associated with the employment/activity status of beneficiaries? 

• What is the nature of employment of beneficiaries who gained employment? 

• How have beneficiaries benefitted from the learning programmes? 

• What was the impact of the skills acquired through the learning programmes? 

• What are the perceptions of employers regarding learning programmes and the learning 

programme beneficiaries? 

The following table provides the outline of the reference framework and indicates the aspects that 

will be addressed. The question themes are outlined, as well as the rationale and relevance that 

each of the themes aim to address.  

 

 

 It should be noted that the purpose of this tracer study is NOT TO ESTABLISH 

THE IMPACT OF COVID-19 ON THE BENEFICIARIES OR EMPLOYERS. 

However, tracing needs to follow beneficiaries and track where they find 

themselves. Thus, COVID-19 and its impact on the CATHS sector must be 

acknowledged, and therefore we need to understand how these beneficiaries 

have been affected.  

 

The main focus of the tracer should thus be on the appropriateness of learning 

programmes to the industry needs and the ability of beneficiaries to improve their 

economic situation. 
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Table 7-1: Reference Framework 

Aspect Component Rationale/Relevance 

Demographic profile 

Race, gender, age and disability 

• To establish the demographic profile of 
beneficiaries 

• To ensure the demographics match targeted 
profiles (women, youth and disabled) 

Location of beneficiary prior to, during and after 
learning programme  

• To understand the locational dynamics of the 
beneficiary and dependants (urban/rural) 

• To establish the reach of the learning 
programmes  

Education background 

• To understand the dynamics of basic education 
obtained (type of school/institution, location of 
school/institution) 

• To establish the highest level of education 
obtained 

Employment/activity status 
prior to learning programme 

Employment status 

• Employed: To understand whether the beneficiary 
was employed at the company where the 
programme was completed, or another company 

• Unemployed/not available for work: To establish 
the reason for unemployment  

• Studying: To understand the field of study and the 
relevance to the sector 

Involvement in other/previous learning programmes 

• To understand whether beneficiaries have 
completed multiple programmes related to other 
sectors 

• To understand the frequency of such occurrences 

Learning programme 
information 

Learning programme awareness 
• To establish how the beneficiary found out about 

the programme 

Motivation for taking part in programme 
• To understand what the reason was for taking 

part (sent by the company, to develop skills, to 
find a job, to obtain an income, etc.) 

Highlights and challenges of programme 

• To identify aspects that work well  

• To identify areas for improvement 

• To help improve future programmes 
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Aspect Component Rationale/Relevance 

Skills acquired 

• To understand the nature of skills acquired by the 
beneficiary 

• To establish the relevance of skills obtained to the 
sector 

• To measure the personal value attached to skills 
acquired (beneficial or not) 

Application of skills during programme 
• To understand how/whether beneficiaries were 

given adequate opportunities to apply skills 

Mentorship 

• To understand whether the beneficiary was 
assigned a mentor 

• To establish the frequency of interaction 

• To establish the effect/benefit of mentorship to the 
beneficiary 

Promotion/securing employment 

• To establish whether the beneficiary was 
employed at the company where the programme 
took place, after the programme ended 

• To establish if the beneficiary received a 
promotion after completing the programme 

• To understand if the beneficiary’s income 
improved after completion of the programme 

• To understand if the living standards of the 
beneficiary and his/her dependants improved 
after were completed 

Employment/activity after 
completing programme, but 
prior to COVID-19 pandemic 

Employment/activity status: Employed 

• Is the beneficiary employed? 

• In which sector is the beneficiary employed? 

• Is the employment related to/within the transport 
sector?  

• Did the programme assist the beneficiary in 
obtaining employment? 

• How long after completing the programme did the 
beneficiary find employment? 

• The nature of employment (permanent, part-time, 
self-employed, etc.) 

• How did the beneficiary find the employment? 
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Aspect Component Rationale/Relevance 

• Length of current employment? 

• How much is the beneficiary currently earning? 

• Is the beneficiary applying the skills acquired 
during the programme? 

Employment/activity status: Unemployed 
• Reason for beneficiary being unemployed 

• Measures taken to find employment 

Employment/activity status: Studying 
• Field of study  

• Reason for studying current qualification 

Employment/activity status: Learning programme 
• What industry/sector does this programme relate 

to? 

• Why is the beneficiary doing another programme? 

Employment/activity after the 
onset of COVID-19 (current) 

Employment/activity status: Employed 

• Changes in employer 

• Changes in position at company (beneficiary 
promoted?) 

• In which sector is the beneficiary working? 

• COVID-19 pandemic impacts/implications on 
employee 

• Beneficiary level of job security 

Employment/activity status: Unemployed 

• Period of unemployment 

• Reasons for change in employment status 

• Impact of COVID-19 pandemic on household 

• Measures taken to find employment 

• Source of household income  

Employment/activity status: Studying 
• COVID-19 pandemic impact on studies 

• Potential difficulties in completing studies 

Future outlook/plans Future plans (2019/2020) 
• To establish what the short-term goals of the 

beneficiary are (study, to find (new) employment, 
to start a business, to get promoted, etc.) 

Employer perceptions Highlights, challenges and impacts 

• To understand the successes and challenges 
from an employer’s point of view 

• To establish whether the employer gained 
advantage through taking part in the WBL (the 
extent of the impact on the company) 
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Aspect Component Rationale/Relevance 

• To gain the employer’s perception about WBL 
programmes 

• The likeliness of employer recommending WBL 
programmes to other employers 

Beneficiaries 

• To establish previous experience in taking part in 
WBL 

• To understand the recruitment of beneficiaries 

• To understand the participation of beneficiaries 

• To establish the improvement on beneficiaries 
prior to and after completing WBL 

• To establish the approach towards the 
assessment of beneficiaries 

• Opinions regarding the learning institutions 

• To establish the likelihood/rate of employers to 
employ beneficiaries after the WBL has come to 
an end 
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8. Tracer Study Results: Learnerships 

 

8.1. Learnerships 

This section of the report provides an overview of the results, quantitative and qualitative,  gained 

through the survey questionnaire for learnership beneficiaries and host employers.  

 

8.2. Demographics  

This sub-section gives an overview of the demographics of the beneficiaries who participated in 

the learnership programme survey. The demographic profile of the respondents speaks to the 

learning programme objectives of CATHSSETA in assisting unemployed youth in obtaining skills 

and employment. 

 

 

Figure 8-1: Gender 

As seen in the graph to the left, of the 401 

respondents to successfully complete a 

learnership programme, 61,3% were female 

and 38,7% were male. 

 

Figure 8-2: Race demographic  

Most of the responding beneficiaries were 

Black African (91%), followed by Coloured 

(4,5%), White (2,7%) and Indian (1,5%). 
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Figure 8-3: Nationality 

Almost all of the learnership beneficiaries 

were South Africans, with only 0,2% 

indicating that they were not South African. 

This amounts to approximately eight 

persons out of the 401 respondents.  

 

Figure 8-4: Age at completion 

Most of the respondents who completed a 

learnership programme did so between the 

ages of 25 and 34 (54,1%) and 15 and 24 

(32,4%). 

 

This talks to CATHSSETA’s objective of 

supporting youth to gain skills and work 

experience to contribute to the labour force. 

 

Figure 8-5: Place of origin 

Most of the beneficiaries were residing in 

Gauteng (37%) at the time of the 

programme. 

n = 401 
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Figure 8-6: Highest education level 

The highest education level attained by the 

majority of beneficiaries prior to the 

learnership programmes was matric 

(42,4%), followed by technical college 

certifications (28,9%).  

 

8.3. Pre-learnership Activity  

Respondents were asked about their pre-learnership activities. The following section outlines the 

employment status of respondents prior to taking part in the learnership programme to establish 

aspects around work experience and previous learning programmes. 
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Figure 8-7: Pre-learnership employment status 

The predominant employment status 

amongst beneficiaries was unemployed 

(67,3%), which correlates with the fact that 

the great majority of those funded by 

CATHSSETA were funded under the 

unemployed learnership programme, where 

unemployment was a prerequisite for 

receiving funding. 

 

Figure 8-8: Pre-learnership employed 

Of the 82 respondents who indicated that 

they were employed at the time of the 

programme (19,5% of all respondents), 

80,5% were employed by the same 

company that hosted the learnership and 

19,5% were employed elsewhere. 

 

Figure 8-9: Pre-learnership unemployed 

From the 304 respondents who indicated 

that they were unemployed at the time of 

the programme, 54,6% indicated that they 

had never worked prior to the learnership 

and 45,4% said that they had worked 

before.  
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Figure 8-10: Duration of unemployment prior to learnership 

The graph to the left summarises the 

duration of unemployment for all 

respondents prior to the start of the 

programme.  

 

Nearly as many respondents were already 

working (20,0%) as compared to those who 

had never worked before (20,9%).  

 

Of those who have worked before but were 

unemployed at the time of the programme, 

the greatest concentration of respondents 

were unemployed between one to three 

years prior to the programme (19,2%). 

 

Figure 8-11: Completed other SETA programmes 

 

Only 7% (28) of the respondents indicated 

that they had completed another SETA 

programme other than the CATHSSETA 

learnership programmes they completed. 

Of those who had previously completed 

another SETA learning programme (7%), 

46% (13 respondents) were employed prior 

to the programme.  

 

It is possible that those who were employed 

had taken part in another SETA learning 

programme due to their employer enrolling 

them for career development. It is unclear 

why the remaining respondents had taken 

part in another SETA programme, but it 

could be that the learning programme 

occurred in a different SETA. This indicates 

that the SETAs do not have integrated 

systems allowing them to cross-reference 

students across the different programmes 

and SETAs. 
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8.4. Programme uptake  

 

Figure 8-12: Learnership programme awareness 

As seen in the graph to the left, the 

respondents were mostly made aware of the 

learnership programmes through personal 

contacts/ family relations (43,4%).  

 

The awareness created by organisations 

where respondents were working at (18,7%) 

differs from the employment status of 

respondents prior to the learnership 

programme (20,4%) by 1,7%.  This means 

that awareness created by organisations is 

very important. 

 

Figure 8-13: Reason for participation in learnership 

The majority of respondents participated in 

learnership programmes to improve their 

skills (36,4%), followed by 24,7% who 

participated in order to find a job, while 

23,2% of respondents indicated that their 

participation aligned with wanting to gain 

experience. 

 

Figure 8-14: NQF level 

Most of the beneficiaries completed a 

learnership with an NQF level of 4 (71,7%).  

 

The top three qualifications completed by 

respondents were: 

• NC: Professional Cookery (27%) 

• NC: Food and Beverage Services (16%) 

• NC: Fitness (10%) 

 

8.5. Post-programme activity  

This section focuses on pre-COVID-19 (31 December 2019) and current 2021 (30 April 2021) post-

learnership activity. 
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The rationale for asking about the employment activity of respondents at these two specific points 

in time is to understand to what degree the learnership programmes resulted in employment for 

these beneficiaries, the applicability of these skills to the industry, and to isolate the loss of 

employment as a direct result of the COVID-19 pandemic.   

 

The following graph provides an overview of the employment status of the respondents at the 

different points in time; pre-programme, pre-COVID-19 (after completion of the programme) and 

current. 

 

Figure 8-15: Employment status comparison (pre-learnership, pre-COVID-19, current) 

 

The number of respondents who found employment after the programme increased by 34% (136 

persons), dropping by 2% (eight persons) after the onset of the COVID-19 pandemic. Those who 

were self-employed before the programme decreased by 14% after the programme, but before the 

onset of COVID-19, and 17% after the onset of the COVID-19 pandemic. 

 

Details regarding employment status pre-COVID-19 and currently (2021) are unpacked in the sub-

sections below. 
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8.5.1. Pre-COVID-19 employment status 

 

Figure 8-16: Employment status pre-COVID-19 

 

The pre-COVID-19 employment status 

comprised 53,4% unemployed 

respondents and 43,6% employed 

(including self-employed) respondents.  

 

Despite the great increase in 

employment compared to before 

programme completion, more than half of 

the respondents reporting to be 

unemployed could be indicative of a 

competitive job market within this sector, 

even prior to the COVID-19 pandemic.  

 

8.5.1.1. Employed 

 

This sub-section unpacks the details of those 38% of respondents (152 persons) who indicated 

that they were employed pre-COVID-19, post-learnership. 

 

   

Figure 8-17: Time elapsed between learnership completion and 

finding employment 

From the time elapsed between learnership 

completion and finding employment, 51,3% 

were able to find employment immediately. The 

time elapsed for the remaining respondents 

ranged between zero and three months up until 

two years or more to secure employment.  
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Figure 8-18: Absorption rate 

Of the respondents who indicated that they 

were employed immediately post-

learnership, 82,1% of them were absorbed 

by their host employer (approximately 63 

persons), while 17,9% found employment 

elsewhere. 

 

Figure 8-19: Employment type for those absorbed 

The illustration to the left represents the 

employer type for those absorbed by their 

host employers.  

 

The majority of employed respondents were 

absorbed by a private enterprise (73,4%).  

 

Figure 8-20: Employment type 

Of the 152 respondents who were employed 

pre-COVID-19 and post-learnership, 57,2% 

were employed on a permanent basis, 

28,9% were on a fixed-term contract and 

13,8% were employed on a casual/part-time 

basis. 
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Figure 8-21: Size of organisation 

 

The majority of respondents were employed 

at organisations consisting of between 11 

and 49 employees (56,6%). 

 

 

Figure 8-22: Hours worked per week 

 

Figure 8-23: Monthly income pre-COVID (employed) 

More than half of the post-learnership 

respondents employed pre-COVID-19 

indicated that they worked 40 hours per 

week on average.  

 

The remaining respondents were split 

relatively evenly between working less than 

40 hours per week (18,4%) and working 

more than 40 hours per week (19,1%).  

Most respondents earned between R3 201 

and R12 800 per month. Only 0,7% of 

respondents earned between R25 601 and 

R51 200 per month. 

 

It is noteworthy that the income and hours 

worked per week are indicative of the pay 

structures of private companies in South 

Africa.  

 

The average income for those employed 

post-programme, pre-COVID-19 was 

R6 718 per month. 
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Figure 8-24: Learnership relevance for employed respondents 

The overall response of employed post-

learnership respondents was positive. The 

respondents felt that the learnership was 

relevant to their occupations and translated 

to the skills required in their job-related 

tasks.  

 

About 74% (112) of respondents work in the 

same industry in which the learnership took 

place. This correlates with the high 

absorption rate by host employers 

highlighted earlier.  

 

Although the overall response to the 

relevance of the learnerships was positive, 

61% (92) of respondents were less positive 

regarding the career expectations post-

learnership.  

 

8.5.1.2. Self-employed  

The following sub-section details the conditions of self-employed respondents pre-COVID-19, post-

learnership.  

 

Approximately 20% of respondents indicated that they were self-employed prior to the programme. 

This number decreased by 14%, as only 6% of respondents indicated that they were self-employed 

on 31 December 2019 (before the COVID-19 pandemic). 

 

Of the respondents who were self-employed prior to the programme (15), three became employed 

on a full-time or part-time basis after the programme (pre-COVID-19). This indicates that the 

learnership programme offers the continued guidance needed by self-employed respondents. 

Moreover, it reveals that the programme provides the necessary skills for self-employed 

respondents to continue growing their businesses.  
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Figure 8-25: Business formalisation of self-employed respondents 

From the 23 respondents (6% of 

respondents) who were self-employed, only 

61% of businesses were registered with 

CIPC, 22% are registered for VAT and 26% 

are registered for Income Tax.   

 

This provides some insights into the level of 

formality and maturity of these businesses. 

  

Figure 8-26: Period business in operation 

 

As of 31 December 2019, a total of 78,2% 

of self-employed post-learnership 

respondents (approximately 17 persons) 

had their businesses for a period of two to 

five years.  

 

Figure 8-27: Number of people employed 

Most of the self-employed respondents had 

two or less employees employed in their 

business. This again provides some 

insights into the level of business maturity 

for these respondents. 
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Figure 8-28: Monthly income for self-employed respondents (pre-

COVID-19) 

 

Self-employed respondents mostly earn 

between R1 601 and R3 200 (30,4%) and 

R6 401 and R12 800 (21,7%) per month. 

 

Figure 8-29: Learnership relevance for self-employed 

respondents 

 

The overall perception of self-employed 

respondents was that the learnership 

positively affected their businesses.  

 

Among the 23 self-employed respondents, 

70% were in the same industry as the 

learnership programme. 

 

Of those who were self-employed, 74% 

started their businesses post-learnership 

completion. This correlates with the 74% of 

respondents who indicated that their 

businesses were related to what was 

learned in the learnership programme, 

revealing the positive relevance of the 

learnership programmes.   

 

 

8.5.1.3. Unemployed 

 

This sub-section focuses on the details and conditions of respondents who are unemployed. 
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Figure 8-30: Unemployment situation 

 

As of 31 December 2019, 89% of 

unemployed respondents were looking for 

employment. Only 2% had lost motivation to 

continue looking for a job.  

 

 

Figure 8-31: Duration looking for employment 

 

The duration of time spent looking for a job 

by unemployed respondents ranged 

predominantly between 0 and 12 months as 

well as between 19 months and 36 months.  
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Figure 8-32: Activities/ methods to find work 

Unemployed respondents made use of a 

variety of methods to find work. The most 

common method was to send out CVs to 

companies or organisations (74%). 

 

Notably, none of the respondents made use 

of social media platforms to find work. 

 

 

8.5.1.4. Studying  

 

The following sub-section indicates the conditions of the respondents who were studying pre-

COVID-19, post-learnership (3% of all respondents). 

 

 

Figure 8-33: Institution type for studying respondents 

Of the 12 respondents who decided to study 

post-learnership, 58,3% went to universities 

and 33,3% went to TVET colleges. 
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Figure 8-34: Reasons for studying 

The respondents who indicated that they 

studied post-learnership were asked to 

provide reasons for studying. On the graph 

to the left, most of the respondents indicated 

they decided to study post-learnership to 

acquire a higher qualification (66,7%). 

 

It is interesting to note that the other reasons 

are centred around improving employment 

opportunities or career growth. 

 

8.5.2. Current employment status (2021) 

The COVID-19 pandemic has impacted all of the CATHSSETA sectors. It is estimated that most 

sectors will take years to recover to pre-COVID-19 economic status. The following section looks at 

the current 2021 situation of post-learnership beneficiaries regarding the effects of the COVID-19 

pandemic.  

 

 

Figure 8-35: Current employment status 

 

The current employment status (as of 

30 April 2021) comprises 56,8% 

unemployed respondents and 36,2% 

employed respondents.  

 

Although 57% unemployment for the 

respondents is high, the 

unemployment only increased by 4% 

(16 persons) since the advent of the 

COVID-19 pandemic. 
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Figure 8-36: Employment status across the different cohorts 

The graph to the left represents the 

change in employment status from 

pre-programme activity to current. It 

is seen that the employment status 

rose significantly for the cohorts of 

2016–2019. This could be due to 

respondents having more time to look 

for employment as compared to 2020 

where the employment rate is lower, 

which could have been due to the 

national lockdowns.  

 

Figure 8-37: Post-learnership destination 

The current destination of 

beneficiaries increased by 5 

percentage points in Gauteng post-

learnership completion (42%). This 

represents where most of the job 

opportunities are available, as 

Gauteng is considered the economic 

hub of South Africa. 

 

9.5.1.11. Employed  

 

This sub-section provides the details of the employed respondents post-learnership within the 

current COVID-19 pandemic.  
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Figure 8-38: Employed at same employer as before COVID-19 

Of the 156 respondents who were 

employed post-learnership, 72,4% are 

still at their same employer as before 

COVID-19.  

 

Figure 8-39: Reasons for no longer being at the same employer 

 

The respondents who indicated that they 

were no longer at the same employer as 

before COVID-19 were asked to indicate 

the reasons thereof.  

 

Notably, 88,2% of respondents said that 

they were no longer at their pre-COVID-

19 employer due to wanting better 

opportunities and career growth, while 

only 5,9% were retrenched.  

 

Figure 8-40: Monthly income employed (current) 

The majority of respondents earn 

between R3 201 and R12 800 per 

month. 

 

Average income for those employed in 

2021 increased from R6 718 to R14 509 

per month, compared  to pre-COVID-19. 
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Figure 8-41: Promoted since learnership completion 

Respondents were asked to indicate 

whether they were promoted post-

learnership as of 30 April 2021.  

 

The illustration to the left reveals that 

46% of respondents had been promoted 

since completion of the learnership 

programme. Of those who had been 

promoted, 87% indicated that their 

promotion was partly due to the required 

skills learned from a learnership 

programme.  

 

Figure 8-42: Employed in the CATHS sectors 

 

Approximately 65% of current employed 

respondents are employed in CATHS 

sectors. This is approximately 8,6% less 

than those employed in these sectors 

prior to the pandemic. 

 

It is relevant to note that employment 

within the CATHS sector decreased in 

the interim of 31 December 2019 (pre-

COVID) (74%) and 30 April 2021 (65%). 

 

The decrease in employment within the 

CATHS sector indicates that the jobs of 

those not employed in the CATHS 

sector are not aligned with the 

programmes/qualifications completed. 

The top three qualifications were 

Professional Cookery, Food and 

Beverage Services, and Fitness. 

However, the top occupations were 

General Clerk, Chef and Receptionist. 

This implies that beneficiaries took up 

any employment  they could find, as 

these occupations do not align with the 

abovementioned qualifications and 

might also not be related to the CATHS 

sector. 
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Figure 8-43: Reasons for not being employed in the CATHS sectors 

 

Following from the description above, 

the two main reasons for not being 

employed in the CATHS sectors are the 

lack of jobs (48,1%) and the lack of 

opportunities in the CATHS (24,1%) 

sector.  

 

Figure 8-44: Reported likeliness to lose job 

Respondents were required to rate their 

level of job security on a scale from 1 to 

10, where 1 is extremely unlikely and 10 

is extremely likely.  

 

Of those employed during the COVID-19 

pandemic, 26,3% report that it is quite 

unlikely that they will lose their jobs as of 

30 April 2021. 

 

It is notable that 14,7% of respondents 

indicated that they are extremely likely to 

lose their jobs as a result of the COVID-

19 pandemic. This suggests that these 

respondents experience the industries 

within the CATHS sectors as suffering 

from the aftermath of lockdown. 

 

Figure 8-45: Reported impact of COVID-19 on employees 

Although the respondents within this 

section are employed, effects were felt 

as a result of the COVID-19 pandemic. 

 

Of the employed respondents, 26,1% 

experienced salary cuts and 34% 

experienced adjusted/reduced working 

hours. Considering these two impacts, it 

follows that salary cuts were 

experienced in cases where working 

hours were reduced or adjusted.  
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9.5.1.12. Self-employed  

The following sub-section details the conditions of self-employed respondents post-learnership 

within the current COVID-19 pandemic.  

 

 

Figure 8-46: Started business during the COVID-19 pandemic 

As seen in the illustration to the left, 31% of 

self-employed respondents post-learnership 

started their business during the COVID-19 

pandemic.  

 

Figure 8-47: Business operating within the CATHS sectors 

Of the self-employed respondents, 46% of 

their businesses are operating within the 

CATHS sectors.  

 

This illustration reveals a decrease in the 

number of self-employed businesses within 

the CATHS sector (46%) compared to self-

employed businesses pre-COVID as of 31 

December 2019, as seen above (70%).  

 

Figure 8-48: Reasons for not operating business in CATHS 

sectors 

 

The main reasons given for not operating in 

the CATHS sectors are the lack of 

opportunities available in the CATHS sector 

(57,1%) and the lack of tourists/customers 

due to lockdown restrictions (14,3%). 

 



Track and Trace Research Study: Integrated Report 

123 
 

 

Figure 8-49: Monthly income for self-employed respondents 

(current) 

 

All of the five self-employed respondents 

who provided their monthly income fall 

within a different pay bracket. This means 

that there is no majority earning bracket.  

 

Figure 8-50: Level of impact of pandemic on business 

The graph to the left is representative of the 

level of impact felt by self-employed 

businesses as a result of the COVID-19 

pandemic. The level of impact ranges from 1 

to 10, 1 being extremely positive and 10 

being extremely negative.  

 

As seen, the responses of the self-employed 

respondents started from 4 and increased 

towards the high end of the scale. This 

represents the overall negative impact that 

COVID-19 has had on self-employed 

businesses.  

 

Figure 8-51: Impact of pandemic on self-employed respondents 

 

The above graph specifies the impacts felt by self-employed respondents from the COVID-19 pandemic. Most of 

the self-employed respondents noted that they had a substantial loss in business activity (reductions in income) 

(38,5%), had to permanently close business (38,5%), or had to temporarily close their business (38,5%).  
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9.5.1.13. Unemployed  

This subsection looks at the conditions and details of unemployed respondents post-learnership 

within the current COVID-19 pandemic.  

 

 

Figure 8-52: Historic employment for unemployed respondents 

Of the unemployed respondents, 62,3% 

indicated that they had been employed 

before and 37,7% indicated that they had 

never been employed before.  

 

 

Figure 8-53: Unemployment occurrence 

The respondents were asked to specify 

when their unemployment occurred. 88,9% 

of the respondents indicated that their 

unemployment happened before the 

pandemic, and only 11,1% became 

unemployed during the COVID-19 

pandemic.  

 

Figure 8-54: Reasons for unemployment 

The main reasons for unemployment 

amongst respondents were that they were 

retrenched from their previous job (28,8%) 

and they were dissatisfied with their previous 

job (21,6%).  

 

The respondents who indicated their reason 

of unemployment as “other” (26,1%) were 

asked to specify their reason of 

unemployment. The majority of respondents 

specified that their contracts either ended or 

the company they were working for closed.  
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Figure 8-55: Job seeking status 

Approximately 98,2% of unemployed 

respondents are actively looking for a job. 

 

Figure 8-56: Reported household income sources 

A total of 51,4% of unemployed 

respondents’ households rely on the 

salaries/wages from other household 

members and 36,7% rely on social grants.  

 

It is noteworthy that more than half of the 218 

respondents’ households rely on other 

household members for salaries/wages. 

This represents how households have been 

negatively affected during the COVID-19 

pandemic, as more than half of the 

respondents’ households have experienced 

a decrease in income. 

 

Figure 8-57: Level of impact of pandemic on respondents' 

households 

The graph to the left represents the reported 

level of impact of the COVID-19 pandemic 

on the respondents’ households. The 

respondents were asked to rate the level of 

impact on a scale between 1 and 10, 1 being 

extremely positive and 10 being extremely 

negative. More than half of the respondents 

(64,6%) indicated that the COVID-19 

pandemic impacted their households very 

negatively. 
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Figure 8-58: Specific impacts of the pandemic on respondents’ households 

 

The specific ways in which the COVID-19 pandemic impacted unemployed respondents are represented 

in the above graph. Of the 218 respondents, 67,4% reported their inability to cover household expenses 

and 61% indicated that their households experienced a loss in income.  

 

9.5.1.14. Studying 

This subsection indicates the details of the respondents studying post-learnership within the current 

COVID-19 pandemic. 

 

 

Figure 8-59: Studies affected by the COVID-19 pandemic 

Of the respondents who were 

studying post-learnership as of 

30 April 2021, 64,3% of 

respondents’ studies were 

affected by the COVID-19 

pandemic and 35,7% said that 

their studies were not impacted 

by the pandemic.  
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Figure 8-60: Impacts experienced from pandemic on respondents' studies 

 

The impacts experienced from the pandemic by the respondents studying post-learnership entail 33,3% 

having to move to remote/online classes, 22,2% of respondents’ classes being stopped/halted, and 22,2% 

experiencing financial issues or being unable to pay for their studies. These reasons correlate with the 

COVID-19 pandemic lockdown restrictions of reduced crowds and the overall financial effects felt by 

respondents. 

 

Figure 8-61: Reported difficulties related to respondents' studies 

A significant percentage of respondents were faced with limited internet access/no internet access 

(71,4%). This is not conducive to studying, especially studying online or remotely.  

 

It is relevant to note that 28,6% of respondents were without a computer or laptop as a result of the 

pandemic. This indicates that there are respondents who rely on learning institutions for access to 

computers or laptops to complete their studies.  

  

8.6.  Perceived impacts  

The following section looks at the perceived impacts that the learnership programmes had on the 

beneficiaries. The beneficiaries’ perceptions are captured in word clouds generated from their 

responses in their interviews as well as in illustrations and graphs created from the gathered data.  
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Figure 8-62: Benefit status of learnership programme 

The overall perception by the 401 

respondents of the learnership programmes 

was positive. 92,3% of the beneficiaries 

found the learnership programmes to be 

beneficial.  

 

Figure 8-63: Agreement statements related to learnership 

programme 

The agreement statements to the left 

indicate the perceived benefits of the 

learnership programme by respondents.  

 

Approximately 81% of respondents agreed 

that the learnership programme improved 

their ability to adapt to different work 

situations. This is a good indication of the 

perceived impact of the workplace-based 

learning component of learnership 

programmes.  

 

Only half of the respondents felt that the 

learnership programme helped them to 

secure employment.  

 

It is relevant to note that 67,1% of 

respondents felt that they learned more 

about the CATHS industries from the 

learnership programmes. This indicates that 

there are some learnership programmes 

that are not transferring enough information 

regarding the CATHS industries to their 

respondents. 
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Figure 8-64: Reasons for why the learnership was beneficial 

Respondents were asked to elaborate on 

why the learnership programme was 

beneficial.  

 

The majority of respondents specified that 

they gained knowledge and skills, 

especially related to cookery; were able to 

acquire a job; received a qualification; and 

acquired beneficial administrative skills. 

 

Figure 8-65: Respondents’ perceptions regarding exposure in the 

host organisation 

The graph to the left represents the 

perceptions regarding exposure in the host 

organisation. About 84% of respondents 

indicated that they were given the 

opportunity to move around the 

organisation to learn different skills, which is 

a positive indicator of the programmes. 

72,6% of the respondents also reported that 

they were given the opportunity to work in 

different units/directorates. 
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Figure 8-66: Mentors in the workplace during the learnership 

Of the 88,8% of respondents who had a 

mentor at the workplace during the 

learnership, 37,7% indicated that their 

mentors were available very often and 

42,5% were available often. This indicates 

that the overall availability of mentors was 

positive.  

 

It is important to note that only 3,9% and 

1,1% of respondents indicated that their 

mentors were available rarely and very 

rarely, respectively.  

 

Guidance and mentorship are important for 

the support of the beneficiaries and the 

general success of the learnership 

programmes.  

 

Figure 8-67: Things learned during the learnership 

  

The aspects illustrated on the left represent 

the things learned by respondents in the 

learnership programmes. 

 

Beneficiaries learned cookery skills, 

customer service skills, leadership skills, 

communication skills, fitness training and 

warehouse experience. Thus, the 

learnership programmes offer a variety of 

skills to be learned. 
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Figure 8-68: Respondents' positive perceived aspects of the 

learnership programme 

  

Respondents were asked to list the positive 

perceived aspects of the learnership 

programmes.  

 

The main aspects were that they acquired 

new skills, received a stipend, improved 

their communication skills, and practicals 

were helpful.  

 

Figure 8-69: Respondents' negative perceived aspects of the 

learnership programme 

  

 

 

 

The illustration on the left represents the 

negative perceived aspects of the 

learnerships felt by the respondents.  

 

The main aspects were the lack of job 

opportunities available, some did not 

receive their certificates, and stipends were 

delayed.  

Respondents were asked to provide suggestions that can help with the improvement of the learnership 

programme. These suggestions include: 
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• Making sure that stipends of beneficiaries are paid on time. Most beneficiaries rely on the stipend 

to get to work and find themselves in a difficult situation when these stipends are not paid—leading 

to, in some instances,  missed work. 

• Ensuring that beneficiaries receive their certificates upon completion. It disadvantages 

respondents when it comes to looking for employment if they do not have proof of their 

qualifications. 

• Extending the length of the programme to accommodate more people, such as those who are 

employed full-time. Moreover, this will allow beneficiaries to gain additional work exposure and 

experience. 

• Following up with learners during the programme to address problems in real-time.  

• Hiring experienced lecturers to ensure that the relevant skills are being taught. 

 

8.7. Future plans  

The respondents were asked to reflect on their short-term plans for the period 2021/2022. The 

graph below represents the future plans of respondents.  

 

 

Figure 8-70: Future plans of respondents 

 

From the 401 respondents, 42% reported that they are going to look for a job (35,4% for full-time 

employment, 6% for a new job and 1% for part-time employment). The future plans of other 

respondents consist of setting up their own business (15%) and continuing to work in their current 

job (14,5%). 

 

8.8. Employers’ perspective  

In order to understand the impact of the learnership programmes on the employers of beneficiaries, 

an employer questionnaire was conducted. The following section looks at the perceived impacts 

felt by the host employers as obtained through the employer questionnaire results. 
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8.8.1. Background of employers for each learning programme 

 

This sub-section looks at the background and profile of the employers and details the dynamics of 

the learnership programme and CATHSSETA within the organisations.   

 

 

Figure 8-71: CATHSSETA SDL employer 

The graph to the left represents the 

percentage of organisations that pay the 

Skills Development Levy (SDL) and those 

that are not required to or are not sure 

whether they pay the SDL. 

 

The majority of the employers (82,4%) that 

hosted learnership beneficiaries are thus 

levy-paying organisations. 

 

Figure 8-72: Employers within the CATHS Sector 

Of the employers hosting learnership 

programmes, half of them are within the 

hospitality sub-sector.  
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Figure 8-73: Form of ownership of host employers 

Of the 17 host employers that took part, 

88,2% of them are private companies.  

 

Figure 8-74: Level of proficiency of employees according to host 

employers 

The employers were asked to indicate the 

level of proficiency of all their employees at 

their jobs.  

 

About 58,8% indicated that most of their 

employees were proficient at their jobs.  

 

Figure 8-75: Completion of learnership required by host 

employer 

The graph on the left represents whether the 

completion of the learnership is a 

requirement for the beneficiary’s job. 

 

Half of the employers indicated that it is a 

requirement for some of the beneficiaries, 

while the other half were either mostly 

required or all beneficiaries were required to 

complete the learnership for their job.  



Track and Trace Research Study: Integrated Report 

135 
 

 

Figure 8-76: Reasons for job requiring learnership completion 

The employers indicated the reasons why 

the jobs required the learnership programme.  

 

Approximately 76,5% of employers indicated 

that the learnership programme provides 

skills required for the job. Moreover, 47,1% 

indicated that it was to improve the quality of 

services/goods provided, and 41,2% of 

employers reported that jobs required the 

learnership programme in order to maintain 

professional standards. 

 

It is relevant to note that only 23,5% of 

employers indicated that jobs required a 

learnership programme as a response to 

new technology. This may reflect the lack of 

technological knowledge within the particular 

CATHS sectors, namely amongst the food 

business, fitness, and general clerks or 

receptionists.  

 

8.8.2. Satisfaction level  

The following sub-section outlines the general satisfaction levels of employers regarding their 

involvement within the learnership programme. 

 

 

Figure 8-77: Satisfaction level of CATHSSETA learnerships 

providing the required skills 

The graph on the left represents the level of 

satisfaction experienced by employers with 

regard to the skills development facilitated 

by the learnership programme.  

 

The overall satisfaction level was positive as 

52,9% of employers were satisfied and 

35,3% were very satisfied.  
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Figure 8-78: Learnership benefits to organisation 

The two main benefits of being host 

employers for learnership programmes are 

the increased productivity and capacity 

(58,8%), and contributing to youth 

development and employment (29,4%). 

 

Only 6% of employers indicated that 

employees gained skills and work 

experience.  

 

Figure 8-79: Challenges in hosting beneficiaries 

Employers were asked to indicate the 

challenges faced regarding accommodating 

beneficiaries in the workplace. 

 

The two main challenges were the additional 

strain on budgets and financial resources to 

accommodate beneficiaries (52,9%), and 

the time constraints in mentoring and 

grooming beneficiaries (23,5%). 

 

As mentoring plays a vital role in the success 

of learnership programmes, additional 

resources or help are potentially needed 

from CATHSSETA to provide support to host 

employers. 
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Figure 8-80: Suggested CATHSSETA service improvements 

The illustration to the left indicates the 

suggested improvements regarding the 

CATHSSETA learnership programmes by 

employers. 

 

The majority of employers suggested that 

CATHSSETA improve their turn-around time 

regarding administrative tasks (91,7%), 

58,3% suggested that communication 

become regular, and 41,7% suggested a 

CATHSSETA official be nominated to 

oversee beneficiaries in the organisation 

and that CATHSSETA ensures that their 

system are better integrated. 

 

Figure 8-81: Host employers believe that the learnerships are 

beneficial for employers 

 

All of the employers that participated in a 

learnership programme believe that it is 

beneficial for employers.  

 

Figure 8-82: Reasons why the learnership programme is 

beneficial for employers 

Employers were asked to elaborate on why 

they thought the learnership programme 

was beneficial for employers.  

 

Most of the employers indicated that it is 

beneficial as it gives organisations access to 

skilled employees and allows for upskilling in 

the workplace.  
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8.8.3. Changes in the workplace  

This sub-section looks at the changes witnessed in the workplace over time and as a result of the 

COVID-19 pandemic.  

 

 

Figure 8-83: Changes witnessed in the workplace 

Employers were asked to indicate what 

changes they have witnessed over time in 

the workplace.  

 

The main changes experienced are the 

greater need for online or remote working 

skills and etiquette (29,4%), and the 

increase in demand and reliance on 

information communications technology 

(ICT) processes and network (23,5%). 

 

These two reasons highlight the 

importance of emerging technologies and 

digital skills demand facing the current 

workforce in and outside of the CATHS 

sector. 

 

Figure 8-84: Addressing of changes in workplace in learnerships 

current form 

More than half of the employers (52,9%) 

indicated that the learnership programme 

in its current form is not addressing the 

changes witnessed in the workplace. 

 

This suggests that the learnership 

programmes are not researching the new 

needs of organisations regarding the skills 

of employees and emerging technologies.  
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Figure 8-85: Effects of the COVID-19 pandemic on learnership 

programmes according to employers 

The illustration on the left indicates the 

effects that the COVID-19 pandemic has 

had on the learnership programmes and 

skills thereof, according to the employers.  

 

Of the 17 employers, 65% reported that the 

pandemic changed the ways in which 

learnership programmes are implemented, 

and 18% indicated that it has influenced 

the quality of skills achieved by 

beneficiaries.  

 

Figure 8-86: COVID-19 impacts on learnership implementation  

The illustration to the left represents how 

employers perceive the impact of the 

COVID-19 pandemic on the ways in which 

the learnership programmes are 

implemented.  

 

The main way that the implementation of 

the learnership programme changed was 

that the duration of the learnership had to 

be extended. This suggests that the 

lockdown restrictions impacted the 

completion dates of the learnership 

programmes. 

 

 

Figure 8-87: COVID-19 impact on the value of the learnership 

programme 

 

The three main ways in which the 

pandemic influenced the value of the 

learnership programme for the employers 

was via the delay of programmes, 

company closure as a result of lockdown 

levels, and the increased need for 

technology and equipment.  
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Figure 8-88: COVID-19 impact on the standard of the skills 

achieved from the learnership programme 

Employers expressed that the COVID-19 

pandemic had an influence on the standard 

of skills achieved by the beneficiaries. In 

other words, the skills that beneficiaries 

gained were of a lower standard due to the 

impacts of the pandemic. 

 

The main ways in which the pandemic 

influenced the quality of skills of 

beneficiaries was due to the shift to online 

training and the technology and equipment 

needed to implement online learning. 

 

Figure 8-89: Employers considerations for absorption 

Most of the employers indicated that there 

are limited/no considerations in the 

absorption of beneficiaries (47,1%).  

 

It is relevant to note that there are some 

employers that consider those with 

technical abilities and proficiency when 

considering absorbing beneficiaries after 

completion of the learnership programme 

(29,4%). This is indicative of the value 

employers see in digital and technical skills 

in the workplace.    

 

8.8.4. CATHSSETA and training programme 

The following sub-section details the interactions and experiences of employers with CATHSSETA 

and the learnership training providers. 
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Figure 8-90: Employers’ level of satisfaction with CATHSSETA 

interactions regarding the learnership 

Overall, employers were either satisfied 

(29,4%) or very satisfied (29,4%) regarding 

their interactions with CATHSSETA and the 

learnership programmes they were involved 

in.  

 

Figure 8-91: Reasons for being dissatisfied with CATHSSETA 

interactions 

The respondents who were dissatisfied with 

the interactions with CATHSSETA provided 

the reasons for such.  

 

60% indicated that they received poor 

communication, and 40% indicated that they 

experienced slow turn-around times from 

CATHSSETA. 

 

Figure 8-92: Reasons for dissatisfaction regarding employers' 

interactions with CATHSSETA 

The main reasons for dissatisfaction 

regarding employers’ interactions with 

CATHSSETA were poor communication 

and delays in payments from CATHSSETA. 

. 
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Figure 8-93: Level of satisfaction with training provider 

interactions 

The graph to the left represents the level of 

satisfaction experienced by employers with 

regard to their interactions with training 

providers. 

 

Most of the employers were either satisfied 

(46,7%) or very satisfied (40%).  

 

It is relevant to note that none of the 

employers indicated their dissatisfaction 

towards their interactions with training 

providers. This could suggest that training 

providers are satisfactory in their 

communication and interaction with host 

employers.   

 

Figure 8-94: Employers recommend that other organisations take 

part in learnership programmes 

 

Of the 17 employers, 94,1% indicated that 

they would recommend that other 

organisations take part in a learnership 

programme. 
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Figure 8-95: Reasons for employers’ recommendations for other 

organisations to take part in learnership programmes 

As seen above, most of the employers 

recommended that other organisations take 

part in the learnership programme. 

 

The primary reasons for this are that 

learning programmes promote youth and 

community development as well as 

employment opportunities. Additionally, it 

allows for employers to partner with other 

organisations, facilitating the transfer of 

skills.   

 

Figure 8-96: Employer perception of beneficiary proficiency 

improvement 

All of the employers experienced an 

improvement in job proficiency of 

beneficiaries after completion of the 

learnership programme. 
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Figure 8-97: Employers believe that the learnership programmes 

are beneficial for learners/ beneficiaries 

All of the employers perceive the 

learnership programme to be beneficial for 

the beneficiaries.  

 

This reflects the positive impact that 

learnership programmes have on the skills 

development of beneficiaries. 

 

Figure 8-98: Employer reasons for believing learnership 

programmes are beneficial for learners/ beneficiaries 

The illustration to the left demonstrates the 

main reasons why employers perceive the 

learnership programme to be beneficial for 

beneficiaries/ participants. Overall, the 

employers indicated that the learnership is 

beneficial for beneficiaries as it creates 

increased productivity and improves 

beneficiaries’ knowledge.  
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9. Tracer Study Results: Internships 

 

9.1.  Internship programmes 

This section of the report provides an overview of the results gained through the survey 

questionnaire for internship beneficiaries and host employers, quantitative and qualitative.  

 

9.2. Demographics  

This section of the report provides an overview of the results gained through the survey 

questionnaire for internship beneficiaries and host employers, quantitative and qualitative.  

 

This sub-section focusses on a statistical overview of the sampled beneficiaries who participated 

in the internship programme survey. The demographic profile of the respondents speaks to the 

learning programme objectives of CATHSSETA in assisting unemployed youth in obtaining skills 

and employment. 

 

 

Figure 9-1 Gender 

As depicted in the graph, most of the beneficiaries 

were female (58,5%) This statistic shows that there 

is gender equality in the learning programmes, 

which are therefore in line with achieving national 

policy objectives. 

 

Figure 9-2: Race demographic 

The dominant race of beneficiaries was Black 

African.  
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Figure 9-3: Nationality 

All of the internship respondents were South African.  

 

Figure 9-4: Age at completion 

98,1% of the respondents were between the ages of 

15 and 35 at the time of programme completion.  

This speaks to the objectives of CATHSSETA 

learning programmes in upskilling youth and 

assisting in providing work experience and 

opportunities for unemployed youth. 

 

Figure 9-5: Highest education level 

 

 

The highest education level attained by most of the 

beneficiaries prior to the internship programmes was 

a university certificate or diploma (58,5%), followed 

by university degree (26,4%). 

 

 

 

Figure 9-6: Place of origin 

 

 

Most of the beneficiaries were residing in Gauteng 

(23%) at the time of the programme. 
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9.3. Pre-internship activity 

Respondents were asked about their pre-internship activities. The following section outlines the 

employment status of respondents prior to taking part in the internship programme, aiming to 

establish themes around work experience and previous learning programmes. 
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Figure 9-7: Pre-internship employment status 

The predominant employment status amongst 

beneficiaries was unemployed (60,4%). 

 

Figure 9-8: Pre-internship employed 

Of the respondents who indicated that they were 

employed at the time of the programme, 75% were 

employed by the same company that hosted the 

internship and 25% were employed elsewhere. 

 

Figure 9-9: Pre-internship unemployed 

From the respondents who indicated that they were 

unemployed at the time of the programme, 60,9% 

indicated that they had never worked prior to the 

learnership and 39,1% said that they had worked 

before. 

  

Figure 9-10: Duration of unemployment prior to 

internship 

 

The graph to the left shows the unemployment 

duration prior to starting the internship. Of the 53 

respondents who participated in the survey, 22,6% 

indicated that they had never worked before. The 

average duration of unemployment for these 

respondents was less than a year. 
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Figure 9-11: Completed other SETA programmes 

 

 

17% (nine) of the total population (53) completed 

other SETA programmes prior to the internship. Of 

those who had previously completed another SETA 

learning programme (17%), 33% (three 

respondents) were employed prior to the 

programme.  

 

It is possible that those who were employed had 

taken part in another SETA learning programme due 

to their employer enrolling them for career 

development. It is unclear why the remaining 

respondents had taken part in another SETA 

programme, but it could be that the learning 

programme occurred in a different SETA. This 

indicates that the SETAs do not have integrated 

systems allowing them to cross-reference the 

students across the different programmes and 

SETAs. 

 

 

9.4. Programme uptake  

 

The graphs below provide insights into the details around awareness and uptake of the internship 

programmes (reasons for doing it, NQF level and internship occupation). 
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Figure 9-12: Internship programme awareness 

The graph to the left details how respondents were 

aware of the internship programmes. Of the 53 

respondents, 37,7% were aware of the internship 

programme though the institution that they were 

studying at, and 32,1% through personal contacts/ 

family relations. 

 

It is relevant to note that only 7,5% of respondents 

were made aware of the internship programme 

through the internet. Therefore, it is important to 

maintain good working relations with universities 

as this is the most effective method of 

disseminating career information to students. It is 

also important to create an online presence as the 

4IR is grows more apparent in South Africa. An 

online presence will become more important for 

the sharing of learning programme information as 

more aspects of society move online.  

 

 

Figure 9-13: Reason for internship programme completion 

The majority of respondents participated in 

internship programmes to gain experience 

(43,4%), followed by 30,2% who participated in 

order to develop skills, and 20,8% of respondents 

participated in order to find a job.  
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Figure 9-14: NQF level 

Most of the respondents have completed an NQF 

6 qualification (38,8%) or higher (30%).  

 

The top three qualifications completed for 

internships programmes were: 

• ND: Sports Management 

• ND: Tourism Management 

• Diploma: Tourism Management 

The top three occupations listed by respondents 

correlate well with the above qualifications: 

• Tourism Officer (2019-243103) 

• Tourism Information Officer (2019-422101) 

• Sports Administrator (2019-143105) 

 

9.5. Post-internship Activity  

This section focuses on pre-COVID-19 2019 (31 December 2019) and current 2021 (30 April 2021) 

post-internship activity. 

 

The rationale for asking about the employment activity of respondents pre-COVID (31 December 

2019) and currently (30 April 2021) is to understand to what degree the internship programmes 

resulted in employment for these beneficiaries. In addition, the employment activity provides an 

understanding of the applicability of these skills to the industry, as well as isolates the loss of 

employment as a direct result of the COVID-19 pandemic.   

 

 

Figure 9-15: Employment status comparison (pre-internship, pre-COVID-19, current) 

 

The number of respondents who found employment after the programme increased by 39% (20 

persons), increasing by 3 percent points (one person) after the onset of the COVID-19 pandemic.  
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Details regarding employment status pre-COVID-19 and currently (2021) are unpacked in the sub-

sections below. 

 

9.5.1. Pre-COVID-19 employment status 

 

 

Figure 9-16 Employment status pre-COVID-19 

The pre-COVID-19 employment status was 45,3% 

unemployed respondents and 51% employed 

(including self-employed) respondents.  

 

Despite the great increase in employment 

compared to before programme completion, the 

fact that more than half of the respondents reported 

to be unemployed could be indicative of a 

competitive job market within this sector, even prior 

to the COVID-19 pandemic.  

 

 

9.5.1.1 Employed  

 

This sub-section focuses on the employment details and conditions of respondents who obtained 

employment after the completion of the internship programme.  

 

 

Figure 9-17: Time elapsed between internship completion 

and finding employment 

The graph on the left shows the amount of time 

that had elapsed from programme completion to 

finding employment. Of the total number of 

respondents, 79,1% were immediately employed 

(i.e. after three months).  
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Figure 9-18: Absorption rate 

Of the respondents who indicated they were 

employed immediately post-internship, 72,7% of 

them (approximately seven persons) were 

absorbed by their host employer, while 27,3% 

found employment elsewhere. 

 

Figure 9-19: Employment type for those absorbed 

The illustration to the left represents the employer 

type for those absorbed by their host employers.  

 

The majority of employed respondents were 

absorbed by a government controlled business 

(75%). 

 

Figure 9-20: Employment type 

The majority of internship respondents were 

permanently employed (58,3%), 25% were 

employed on a fixed-term basis, and 16,7% were 

employed on a casual/part-time basis.  
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Figure 9-21: Size of organisation 

The majority of respondents were employed at 

organisations between the size of 11 and 49 

employees (50%). It is relevant to note that 29,2% 

of respondents were employed at organisations 

between the size of 50 and 150 employees. This 

is indicative of job opportunities within larger 

organisations.  

 

Figure 9-22: Hours worked per week 

 

Figure 9-23: Monthly income pre-COVID (employed) 

 

 

More than half of the post-internship respondents 

employed pre-COVID-19 indicated that they 

worked 40 hours per week on average (79,2%).  

 

The remaining respondents worked less than 40 

hours per week (12,5%) or more than 40 hours 

per week (8,3%). 

 

Most respondents earned between R3 201 and 

R12 800 per month. It is relevant to note that 

12,5% of respondents earned between R12 801 

and R25 600 per month. This is indicative of the 

higher income opportunities available after 

programme completion. 

 

The income is in line with the working hours and 

pay structure of private companies in South 

Africa.  

 

The average income for those employed post-

programme, pre-COVID-19 was R7 882,32 per 

month. 
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Figure 9-24: Internship relevance for employed 

respondents 

The overall response of employed post-internship 

respondents was positive.  

 

About 83% of respondents (19 people) work in 

the same industry in which the learnership took 

place. This correlates with the high absorption 

rate by host employers highlighted earlier.  

 

75% of the respondents (18 people) indicated 

that their work was related to what they learned 

in the programme, and 75% (19 people) indicated 

having had their career expectations met at the 

time of programme completion. 

 

There is a correlation between the respondents 

who indicated that they work in the same industry 

as the programme and those who felt that the 

programme prepared them to carry out job-

related tasks. It indicates that the programmes 

are providing the relevant skills to aid in career 

development. 

 

9.5.1.2 Self-employed 

 

The following sub-section details the conditions of self-employed respondents pre-COVID-19, post-

internship.  

 

Approximately 5,7% of respondents indicated that they were self-employed prior to the programme. 

This number remained the same as of 31 December 2019. 

 

Of the respondents who were self-employed prior to the programme (three), only one respondent 

became employed, either full-time or part-time, after programme completion. As this number is 

quite small, it could indicate that the respondent was self-employed prior to the internship 

programme to make ends meet, but was able to secure stable employment as a result of the skills 

learned during the programme.  
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Figure 9-25: Business formalisation for self-employed 

respondents 

All of the businesses operate within the formal 

sector and are registered with CIPC (100%). 

Furthermore 67% of the businesses are 

registered for income tax and only 33% are 

registered for VAT.  

 

Figure 9-26 Period business in operation 

As of December 31st, 2019, a total of 66,7% of 

self-employed post-learnership respondents (2 

persons) had their businesses for a period of 2 

to 3 years. 

 

Figure 9-27 Number of people employed 

The number of people employed within the self -

employed business is between 2-10 employees. 

This fact reflects SMME businesses in the 

industry and the capacity they operate at. 
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Figure 9-28 Monthly income for self-employed respondents 

(pre-COVID) 

The maximum monthly income bracket for self-

employed responded is R51 200/month. This 

income earning is expected as it has been 

established that these businesses are SMMEs 

that have been in operation for less than 5 years.  

 

Figure 9-29 Internship relevance for self-employed 

respondents 

100% of the self-employed respondents 

indicated that their work is related to the 

internship they had undertaken. Furthermore the 

self-employed respondents felt that the 

internship had a positive impact on their 

businesses and occupational duties. 

 

Additionally, these respondents work in the same 

industry that the internship took place in (100%), 

while 67% of the respondents started their 

business after completing their internship. This 

shows the positive impact the internship had on 

the respondents as they were able to carry over 

the skills acquired into their own businesses.  

 

9.5.1.3       Unemployed 

This sub-section focuses on the details and conditions of respondents that are unemployed. 

 

Figure 9-30 Unemployment situation 

 

 

Of those who were unable to secure employment 

after the internship, 96% indicated that they have 

been actively looking since completion of the 

internship. 
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Figure 9-31 Duration looking for employment 

 

 

The graph on the left represents the time spent 

looking for employment by unemployed 

respondents. 60,8% of the respondents spent less 

than 2 years looking for job while 39,1% spent 2 

years or more looking for a job. 

 

Figure 9-32 Activities/ methods to find work 

Unemployed respondents made use of a variety of 

methods to try and find work. The most common 

method was to send out CVs to companies or 

organisations (91%). 

 

It is interesting to note that none of the 

respondents made use of social media platforms 

to find work when the search for jobs is moving 

more online.  

 

 

9.5.1.4      Studying  
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Figure 9-33: Institution type for studying respondents 

Approximately 100% of the total number of 

respondents who were studying post-internship pre-

COVID-19 were at other institutions. 

 

Figure 9-34: Reasons for studying 

 

The respondents who indicated that they studied 

post-learnership were asked to provide reasons for 

studying. Per the graph to the left, the respondents 

indicated that it was to increase their knowledge and 

understanding in the industry, as well as to expand 

their careers in the industry.  

 

 

9.5.2. Current employment status (2021) 

 

 

Figure 9-35: Current employment status 

The current employment status (as of 30 

April 2021) comprises 50% unemployed 

respondents and 50% employed 

respondents (including self-employed 

respondents).  

 

It is relevant to note that unemployment 

increased approximately by 5 percentage 

point from 31 December 2019 to 30 April 

2021. This reflects the impacts of the 

COVID-19 pandemic on employment.  
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Figure 9-36: Employment status across the different cohorts 

The graph to the left represents the 

employment status per the different 

cohorts from pre-programme activity to 

current. Employment amongst the 2018 

and 2019 cohorts rose significantly from 

pre-programme activity to pre-COVID-19 

and current post-programme activity. This 

indicates that these two cohorts had more 

time to seek employment than the cohort 

of 2020. The multiple lockdowns during 

2020 could be a contributing factor to the 

low employment rate for 2020.  

 

Figure 9-37: Post-internship destination 

The province with the highest 

concentration of respondents remained the 

same as before the programme (Gauteng 

21%). This represents where most of the 

job opportunities are available (i.e. 

Gauteng, which is considered the 

economic hub of South Africa). 

 

This section looks at the current status of internship beneficiaries in comparison to how these 

beneficiaries performed in 2019, prior to the COVID-19 pandemic.  

 

9.5.2.1. Employed  

The employment outcomes of the internship beneficiaries shown below reveal information about 

the learners’ current (2021) employment status, the nature of their employment and the type of 

employer the employed group mostly work for. This information is compared to the respondents’ 

employment status and related activities prior to participating in the internship programme in 2019. 

The section also reveals the impact that the workplace-based learning (WBL) experience has had 

on the beneficiaries since graduating from the programme—this information is supported by 

changes in the respondents’ monthly incomes, whether learners had any career advancement and 

to what extent. 
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Figure 9-38: Employed at the same employer as before COVID-

19 

The graph to the left reflects how many of the 

respondents are still working for the same 

employer as before COVID-19. The results 

show that 89% of the post-internship 

respondents are still employed by the same 

employer, and this gives them an opportunity 

to grow in the industry and improve their 

financial status. Only one respondent 

indicated that they have since changed jobs 

for a better opportunity. 

 

Figure 9-39: Monthly income current (employed) 

It was seen in the pre-COVID-19 analysis 

that 13% of the employed respondents were 

earning a gross monthly income of more than 

R12 800. Currently, 19,2% of the employed 

respondents are earning between R12 801 –  

R25 600 per month. This shows that COVID-

19 had no impact on income for those 

respondents who had completed their 

internship. Another noticeable change is that 

the proportion of those earning between R6 

401 and R12 800 has increased from 33% 

(31 December 2019) to 38% (30 April 2021). 

 

Figure 9-40: Promoted since internship completion 

Respondents were asked to indicate whether 

they were promoted post-learnership as of 

30 April 2021.  

 

The illustration to the left reveals that 37,5% 

of respondents had been promoted since 

completion of the internship programme. Of 

those who had been promoted, 89% 

indicated that their promotion was partly due 

to the required skills learned from the 

internship programme. The number of those 

who were promoted is consistent with the 

increase in monthly income. 
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Figure 9-41: Employed in the CATHS sectors 

81,5% of respondents post-internship 

programme stated that they are employed in 

the CATHS sector—approximately 1,5% less 

than those employed in these sectors prior to 

the pandemic. This shows that the CATHS 

sector is equally invested in the development 

of learners within this sector.  

 

 

Figure 9-42: Reasons for not being employed in the CATHS 

sectors 

The main reasons for respondents not being 

employed in the CATHS sectors are the lack 

of opportunities (40%) and the lack of jobs 

available in the CATHS sectors (60%).   
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Figure 9-43: Reported impact of COVID-19 on employees 

Following the outbreak of the COVID-19 

pandemic, employers had to implement 

government-mandated health and safety 

measures and regulations to reduce the 

spread of COVID-19. This had the following 

impacts on employees: 

• 42,3% of the post-employed 

internship respondents stated that 

they had reduced working hours  

• 26,9% of the respondents had to 

start working in shifts 

• 26,9% of the respondents 

experienced mental health issues 

due to the hard lockdown 

implemented 

• 30,8% of the respondents received 

salary cuts 

 

 

Figure 9-44: Reported likeliness to lose job 

In addition to the impact of COVID-19 on the 

employees, the respondents were asked 

how likely they are to lose their jobs, 

especially due to the COVID-19 outbreak. 

51% of the respondents felt they are most 

likely to lose their jobs. 

 

 

9.5.2.2. Self-employed 

This sub-section focuses on the details and conditions of respondents who are self-employed. 
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Figure 9-45: Started business during COVID-19 pandemic 

 

During the pandemic, only one respondent had 

started a business. Business confidence is 

extremely low for those wanting to start a 

business, largely due to the pandemic’s impact 

on South Africa’s economy. Small businesses 

would require a lot of assistance to be 

sustainable.  

 

 

 

Figure 9-46: Reasons for not operating business in CATHS 

sectors 

There are currently no self-employed post-

internship respondents operating their 

businesses within the CATHS sector. The 

respondents indicated that the reason for not 

operating in the CATHS sector is due to the lack 

of opportunities available therein. 

 

Figure 9-47: Monthly income of self-employed respondents 

(current) 

 

As most businesses are trying to recover from 

the hard lockdown due to the COVID-19 

pandemic, it is important to note that these 

businesses have witnessed severe loss in 

income currently as opposed to pre-COVID-19, 

as seen above. One of the main reasons for loss 

of income is due to the substantial drops in 

business activity, as shown below.   
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Figure 9-48: Impact of pandemic on self-employed respondents 

The above graph represents the impact felt by self-employed respondents. The only self-employed 

respondent post-internship (30 April 2021) indicated that they suffered a substantial loss in business 

activity and, thus, a reduction in income, which is substantiated in the graph above.  

 

9.5.2.3. Unemployed 

 

 

 

Figure 9-49: Historic employment for unemployed respondents 

Of the unemployed respondents, most 

had never been employed before 

(52,6%).  

 

Figure 9-50: Unemployment occurrence 

All of the unemployed respondents who 

had been employed before stated that 

their unemployment ocurred before the 

pandemic.   
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Figure 9-51: Reasons for unemployment 

 

 

The graph to the left represents the 

main reasons for unemployment: 

• Respondents were 

dissatissfied with their 

previous job (20%) 

• Respondents were 

retrenched (20%) 

• Ethical reasons (6,7%) 

 

 

Figure 9-52: Job-seeking status 

Most of the respondents are actively 

looking for a job (96%). 

 

Figure 9-53: Reported household income sources 

Most of the respondents indicated 

that they became unemployed during 

the pandemic. Therefore, they no 

longer earn an income and have to 

rely on the salaries and wages of their 

household members (60%). 
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Figure 9-54: Level of impact of pandemic on respondents’ households 

The graph to the left represents the 

reported level of impact on 

respondents’ households as a result 

of the COVID-19 pandemic. The 

majority of the respondents indicated 

that their households had been 

impacted extremely negatively (76%). 

 

Figure 9-55: Specific impacts of the pandemic on respondents' households 

 

Most households were not able to cover household expenses (72%), and 56% of the respondents indicated 

that their households experienced a loss of income as a result of the pandemic. Furthermore, some 

respondents suffered emotional/mental health problems induced by the pandemic (24%).  

 

9.5.2.4. Studying  

No respondents are studying within the current COVID-19 pandemic context following the 

internship programme. This means that there was a decrease from the 22,6% of respondents prior 

to the internship programme to 0% within the current COVID-19 pandemic. This could be indicative 

of the impact that the pandemic has had on the respondents’ income and their ability to afford to 

study.  

 

9.6. Perceived impacts  

This section gives insight into the impact the internship had on beneficiaries based on their 

perceptions. 
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Figure 9-56: Benefit status of internship 

The overall perception of the 53 respondents of the 

learnership programmes was positive. 90,6% of the 

beneficiaries found the internship programmes to be 

beneficial. 

 

Figure 9-57: Agreement statements related to 

internship programme 

The agreement statements to the left indicate the 

perceived benefits of the internship programme of 

respondents.  

 

Approximately 75,5% of respondents agreed that the 

learnership programme improved their ability to 

adapt to different work situations. This is a positive 

indication of the perceived impact of the workplace-

based learning component of internship 

programmes.  

 

It is relevant to note that 100% of respondents felt 

that they learned more about the CATHS industries 

from the internship programmes. This is indicative of 

the internship programmes being aligned with the 

CATHS industry in their transfer of skills and 

workplace experience. 

 

Figure 9-58: Reasons for why the internship was 

beneficial 

Respondents were asked to elaborate on why the 

internship programme was beneficial.  

 

The majority of respondents specified that they 

experienced industry exposure, gained new skills 

such as leadership and entrepreneurial skills, and 

acquired a job.  



Track and Trace Research Study: Integrated Report 

169 
 

 

Figure 9-59: Respondents' perceptions regarding 

exposure in the host organisation 

The graph to the left represents the perceptions 

regarding exposure in the host organisation. About 

79,2% of respondents indicated that they were given 

the opportunity to move around the organisation to 

learn different skills, which is a positive indicator of 

the programmes. 71,7% of the respondents also 

reported that they were given the opportunity to work 

in different units/directorates. 

 

Figure 9-60: Things learned during the internship 

programme 

The respondents were asked to indicate what they 

had learned during the internship programmes. They 

acquired leadership skills, interpersonal skills, 

communication skills, IT skills and time management 

skills. 

 

The acquisition of these skills correlates with the 

promotion of some respondents, increased income 

and the securing of employment with host 

companies. It is evident that the internship 

programme has had a positive impact on the 

beneficiaries. 

 

Figure 9-61: Respondents' negative perceived aspects 

of the internship programme 

 

Respondents were asked to elaborate on the 

negative aspects. 

 

The main aspects were stipends being paid late, 

poor management, poor understanding of their jobs, 

and a lack of permanent job opportunities.  

 

It is crucial that internship programmes are well-

managed and that the learners get paid on time. 

Constant monitoring and evaluation of such 

programmes are required as these programmes 

provide essential skills and opportunities for the 

learners to gain work experience. 

Respondents were asked to provide suggestions for the improvement of the internship programme. These 

suggestions include: 
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• Making sure that stipends of beneficiaries are paid on time. Most beneficiaries rely on the stipend 

to get to work and find themselves in a difficult situation when these stipends are not paid—leading 

to, in some instances, missed work. Additionally, respondents suggested that the stipends be 

increased to help respondents meet additional financial responsibilities. 

• Ensuring that beneficiaries receive their certificates upon completion. Respondents are 

disadvantaged when seeking employment if they do not have proof of their qualifications. 

• Extending the length of the programme to accommodate more people, such as those who are 

employed full-time. Moreover, this will allow beneficiaries to gain additional work exposure and 

experience. 

• Following up with learners during the programme to address problems in real-time. 

• Ensuring that companies are not using beneficiaries for tasks that do not align with the internship 

programme.  

 

 

9.7. Future plans  

This section provides an overview of respondents’ career-related plans since participating in the 

internship programme. 

 

 

Figure 9-62: Future plans of respondents 

 

35,8% of the respondents stated that after completion of the internship programme, they would like to find 

a full-time job. This is important to note as the unemployment figures are high, as seen above, as a result 

of the COVID-19 pandemic on job loss.  

 

9.8. Employers’ perspective 

9.8.1. Background of employers for internship programme 

The following sub-sections holistically explore the impact and experience of the internship 

programmes on the host employers. This subsection focuses on the following characteristics: 

• Levy payers 
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• Industry 

• Type of employer 

• Size of employer 

• Job proficiency  

• Programme as recruitment for job 

 

Figure 9-63: CATHSSETA SDL employer 

The graph to the left represents the percentage 

of organisations that pay the Skills Development 

Levy (SDL) and those that are not required to or 

are not sure whether they pay the SDL. 

 

The majority of the employers (75%) that hosted 

learnership beneficiaries are levy-paying 

organisations. 

 

Figure 9-64: Employers within the CATHS Sector 

 

 

 

Of the employers hosting learnership 

programmes, 33,3% are in the tourism and travel 

services sector and 33,3% are in the hospitality 

sector. 

 

Figure 9-65: Form of ownership of host employers 

 

 

 

 

Of the eight host employers that took part, 75% 

are private companies. 
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Figure 9-66: Level of proficiency of employees according to 

host employers 

 

 

The employers were asked to indicate the level 

of proficiency of all their employees at their jobs.  

 

50% indicated that all of their employees were 

proficient at their jobs, and 50% indicated that 

most of their employees were proficient at their 

jobs.  

 

Figure 9-67: Completion of internship required by host 

employer 

 

The graph on the left represents whether the 

completion of the internship is a requirement for 

the beneficiary’s job. 

 

Half of the employers indicated that it is a 

requirement for some of the beneficiaries.  25% 

of the employers indicated that it is a requirement 

for most or all of the beneficiaries.  

 

Figure 9-68: Reasons for job requiring internship completion 

The employers indicated the reasons why the 

jobs required the internship programme.  

 

Approximately 87,5% of employers indicated 

that the learnership programme provides skills 

required for the job. Moreover, 62,5% indicated 

that it was to maintain professional standards, 

and 50% said that it was to improve the quality 

of services and goods being provided. 

 

 

 

9.8.2. Satisfaction level  

 

The host employers offering the Internship programme were asked about their level of satisfaction 

with the programme.  



Track and Trace Research Study: Integrated Report 

173 
 

 

Figure 9-69: Satisfaction level of CATHSSETA internships 

providing the required skills 

The graph on the left represents the level of 

satisfaction experienced by employers 

regarding the skills development facilitated by 

the internship programme.  

 

The overall satisfaction level was positive as 

75% of employers were satisfied and 25% were 

very satisfied. 

 

Figure 9-70: Internship benefits to organisation 

The host employers were asked what the major 

benefits of the internship programme were for 

their company. 62,5% of the host employers 

alluded to increased productivity as the interns 

had acquired knowledge from their respective 

programmes before starting the internship. The 

internship programme also contributes to youth 

development and employment by upskilling 

these beneficiaries. The companies benefit by 

retaining the skilled graduates.   

 

Figure 9-71: Challenges in hosting beneficiaries 

Additional strain on budgets and financial 

resources to accommodate beneficiaries was 

the biggest challenge that the host employers 

faced when hosting the internship programme. 

CATHSSETA should ensure that the host 

companies are ready to take on the interns by 

checking that there are funds available for such 

programmes and that facilities are equipped to 

meet the programme objectives. 
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Figure 9-72: Suggested CATHSSETA service improvements 

The illustration to the left indicates employers’ 

suggested improvements regarding the 

CATHSSETA internship programmes. 

 

The majority of employers suggested that 

CATHSSETA ensure that their systems are 

better integrated (66,7%) and that 

communication is made regular (66.7%) 

 

 

Figure 9-73: Host employers believe that the internship 

programmes are beneficial for employers 

All of the employers that participated in an 

internship programme believe that the 

programme is beneficial for employers. 

 

Figure 9-74: Reasons why the internship programme is 

beneficial for employers 

 

Employers were asked to elaborate on why they 

thought the internship programme was 

beneficial for employers.  

 

Most of the employers indicated that it is 

beneficial as it allows for the upskilling of 

employees, increased productivity in the 

workplace and the retention of skilled 

graduates. 

 

9.8.3. Changes in the workplace  

 

This subsection of the report focuses on the changes that took place in the workplace as result 

of the programme, as well the impact of COVID-19 on the programme and skills. 
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Figure 9-75: Changes witnessed in the workplace 

The figure on the left depicts the types of 

changes the host employers are experiencing. 

There is a greater need for online/remote 

working skills and etiquette, and an increased 

demand for ICT processes and networks.  

 

Figure 9-76: Addressing of changes in the workplace in 

internship’s current form 

More than half of the employers (62,5%) 

indicated that the internship programmes are 

addressing the changes in the workplace. 

 

This suggests that the internship programmes 

are researching the needs that organisations 

now require regarding the skills of employees 

and emerging technologies. 

 

Figure 9-77: Effects of the COVID-19 pandemic on internship 

according to employers 

The illustration on the left indicates the effects 

that the COVID-19 pandemic has had on the 

internship programmes and skills thereof, 

according to the employers.  

 

Of the eight employers, 75% reported that the 

pandemic changed the ways in which 

learnership programmes are implemented, 

and 25% indicated that it has influenced the 

quality of skills achieved by beneficiaries. 
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Figure 9-78: Impacts of the pandemic on host organisations 

COVID-19 had an impact on the host 

companies, as shown on the left. Host 

companies were faced with increased costs 

from sanitisers, interns having to work 

remotely (which influenced the way in which 

programme implementation occurred), 

reduced staff and practicals being delayed. 

 

Figure 9-79: Employers’ considerations for absorption 

Most of the employers indicated that their 

considerations for absorption are based on 

the technical abilities and proficiency of 

beneficiaries (37,5%), as well as their attitude 

and appetite/desire to work and learn (37,5%). 

 

  

 

9.8.4. CATHSSETA and training providers  

This subsection of the report focuses on the employers’ interactions with CATHSSETA and the 

training provider. 

 

 

Figure 9-80: Employer level of satisfaction with CATHSSETA 

interactions regarding the internship programme 

The perceptions of the host employers 

surrounding the interactions with CATHSSETA 

during the internship programme are illustrated 

on the left. The host companies had a good 

working relationship with CATHSSETA. 
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Figure 9-81: Reasons for being dissatisfied with CATHSSETA 

interactions 

Slow turnaround times (payments, queries, 

administration) was the main reason some of 

the host employers were dissatisfied with their 

interactions with CATHSSETA. 

 

Figure 9-82: Level of satisfaction with training provider 

interactions 

Most of the host employers were satisfied with 

their interactions with the training providers; 

however, they noted that mentoring and 

coaching need to be improved. 

 

Figure 9-83: Employers recommend that other organisations 

take part in the internship programmes 

All of the employers recommended that other 

organisations take part in the internship 

programmes. 
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Figure 9-84: Reasons for employers’ recommendations for 

other organisations to take part in the internship programmes 

The host employers listed a number of reasons 

why they would recommend the programme to 

other companies. Some of the reasons stated 

were that the programmes enhance 

productivity and provide access to skilled 

employees. 

 

Figure 9-85: Employer perceptions of beneficiary proficiency 

improvement 

All of the employers experienced an 

improvement in the job proficiency of 

beneficiaries after completion of the internship 

programme. 

 

Figure 9-86: Employers believe that the internship programme 

is beneficial for learners/beneficiaries 

All of the internship host employers indicated 

that they thought the programme was beneficial 

for the beneficiaries, listing the following 

benefits for the learners: 

• Skills transfer occurs during the programme 

• The programme helps grow the workforce 

• Beneficiaries have an opportunity to be 

absorbed into the workplace 

• Beneficiaries are linked to job opportunities 

• Beneficiaries gain work experience 
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10. Tracer Study Results: Apprenticeship 

10.1. Apprenticeship/Artisanship programmes 

This section of the report provides an overview of the quantitative and qualitative results of the 

survey questionnaire for apprenticeship beneficiaries and host employers.  

 

10.2. Demographics  

This sub-section analyses the various demographic characteristics of the survey respondents from 

the apprenticeship. The demographic profile of the respondents speaks to the learning programme 

objectives of CATHSSETA in assisting unemployed youth in obtaining skills and employment. 

 

 

Figure 10-1: Gender 

 As seen in the graph to the left, out of the 236 

respondents to successfully complete a 

learnership programme, 78,8% were female and 

21,2% were male. 

 

Figure 10-2: Race demographic 

The majority of the respondents were Black 

African (95,8%). 
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Figure 10-3: Nationality 

 

All of the respondents who took part in the 

apprenticeship programme were South African. 

 

Figure 10-4: Age at completion 

Approximately 93,6% of all respondents were 

between the ages of 15 and 35 at the time of 

completing the programme. 

 

 

Figure 10-5: Place of origin 

Respondents were asked to indicate where they 

were residing before the programme started. The 

greatest concentration of respondents were from 

Gauteng (22%). 
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Figure 10-6: Highest education level 

Approximately 59% of respondents indicated that 

their highest level of education was matric, with 

only 3% indicating that they only had some 

secondary education. 

 

About 38% of respondents had achieved an 

education level higher than matric prior to starting 

the programme. 

 

10.3. Pre-apprenticeship activity 

This sub-section offers a better understanding of the pre-apprenticeship activities of the survey 

respondents who formed part of the programme sample. The fact sheet below illustrates the 

respondents’ activities prior to participation in the apprenticeship. 

 

 

Figure 10-7: Pre-apprenticeship employment status 

It is observed that prior to taking part in the 

apprenticeship, the vast majority (77,5%) of the 

respondents were unemployed, 17% were 

employed, 4% were studying and 1% were 

self-employed. 
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Figure 10-8: Pre-apprenticeship employed 

 

Among those employed, 72,5% were 

employed by the same company that hosted 

the apprenticeship programme.   

 

Figure 10-9: Pre-apprenticeship unemployed 

Among those unemployed, 28,9% had never 

worked before taking part in the programme, 

while 71,1% had worked before.  

 

Figure 10-10: Duration of unemployment prior to 

apprenticeship 

The graph to the left shows the unemployment 

duration prior to starting the apprenticeship. Of 

the 236 respondents who participated in the 

survey, 39,4% indicated that they had never 

worked before. The average duration of 

unemployment for these respondents was less 

than a year. 
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Figure 10-11: Completed other SETA programme 

11% (26) of the total population (236) 

completed other SETA programmes prior to 

the apprenticeship. Of those who had 

previously completed another SETA learning 

programme (11%), 12% (three respondents) 

were employed prior to the programme.  

 

It is possible that those who were employed 

had taken part in another SETA learning 

programme due to their employer enrolling 

them for career development. It is unclear why 

the remaining respondents had taken part in 

another SETA programme, but it could be that 

the learning programme had occurred in a 

different SETA. This indicates that the SETAs 

do not have integrated systems allowing them 

to cross-reference the students across the 

different programmes and SETAs. 

 

 

10.4. Apprenticeship uptake  

This section provides insights into the awareness and uptake of the apprenticeship (reasons for 

doing it, how they found out about the programme, and year of completion as well as NQF levels 

of the programme). 

 

 

Figure 10-12: Apprenticeship programme awareness 

Almost half (46,2%) of all respondents 

indicated that they found out about the 

apprenticeship programme through personal 

contacts or family members, followed by 

20,8% who indicated that they came across 

the programme on the internet. 
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Figure 10-13: Reasons for participation in apprenticeship 

The most common reason given for doing the 

apprenticeship programme was to develop 

skills (43,6%), followed by a desire to gain 

work experience (24,2%) and to find a job 

(19,9%). 

 

Figure 10-14: NQF level 

 

85,5% of respondents indicated that the 

apprenticeship completed was at an NQF 4 

level. 

 

In reality, the only apprenticeship programme 

funded by CATHSSETA during this time was 

the National Certificate: Professional 

Cookery, which is an NQF 4 qualification. 

 

10.5. Post-apprenticeship activity 

This section focuses on pre-COVID-19 2019 (31 December 2019) and current 2021 (30 April 2021) 

post-apprenticeship activity. 

 

The rationale for inquiring about the employment activity of respondents at these two specific points 

in time is to understand the degree to which the apprenticeship programmes resulted in 

employment for these beneficiaries, the applicability of these skills to the industry, and to isolate 

the loss of employment as a direct result of the COVID-19 pandemic.   

 

The following graph provides an overview of the employment status of the respondents at the 

different points in time: pre-programme, pre-COVID-19 (after completion of the programme) and 

current. 
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Figure 10-15: Employment status comparison (pre-apprenticeship, pre-COVID-19, current) 

 

The number of respondents who found employment after the programme increased by 38% (89 

persons) after the programme, but before the onset of COVID-19, dropping by 8% (70 persons) 

after the onset of the COVID-19 pandemic.  

 

Details regarding employment status pre-COVID-19 and currently (2021) are explored in the sub-

sections below. 

 

10.5.1. Pre-COVID-19 employment status 

This sub-section looks at the employment status of post-apprenticeship respondents (after 

programme completion) before the COVID-19 pandemic.  

 

 

Figure 10-16: Employment status pre-COVID-19 

The majority of respondents were not 

working pre-COVID-19 (58,1%), while 

about 38,6% of respondents were in 

employment at the time of the programme. 

 

10.5.1.1. Employed  
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Figure 10-17: Time elapsed between apprenticeship completion 

and finding employment 

Approximately 64% of respondents who were 

employed pre-COVID-19 were able to secure 

employment in less than three months after 

completing the programme. 

 

Figure 10-18: Employed at the same employer as before the 

apprenticeship 

Of the 17% of respondents who indicated that 

they were employed at the time of the 

programme, about 79% indicated that they 

were employed on 31 December 2020 at the 

same employer as where they were employed 

at the time of the programme.  

 

Figure 10-19: Absorption rate 

Of the respondents who indicated that they 

were employed immediately post-

apprenticeship, 82,4% were absorbed by their 

host employer (approximately 28 persons), 

while 17,6% found employment elsewhere. 
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Figure 10-20: Employer type for those absorbed 

The illustration to the left represents the 

employer type amongst those absorbed by 

their host employers.  

 

The majority of employed respondents were 

absorbed by a private enterprise (82,1%).  

 

Figure 10-21: Employment type 

Of the 39% of respondents (91 persons) who 

indicated that they were employed pre-

COVID-19 pandemic, 53,8% were employed 

permanently, 25,3% were employed on a 

casual or part-time basis, and 20,9% were 

employed on a fixed-term contract. 

 

Figure 10-22: Size of organisation 

It can be assumed that these respondents, 

who participated in the Professional Cookery 

programme, found employment in bigger 

establishments such as restaurants and 

hotels, as only 20,9% of respondents 

indicated that they were employed at an 

organisation with less than ten employees. 
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Figure 10-23: Hours worked per week 

More than half of respondents indicated that 

they work the ‘normal’ 40 hours per week, 

while 30,8% indicated that they worked more, 

and 15,4% that they worked less than 40 

hours per week. 

 

The 53,8% of respondents working 40 hours 

per week correlates with the 53,8% who 

indicated that they were employed 

permanently—permanent employment is 

typically associated with more stable working 

hours than contract or part-time employment. 

 

Figure 10-24: Monthly income pre-COVID-19 (employed) 

Approximately 37,4% of the respondents who 

were employed pre-COVID-19 did not want to 

reveal their monthly income at that time. 

However, amongst those who did, the 

average income was approximately R5 225 

per month. 

 

Figure 10-25: Apprenticeship relevance for employed 

respondents 

Of those who found employment pre-COVID-

19, only 66% (60 people) were working in the 

same industry in which the programme took 

place. This may mean that respondents were 

unable to find employment as a cook or a 

worker in a restaurant or hotel kitchen, but 

found employment elsewhere. As a result, 

only about 55% (50 people) indicated that 

their career expectations have been met. 

 

Despite only 66% indicating that they found 

work in the same industry, 82% (75 people) 

felt that the programme assisted them in 

carrying out job-related tasks—speaking to 

the transversal aspects of this programme 

which comes with exposure within a 

workplace. 
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10.5.1.2. Self-employed 

This sub-section contains information regarding the self-employed post-apprenticeship 

respondents before the COVID-19 pandemic.  

 

There were only two self-employed respondents prior to the apprenticeship programme. Of those 

two, only one became employed, either full-time or part-time after programme completion. As this 

number is quite small, it could indicate that the respondent was self-employed prior to the internship 

programme to make ends meet but was able to secure stable employment aligned with the skills 

learned during the programme.  

 

Only two respondents indicated that they were self-employed prior to the COVID-19 pandemic. 

 

Figure 10-26: Business formalisation for self-employed 

respondents 

Both businesses were registered with CIPC 

and for income tax, while only one of the 

businesses was registered for VAT. 

 

Considering the above information, it is rational 

to conclude that these two businesses were 

well-established. 

 

Figure 10-27: Period business on operation 

Of the two respondents who were self-

employed, one business had been in operation 

for four to five years, while the other had been 

in operation for six to ten years. 
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Figure 10-28: Number of people employed 

Both respondents had between three and five 

people employed in addition to themselves. 

 

Figure 10-29: Monthly income for self-employed respondents 

(pre-COVID) 

Both respondents refused to provide their 

monthly income, possibly due to discomfort 

about doing so. 

 

Figure 10-30: Apprenticeship relevance for self-employed 

respondents 

Of those self-employed, one respondent 

indicated that they started the business only 

after the programme was completed, while the 

other had started the business prior—this 

correlates with the period reported of 

businesses being operational at the time. 

 

Both respondents could apply what they had 

learned to their business and were still working 

within the same industry. 
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10.5.1.3. Unemployed  

A total of 137 respondents (58%) indicated that they were unemployed post-apprenticeship, before 

the COVID-19 pandemic. Although 58% is more than half of the respondents, the number of 

unemployed decreased by 20% compared to pre-apprenticeship—a significantly positive result. 

 

 

Figure 10-31: Unemployment situation 

Of those 137 who indicated they were 

unemployed, 3% did not want to work, were 

despondent or unable to work. 96% (132 

respondents) were actively looking for a job 

during this time. 

 

Figure 10-32: Duration spent looking for employment 

 

Approximately 47,5% (60 of 128 respondents) 

of those who were looking for a job had been 

looking for more than two years. 
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Figure 10-33: Activities/methods to find work 

Of those unemployed post-apprenticeship, pre-

COVID-19, 76% tried to find work mainly by 

sending their CVs to companies and 

organisations, while 9% went door-to-door 

looking for work.  

 

Other primary means of seeking work included 

making enquiries at workplaces (3%), using 

social media platforms (4%), approaching 

recruitment agencies (3%), answering 

newspaper ads, approaching the Department 

of Labour (DoL), and asking family or relatives 

for assistance (each 2%). 

 

10.5.1.4. Studying  

This section reveals information regarding the respondents who were studying post-apprenticeship 

and before the COVID-19 pandemic. Only six respondents (2.5% of all respondents) indicated that 

they were studying post-apprenticeship. 

 

 

Figure 10-34: Institution type for studying respondents 

The majority of those who studied during this 

time were studying at a TVET college (four 

respondents); one was studying at a 

university, and the other at a private college. 
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Figure 10-35: Reasons for studying 

Three of the six who were studying during 

this time reasoned that it was to achieve a 

higher qualification. 

 

10.5.2. Current employment status (2021) 

 

Figure 10-36: Current employment status 

The current employment status (as of 30 

April 2021) comprises 62,3% unemployed 

respondents and 35,1% employed 

respondents (including self-employed 

respondents).  

 

 

Figure 10-37: Employed status across the different cohorts 

The graph to the left represents the 

employment status per the different cohorts 

from pre-programme activity to current. The 

employment status for the cohorts from 

2015–2018 increased from pre-programme 

activity to post-programme activity. This 

indicates that they had more time to look for 

employment as compared to the 2019 and 

2020 cohorts. The multiple lockdowns 

during 2020 could be a contributing factor 

to the low employment rate for 2020. 
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Figure 10-38: Post-apprenticeship destination 

The current destination of beneficiaries 

increased by 3 percentage points in 

Gauteng post-learnership completion 

(25%). This represents where most of the 

job opportunities are available (i.e. in 

Gauteng, which is considered the economic 

hub of South Africa). 

 

10.5.2.1. Employed 

This sub-section contains information regarding those who are currently (as of 30 April 2021) 

employed.  

 

A total of 31% of respondents were employed on 30 April 2021 (73 persons). 

 

Figure 10-39: Employed at the same employer as before COVID-

19 

A total of 79,5% of those employed 

indicated that they were still employed at the 

same place where they had been working 

before the onset of COVID-19. 
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Figure 10-40: Reasons for no longer being at the same employer 

Of those who changed jobs, 62,5% 

indicated that they had left for better 

opportunities and career growth, while 25% 

indicated that they were dismissed. 

 

Figure 10-41: Monthly income current (employed) 

Approximately 42,5% of those employed 

chose not to disclose their monthly income 

from their job. However, the average income 

for those who did reveal their income is 

approximately R7 200 per month—almost 

R2 000 per month more than the average 

income of those employed prior to the 

pandemic.  

 

Figure 10-42: Promoted since apprenticeship completion 

Of those employed on 30 April 2021, 27,6% 

indicated that they received a promotion 

since the programme, and 74% of those 

who were promoted agreed that the 

programme had helped them to gain the 

skills they required to be promoted. 
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Figure 10-43: Employed in the CATHS sectors 

Only 64,4% of those employed indicated 

that they were employed within the CATHS 

sectors—this is approximately 2% less than 

the number of those employed in these 

sectors prior to the pandemic. 

 

Figure 10-44: Reasons for not being employed in the CATHS 

sectors 

Those not employed in the CATHS sector 

were asked to indicate why not. Half of the 

respondents (13 persons) indicated that it 

was due to a lack of jobs in the sector, and 

30,8% indicated that it was due to a lack of 

opportunities in the sector—this could be 

due to the widely reported negative impact 

of COVID-19 on jobs within the CATHS 

sectors.  

 

Figure 10-45: Reported likeliness to lose job 

When asked to rate the likeliness of losing 

their jobs, 60,4% indicated between 1 

(extremely unlikely) and 5 (neutral) rating of 

losing their job, revealing that most are not 

particularly concerned that their job is in 

jeopardy. 
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Figure 10-46: Reported impact of COVID-19 on employees 

Respondents were asked to indicate how 

the COVID-19 pandemic had affected them 

as employees. 53,4% indicated that they 

had reduced/adjusted working hours, while 

38% reported having had salary cuts, and 

32% indicated that shift work was 

implemented.  

 

10.5.2.2. Self-employed  

This sub-section contains information regarding the self-employed post-apprenticeship 

respondents during the COVID-19 pandemic. This includes whether they started a business before 

or during the pandemic; whether they are still operating in CATHS-related industries and reasons 

for not; income; and the impact of the pandemic on business. 

 

Only 4% (ten respondents) stated that they were self-employed on 31 April 2021, which is a 3% 

increase compared to before the pandemic (30 December 2019). 

 

 

 

Figure 10-47: Started business during COVID-19 pandemic 

Half of those who are self-employed indicated 

that they started their business during the 

pandemic. 
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Figure 10-48: Business operating within the CATHS sectors 

 

All but one respondent indicated that their 

business is operating within the CATHS 

sectors. 

 

Figure 10-49: Reasons for not operating business in CATHS 

sectors 

The one self-employed respondent who is not 

operating within the CATHS sector indicated 

that this was due to the lack of tourists/ 

customers as a result of lockdown restrictions. 

 

Figure 10-50: Monthly income self-employed respondents 

(current) 

Only two respondents revealed the monthly 

income they generate (as remuneration) from 

their business. These ranged between R1 601 

and R6 400 per month. 
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Figure 10-51: Level of impact of pandemic on business 

Respondents were asked to rate the level of 

impact of the pandemic on their business. 

70,6% indicated that it had an extremely 

negative impact on their business, rating the 

impact at 10. 

 

Figure 10-52: Impact of pandemic on self-employed respondents 

Respondents were asked to elaborate on how the pandemic has impacted their businesses. The most 

prominent impact listed was that businesses suffered substantial losses in business activity and 

subsequent reduction in business income (80%). 

 

10.5.2.3. Unemployed  

This subsection looks at the conditions and details of unemployed respondents post-apprenticeship 

within the current COVID-19 pandemic. 
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Figure 10-53: Historic employment for unemployed  

respondents 

Of the unemployed respondents, 57,9% 

indicated that they had been employed before 

and 38% indicated that they had never been 

employed before. 

 

Figure 10-54: Unemployment occurrence 

Of the 57,9% (66 respondents) who indicated 

that they had been employed before, only 9,1% 

indicated that they became unemployed during 

the pandemic, with the remaining 90,9% 

indicating that they lost their job before the 

pandemic hit. 

 

Figure 10-55: Reasons for unemployment 

Approximately 41,4% of those who lost their 

job indicated that their fixed-term contract had 

come to an end and was not renewed, while 

22,2% indicated that they were retrenched. 
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Figure 10-56: Job-seeking status 

Respondents were asked whether they were 

looking for a job. 97,3% of those unemployed 

indicated that they were actively looking, while 

2,7% were not looking for a job. 

 

Figure 10-57: Reported household income sources 

Of those who reported that they were 

unemployed, 51% relied on the salary/wage of 

another household member, while 39,5% 

relied on social grants as their main source of 

income. 

 

Figure 10-58: Level of impact of pandemic on respondents' 

households 

Unemployed respondents were asked to rate 

the level of impact of the pandemic on their 

household. More than half (51,7%) rated the 

impact at 10 (extremely negative), while 40,7% 

rated it between at between 7 and 9.   
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Figure 10-59: Specific impacts of the pandemic on respondents' households 

Respondents were asked to indicate how the pandemic had impacted their households. The most common 

reported impacts were the inability to cover household expenses (80,3%) and loss of income (59,2%). 

 

10.5.2.4. Studying  

 

This sub-section contains information regarding those who were studying post-apprenticeship 

during the COVID-19 pandemic. This includes whether studies were affected by the pandemic; the 

impact of the pandemic on studies; and difficulties related to studies during the pandemic. 

 

 

Figure 10-60: Studies affected by the COVID-19 pandemic 

 

Only six respondents indicated that they were 

studying on 30 April 2021 (3% of all 

respondents).  

 

Of those, only three indicated that the 

pandemic affected their studies. 
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Figure 10-61: Impacts experienced from the pandemic on respondents' studies 

When asked to elaborate on how the pandemic impacted their studies, the three students expressed that 

financial issues (being unable to pay for their studies) and delays in classes were the most significant. 

 

Figure 10-62: Reported difficulties related to respondents' studies 

Half of those studying indicated that they did not experience additional difficulties related to their studies 

during this time, while 33,3% indicated that they had limited/no internet access. 

 

10.6. Perceived impacts  

This sub-section outlines the overall experience of the apprenticeship programmes, positive and 

negative aspects, as well as proposed solutions and improvements as set forward by the 

respondents. 
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Figure 10-63: Benefit status of apprenticeship 

The respondents were asked whether they felt 

the apprenticeship programme was beneficial.  

 

A total of 93,2% indicated that they feel it was 

beneficial, while 6,8% felt it was not. 

 

Figure 10-64: Agreement statements related to the 

apprenticeship programme 

Respondents were asked to agree or disagree 

with statements regarding the apprenticeship. 

The percentage of respondents agreeing to 

each statement is revealed in the infographic 

to the left. 

 

Figure 10-65: Reasons for why the apprenticeship was 

beneficial 

The main reasons stated for the 

apprenticeship programme being beneficial 

were: 

• The cooking skills obtained were 

perceived to be “great” 

• The apprenticeship programme led to 

employment and self-employment 

• An accredited certification was 

received 

• Work experience was gained 

These are visually displayed in the word cloud 

to the left. 
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Figure 10-66: Respondents' perceptions regarding exposure in 

the host organisation 

 

The infographic to the left represents the 

perceptions regarding exposure in the host 

organisation. About 67,3% of respondents 

indicated that they were given the opportunity 

to move around the organisation to learn 

different skills. 65,4% of the respondents also 

reported that they were given the opportunity 

to work in different units/directorates. 

 

 

Figure 10-67: Things learned during the apprenticeship 

programme 

Beneficiaries were asked to list the main 

things learned during the apprenticeship 

programme. 

 

From the word cloud to the left, one can see 

that the most pertinent aspects relate to 

technical skills learned during the programme. 

 

Other aspects that were also frequently 

mentioned relate to soft skills such as time 

management, communication, teamwork and 

respect—skills usually learned at the 

workplace through practical experience. 

 

Figure 10-68: Skills learned during the apprenticeship 

programme 

When specifically asked about the skills 

acquired during the programme, 

communication skills (a soft skill) and cooking 

(a technical skill) topped the list.  
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Figure 10-69: Reasons for why the apprenticeship was not 

beneficial 

For those who indicated that the 

apprenticeship programme was not beneficial, 

the greatest reason was them remaining 

unemployed after the programme. 

 

Other issues of concern were related to 

stipend payments (some not receiving their 

stipends or receiving them late), issuing of 

certificates, and supervisors being 

unapproachable and impatient with the 

apprentices.  

 

These aspects are displayed in the word cloud 

to the left.    

 

Figure 10-70: Respondents positive perceived aspects of the 

apprenticeship programme 

Respondents were asked to list the things 

they thought went well during the programme 

and elaborate on positive aspects 

experienced. 

 

Per the word cloud to the left, respondents 

thought that they gained new skills (both 

technical and soft skills), that the training was 

executed in an organised manner, and that 

the industry exposure gained was a positive 

aspect, among others. 
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Figure 10-71: Respondents negative perceived aspects of the 

apprenticeship programme 

When asked to elaborate on aspects that did 

not work well, the most frequently highlighted 

aspects were not receiving certificates after 

completion and issues regarding stipend 

payments. 

 

Other aspects that were perceived negatively 

included: 

• Shortage of equipment at the workplace 

• The perception that apprentices were 

taken advantage of and expected to work 

long hours (being overworked) 

• Not receiving uniforms from the host 

employer (some had to buy their own 

uniform) 

• Many felt that the stipend received was too 

little 

• The quality of mentorship was highlighted 

as being a problem—respondents felt that 

mentors were not available to the 

beneficiaries, and in many instances, they 

were perceived as being rude and 

impatient 

• Not being absorbed or finding employment 

post-apprenticeship was highlighted by 

some as a negative aspect related to the 

programme 

These aspects are summarised in the word 

cloud to the left. 

Respondents were asked to provide suggestions for resolving aspects that they felt did not work well. 

These suggestions include: 

• Making sure that stipends of beneficiaries are paid on time. Most beneficiaries rely on the stipend 

to get to work, and find themselves in a difficult situation when these stipends are not paid—

leading to, in some instances, missed work. 

• Ensuring that beneficiaries receive their certificates upon completion. Without proof of their 

qualification completed, beneficiaries face obstacles when seeking employment. 

• Ensuring that host employers absorb more beneficiaries upon completion, or for CATHSSETA to 

provide assistance to beneficiaries not absorbed in finding employment. 
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• Considering extending the programme duration to allow beneficiaries additional work exposure 

and allow them to gain even more experience. 

 

10.7. Future plans  

 

Figure 10-72: Future plans of respondents 

 

Respondents were asked to reflect on their short-term future plans. The figure above illustrates the 

following. 

• 15,3% will continue with their current job, 5,1% will be working towards building a career 

within the CATHS industry, and 3% will be working towards gaining a promotion. 

• 54,3% of respondents will be looking for a job (45,8% for full-time employment and 8,5% 

for a new job).  

• A total of 6,8% of respondents plan to be studying (i.e. 3% to continue their studies and 

3,8% to start studying).  

 

10.8. Employers’ perspective  

This sub-section focuses on host employers who offered the apprenticeship programmes, their 

background and their experience during the course of the programmes. 

 

10.8.1. Background of employers for the apprenticeship programme 

The following graphs and infographics illustrate the characteristics of host employers in terms of 

skills development levy (SDL) payment; industry focus within the CATHS sector; and type of 

institution. It also looks at the level of proficiency of employees at their jobs after programme 

completion as well as reasons for the requirements of the apprenticeship qualification. 

 

A total of eight employers that hosted apprentices were interviewed. 
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Figure 10-73: CATHSSETA SDL employer 

A total of 87,5% of host employers that 

hosted apprentices are paying SDL to 

CATHSSETA, while 12,5% were unsure 

if they paid towards CATHSSETA or 

another SETA. 

 

Figure 10-74: Employers within the CATHS sector 

The organisations that hosted 

apprentices are all operating within 

CATHS sectors.  

 

As the apprenticeship programme 

funded by CATHSSETA was the 

National Certificate: Professional 

Cookery, it follows that most of the host 

employers operate within the hospitality 

sector (62,5%). 

 

Figure 10-75: Form of ownership of host employers 

Approximately 75% of host employers 

indicated that they are a private 

company, with 12,5% each being 

government funded and public 

companies. 
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Figure 10-76: Level of proficiency of employees according to host 

employers 

Employers were asked to rate the level 

of proficiency of all their employees. 

About 12,5% indicated that all their 

employees were proficient at their jobs, 

while 87,5% felt that most, but not all 

were proficient. 

 

Figure 10-77: Completion apprenticeship required by host employer 

When asked if completion of an 

apprenticeship programme was a 

requirement for employees to do their 

job, 33,3% indicated that it was not, 

while 66,6% indicated that it was 

required to some degree. 

 

Figure 10-78: Reasons for job requiring apprenticeship completion 

 

 

Employers were asked why they felt that 

the apprenticeship programme was 

required for employees. About 75% 

indicated that they felt that the 

apprenticeship programme provided 

skills required for the job. 
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10.8.2. Satisfaction level 

The following sub-section outlines the general satisfaction levels of employers regarding their 

involvement within the learnership programme. 

 

Figure 10-79: Satisfaction level of CATHSSETA 

apprenticeship programmes providing the required skills 

The graph on the left represents the level of 

satisfaction experienced by employers with 

regard to the skills development facilitated by 

the apprenticeship programme.  

 

The overall satisfaction level was positive as 

55% of employers were satisfied and 35% 

were very satisfied. 

 

Figure 10-80: Apprenticeship benefits to organisation 

For employers, the two main benefits to come 

from being involved in an apprenticeship 

programme are the increased productivity and 

capacity, and contributing to youth 

development and employment. 

 

Figure 10-81: Challenges in hosting beneficiaries 

Employers were asked to indicate the 

challenges faced with accommodating 

beneficiaries in the workplace. 

 

The greatest challenges were the additional 

strain on budgets and financial resources to 

accommodate beneficiaries (75%). 
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Figure 10-82: Suggested CATHSSETA service improvements 

Employers also provided suggestions on how 

CATHSSETA could improve their services. 

The most common suggestions were to ensure 

regular communication (71,4%) and to ensure 

faster turn-around times in processing queries, 

administration and payments (71,4%). 

 

Figure 10-83: Host employers believe that the apprenticeship 

programme is beneficial for employers 

 

 

 

All of the employers that hosted apprentices 

believe that the programme is beneficial for 

employers. 

 

10.8.3. Changes in the workplace 

This sub-section illustrates the changes witnessed in the workplace by host employers, as well as 

the impacts of the COVID-19 pandemic on the programmes.    
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Figure 10-84: Changes witnessed in the workplace 

Employers were asked to indicate what 

changes they have witnessed over time in the 

workplace.  

 

The main changes experienced are a greater 

need for reskilling (37,5%) followed by an 

increase in demand and reliance on ICT 

processes and networks (25%). 

 

These two reasons highlight the importance of 

emerging technologies and digital skills 

demand facing the current workforce in and 

outside of the CATHS sector. 

 

Figure 10-85: Addressing of changes in the workplace in 

apprenticeship’s current form 

75% of host employers indicated that the 

apprenticeship programme in its current form 

is not addressing the changes witnessed in the 

workplace. 

 

This suggests that the apprenticeship 

programmes may need a review to include 

aspects that organisations now require 

regarding the skills of employees and 

emerging technologies. 
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Figure 10-86: Effects of the COVID-19 pandemic on 

apprenticeship programme according to the employer 

The illustration on the left indicates the effects 

that the COVID-19 pandemic has had on the 

apprenticeship programmes and skills thereof, 

according to the employers.  

 

Of the eight employers, 50% reported that the 

pandemic changed how apprenticeship 

programmes are implemented, and 13% 

indicated that it has influenced the quality of 

skills achieved by beneficiaries. 

 

When asked to elaborate on how the pandemic 

impacted apprenticeship programmes and the 

hosting beneficiaries, the following aspects 

were raised: 

• Delays were experienced in these 

programmes 

• The programmes had to be restructured to 

adhere to COVID-19 regulations (capacity 

allowance, scheduling, etc.) 

• Practical sessions were disrupted 

• Training budgets were affected 

 

Figure 10-87: Employers considerations for absorption 

When asked about considerations for 

absorption of hosted beneficiaries, 50% 

indicated that there were limited chances for 

absorption and that recruitment remained 

competitive, and 38% said that they consider 

absorbing apprentices based on their technical 

abilities and proficiency. 

 

10.8.4. CATHSSETA and training providers 

 

This sub-section unpacks the level of satisfaction between the host employers, CATHSSETA and 

training providers regarding the apprenticeship programmes. 
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Figure 10-88: Employer level of satisfaction with CATHSSETA 

interactions regarding the apprenticeship programme 

Overall, employers were satisfied (25%) or 

very satisfied (50%) regarding their 

interactions with CATHSSETA and the 

apprenticeship programme they were 

involved in. 

 

Figure 10-89: Reasons for being dissatisfied with CATHSSETA 

interactions 

The respondent who was dissatisfied with the 

interactions with CATHSSETA indicated that 

they experienced slow turn-around times with 

regards to queries, payments and 

administration. 

 

Figure 10-90: Level of satisfaction with training provider 

interactions 

When asked about the level of satisfaction 

with training provider interactions, 85,8% of 

host employers were satisfied to varying 

degrees (satisfied and very satisfied). 
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Figure 10-91: Employers recommend that other organisations 

take part in apprenticeship programmes 

All host employers indicated that they would 

recommend that other organisations also take 

part in the hosting of apprentices. 

 

Figure 10-92: Employer perception of beneficiary proficiency 

improvement 

 

Host employers indicated that they were able 

to notice an improvement in beneficiaries’ 

proficiency after completing the programme. 

 

Figure 10-93: Employers believe that the apprenticeship 

programmes are beneficial for learners/ beneficiaries 

 

The illustration to the left shows that all the 

host employers believe that the programmes 

are beneficial for the learners/beneficiaries. 

This is a positive indication of the relevant 

skills being learned in the apprenticeship 

programmes.  
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11. Tracer Study Results: TVET WIL  

 

11.1. TVET WIL programmes  

This section of the report provides an overview of the results gained through the survey 

questionnaire for apprenticeship beneficiaries and host employers, quantitative and qualitative.  

 

11.2. Demographics  

This sub-section analyses the various demographic characteristics of the survey respondents 

from the TVET WIL programme. The demographic profile of the respondents speaks to the 

learning programme objectives of CATHSSETA in assisting unemployed youth in obtaining 

skills and employment. 

 

 

 

Figure 11-1: Gender 

 

 

 

Of the 60 TVET WIL respondents, 65% were 

female and 35% were male. 

 

Figure 11-2: Race demographic 

 

 

 

 

The majroity of the TVET WIL repsondents were 

Black African (96,7%). 
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Figure 11-3: Nationality 

 

 

 

All of the respondents who completed a TVET 

WIL programme were South African. 

 

Figure 11-4: Age at completion 

 

 

 

 

The majority of the respondents were between 

the ages of 15 and 34 (95%) at the time of 

programme completion.  

 

Figure 11-5: Place of origin 

 

 

 

 

Most of the beneficiaries originated from Limpopo 

(25%), Gauteng (20%) and KwaZulu-Natal (17%). 
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Figure 11-6: Highest education level 

 

 

 

All of the respondents have achieved at least 

matric (35%), with 58,3% having obtained a 

technical college certificate and 6,7% a university 

certificate of diploma. 

 

11.3. Pre-TVET WIL programme activity  

This sub-section fosters a better understanding of the pre-TVET WIL activities of the survey 

respondents who formed part of the programme sample. The fact sheet below illustrates the 

respondents’ activities prior to their participation in the apprenticeship. 

 

 

Figure 11-7: Pre-TVET WIL employment status 

It is observed that prior to taking part in the TVET 

WIL programme, the vast majority (70%) of the 

respondents were unemployed, 8,3% were 

employed, 20% were studying and 1,7% were self-

employed. 

 

Figure 11-8: Pre-TVET WIL employed 

 

Among those employed, 60% were employed by 

the same company that hosted the apprenticeship 

programme.   
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Figure 11-9: Pre-TVET WIL unemployed 

 

Among those unemployed, 16,7% had never 

worked before taking part in the programme, while 

83,3% had worked before. 

 

Figure 11-10: Duration of unemployment prior to TVET 

WIL programme 

The graph to the left shows the duration of 

unemployment prior to starting the TVET WIL 

programme. Of the 60 respondents who 

participated in the survey, 41,7% indicated that 

they had never worked before. The average 

duration of unemployment for these respondents 

was less than a year. 

 

Figure 11-11: Completed other SETA programme 

13,3% (eight) of the total population (60) 

completed other SETA programmes prior to the 

WIL TVET programme. Of those who had 

previously completed another SETA learning 

programme (13,3%), 25% (two respondents) were 

employed prior to the programme.  

 

It is possible that those who were employed had 

taken part in another SETA learning programme 

due to their employer enrolling them for career 

development. It is unclear why the remaining 

respondents had taken part in another SETA 

programme, but it could be that the learning 

programme had occurred in a different SETA. This 

indicates that the SETAs do not have integrated 

systems allowing them to cross-reference the 

students across the different programmes and 

SETAs. 
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11.4. Programme uptake  

 

This section provides insights into the awareness and uptake of the TVET WIL programme 

(reasons for doing it, how they found out about the programme, and year of completion as well as 

NQF levels of the programme). 

 

 

Figure 11-12: TVET WIL programme awareness 

The respondents were asked how they found out 

about the programme. Of the 60 respondents, 

30% found out about the programme through the 

institution where they studied. 43,3% of the 

respondents found out about the programme 

through personal contacts/family relations, while 

only 13,3% discovered it through the internet. 

 

Figure 11-13: Reason for participation in TVET WIL 

programme 

The graph to the left represents the main 

reasons why beneficiaries took part in a TVET 

WIL programme. The majroity indicated that it 

was to gain experience (45%), and 33% 

indicated that it was for skills develoment.  

 



Track and Trace Research Study: Integrated Report 

222 
 

 

Figure 11-14: NQF level 

The majority of the respondents have completed 

an NQF 6 qualification (53,7%) or an NQF 4 

qualification (33,7%).  

 

The top three qualifications completed for TVET 

WIL programmes were: 

• NC: N6: Tourism 

• NC: N6: Hospitality and Catering Services 

• NC: Vocational: Hospitality 

The top three occupations listed by respondents 

correlate with the above qualifications: 

• Hotel or Motel Manager (2019-141101) 

• Bartender (2019-513205) 

• Chef (2019-513101) 

 

11.5. Post-programme activity  

This section will focus on pre-COVID 2019 (31 December 2019) and current 2021 (30 April 2021) 

post-apprenticeship activity. 

 

The rationale for asking about the employment activity of respondents at these two specific points 

in time is to understand to what degree the apprenticeship programmes resulted in employment for 

these beneficiaries, the applicability of these skills to the industry, and to isolate the loss of 

employment as a direct result of the COVID-19 pandemic.   

 

The following graph provides an overview of the employment status of the respondents at the 

different points in time: pre-programme, pre-COVID-19 (after completion of the programme) and 

current.

 

Figure 11-15: Employment status comparison (pre-TVET WIL, pre-COVID-19, current) 
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The number of respondents who found employment after the programme increased by 23% 

(13 persons), dropping by 5% (three persons) after the onset of the COVID-19 pandemic.  

 

Details regarding employment status pre-COVID-19 and currently (2021) are unpacked in the 

sub-sections below. 

 

11.5.1. Pre-COVID-19 employment status  

This part of the sub-section looks at the employment status of post-apprenticeship respondents 

(after programme completion) before the COVID-19 pandemic.  

 

 

Figure 11-16: Employment status pre-COVID-19 

The graph to the left represents the employment 

status of TVET WIL respondents pre-COVID-19, 

post-programme completion. The majority of the 

respondents were unemployed (70%) and 25% 

were employed. 

 

11.5.1.1. Employed  

This sub-section focuses on the employment details and conditions of respondents who obtained 

employment after the completion of the TVET WIL programme.  

 

 

Figure 11-17: Time elapsed between TVET WIL completion and 

finding employment 

The graph on the left shows the amount of 

time that had elapsed from programme 

completion to finding employment. Of the 

total number of respondents, 73% were 

immediately employed (i.e. within three 

months). The remaining 27% comprised 

7% who were employed in less than six 

months and 20% who took longer than six 

months. It can be concluded that currently 

it is taking longer for people to find jobs as 

compared to pre-COVID-19.  
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Figure 11-18: Absorption rate 

 

 

 

Of the respondents who indicated that 

they were employed immediately post-

apprenticeship, 83,3% (approximately 

four persons) were absorbed by their host 

employer, while 16,7% found employment 

elsewhere. 

 

Figure 11-19: Employer type for those absorbed 

 

 

The illustration to the left represents the 

employer type for those absorbed by their 

host employers.  

 

All of the employed respondents were 

absorbed by a private enterprise. 

 

Figure 11-20: Employment type 

 

 

Of the 25% of respondents (15 persons) 

who indicated that they were employed 

pre-COVID-19, 33,3% were employed 

permanently, 33,3% on a casual or part-

time basis, and 33,3% on a fixed-term 

contract. 
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Figure 11-21: Size of organisation 

 

 

The majority of employed respondents 

worked in organisations between the size 

of 11 – 49 employees (66,7%). Moreover, 

13,3% worked at organisations with more 

than 150 employees, which could be 

indicative of the private enterprises of 

those who were absorbed. 

 

Figure 11-22: Hours worked per week 

As shown on the left graph, 46,7% of 

employed post-TVET WIL respondents 

stated a normal 40-hour work week on 

average, while 40% of respondents 

indicated that they work more than 40 

hours per week, which can relate to 

training within work hours together with 

workload. Most of the respondents have a 

tourism-related qualification, and this is 

consistent with the longer working hours 

as indicated on the graph.   

 

Figure 11-23: Monthly income pre-COVID (employed) 

 

 

The graph to the right shows the monthly 

income the employed respondents earn. 

73,4% of the respondents earn an income 

of up to R12 800. The average income for 

respondents employed during this time, 

was R5 237 per month. 
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Figure 11-24: TVET WIL relevance for employed respondents 

 

Respondents felt that the programme 

prepared them for their current job tasks. 

67% of the respondents felt the work 

relates to what they learned during the 

programme, and 73% currently work in the 

same industry in which the programme 

took place. This proves the positive effect 

the programme has on career 

development. 

 

11.5.1.2. Self-employed  

This sub-section focuses on the details and conditions of respondents who are self-employed after 

the completion of the TVET WIL programme. However, of the total number of respondents (60), 

none of the respondents stated that they were self-employed as of 30 April 2021. 

 

11.5.1.3. Unemployed  

This sub-section focuses on the details and conditions of respondents who are unemployed. 

 

 

 

Figure 11-25: Unemployment situation 

Of those who were unable to secure employment 

after completing their programme, 95,2% indicated 

that they have been actively looking for a job since 

the programme has ended.  
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Figure 11-26: Duration looking for employment 

The graph on the left shows the time spent by those 

who were unemployed looking for a job. 70% of the 

respondents spent less than two years looking for 

job, while 30% spent two years or more looking for a 

job. 

 

Figure 11-27: Activities/methods to find work 

The unemployed respondents post-TVET WIL 

programme listed many ways in which they have 

tried to find work. The most common methods 

include the following: 

• Sending out CVs to companies (78%) 

• Door-to-door looking for work (15%) 

• Social media platforms (3%) 

• Direct enquiries at workplaces (3%) 

 

11.5.1.4. Studying  

This sub-section focuses on the details and conditions of respondents who are studying. 
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Figure 11-28: Institution type for studying respondents 

There were only three respondents studying as of 

31 December 2019. All three study at a different 

institution type. 

 

Figure 11-29: Reasons for studying 

All three respondents indicated that they studied in 

order to increase their knowledge and 

understading in the industry. 

 

11.5.2. Current employment status 2021 

 

 

Figure 11-30: Current employment status 

The current employment status (as of 

30 April 2021) comprises 76,6% 

unemployed respondents and 21,7% 

employed respondents (including self-

employed respondents).  
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Figure 11-31: Employed status across the different cohorts 

The graph to the left represents the 

employment status per the different 

cohorts from pre-programme activity to 

current. The employment status was 

the highest in 2019. However, the 

employment rate was low for the 

remaining years, suggesting that 

overall, TVET WIL programmes do not 

provide enough facilitation in gaining 

employment.  

 

Figure 11-32: Post-TVET WIL destination 

The province with the highest 

concentration of respondents remained 

the same as before the TVET WIL 

programme (Limpopo 25%). This is 

indicative of job opportunities within 

Limpopo.  

 

11.5.2.1. Employed  

This sub-section contains information regarding those who are currently (as of 30 April 2021) 

employed.  

 

A total of 31% of respondents were employed as of 30 April 2021 (12 persons). 
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Figure 11-33: Employed at the same employer as before 

COVID-19 

The graph to the left looks at how many of the 

respondents are still working for the same 

employer as before COVID-19. The results show 

that 41,7% of the post-TVET WIL respondents are 

still employed by the same employer. This gives 

them an opportunity to grow in the industry and 

improve their financial status. 

 

Figure 11-34: Reasons for no longer being at the same 

employer 

The graph to the left represents the reasons for 

the respondents who are no longer working for the 

same employer as before COVID-19: 

• Better opportunity and career growth 

• Dismissed from previous job 

• Retrenched from previous job 

 

Figure 11-35: Monthly income employed (current) 

Of those employed currently, most earn between 

R1 601 and R6 400 per month (41,7%). 
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Figure 11-36: Promoted since TVET WIL programme 

completion 

All the respondents who answered this question 

were promoted. The respondents stated that the 

programme was beneficial as it helped the 

beneficiaries to gain skills required to be 

promoted. 

 

Figure 11-37: Employed in the CATHS sectors 

 

Most of the respondents for the post-TVET WIL 

programme stated that they are employed in the 

CATHS sector; this shows that the CATHS sector 

is equally invested in the development of learners 

within this sector. There was approximately a 

31,3% decrease in those employed in these 

sectors prior to the pandemic. 

 

 

Figure 11-38: Reasons for not being employed in the 

CATHS sectors 

Of those who were not employed in the CATHS 

sector, 57,1% indicated that it was due to the lack 

of jobs in the CATHS sector, and 42,9% indicated 

that it was due to the lack of opportunities in the 

CATHS sector.  
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Figure 11-39: Reported likeliness to lose job 

The respondents were asked how likely they are 

to lose their jobs, especially due to the COVID-19 

outbreak. 83,3% (levels 6 through 10) of the 

respondents felt they are most likely to lose their 

jobs. 

 

Figure 11-40: Reported impact of COVID-19 on employees 

Respondents were asked to indicate how the 

COVID-19 pandemic had affected them as 

employees. 83,3% indicated that they had 

reduced/adjusted working hours, while 75% 

reported having had salary cuts, and 75% 

indicated that shift work was implemented. 

 

11.5.2.2. Self-employed 

This sub-section focuses on the details and conditions of respondents who are self-employed. 

 

Figure 11-41: Started business during the COVID-19 pandemic 

During the pandemic, only one 

respondent had started a 

business. The business 

confidence is extremely low for 

those wanting to start a 

business, especially since the 

economy is still trying to recover 

from the hard lockdown of 

COVID-19. Small businesses 

would require a lot of 

assistance to be sustainable. 
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Figure 11-42: Business operating with the CATHS sectors 

The only respondent who was 

self-employed as of 30 April 

2021 was operating in the 

CATHS sector.  

 

Figure 11-43: Impact of pandemic on self-employed respondents 

As most businesses are trying to recover from the hard lockdown due to the COVID-19 pandemic, it is 

important to note that these businesses have witnessed severe loss of income. One of the main reasons 

for loss of income is due to the substantial losses in business activity and shorter trading hours.   

 

 

11.5.2.3. Unemployed  

This sub-section focuses on the details and conditions of respondents who are unemployed. 

 

Figure 11-44: Historic employment for unemployed 

respondents 

 

 

Of the unemployed respondents, 35,1% indicated 

that they had been employed before and 64,9% 

indicated that they had never been employed 

before. 
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Figure 11-45: Unemployment occurrence 

 

 

Of the 64,9% of respondents who 

indicated that they had been employed 

before, 30,8% indicated that they had 

become unemployed during the 

pandemic, with the remaining 69,2% 

indicating that they lost their job before 

the pandemic hit. 

 

Figure 11-46: Reasons for unemployment 

 

 

 

The graph to the left represents the 

reasons why respondents were 

unemployed. 31,8% indicated that they 

had been retrenched, and 9,1% were 

dissatisfied with their previous job.  

 

Figure 11-47: Job-seeking status 

 

 

 

All of the respondents who found 

themselves without a job as of 30 April 

2021 indicated that they were actively 

looking for a job. 
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Figure 11-48: Reported household income sources 

 

 

Most of the respondents indicated that 

they became unemployed during the 

pandemic. Therefore, they no longer 

earned an income and as a result had 

to rely on the salaries and wages from 

other household members (45,7%). 

Furthermore, 41,3% of the 

respondents rely on social grants. 

 

Figure 11-49: Level of impact of pandemic on respondents' households 

 

 

Unemployed respondents were asked 

to rate the level of impact of the 

pandemic on their household. More 

than half (60,9%) rated the impact as 

extremely negative, with a 10/10 

rating, and 28,3% rated it between 

8/10 to 9/10. 

 

Figure 11-50: Specific impacts of the pandemic on respondents' households 

Most households are not able to cover household expenses (78,3%) due to the COVID-19 impact, while 

58,7% of respondents stated loss of income as a result of the pandemic. 

 

 

 

11.5.2.4. Studying  

This sub-section focuses on the details and conditions of respondents who are studying. 
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Figure 11-51: Studies affected by the COVID-19 pandemic 

Only one respondent was studying as of 30 April 

2021. The respondent indicated that their studies 

had not been affected by the pandemic.  

 

 

11.6. Perceived impacts  

 

This section gives insight into the impact the TVET WIL programme had on beneficiaries based on 

their perceptions. 

 

 

Figure 11-52: Benefit status of TVET WIL programme 

Respondents were asked to indicate if they felt that 

the TVET WIL programme was beneficial. 

Approximately 11,7% indicated that it was not 

beneficial. 

 

The reasons highlighted for the programme not 

being beneficial include the following: 

• Lack of employment opportunity opportunities 

• Lack of practicals 

 

However, the majority of the respondents found the 

TVET WIL programme to be beneficial (88,3%), 

indicating that the programmes are aligned with the 

relevant skills needed within the CATHS sector.  
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Figure 11-53: Agreement statements related to TVET 

WIL programme 

The TVET WIL programme respondents were 

asked to indicate whether they agreed with a set of 

statements regarding the programme. The level of 

agreement among respondents is revealed to the 

left. 

 

Figure 11-54: Reasons for why the TVET WIL 

programme was beneficial 

Respondents were also asked to list the benefits 

gained by doing the programme. Some of the 

benefits of the internship programme included the 

following: 

• Industry exposure  

• Learning new skills 

• Getting a job 

 

Figure 11-55: Respondents' perceptions regarding 

exposure in the host organisation 

All of the respondents indicated that they were 

given an opportunity to move around in the 

organisation (76,7%) and to work in different units 

(71,7%). 
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Figure 11-56: Skills learned during the TVET WIL 

programme 

Respondents were asked to list the skills they 

acquired as a result of the programme. 

 

The respondents indicated that they acquired 

communication skills, time management skills, 

teamwork skills, customer service skills and 

research skills. As seen above, by acquiring these 

skills, some of the respondents have been 

promoted, earned better income, and some 

secured employment with their host companies. 

This shows that the internship programme had a 

positive impact on the beneficiaries.   

 

Figure 11-57: Respondents negative perceived aspects 

of the TVET WIL programme 

Respondents were also asked to list negative 

aspects experienced during the programme. Some 

of the negative aspects include: 

• Lack of practicals  

• Stipend was paid late  

• Poor management from host companies  

• Lack of communication 

• Some of the learners did not understand their 

job and how it relates to what they studied  

It is important that these TVET WIL programmes 

are well-managed and that the learners get paid on 

time. Constant monitoring and evaluation of such 

programmes are required as they provide essential 

skills and opportunities for the learners to get work 

experience. 

Respondents were asked to provide suggestions to improve the TVET WIL programme. These 

suggestions include: 

• Making sure that beneficiaries’ stipends are paid on time. Most beneficiaries rely on the stipend to 

get to work and find themselves in a difficult situation when these stipends are not paid—leading 

to, in some instances, missed work. Additionally, respondents suggested that the stipends be 

increased to help with additional expenses. 

• Ensuring that beneficiaries receive their certificates upon completion. It disadvantages 

respondents when it comes to looking for employment if they do not have proof of their 

qualifications. 

• Extending the length of the programme to accommodate more people, such as those who are 

employed full-time. Moreover, this will allow beneficiaries to gain additional work exposure and 

experience. 
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• Following up with learners during the programme to address problems in real-time.  

• Communicating placements of students in advance to ensure that the students have closer 

placements to lighten the transport costs. 

• Increasing the practical component of the programme. 

 

 

11.7. Future plans  

The section briefly provides an overview of respondents’ future plans since participating in the 

internship programme. 

 

Figure 11-58: Future plans of respondents 

After completion of the TVET WIL programme 46,7% of the respondents stated that they would like to find 

a full-time job. It is important to take note of this as the unemployment figures are high, as seen above, as 

a result of the COVID-19 pandemic’s effect on job loss. 

 

11.8. Employers’ perspectives  

This sub-section focuses on host employers who offered the apprenticeship programmes, their 

background and their experience during the course of the programmes. 

 

A total of six host employers to TVET WIL beneficiaries were interviewed. 
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Figure 11-59: CATHSSETA SDL employer 

Approximately 66,7% of the host employers 

indicated that they were paying SDL towards 

CATHSSETA. 

 

Figure 11-60: Employers within the CATHS Sector 

Approximately 54,5% of host employers were 

operating within the hospitality sector, 

followed by sports, recreation and fitness 

(21,2%), and tourism and travel services 

(15,2%). 

 

Figure 11-61: Form of ownership of host employers 

About 82,5% of host employers were 

operating as private companies, followed by 

12,5% that indicated that they were a public 

company. 
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Figure 11-62: Level of proficiency of employees according to 

host employers 

The employers were asked to indicate the 

level of proficiency of all their employees at 

their jobs.  

 

About 50% indicated that most of their 

employees were proficient at their jobs, while 

33,3% indicated that all their employees were 

proficient. 

 

Figure 11-63: Completion of TVET WIL programme required 

by host employer 

The graph on the left represents whether the 

completion of the programme is a requirement 

for the beneficiary’s job. 

 

Half of the employers indicated that it is a 

requirement for some of the beneficiaries, 

while the other half either mostly required or 

required all beneficiaries to complete the 

programme for their job. 

 

Figure 11-64: Reasons for job requiring TVET WIL programme 

completion 

The employers indicated the reasons why the 

jobs required the TVET WIL programme.  

 

Approximately 83,3% of employers indicated 

that the programme provides skills required for 

the job. Moreover, 33,3% indicated that it was 

to improve the quality of services/goods 

provided, and 33,3% of employers reported 

that the jobs required the programme in order 

to maintain professional standards and remain 

competitive. 
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11.8.1. Satisfaction level  

The host employers offering the TVET WIL programme were further asked about their level of 

satisfaction with their involvement in the TVET WIL programme. 

 

Figure 11-65: Satisfaction level of CATHSSETA TVET 

WIL programmes providing the required skills 

The graph on the left represents the level of 

satisfaction experienced by employers with the 

skills development facilitated by the TVET WIL 

programme.  

 

The overall satisfaction level was positive as 83,3% 

of employers were satisfied and 16,7% were very 

satisfied. 

 

Figure 11-66: TVET WIL programme benefits to 

organization 

The host employers were asked what the major 

benefits of the TVET WIL programme were for their 

company. 50% of the host employers alluded to 

increased productivity as the beneficiaries had 

acquired knowledge from their respective 

programmes before starting the TVET WIL 

programme. The TVET WIL programme also 

contributes to youth development and employment 

by upskilling these beneficiaries (30%).  
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Figure 11-67: Challenges in hosting beneficiaries 

Employers were asked to indicate the challenges 

faced regarding accommodating beneficiaries in 

the workplace. 

 

The two main challenges were the time constraints 

in mentoring and grooming beneficiaries (24%) and 

the lack of facilities to accommodate beneficiaries 

(18%) 

 

Figure 11-68: Suggested CATHSSETA service 

improvements 

Employers provided suggestions on how 

CATHSSETA could improve their services. The 

most common suggestions were to ensure regular 

communication (80%) and to ensure faster turn-

around times in processing queries, administration 

and payments (80%). 

 

Figure 11-69: Host employers believe that the TVET WIL 

programme is beneficial for employers 

All of the employers that hosted TVET WIL believe 

that the programme is beneficial for employers. 

 

11.8.2. Changes in the workplace  

This subsection of the report focuses on the changes that took place in the workplace as a result 

of the programme, as well as the impact of COVID-19 on the programme and skills. 
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Figure 11-70: Changes witnessed in the workplace 

 

 

The figure to the left shows the types of changes 

the host employers are experiencing. There is a 

greater need for online/remote working skills and 

etiquette and an increased demand for ICT 

processes and networks.  

 

Figure 11-71: Addressing of changes in the workplace in 

TVET WILS current form 

Half of host employers indicated the TVET WIL 

programme in its current form is not addressing 

the changes witnessed in the workplace. 

 

Figure 11-72: Effects of the COVID-19 pandemic on TVET 

WIL programme according to employer 

The illustration on the left indicates the effects that 

the COVID-19 pandemic has had on the TVET 

WIL programmes and skills thereof, according to 

the employers.  

 

Of the six employers, 83% reported that the 

pandemic changed the ways in which learnership 

programmes are implemented, and 17% 

indicated that it has influenced the quality of skills 

achieved by beneficiaries. 
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Figure 11-73: Employer considerations for absorption 

When asked about considerations for absorption 

of hosted beneficiaries, 50% indicated that they 

consider absorbing apprentices based on their 

technical abilities and proficiency. 

 

11.8.3. CATHSSETA and training providers 

This subsection of the report focuses on the employers’ interactions with CATHSSETA and the 

training provider. 

 

Figure 11-74: Employer level of satisfaction with 

CATHSSETA interactions regarding the TVET WIL 

programme 

The perceptions of the host employers 

surrounding the interactions with CATHSSETA 

during the TVET WIL programme are illustrated on 

the left. The host companies had a good working 

relationship with CATHSSETA, as 67,7% 

indicated that they were satisfied or very satisfied 

with the interactions. 
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Figure 11-75: Reasons for being dissatisfied with 

CATHSSETA interactions 

Slow turnaround times (payments, queries, 

administration) was the main reason some of the 

host employers were dissatisfied with the 

interactions with CATHSSETA. 

 

Figure 11-76: Level of satisfaction with training provider 

interactions 

Concerning the level of satisfaction with training 

provider interactions, 80% of host employers were 

satisfied and 20% were very satisfied. 

 

Figure 11-77: Employers recommend that other 

organisations take part in TVET WIL programmes 

Following the graph above, all host employers 

indicated that they would recommend that other 

organisations also take part in the hosting TVET 

WIL beneficiaries. 
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Figure 11-78: Employer perception of beneficiary 

proficiency improvement 

Host employers indicated that they noticed an 

improvement in the proficiency of beneficiaries 

after completing the programme. 

 

Figure 11-79: Employers believe that the TVET WIL 

programmes are beneficial for the learners/beneficiaries 

The illustration to the left indicates that all of the 

host employers believe the TVET WIL programme 

to be beneficial for learners/ beneficiaries. This 

indicates that the programme is successful in the 

facilitation of the skills needed in the workplace.  
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12. Tracer Study Results: Bursary  

12.1. Bursary programmes  

 

This section of the report provides an overview of the results gained through the survey 

questionnaire for bursary beneficiaries and host employers, quantitative and qualitative.  

 

12.2. Demographics  

 

This sub-section analyses the demographic characteristics of the survey respondents from the 

bursary programme. The demographic profile of the respondents speaks to the learning 

programme objectives of CATHSSETA in assisting unemployed youth in obtaining skills and 

employment. 

 

 

Figure 12-1: Gender 

As seen in the graph to the left, out of the 69 

respondents to successfully complete a bursary 

programme, 60,9% were female and 39,1% were 

male. 

 

Figure 12-2: Race demographic 

 

Most of the responding beneficiaries were Black 

African (87%), followed by White (5.8%), Coloured 

(4.3%) and Indian/Asian (2.9%). 
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Figure 12-3: Age at completion 

Most of the respondents who completed a bursary 

programme were aged 15 to 24 (56,5%) or 25 to 34 

(31,9%). 

 

This talks to CATHSSETA’s objective of supporting 

youth to gain skills and work experience to 

contribute to the labour force. 

 

Figure 12-4: Nationality 

Almost all of the bursary beneficiaries were South 

African, with only 1.4% indicating that they were not 

South African. This amounts to approximately one 

person out of the 69 respondents. 

 

Figure 12-5: Place of origin 

Most of the bursary respondents were located in 

the Eastern Cape (20%) province at the time of 

starting the bursary. 
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Figure 12-6: Highest education level 

The highest education level attained by the 

majority of beneficiaries prior to the bursary 

programmes were university degrees (36,2%) 

followed by university certificate or diplomas 

(26,1%). 

 

12.3. Pre-bursary activity  

 

This sub-section creates a better understanding of the pre-bursary activities of the survey 

respondents who formed part of the bursary programme’s sample. The section below illustrates 

pre-bursary activities of the respondents prior to being awarded a bursary for the duration of their 

studies.   

 

Figure 12-7: Pre-bursary employment status 

It is observed that 42% of the respondents were 

unemployed, 34,8% were studying and 21,7% 

were employed prior to being awarded a bursary.   
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Figure 12-8: Pre-bursary employed 

Among those employed, 66,7% were employed by 

the same company that arranged a bursary 

programme to further their studies with the aim of 

adding value to the company. It should be noted 

that the main funder is CATHSSETA, which offers 

bursaries to prospective learners through 

employers (companies/organisations). 

 

Figure 12-9: Pre-bursary unemployed 

 

Among those unemployed, 29,6% had never 

worked before being awarded a bursary, while 70% 

had worked before.  

 

Figure 12-10: Duration of unemployment prior to bursary 

programme 

The graph to the left shows the duration of 

unemployment prior to starting the bursary 

programme. Of the 69 respondents who 

participated in the survey, 46,4% indicated that they 

had never worked before. The average duration of 

unemployment for these respondents was less than 

a year. 
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Figure 12-11: Completed other SETA programme 

13% (nine) of the total population (69) completed 

other SETA programmes prior to the bursary 

programme. Of those who had previously 

completed another SETA learning programme 

(13%), 78% (seven respondents) were employed 

prior to the programme.  

 

It is possible that those who were employed had 

taken part in another SETA learning programme 

due to their employer enrolling them for career 

development. It is unclear why the remaining 

respondents had taken part in another SETA 

programme, but it could be that the learning 

programme had occurred in a different SETA. This 

indicates that the SETAs do not have integrated 

systems allowing them to cross-reference the 

students across the different programmes and 

SETAs. 

 

12.4. Bursary uptake  

 

This section provides insights into the details around the awareness and uptake of the bursary 

programme (reasons for doing it, how they found out about the programme, and year of completion 

as well as NQF levels of the programme). 

 

 

Figure 12-12: Bursary programme awareness 

As seen in the graph to the left, the respondents 

were mostly made aware of the bursary 

programmes through the institution they were 

studying at (52,2%).  
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Figure 12-13: Reason for participation in bursary 

programme 

The majority of respondents participated in the 

bursary programme to improve their skills (49,3%), 

followed by 26,1% who participated in order to find 

a job. 

 

Figure 12-14: NQF level 

The NQF levels of those on the bursary 

programme vary across the NQF levels and are 

dependent on the qualification in which the 

individual enrolled. 

 

The most popular qualifications recorded for the 

respondents were: 

• Bachelor of Arts (general) 

• Bachelor of Human Movement Science 

• Diploma: International Tourism 

• Post-graduate Diploma: Arts 

 

12.5. Post-bursary Activity  

This sub-section focuses on the status of bursary-awarded respondents before (2020) and during 

(as of 2021) the COVID-19 pandemic. 

 

The rationale for asking about the employment activity of respondents at these two specific points 

in time is to understand to what degree the bursary programmes resulted in employment for these 

beneficiaries, and the applicability of these skills to the industry, and to be able to isolate the loss 

of employment as a direct result of the COVID-19 pandemic.   

 

The following graph provides an overview of the employment status of the respondents at the 

different points in time: pre-programme, pre-COVID-19 (after completion of the programme) and 

current. 
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Figure 12-15: Employment status comparison (pre-bursary, pre-COVID, current) 

 

The number of respondents who found employment after the programme increased by 26% (18 

persons) and increased by 2% (eight persons) after the onset of the COVID-19 pandemic. Those 

who were self-employed before the programme decreased by 22% after the programme. 

 

Unemployment increased by 9% (six persons) since the onset of the pandemic, with most of those 

studying prior to the onset of the COVID-19 pandemic and now unable to secure employment. 

 

Details regarding employment status pre-COVID-19 and currently (2021) are unpacked in the sub-

sections below. 

 

12.5.1. Pre-COVID-19 employment status  

This part of the sub-section looks at the employment status of bursary-awarded respondents before 

the COVID-19 pandemic.  

 

Figure 12-16: Employment status pre-COVID 

The pre-COVID-19 employment status comprised 

23,2% unemployed respondents, 26,1% 

employed respondents and 50,7% studying full-

time. 
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12.5.1.1. Employed 

 

Figure 12-17: Time elapsed between bursary completion 

and finding employment 

The graph on the left shows the amount of time that 

had elapsed from programme completion to finding 

employment. Of the total number of respondents. 

72,2% were immediately employed (i.e. within three 

months). The remaining 27,8% comprised 5,6% 

who were employed in less than six months and 

22,3% who took longer than six months to find 

employment.  

 

Figure 12-18: Absorption rate 

Of the employed respondents, 45,5% were 

absorbed by their host employer. 

 

Figure 12-19: Employer type for those absorbed 

Of those who were absorbed, 60% were absorbed 

by a private enterprise and 20% by a government-

controlled business. 
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Figure 12-20: Employment type 

Of the 18 respondents who were employed pre-

COVID-19, post-learnership, 66,7% were employed 

on a permanent basis, 11,1% on a fixed-term 

contract, and 22,2% on a casual/part-time basis. 

 

Figure 12-21: Size of organisation 

 

The majority of respondents were employed at 

organisations with more than 50 employees 

(55,6%). 

 

Figure 12-22: Hours worked per week 

The majority of the respondents work 40 hours per 

week (66,7%), which correlates with those who are 

employed on a part-time basis (66,7%), as seen 

above. 
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Figure 12-23: Monthly income employed (pre-COVID) 

The graph to the left represents the monthly income 

brackets of bursary respondents. Most of the 

respondents earned between R12 801 and 

R25 600 per month (38,9%). 

 

The average income for those employed post-

programme, pre-COVID-19 was R10 413 per 

month. 

 

Figure 12-24: Bursary relevance for employed 

respondents 

The overall response of employed post-bursary 

respondents was positive. The respondents felt that 

the bursary was relevant to their occupations and 

translated to the skills required in their job-related 

tasks.  

 

About 83% of respondents work in the same 

industry in which the bursary was designated.  

 

Although the overall response to the relevance of 

the bursary was positive, some respondents were 

less positive regarding their career expectations 

post-bursary (50%). 

 

Figure 12-25: Employed at the same employer as before 

the bursary 

About 92% of those employed at this time indicated 

that they were employed at the company where they 

had worked prior to doing the programme. 

 

12.5.1.2. Unemployed  

This section contains information regarding the unemployed bursary-awarded respondents. This 

includes the period spent searching for a job and methods used to find work. 
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Figure 12-26: Unemployment situation 

As of 31 December 2019, 50% of unemployed 

respondents were looking for employment. About 

6,3% had lost motivation to continue looking for a 

job. 

 

Figure 12-27: Duration looking for employment 

The duration of time spent looking for a job by 

unemployed respondents ranged between 0 and 

12 months (75%) and between 13 and 18 months 

(25%). 

 

Figure 12-28: Activities/methods to find work 

Unemployed respondents made use of a variety of 

methods to find work. The most common method 

was to send out CVs to companies or organisations 

(63%). 
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12.5.1.3. Studying  

This section contains information regarding the studying bursary-awarded respondents. This 

includes institutional type and reasons for studying.  

 

 

Figure 12-29: Institution type for studying respondents 

Of the 35 respondents who decided to study post-

bursary, 88,6% went to universities and 8,6% 

went to TVET colleges. 

 

Figure 12-30: Reasons for studying 

The respondents who indicated that they studied 

were asked to provide reasons for studying. On 

the graph to the left, most of the respondents 

indicated that they decided to study increase their 

knowledge and understanding of the industry 

(22,9%) and to improve their chances of finding a 

job (22,9%). 

 

12.5.2. Current employment status (2021) 

This sub-section looks at the employment status of bursary-awarded respondents during the 

COVID-19 pandemic (as of 30 April 2021).   
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Figure 12-31: Current employment status 

The current employment status (as of 30 

April 2021) comprises 31,9% unemployed 

respondents, 29% employed respondents 

and 37,7% studying full-time. 

 

Figure 12-32: Employed status across the different cohorts 

The graph to the left represents the 

employment status per the different 

cohorts from pre-programme activity to 

current. The employment status for the 

cohorts rose from 2018 to 2019.  

 

This indicates that they had more time to 

look for employment as compared to 

2020. The multiple lockdowns during 

2020 could be a contributing factor to the 

low employment rate in 2020. Overall, the 

employment rates of the different cohorts 

are low. This implies limited opportunities 

for respondents and that the bursary 

programmes are not providing enough 

support or the relevant skills required to 

gain employment. 
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Figure 12-33: Post-bursary destination 

The current destination of beneficiaries 

increased by 5 percentage points in 

Gauteng post-bursary completion (from 

14% to 19%). This follows as Gauteng is 

considered the economic hub of South 

Africa. 

 

12.5.2.1. Employed  

 

This sub-section provides the details of the employed respondents post-bursary within the current 

COVID-19 pandemic. 

 

 

Figure 12-34: Employed at the same employer as before 

COVID-19 

Of the 20 respondents who were employed post-

bursary, 90% are still at the same employer as 

before COVID-19. 
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Figure 12-35: Reasons for no longer being at the same 

employer 

The respondents who indicated that they were 

no longer at the same employer as before 

COVID-19 were asked to indicate the reasons 

why. One person was no longer at the same 

employer, indicating that they had moved for 

better opportunities and career growth. 

 

Figure 12-36: Monthly income employed (current) 

The greatest concentration of respondents earn 

between R12 801 and R25 600 per month 

(35%). 

 

Notably, average income for those employed in 

2021 increased from R10 413 to R12 093 per 

month, compared  to pre-COVID-19. 

 

Figure 12-37: Promoted since bursary completion 

Respondents were asked to indicate whether 

they were promoted post-bursary completion as 

of 30 April 2021.  

 

The illustration to the left reveals that 16,7% of 

respondents had been promoted since 

completion of the bursary programme. Of those 

who had been promoted, 75% indicated that 

their promotion was partly due to the required 

skills learned from a bursary programme. 
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Figure 12-38: Employed in the CATHS sectors 

Approximately 60% of current employed 

respondents are employed in CATHS sectors.  

 

It is relevant to note that employment within the 

CATHS sector decreased between the interim of 

31 December 2019 (pre-COVID-19) (83%) and 

30 April 2021 (60%). 

 

Figure 12-39: Reasons for not being employed in the CATHS 

sectors 

Following from the description above, main 

reason for not being employed in the CATHS 

sectors are the lack of jobs within this sector 

(62,5%). 

 

Figure 12-40: Reported likeliness to lose job 

Respondents were required to rate their level of 

job security on a scale from 1 to 10, where 1 is 

extremely unlikely and 10 is extremely likely.  

 

Of those employed during the COVID-19 

pandemic, the majority felt that they were not 

very likely to lose their jobs, rating the likelihood 

at between 1 and 5 out of 10 (60%). 



Track and Trace Research Study: Integrated Report 

264 
 

 

Figure 12-41: Reported impact of COVID-19 on employees 

Although the respondents within this section are 

employed, they were affected by the COVID-19 

pandemic. 

 

Of the employed respondents, 25% experienced 

salary cuts and 45% experienced 

adjusted/reduced working hours. 

 

12.5.2.2. Self-employed  

Only one respondent indicated that they were self-employed on 30 April 2021. This person started 

their business before the pandemic and is operating within the CATHS sector. 

 

This responded indicated that the pandemic had a 9 out of 10 severity level impact on their business 

and resulted in substantial business losses and a reduction in income.  

 

12.5.2.3. Unemployed  

This sub-section contains information regarding the unemployed bursary-awarded respondents 

during the COVID-19 pandemic. This includes whether they were employed or had never been 

employed before the pandemic; whether they became unemployed before or during the pandemic; 

their reasons for unemployment; household income sources; and the impact of the pandemic on 

respondents’ households. 

 

 

Figure 12-42: Historic employment for unemployed 

respondents 

Of the unemployed respondents, 25% indicated 

that they had been employed before and 75% 

indicated that they had never been employed 

before. 
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Figure 12-43: Unemployment occurrence 

The respondents were asked to specify when their 

unemployment occurred. 50% of the respondents 

indicated that their unemployment happened 

before the pandemic and 50% became 

unemployed during the COVID-19 pandemic.  

 

Figure 12-44: Reasons for unemployment 

 

45,5% of respondents indicated that they were 

unemployed as a result of retrenchment. 

 

Figure 12-45: Job-seeking status 

 

About 91% of unemployed respondents are 

actively looking for a job. 
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Figure 12-46: Reported household income sources 

A total of 50% of unemployed respondents’ 

households rely on the salaries/wages from other 

household members, 22,7% rely on remittances 

and 18,2% rely on social grants.  

 

Figure 12-47: Level of impact of pandemic on 

respondents' households 

The graph to the left represents the reported level 

of impact of the COVID-19 pandemic on the 

respondents’ households. The respondents were 

asked to rate the level of impact on a scale 

between 1 and 10, 1 being extremely positive and 

10 being extremely negative. Half of the 

respondents rated the impact at 9 or higher. 

 

Figure 12-48: Specific impacts of the pandemic on respondents' households 

 

The specific ways in which the COVID-19 pandemic impacted unemployed respondents are 

represented in the above graph. Of the 22 respondents, 68,2% reported that their households 

experienced a loss in income. 

 

12.5.2.4. Studying  

This subsection indicates the details of the respondents studying post-bursary within the current 

COVID-19 pandemic. 
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Figure 12-49: Studies affected by the COVID-19 pandemic 

Of the respondents who are studying post-

bursary as of 30 April 2021, 73,1% of 

respondents’ studies were affected by the 

COVID-19 pandemic. 

 

 

 

Figure 12-50: Impacts experienced from the pandemic on respondents' studies 

 

The impacts experienced from the pandemic by the respondents studying post-bursary consists of 57,9% 

having to move to remote/online classes, 57,9% experiencing a delay in classes taking place, 36,8% 

having financial issues and 31,6% having to return home. About 10,5% indicated that their classes were 

stopped. 
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Figure 12-51: Reported difficulties related to respondents' studies 

 

A significant percentage of respondents were faced with limited or no internet access (50%). This is not 

conducive to studying, especially online or remote studying.  

 

It is relevant to note that 26,9% of respondents were without a computer or laptop because of the 

pandemic. This is indicative that there are respondents who rely on learning institutions for access to 

computers or laptops to complete their studies. 

 

12.6. Perceived impacts  

This sub-section outlines the overall experience of bursaries in furthering their studies, as well as 

positive and negative aspects thereof as set forward by the respondents. 

 

 

Figure 12-52: Benefit status of bursary programme 

The overall perception of the 69 respondents of 

the bursary programmes was positive. 87% of 

the beneficiaries found the learnership 

programmes to be beneficial. 
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Figure 12-53: Agreement statements related to bursary 

programme 

The bursary programme respondents were 

asked to indicate whether they agreed with a set 

of statements regarding the programme. 40,6% 

agreed that the programme improved their ability 

to adapt to different work situations, 29% 

indicated that they developed new skills and 

33,3% learned more about the CATHS 

industries.  

 

Figure 12-54: Reasons for why the bursary programme was 

beneficial 

Those who indicated that the programme was 

beneficial were asked to elaborate on why they 

felt it beneficial. 

 

From the word cloud to the left, it is clear that the 

most listed reason was learning new skills, 

followed by aspects such as financial stability 

and tuition being covered. 

 

Figure 12-55: Reasons for why the bursary programme was 

not beneficial 

Those who felt that the programme was not 

beneficial were also asked to elaborate. 

 

Most of the reasons related to not finding a job 

and not yet realising the benefit, as some are still 

studying. Some respondents also indicated that 

the bursary did not entail formal training at the 

workplace and that communication from 

CATHSSETA and the institutions was not 

adequate. 
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Figure 12-56: Respondents’ perceptions regarding exposure 

in the host organisation 

 All of the bursary respondents indicated that 

they were given the opportunity to move around 

the organisation to learn new skills, as well as 

the opportunity to work in different units/ 

directorates.  

 

Figure 12-57: Workplace follow-up on progress of studies 

Respondents were asked if their workplaces 

followed up on their studies (as the tertiary 

education institution does not require WBL as a 

requisite). About 67% indicated that the 

workplace did follow up on the progress. 

 

Figure 12-58: Skills learned during bursary programme 

Respondents were asked to list the skills they 

gained through the bursary programme—from 

the word cloud to the left, it is clear that most 

skills learned relate to soft skills rather than 

technical skills. 
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Figure 12-59: Respondents’ positive perceived aspects of the 

bursary programme 

Respondents were asked to list the positive 

perceived aspects of the bursary programmes.  

 

These are illustrated in the word cloud to the left. 

 

Figure 12-60: Respondents’ negative perceived aspects of 

the bursary programme 

The illustration on the left represents the 

negative perceived aspects of the bursary 

programme felt by the respondents.  

 

The main aspects were late payments 

(registration fees, stipends, etc.), late receipt of 

books and lack of communication. 

 

Respondents were asked to provide suggestions for resolving aspects that they felt did not work well. 

These suggestions include: 

• Making sure that stipends of beneficiaries are paid on time. Most beneficiaries rely on the stipend 

to get to work and find themselves in a difficult situation when these stipends are not paid—leading 

to, in some instances, missed work. Moreover, some respondents suggested that a money 

management guideline be given as a way of managing their funds. 

• Ensuring that beneficiaries receive their certificates upon completion. Respondents are 

disadvantaged when seeking employment if they do not have proof of their qualifications. 

• Extending the length of the programme to accommodate more people, such as those who are 

employed full-time. Moreover, this will allow beneficiaries to gain additional work exposure and 

experience. 

• Following up with learners and training providers during the programme to address problems in 

real-time.  

• Advertising bursaries for long enough to ensure that learners have sufficient time to apply. 
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12.7. Future plans 

 

Figure 12-61: Future plans of respondents 

Respondents were asked to reflect on their short-term future plans. The figure above illustrates the 

following: 

• 10% will continue with their current job and 3% will be working towards building a career 

within the CATHS industry. 

• 33% of respondents will be looking for a job (17% for full-time employment, 3% for a part-

time job and 13% for a new job). 

• A total of 48% of respondents plan to continue studying. 

 

12.8. Employers’ perspective 

To understand the impact of the bursary programmes on the employers of beneficiaries, an 

employer questionnaire was conducted. The following section looks at the perceived impacts felt 

by the host employers as per the employer questionnaire results.   

 

12.8.1. Background of employers for each learning programme  

 

This sub-section looks at the background and profile of the employers and details the dynamics of 

the bursary programme and CATHSSETA within the organisations.   
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Figure 12-62: CATHSSETA SDL employer 

The graph to the left represents the percentage of 

organisations that pay the Skills Development Levy 

(SDL) and those that are not required to or are not 

sure whether they pay the SDL. 

 

The majority of the employers (90%) that hosted 

bursary beneficiaries are thus levy-paying 

organisations. 

 

Figure 12-63: Employers within the CATHS sector 

Of the employers hosting bursary programmes, 

33,3% each operate in the hospitality sector and 

the sports, recreation and fitness subsector, with 

22,2% in tourism and travel services and 11,1% in 

culture, arts and heritage.  

 

Figure 12-64: Form of ownership of host employers 

Of the ten host employers that took part, 70% are 

private companies.  



Track and Trace Research Study: Integrated Report 

274 
 

 

Figure 12-65: Level of proficiency of employees 

according to host employers 

The employers were asked to indicate the level of 

proficiency of all their employees at their jobs.  

 

About 50% indicated that most of their employees 

were proficient at their jobs.  

 

Figure 12-66: Completion of bursary required by host 

employer 

The graph on the left represents whether the 

completion of the bursary is a requirement for the 

beneficiary’s job. 

 

About 75% of the employers indicated that it is a 

requirement for some of the beneficiaries to 

complete the bursary for their job. 

 

Figure 12-67: Reasons for job requiring bursary 

programme completion 

The employers indicated the reasons why the jobs 

required the bursary programme.  

 

All of the employers indicated that the bursary 

programme provides skills required for the job, and 

75% indicated that it assisted in improving the 

quality of services/goods provided. 

 

12.8.2. Satisfaction level  

 

The following sub-section outlines the general satisfaction levels of employers regarding their 

involvement within the bursary programme. 
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Figure 12-68: Satisfaction level of CATHSSETA bursary 

programme providing the required skills 

The graph on the left represents the level of 

satisfaction experienced by employers with 

regard to the skills development facilitated by the 

bursary programme.  

 

The overall satisfaction level was positive as 

60% of employers were satisfied and 40% were 

very satisfied.  

 

Figure 12-69: Bursary benefits to organisation 

The main benefits to come from being host 

employers for bursary programmes are the 

increased productivity and capacity (50%), 

according to those employers that responded. 

 

 

Figure 12-70: Challenges in hosting beneficiaries 

Employers were asked to indicate the challenges 

faced regarding accommodating beneficiaries in 

the workplace. 

 

The main challenges were the additional strain 

on budgets and financial resources to 

accommodate beneficiaries (50%). 
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Figure 12-71: Suggested CATHSSETA service 

improvements 

Employers were asked how CATHSSETA could 

improve their services. These suggestions are 

indicated in the graph to the left. 

 

Figure 12-72: Host employers believe that the bursary 

programme is beneficial for employers 

All of the employers that participated in a bursary 

programme believe that it is beneficial for 

employers. 

 

12.8.3. Changes in the workplace  

 

This sub-section looks at the changes witnessed in the workplace over time and as a result of the 

COVID-19 pandemic.  

 

Figure 12-73: Changes witnessed in the workplace 

Employers were asked to indicate what changes 

they have witnessed over time in the workplace.  

 

The main changes experienced are the greater 

need for online or remote working skills and 

etiquette (40%). 

 

This highlights the importance of emerging 

technologies and digital skills demand facing the 

current workforce in and outside of the CATHS 

sector. 
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Figure 12-74: Addressing of changes in the workplace in 

bursary programme’s current form 

About 70% indicated that the bursary programme 

in its current form is addressing the changes 

witnessed in the workplace. This is the only 

programme that appears to be addressing 

changes in the workplace, such as those 

mentioned in the above graph.  

 

Figure 12-75: Effects of the COVID-19 pandemic on 

bursary according to employer 

The illustration on the left indicates the effects that 

the COVID-19 pandemic has had on the bursary 

programmes and skills thereof, according to the 

employers.  

 

Of the ten employers, 60% reported that the 

pandemic changed the ways in which bursary 

programmes are implemented, and 20% indicated 

that it has influenced the quality of skills achieved 

by beneficiaries.  

 

Figure 12-76: Employer considerations for absorption 

The graph on the left represents the employer 

considerations for absorption. The main reason 

indicated on the graph is the attitude and appetite/ 

desire of the beneficiary. 

 

12.8.4. CATHSSETA and Training Providers 

The following sub-section details the interactions and experiences of employers with CATHSSETA 

and the bursary training providers. 
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Figure 12-77: Employer level of satisfaction with CATHSSETA 

interactions regarding the bursary programme 

Overall, employers were either satisfied 

(30%) or very satisfied (60%) regarding their 

interactions with CATHSSETA and the 

bursary programmes they were involved in.  

 

Figure 12-78: Level of satisfaction with training provider 

interactions 

The graph to the left represents the level of 

satisfaction experienced by employers with 

regard to their interactions with training 

providers. 

 

Most of the employers were either satisfied 

(44,4%) or very satisfied (44,4%).  

 

It is relevant to note that none of the 

employers indicated their dissatisfaction 

towards their interactions with training 

providers. This could suggest that training 

providers are efficient in their communication 

and interaction with host employers.   

 

Figure 12-79: Employers recommend that other organisation 

take part in the bursary programme 

About 90% of all the employers would 

recommend that others also take part in the 

bursary programme. 
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Figure 12-80: Employer perception of beneficiary proficiency 

improvement 

The illustration to the left shows that despite 

the issues related to the pandemic and 

changes in the workplace, the bursary 

programme results in improvements in 

proficiency after completing the programme. 

 

Figure 12-81: Employers believe that the bursary programmes 

are beneficial for learners/beneficiaries 

All of the employers that participated in a 

bursary programme believe that it is 

beneficial for learners/beneficiaries. 
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13. Tracer Study Results: Skills Programmes  

 

13.1. Skills programmes  

This section of the report provides an overview of the results gained through the survey 

questionnaire for skills programme beneficiaries and host employers, quantitative and qualitative.  

 

13.2. Demographics  

This sub-section analyses the demographic characteristics of the survey respondents from the 

skills programme. The demographic profile of the respondents speaks to the learning programme 

objectives of CATHSSETA in assisting unemployed youth in obtaining skills and employment. 

 

 

Figure 13-1: Gender 

 

 

Out of the 341 respondents to successfully 

complete a skills programme, 57,2% were female 

and 42,8% were male.  

 

 

 

 

Figure 13-2: Race demographic 

 

Most of the skills programme beneficiaries were 

Black Africans (63,9%), and approximately quarter 

of the beneficiaries were White (25,8%). 
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Figure 13-3: Age at completion 

  

 

Figure 13-4: Current age 

 

 

 

 

Most of the respondents who completed a skills 

programme did so between the ages of 45 and 54 

(31,7%), 35 and 44 (24%) or 25 and 34 (20,8%).  

 

 

 

The graph to the left indicates the current age of 

respondents. The majority age remained 45–54 

years old (29,6%). 

 

Notably, the proportion of those aged 55 to 65-plus 

increased since programme completion. This 

indicates that the skills programmes reached an 

older demographic.  

 

Figure 13-5: Place of origin 

 

 

 

 

Most of the beneficiaries originated from Gauteng 

(29%).  

 

 

 

 

n = 341 
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Figure 13-6: Highest education level 

The highest education levels attained by 

beneficiaries prior to the skills programme were 

matric (37,8%), secondary education (16,7%), 

technical college certificate (16,4%) and university 

certificate or diploma (15,8%).  

 

13.3. Pre-skills programme activity 

Respondents were asked about their pre-skills programme  activities. The following section outlines 

the employment status of respondents and whether they had partaken in other SETA programmes 

prior to their involvement in a CATHSSETA skills programme.  

 

 

Figure 13-7: Pre-skills programme employment status 

Of the 341 respondents, 56,3% were 

employed, 25,8% were unemployed and 

16,7% were self-employed prior to the skills 

programme.  

 

Figure 13-8: Pre-skills programme employed 

Of the 192 respondents who were employed 

pre-skills programme, 68,8% were employed 

by the same company that hosted the 

programme and 31,3% were employed 

elsewhere.  
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Figure 13-9: Pre-skills programme unemployed 

The respondents who indicated that they were 

unemployed prior to the skills programme 

totalled 92. Of these 92 respondents, 53,3% 

reported that they had never worked before. 

 

Figure 13-10 Duration of unemployment prior to skills 

programme 

The graph to the left represents the duration 

of unemployment prior to the skills-

programme. The longest duration of 

unemployment was between one and three 

years (5,6%).  

 

The majority of respondents were working 

(66,9%), indicating a lower percentage of 

unemployed respondents prior to the 

programme. 

 

Figure 13-11: Completed other SETA programmes 

 

10,3% (35) of the total population (341) 

completed other SETA programmes prior to 

the internship. Of those who had previously 

completed another SETA learning 

programme (10,3%), 63% (22 respondents) 

were employed prior to the programme.  

 

It is possible that those who were employed 

had taken part in another SETA learning 

programme due to their employer enrolling 

them for career development. It is unclear why 

the remaining respondents had taken part in 

another SETA programme, but it could be that 

the learning programme had occurred in a 

different SETA. This indicates that the SETAs 

do not have integrated systems allowing them 

to cross-reference the students across the 

different programmes and SETAs. 
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13.4. Programme uptake  

The following graphs indicate the awareness and uptake of the skills programme. It is seen how 

respondents became aware of the programme, their reasons for partaking in it and whether they 

were able to provide the NQF level of the skills programme. 

 

Figure 13-12: Skills programme awareness 

 

As seen in the graph to the left, the majority of 

respondents were made aware of the skills 

programmes through the organisation that they 

were working at (44,9%) and through personal 

contacts/family relations (29%). 

 

Figure 13-13: Reason for participation in skills programme 

 

Respondents were asked to indicate the reasons for 

partaking in the skills programmes. Most of them 

stated that it was to develop their skills (61,6%). 

 

Figure 13-14: NQF level 

Of the 119 respondents, 51,3% indicated that they 

had an NQF 4 and 22,5% indicated that they had an 

NQF 2 As only 119 respondents indicated their NQF 

level, this suggests that the remainder of the 

respondents do not know their NQF level.  
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13.5. Post-skills programme activity  

This sub-section focuses on the status of bursary-awarded respondents before (2020) and during 

(as of 2021) the COVID-19 pandemic. 

 

The rationale for asking about the employment activity of respondents at these two specific points 

in time is to understand to what degree the skills programmes resulted in employment for these 

beneficiaries, the applicability of these skills to the industry, and to be able to isolate the loss of 

employment as a direct result of the COVID-19 pandemic.   

 

The following graph provides an overview of the employment status of the respondents at the 

different points in time: pre-programme, pre-COVID-19 (after completion of the programme) and 

current. 

 

 

Figure 13-15: Employment status comparison (pre-skills programme, pre-COVID-19, current) 

The number of respondents who found employment after the programme increased by 29% (98 

persons), and increased by 3% (ten persons) after the onset of the COVID-19 pandemic.  

 

Details regarding employment status pre-COVID-19 and currently (2021) are unpacked in the sub-

sections below. 
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13.5.1. Pre-COVID-19 employment status  

 

Figure 13-16: Employment status pre-COVID-19 

The pre-COVID-19 employment status comprised 

48,1% employed, 31,4% unemployed and 19,9% 

self-employed.  

 

 

13.5.1.1. Employed  

The following sub-section sets out the details of the employed respondents pre-COVID-19, post-

skills programme. 

   

Figure 13-17: Time elapsed between bursary completion 

and finding employment 

Of the 164 respondents, 78,7% acquired 

employment immediately after the skills 

programme.  

 

The amount of those who acquired work 

immediately after completing the skills 

programme is a positive indication of the skills 

development facilitated by the skills programmes. 

 

Figure 13-18: Absorption rate 

 

The graph to the left indicates that 69% of 

respondents were absorbed by their host 

employer. 
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Figure 13-19: Employer type for those absorbed 

The illustration to the left represents the employer 

type for those absorbed by their host employers.  

 

Most of the employed respondents were 

absorbed by a private enterprise (68,5%). 

 

Figure 13-20: Employed at the same company as before 

skills programme completion 

 

Approximately 86% of respondents were 

employed by the company they had worked at 

prior to the skills programme.  

 

Figure 13-21: Employment type 

Of the 164 employed respondents, 79,9% were 

employed permanently, 12,8% were employed 

on a casual/part-time basis and 7,3% were 

employed on a fixed-term contract.  

 

It is noteworthy that the majority of respondents 

were employed on a permanent basis as this 

reveals the value of beneficiary skills for 

employers.  
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Figure 13-22: Size of organisation 

 

Most of the respondents worked at an 

organisation with a size of between 11 and 49 

employees (53%).  

 

Figure 13-23: Hours worked per week 

 

The majority of respondents work 40 hours per 

week on average (65,2%).  

 

Figure 13-24: Monthly income employed (pre-COVID-19) 

The respondents were asked to indicate their 

monthly income pre-COVID-19, post-skills 

programme. Most of the respondents earn 

between R3 201 and R25 600 per month. 

 

Note that 17,2% of respondents only earn 

between R1 and R400 per month. This could be 

indicative of the casual/part-time work done by 

some respondents.  
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Figure 13-25: Skills programme relevance for employed 

respondents 

The overall response toward the skills 

programmes by employed respondents was 

positive. Most of the respondents found the skills 

programmes to be relevant to their industry (84%) 

and the skills required within their job-related 

tasks (85%). 

 

Although the overall response was positive, some 

respondents felt that their career expectations 

post-skills programme were not met (70%). 

 

13.5.1.2. Self-employed  

 

Of the self-employed respondents prior to the skills programme (57), only two became employed, 

either full-time or part-time, after programme completion. This indicates that the skills programme 

facilitates learners into self-employment and helps those who are already self-employed to grow 

their businesses as a result of the skills gained through the programme.  

 

This section details the conditions of self-employed respondents pre-COVID-19, post-skills 

programme.  

 

 

Figure 13-26: Business formalisation for self-employed 

respondents 

  

Of the 68 self-employed respondents, 68% reported 

that their businesses are registered for Income Tax, 

40% are registered with CIPC and 34% are 

registered for VAT.   

 

n = 68 
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Figure 13-27: Period business in operation 

 

Most of respondents’ businesses pre-COVID-19, 

post-learnership had been running for four to five 

years, as of 31 December 2019 (30,9%).  

 

It is relevant to note that overall, most businesses 

had been running for two-plus years, indicating a 

positive trend in business period operation. 

  

 

Figure 13-28: Number of people employed 

Of the 68 self-employed respondents, 63,2% had 

two or less people employed in their businesses. 

This is indicative of either not enough income to hire 

more people or that respondents have chosen to 

work on their own. 

  

Figure 13-29: Monthly income for self-employed 

respondents (pre-COVID-19) 

The graph to the left represents the monthly income 

of self-employed respondents. Most respondents 

earn between R6 401 and R25 600 per month. 

 

Notably, 57,4% of respondents refused to provide 

their monthly income. This could suggest that their 

income varies from month to month and thus they 

are unable to provide a figure.  



Track and Trace Research Study: Integrated Report 

291 
 

 

Figure 13-30: Skills programme relevance for self-

employed respondents (pre-COVID-19) 

  

The overall perception of the programme’s 

relevance was positive. Of the self-employed 

respondents, 82% indicated that they were able to 

apply what they learned to their business, 78% of 

respondents’ businesses were related to what they 

had learned, and 75% of the respondents’ 

businesses were in the same industry as the 

programme. 

 

13.5.1.3. Unemployed 

The following section looks at the details and conditions of respondents who were unable to acquire 

employment pre-COVID-19, post-skills programme. 

 

 

Figure 13-31: Unemployment situation 

 

The graph to the left indicates the unemployment 

situation of respondents. Most of the respondents 

indicated that they were looking for a job (62,6%). 

 

Figure 13-32: Duration looking for employment 

Of those who were unable to secure employment 

following the skills programme, 23,9% spent two 

years looking for a job, 19,4% spent seven to 12 

months, and 16,4% spent 19 to 24 months looking 

for employment.  

 

n = 68 
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Figure 13-33: Activities/methods to find work 

 

Unemployed respondents were asked to indicate 

the methods they used to find employment. The 

most common method was to send out CVs to 

companies/organisations (79%). 

 

13.5.1.4. Studying  

The section below outlines the information of respondents who decided to study pre-COVID-19, 

following the completion of the skills programme.  

 

Figure 13-34: Institution type for studying respondents 

Only two of the respondents decided to study after 

completion of the skills programme. 

 

The graph on the left represents that one of the 

respondents went to a TVET college and the other 

respondent went to another institution to further 

their studies. 
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Figure 13-35: Reasons for studying 

The respondents who were studying pre-COVID-

19, post-skills programme were asked to indicate 

their reasons for studying. Per the graph to the left, 

50% of respondents indicated that they studied to 

increase their knowledge and understanding of the 

industry, and 50% said they wanted to achieve a 

higher qualification.  

 

It is noteworthy that the percentage of respondents 

who studied after the skills programme did not 

change from the percentage of those who were 

studying prior to the skills programme. 

 

13.5.2. Current employment status (2021) 

 

The section below looks at the current (2021) situation of post-skills programme beneficiaries 

regarding the effects of the COVID-19 pandemic. 

 

Figure 13-36: Current employment status 

The current employment status, as of 30 

April 2021, comprises 43,4% employed, 

40% unemployed and 17,1% self-

employed.  

 

None of the respondents are studying 

following the skills programme, as of 30 

April 2021.  
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Figure 13-37: Employment status across the difference cohorts 

The graph to the left represents the 

employment status per the different 

cohorts from pre-programme activity to 

current. The employment status was 

higher for the cohorts 2015, 2016 and 

2018. This indicates that beneficiaries had 

more time to look for employment as 

compared to the 2019 and 2020 cohorts.  

The multiple lockdowns during 2020 could 

be a contributing factor to the low 

employment rate for 2020. Overall, the 

employment rates of the different cohorts 

are low.  

 

Figure 13-38: Post-skills programme destination 

The current destination of beneficiaries 

increased by 3 percentage points in 

Gauteng post-bursary completion (from 

29% to 32%). This follows as Gauteng is 

considered the economic hub of South 

Africa. 

 

13.5.2.1. Employed  

This sub-section looks at the details and conditions of employed respondents post-skills 

programme within the current COVID-19 pandemic. 
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Figure 13-39: Employed at same employer as before COVID-

19 

 

Of the employed respondents, 86,2% 

indicated that they were still working at the 

same employer as before COVID-19. 

 

Figure 13-40: Reasons for no longer being at the same 

employer 

Respondents were asked to provide reasons 

why they were no longer at the same employer 

as before COVID-19. 

 

Most respondents indicated that it was due to 

wanting better opportunities and career 

growth (60%). 26,7% of respondents said they 

had been retrenched.  

 

The percentage of retrenchment indicates the 

negative impact that the COVID-19 pandemic 

has had on the respondents.  

 

Figure 13-41: Monthly income employed (current) 

The respondents employed post-skills 

programme in the current COVID-19 context 

mostly earn between R3 201 and R25 600 per 

month. 

 

Noteworthy is that 20,4% of respondents 

refused to provide their monthly income, 

suggesting that it made them uncomfortable to 

do so.  
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Figure 13-42: Promoted since skills programme completion 

Of the employed respondents, 32,1% have 

been promoted since the skills programme 

within the current COVID-19 pandemic.  

 

It is relevant to note that 79% of the 

respondents indicated that the skills 

programme helped them to gain the skills 

required to be promoted. This is indicative of 

the positive impact on the skills development 

of beneficiaries.  

 

Figure 13-43: Employed in the CATHS sectors 

 

Approximately 70% of respondents are 

employed within the CATHS sectors—this is 

approximately 13,6% less than those 

employed in these sectors prior to the 

pandemic. This indicates that the skills 

programme provided the relevant knowledge 

and skills related to the CATHS sectors.  

 

 

 

Figure 13-44: Reasons for not being employed in the CATHS 

sectors 

Respondents who are not employed within the 

CATHS sector were asked to indicate their 

reasons thereof.  

 

A total share of 75,5% were related to the lack 

of opportunities and jobs available within the 

CATHS sector. 
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Figure 13-45: Reported likeliness to lose job 

Respondents were asked to rate their level of 

job security on a scale from 1 to 10, 1 being 

extremely unlikely and 10 being extremely 

likely.  

 

As seen in the graph to the left, the responses 

varied. A total share of 38,8% indicated that it 

was very unlikely that they would lose their job. 

14,5% of respondents seemed unsure of their 

job security as their response fell within the 

middle of the scale, and 10,5% said that it was 

extremely likely that they would lose their jobs.  

 

Figure 13-46: Reported impact of COVID-19 on employees 

 

The employed respondents were asked to 

specify the impacts felt as a result of the 

COVID-19 pandemic.  

 

Most of the respondents indicated that their 

working hours were adjusted or reduced 

(46%), and 30% indicated that they had 

experienced salary cuts. There is a correlation 

between salary cuts and hours of work being 

reduced or adjusted.  

 

  

 

 

13.5.2.2. Self-employed  

 

The next sub-section details the conditions of self-employed respondents following the skills 

programme within the current COVID-19 pandemic.  
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Figure 13-47: Started business during the COVID-19 

pandemic 

 

Of the self-employed respondents, 14% indicated 

that they had started their business during the 

COVID-19 pandemic.  

 

Figure 13-48: Business operating with the CATHS sectors 

Of the self-employed respondents, 74% of their 

businesses are operating within the CATHS 

sectors.  

 

This percentage reveals the relevant skills 

learned by respondents from the skills 

programme and how they align with the CATHS 

sectors.  

 

Figure 13-49: Reasons for not operating business within 

CATHS sectors 

Respondents were asked to provide reasons why 

they do not operate within the CATHS sectors. 

From the reasons provided, 46,7% indicated that 

there are no opportunities in the CATHS sector, 

and 33,3% said that there is a lack of 

tourists/customers as a result of the COVID-19 

lockdown restrictions. 
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Figure 13-50: Monthly income self-employed respondents 

(current) 

About 58% of self-employed respondents earn 

between R1 602 and R12 800 per month. 

 

It is interesting to note that a total of 15,8% of 

respondents earn between R25 600 and 

R51 200 per month. This indicates that the skills 

programme positively affected the financial 

situation of some self-employed respondents.  

 

Figure 13-51: Level of impact of pandemic on business 

Respondents were asked to rate the level of 

impact on their businesses as a result of the 

COVID-19 pandemic. The respondents rated the 

level of impact on a scale between 1 and 10, 1 

being extremely positive and 10 being extremely 

negative.  

 

A total share of 89,8% of respondents indicated 

that the COVID-19 pandemic impacted their 

businesses very negatively.  

 

 

Figure 13-52: Impact of pandemic on self-employed respondents 

The above graph specifies the impacts felt by self-employed respondents from the COVID-19 

pandemic. A total of 70,2% of respondents reported that they experienced a substantial loss in 

business activity and reductions in income, and 42,1% had to temporarily close their businesses. 

This reveals the impact that lockdown restrictions had on businesses where non-essential 

businesses had to close, curfew was implemented and a ban on alcohol was placed, to name a 

few.  
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13.5.2.3. Unemployed  

 

The following sub-section looks at the conditions and details of the respondents who were unable 

to secure employment post-skills programme within the current COVID-19 pandemic. 

 

 

Figure 13-53: Historic employment for unemployed 

respondents 

 

From the respondents who were unable to secure 

employment following the skills programme during 

the COVID-19 pandemic, 85,5% had been 

employed before and 14,5% had never been 

employed before.  

 

Figure 13-54: Unemployment occurrence 

The graph to the left indicates when unemployment 

occurred for the unemployed respondents. Most of 

the respondents indicated that their unemployment 

happened before the pandemic (93%) and only 7% 

became unemployed during the COVID-19 

pandemic. 
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Figure 13-55: Reasons for unemployment 

The two main reasons for unemployment are the 

COVID-19 pandemic (37,5%) and retrenchment 

from previous job (25,8%). 

 

Figure 13-56: Job-seeking status 

The graph to the left represents the job-seeking 

status of unemployed respondents.  

 

Approximately 60,6% of respondents are actively 

looking for a job and 39,4% are not looking for a 

job.  

 

 

 

Figure 13-57: Reported household income sources 

A total of 47% of respondents’ households are 

reliant on salaries/wages from other household 

members and 31,8% are reliant on social grants. 

 

It is relevant to note that almost half of the 

respondents rely on other household members for 

income as this indicates the impact that the 

pandemic has had on the income of respondents’ 

households.  
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Figure 13-58 Level of impact of pandemic on respondents’ 

households 

Respondents were asked to rate the level of impact 

of the pandemic on their households. They rated 

the impact from a scale of 1 to 10, 1 being 

extremely positive and 10 being extremely 

negative. A total of 79,5% of unemployed 

respondents indicated that their households have 

been impacted very negatively from the COVID-19 

pandemic.  

 

 

Figure 13-59: Specific impacts of the pandemic on respondents’ households 

 

The specific ways in which the COVID-19 pandemic impacted unemployed respondents are 

represented in the above graph. The majority of respondents were impacted by their inability to 

cover household expenses (72,7%), and 63,6% experienced a loss of income.  

 

13.5.2.4. Studying  

No respondents are studying within the current COVID-19 pandemic context, following the skills 

programme. This statistic decreased from the 17% of respondents prior to the skills programme to 

0% within the current COVID-19 pandemic. This could be indicative of the impact that the pandemic 

has had on the respondent’s income, leaving respondents unable to afford to study.  

 

13.6. Perceived impacts  

 

The section to follow looks at the beneficiaries’ perceived impacts of the skills programme. The 

beneficiaries’ perceptions are captured in graphs and word clouds below.  
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Figure 13-60: Benefit status of skills programme 

 

Overall, respondents’ perception regarding 

the skills programme was positive. Of the 341 

respondents, 91,2% found the skills 

programme beneficial. 

 

Figure 13-61: Agreement statements related to skills 

programme 

The illustration on the left indicates the 

respondents’ perceptions regarding the skills 

programme. 

 

Approximately 72% of respondents agreed 

that the skills programme improved their 

ability to adapt to different work situations, 

and 69% agreed that they learned more about 

the CATHS industries. 

 

Although the previous two statements reveal 

a positive perception towards the skills 

programmes, some respondents were less 

positive regarding securing employment post-

skills programme (64%), and few felt that they 

had developed new skills (17%). 

 

The low percentage of respondents who felt 

that they had learned new skills is concerning. 

As the main focus of skills programmes is to 

develop skills, this suggests that the skills 

programmes are not tailoring their 

programmes to the skills needs of 

beneficiaries.  
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Figure 13-62: Reasons for why the skills programme was 

beneficial 

Respondents were asked to provide reasons 

why the skills programme was beneficial.  

 

Most of the respondents indicated that the 

skills programme was beneficial as they 

learned cooking skills, the programme helped 

them to improve their business or start a 

business, and they acquired a certificate.  

 

Figure 13-63: Mentors in the workplace during the skills 

programme 

From the 76% of respondents who had a 

mentor at the workplace during the skills 

programme, 49% indicated that their mentors 

were available often and 34% of respondents’ 

mentors were available very often.  

 

Note that only 3% and 1% of respondents 

reported that their mentors were available 

very rarely and rarely, respectively. 

 

As mentorship is important in the success of 

a skills programme, it is relevant to note that 

24% of respondents did not receive a mentor, 

which could have impacted their learning and 

progress within the programme. 

 

Figure 13-64: Things learned during the skills programme 

 

The illustration to the left represents the 

things learned by respondents in the skills 

programme.  

 

The main skills learned were communication 

skills, cooking skills and leadership skills.  

 

It is relevant to note that the main skills 

learned correspond with the top three 

qualifications, namely Assistant Chef, Culture 

Site Guide and Customer Service 

Programme.  
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Figure 13-65: Respondents' positive perceived aspects of the 

skills programme 

 

The respondents were asked to indicate their 

perceived positive impacts from the skills 

programme. The main aspects were that they 

gained skills, there was clear communication, 

teamwork, and they received their 

certificates.  

 

Figure 13-66: Respondents’ negative perceived aspects of the 

skills programme 

 

 

Respondents were asked to list the negative 

perceived impacts of the skills programme. 

The main negative perception was that they 

did not receive a certificate, thus indicating 

that there were some who did receive a 

certificate, as indicated in the previous 

illustration, and some who did not.  

Respondents were asked to provide suggestions for resolving aspects that they felt did not work well. 

These suggestions include: 

• Making sure that stipends of beneficiaries are paid on time. Most beneficiaries rely on the stipend 

to get to work and find themselves in a difficult situation when these stipends are not paid—leading 

to, in some instances, missed work. 

• Ensuring that beneficiaries receive their certificates upon completion. Respondents are 

disadvantaged when looking for employment if they do not have proof of their qualifications. 

• Extending the length of the programme to accommodate more people, such as those who are 

employed full-time. Moreover, this will allow beneficiaries to gain additional work exposure and 

experience. 

• Following up with learners during the programme to address in problems in real-time.  

• Having a bigger emphasis on youth development. 

• Ensuring that students are placed closer to where they live in order to reduce transport costs. 

• Increasing the time spent on the practical component of the skills programme. 

• Hiring experienced lecturers to ensure that the relevant skills are being taught, as well as to 

provide more than one way of thinking about things. 
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13.7. Future plans  

The respondents were asked to reflect on their short-term plans for the period 2021/2022. The 

graph below represents the future plans of respondents.  

 

 

Figure 13-67: Future plans of respondents 

 

Of the 341 respondents, 43,7% indicated that they plan to continue in their current job, 17% are 

going to find a full-time job and 15% plan to set up their own business. Only 5% intend to build a 

career in the CATHS industry. This could be indicative of limited job opportunities and possibly 

limited awareness created by CATHSSETA regarding the available opportunities within the CATHS 

industry.  

 

13.8. Employers’ perspective  

An employer questionnaire was conducted to understand the impact felt by the host employers of 

beneficiaries that partook in the skills programme. The following section outlines the results 

obtained from the employer questionnaire. 

 

13.8.1. Background of employers for each learning programme 

 

The following sub-section details the background of employers as well as the dynamics of the skills 

programme and CATHSSETA within the organisations.  
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Figure 13-68: CATHSSETA SDL employer 

Employers were asked to indicate whether the 

organisation that they work for is mandated to 

pay the Skills Development Levy. Of the 15 

employers, 80% indicated that their 

organisations are required to pay SDL.  

 

Figure 13-69: Employers within the CATHS Sector 

The graph to the left indicates the CATHS sub-

sector under which the employers’ organisation 

falls.  

 

The majority of employers indicated that the 

organisation is in the hospitality sector (58,3%).  

 

Figure 13-70: Form of ownership of host employers 

Of the 15 employers, 86,7% of the 

organisations are in the private sector.  
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Figure 13-71: Level of proficiency of employees according to 

host employers 

The graph to the left represents the level of 

proficiency of employees as indicated by the 

employers.  

 

The employers reported that only 20% of all 

employees were proficient at their jobs, while 

80% indicated that most of their employees 

were proficient. 

 

As there are some who are not proficient at their 

jobs, this reveals the necessity of skills 

programmes and their involvement in skills 

development. 

 

 

Figure 13-72: Completion of skills programme required by 

host employer 

 

The completion of the programme as a 

requirement for their job varies according to the 

employer. 

 

Of the 15 employers, the majority indicated that 

the skills programme was in most cases a 

requirement for employees’ jobs. This is 

indicative of jobs having certain skills 

requirements and the importance of skills 

programmes in providing said skills 

development. 
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Figure 13-73: Reasons for job requiring skills programme 

completion 

Employers were asked to indicate the reasons 

why the jobs required the skills programme.  

 

Most of the employers responded that the skills 

programmes provide skills required for the job 

(80%), 60% indicated that it was to maintain 

professional and industry standards, and 53,3% 

said that it was to improve the quality of goods 

and services provided. 

 

Only 26,7% of employers indicated that the 

reason for making use of skills programmes 

was as a response to new technology. This 

could indicate the lack of technological needs in 

these organisations or a lack of knowledge 

pertaining to emerging technologies that could 

be helpful within said organisations.  

 

13.8.2. Satisfaction level  

The following sub-section outlines the general satisfaction levels of employers regarding their 

involvement within the skills programme. 

 

Figure 13-74: Satisfaction level of CATHSSETA skills 

programme providing the required skills 

 

The overall satisfaction level of employers 

regarding the skills development provided by the 

skills programme is positive.  

 

Approximately 80% of employers were either 

satisfied or very satisfied with the CATHSSETA 

skills programme. 

 

This is a positive indication of the skills 

programme’s importance within the workplace. 
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Figure 13-75: Skills programme benefits to organisation 

The graph to the left is indicative of the skills 

programme’s benefits to the organisation.  

 

More than half of the employers indicated that the 

organisation benefitted by increased productivity/ 

more hands on deck (53,3%). Employers also saw 

the benefit in contributing to youth development and 

employment (20%). 

 

It is noteworthy that only 6,7% of employers 

reported that employees gained more knowledge/ 

expertise/skills. This could suggest that the skills 

programme did not address the specific skills needs 

of the employers and employees.  

 

Figure 13-76: Challenges in hosting beneficiaries 

 

The illustration on the left represents the challenges 

faced by employers with regard to accommodating 

beneficiaries in the workplace.  

 

The majority of employers indicated that the 

accommodation of beneficiaries resulted in 

additional financial strain (53%).  

 

 

Figure 13-77: Suggested CATHSSETA service 

improvements 

The illustration to the left represents the suggested 

improvements regarding the CATHSSETA skills 

programmes by employers.  

 

Most of the employers suggested that 

CATHSSETA ensures improved turn-around time 

regarding administrative tasks (66,7%), 58,3% 

suggested that communication be improved, and 

41,7% suggested that CATHSSETA ensures their 

systems are better integrated. 
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Figure 13-78: Host employers believe that the skills 

programme is beneficial for employers 

Although the host employers suggested 

improvements regarding CATHSSETA services, all 

of them perceive the programme to be beneficial for 

employers.  

 

13.8.3. Changes in the workplace  

The sub-section below details the changes witnessed in the workplace by employers over time, 

including the changes that were as a result of the COVID-19 pandemic. 

 

 

Figure 13-79: Changes witnessed in the workplace 

Various changes in the workplace were 

experienced by employers over time.  

 

The graph to the left indicates that 26,7% of the 

organisations have experienced increased 

demand/reliance on Information Communications 

Technology (ICT). This correlates with the 26,7% 

of employers that made use of skills programmes 

as a response to new technologies, as seen 

above.  

 

About 20% reported that there has been a greater 

need for reskilling, reaffirming the importance of 

skills programmes in the workplace.  
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Figure 13-80: Addressing of changes in workplace in skills 

programme current form 

The illustration to the left represents whether the 

skills programme in its current form is addressing 

the changes witnessed in the workplace.  

 

Approximately 66,7% of the employers indicated 

that the skills programme is addressing the 

changes in the workplace, whereas 33,3% 

indicated that the skills programme is not 

addressing the changes seen above.  

 

Figure 13-81: Effects of the COVID-19 pandemic on skills 

programme according to employer 

 

The employers were asked to specify the influence 

of COVID-19 on the value of the skills programme 

and the quality of the skills achieved.  

 

Of the employers, 73% reported that the COVID-

19 pandemic changed the ways in which skills 

programmes are implemented, and 20% indicated 

that the pandemic influenced the quality of the 

skills achieved by beneficiaries. 

 

 

Figure 13-82: Employer considerations for absorption 

More than half of the employers do not have 

specific considerations for the absorption of 

beneficiaries. This means that recruitment and 

appointment remain competitive after completion 

of the skills programme.   

 

Note that 26,7% of employers consider absorbing 

beneficiaries based on their technical abilities and 

proficiency. This reflects the importance of digital 

literacy in the workplace.  

 

13.8.4. CATHSSETA and training providers 

 

The following sub-section elaborates on the interactions with CATHSSETA and the skills 

programme, as experienced by the host employers. 
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Figure 13-83: Employer level of satisfaction with 

CATHSSETA interactions regarding the skills programme 

 

 

Overall, employers were either satisfied (40%) or 

very satisfied (20%) with their interactions with 

CATHSSETA regarding the skills programme 

they were involved in.  

 

 

 

 

Figure 13-84: Reasons for employer satisfaction with 

CATHSSETA regarding the skills programme 

The main reasons for satisfaction regarding 

employers’ interactions with CATHSSETA were 

due to the good working relations with the training 

providers and their knowledge and experience 

regarding the skills programmes.  

 

Figure 13-85: Reasons for being dissatisfied with 

CATHSSETA interactions 

 

The employers that were dissatisfied with their 

interactions with CATHSSETA were asked to 

provide reasons for their dissatisfaction.  

 

The reasons were split evenly as one employer 

indicated that they experienced slow turn-around 

times, another experienced poor communication 

from CATHSSETA, and the last employer 

reported that CATHSSETA does not actively 

support the organisation in hosting beneficiaries. 
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Figure 13-86: Level of satisfaction with training provider 

interactions 

 

The graph to the left indicates the employers’ 

level of satisfaction regarding their interactions 

with training providers. 

 

A total of 91,7% of employers were either 

satisfied or very satisfied.  

 

Figure 13-87: Employer suggestions for improving the skills 

programme 

The illustration to the left represents the 

suggestions made by employers to improve the 

skills programme. 

 

Most of the employers suggested that coaching 

for mentors should be implemented and that 

CATHSSETA should be aware of making 

payments on time.  

 

Figure 13-88: Employers recommend that other 

organisations take part in the skills programme 

All the host employers that were involved in a 

skills programme recommend that other 

organisation take part in these programmes. 

 

This is indicative of the overall positive impact 

that skills programmes have on the employers. 
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Figure 13-89: Employer perception of beneficiary proficiency 

improvement 

All of the host employers perceived an 

improvement in job proficiency in the 

beneficiaries after completing the skills 

programme. 

 

Figure 13-90: Employers believe that the skills programmes 

are beneficial for the learners/ beneficiaries 

The overall perception of employers is that skills 

programmes are beneficial for 

learners/beneficiaries.  

 

This is a positive indication of the influence that 

skills programmes have on beneficiaries and 

employers, as well as their importance in the 

skills development of the CATHS sector 

workforce.  

 

Figure 13-91: Employer reasons for the skills programme 

being beneficial for learners/ beneficiaries 

Employers were asked to list reasons why the 

skills programmes are beneficial for beneficiaries/ 

participants. 

 

Overall, the employers indicated that the skills 

programmes are beneficial for beneficiaries as 

they create job opportunities, provide access to 

mentors, and provide skills and experience.   

 

  



Track and Trace Research Study: Integrated Report 

316 
 

14. Key Findings 

Based on the results of the research conducted through the tracer, as detailed in the preceding 

sections, this section sets out the key research findings. 

 

These findings have been grouped according to: 

• Impacts on beneficiaries 

• Impacts on host employers 

• Programme execution and related aspects 

• CATHSSETA and training provider Interactions and communication 

 

15.1. Programme impact on beneficiaries 

 

BENEFICIARY DESTINATION 

The majority of learning programme beneficiaries are located in the Gauteng 

Province post-programme. Most were located within the province at the time of 

starting their respective programmes; however, some instances of relocation to 

Gauteng did occur—most notably amongst beneficiaries of the learnership, 

apprenticeship and skills programmes, with an increase of 5% in learnership 

beneficiaries residing in Gauteng, and 3% in apprentices and skills programme beneficiaries, 

respectively. 

 

The table below provides a breakdown of the highest concentration of beneficiary destination per 

programme. 

 

Table 14-1: Destination concentrations 

Programme Place of Origin Post- programme Destination 

Learnership Gauteng Province (37%) Gauteng Province (42%) 

Internship Gauteng Province (23%) Gauteng Province (21%) 

Apprenticeship Gauteng Province (22%) Gauteng Province (25%) 

TVET WIL Limpopo Province (25%) Limpopo Province (25%) 

Bursary Eastern Cape Province (20%) 
Gauteng Province (19%)  

Eastern Cape Province (19%) 

Skills Programme Gauteng Province (29%) Gauteng Province (32%) 
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The high concentration of beneficiaries in Gauteng post-programme completion could reflect 

Gauteng’s status as the economic hub of South Africa and its attraction of beneficiaries in search 

of job opportunities. Gauteng also boasts a magnitude of hospitality, entertainment and other 

tourism-related opportunities, aligned with the skills acquired through this programme.  

 

BENEFICIARY EMPLOYMENT 

Considering the current employment status of beneficiaries, it is clear 

that these programmes contributed to an overall employment 

increase. When comparing current employment to pre-programme 

employment, employment increased by 7% overall. 

 

The table below provides an overview of employment status pre-programme compared to specific 

timestamps. Despite some employment losses since the advent of the COVID-19 pandemic, a 

drastic improvement in employment was experienced in all but one programme (skills programme). 

 

Table 14-2: Employment rate of beneficiaries 

Programme 
Pre-programme 

Pre-COVID-19  
(31 December 2019)  

Current  
(30 April 2021)  Change 

n % n % n % 

Learnership  80 20% 152 38% 144 36% 16% 

Internship 4 8% 24 45% 25 48% 40% 

Apprenticeship 40 17% 92 39% 73 31% 14% 

TVET WIL 5 8% 15 25% 12 20% 12% 

Bursary 15 22% 18 26%  20 29% 7% 

Skills Programme 191 56% 164 48% 147 43% -13% 

Total 335 29% 465 40% 421 36% 7% 

 

This reveals that the learning programmes equipped beneficiaries with the relevant skills to acquire 

work after completion of their respective programmes. 

 

The impact of the COVID-19 pandemic on the employment rates was minimal for the cohorts 

traced. Most of the learning programmes’ employment rates decreased by a few percentage points 

from pre-COVID-19, post-programme to the current situation. This suggests that there could have 

been other factors involved, other than the COVID-19 pandemic, in the decreased unemployment 

rate. However, it is relevant to note that the employment rate for the skills programme decreased 

by 13% from pre-skills programme to the current situation (30 April 2021). The main reason for 
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unemployment amongst beneficiaries in the skills programme was the COVID-19 pandemic, thus 

revealing the negative consequences of the pandemic upon skills programme beneficiaries.  

 

AVERAGE TIME TO FIND EMPLOYMENT 

Concerning the average time it took for those employed to find employment 

after the programme was completed, approximately 52% found employment 

immediately. 

 

The following table details the average time it took beneficiaries from each 

programme to gain employment after completion of the programme as of 31 

December 2019. 

 

Table 14-3: Average time to find employment 

Programme Immediately  0-6 months  1-2 or more years 

Learnership 51% 23% 13% 

Internship  46% 46% 4% 

Apprenticeship 37% 41% 21% 

TVET WIL 40% 40% 0% 

Bursary  61% 17% 17% 

Skills Programme 79% 12% 3% 

 

The majority of beneficiaries from each learning programme acquired employment on average 

either immediately or between 0 and 6 months. Following on this trend, it is revealed that those 

who do not find employment immediately, either due to absorption or proactive job searching, have 

a slimmer chance of finding employment. This is underscored when considering that 64% of all 

participants were not in employment as of 30 April 2021. 

 

NATURE OF EMPLOYMENT 

The majority of beneficiaries from all the learning programmes who were employed were 

permanently employed as of 31 December 2019, except for the TVET WIL beneficiaries, who were 

employed equally across permanent, casual/part-time and fixed-term employment.  

 

Table 14-4: Nature of employment 

Programme Permanent Casual/Part-time Fixed Term  

Learnership 57% 14% 29% 

Internship  58% 17% 25% 
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Programme Permanent Casual/Part-time Fixed Term  

Apprenticeship 54% 25% 21% 

TVET WIL 33% 33% 33% 

Bursary  67% 22% 11% 

Skills Programme 80% 13% 7% 

 

SELF-EMPLOYMENT 

Based on the change of the self-employment rate from pre-programme to 

the current situation post-programme completion, the majority of the learning 

programmes appear to offer little to no facilitation into self-employment 

opportunities for beneficiaries. 

 

Table 14-5: Self-employment 

Programme 
Pre-programme 

Pre-COVID  
(31 December 2019)  

Current  
(30 April 2021)  Change 

n % n % n % 

Learnership  16 4% 24 6% 12 3% -1% 

Internship 3 6% 3 6% 1 2% -4% 

Apprenticeship 2 1% 2 1% 9 4% 3% 

TVET WIL 1 2% 0 0% 1 2% 0% 

Bursary 0 0% 0 0% 1 1% 1% 

Skills Programme 58 17% 68 20% 58 17% 0% 

Total 80 7% 97 8% 82 7% 0.2% 

 

The skills programme seems to provide the most relevant skills for self-employment as the self-

employment rate stayed consistent from pre-skills programme to post-skills programme within the 

current COVID-19 situation (30 April 2021). This further reveals that more self-employed 

beneficiaries undertake skills programmes compared to other programmes. This is most likely 

because skills programmes are shorter in nature and a little more flexible, which may appeal more 

to self-employed individuals who are unable to spend too much time away from their businesses. 

 

ABSORPTION RATES 

When considering absorption rates, it is important to note that only 17% 

of all beneficiaries were absorbed (a total of 202 of the 1 160 

respondents). This is revealed in the table below. 
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Table 14-6: Absorption rates 

Programme 
Absorption Rate 

n % 

Learnership 64 16% 

Internship  8 15% 

Apprenticeship 236 12% 

TVET WIL 6 10% 

Bursary  7 10% 

Skills Programme 89 26% 

Total 202 17% 

 

The low absorption rate contributes to some of the beneficiaries’ negative perceived aspects of the 

programme. However, it is necessary to note that the purpose of the programmes is to provide 

skills and work experience to the learners. The programmes are not required to ensure absorption 

of learners; thus, those who were absorbed found themselves in a fortunate position.   

 

In relation to the point above, host employers perhaps did not absorb learners as their main reasons 

and perceived benefits for taking part in the programme involved (see Programme Impact on Host 

Employer for more detailed discussion): 

• The advantage of increased productivity/more hands on deck 

• Contributing to youth development and employment 

• Employees gain more knowledge/expertise/skills (capacitation of workforce) 

• Contributing to work experience to ensure learners are ready for the real world of work 

 

Reasons for the lack of absorption are that all of the host employers indicated that recruitment 

and appointment remain competitive after programme completion. The host employers did, 

however, indicate a few considerations for the absorption of learners. They are listed below but are 

discussed further in the Programme Impact on Host Employer section:  

• Technical abilities and proficiency 

• Attitude and appetite/desire 

• Teamwork and mindfulness 

 

EMPLOYMENT AND SELF-EMPLOYMENT IN THE CATHS SECTOR 

Of all the programmes, except the TVET WIL beneficiaries, the majority 

of those employed are employed within the CATHS sector (refer to table 

below). 
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Table 14-7: Employment and self-employment in the CATHS sector 

Programme 
Employed in CATHS Sector Self-employed in CATHS Sector 

n % n % 

Learnership  101 65% 6 46% 

Internship 22 81% 1 0% 

Apprenticeship 47 64% 9 90% 

TVET WIL 5 42% 1 100% 

Bursary 12 60% 1 100% 

Skills Programme 106 70% 42 74% 

Total 293 70% 60 73% 

 

The high percentage split of those employed within the CATHS sector is positive, indicating that 

most of the skills developed through this programme, and with CATHSSETA’s funding, are retained 

within the industry and providing some level of return on investment. 

 

Of the beneficiaries who are not employed within the CATHS sector from all the programmes, the 

majority indicated that it was due to the lack of jobs and opportunities available within the CATHS 

sector.  

 

As seen in Table 14-5: Self-employment, most of the learning programmes decreased in the self-

employment rate as of 30 April 2021. However, as seen in the table above, the majority of self-

employed beneficiaries remained in the CATHS sector. It is relevant to note that the skills 

programme, which had the most self-employed beneficiaries, also retained the most beneficiaries 

within the CATHS sector, indicating that the skills programmes are aligned with the relevant CATHS 

skills that provide facilitation into self-employment. 

 

Amongst the self-employed beneficiaries who do not operate within the CATHS sector, the majority 

indicated that it was due to no opportunities within the CATHS sector, as well as the lack of tourists/ 

customers due to lockdown restrictions. This second reason reveals the impact of COVID-19 upon 

the self-employed beneficiaries as they were unable to remain in or start their business within the 

CATHS sector due to the pandemic’s negative impacts on South Africa’s tourist economy. 

 

REPORTED PROGRAMME RELEVANCE FOR EMPLOYED BENEFICIARIES 

Those employed were asked to indicate the relevance of the programmes 

based on the work they are involved in. The findings are summarised in the 

table below for the different programmes. 
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Table 14-8: Reported programme relevance: Employed beneficiaries 

Programme 
Work in same 

industry as 
programme 

Work related to 
programme 

Career 
expectations 

met 

Programme prepared 
beneficiaries for job-

related tasks 

Learnership 74% 71% 61% 86% 

Internship  83% 75% 75% 88% 

Apprenticeship 66% 67% 55% 82% 

TVET WIL 73% 67% 47% 67% 

Bursary  83% 83% 50% 78% 

Skills Programme 84% 76% 70% 85% 

 

On average, 77% indicated that they work in the same industry as their completed programme; 

73% of the employed beneficiaries work is related to their completed learning programme; 60% of 

the beneficiaries’ career expectations were met; and 81% indicated that the learning programme 

prepared them for job-related tasks.  

 

It is a positive indication that the majority of the beneficiaries’ work is within a related field to their 

programme. This further reveals that the skills taught within the learning programmes are relevant 

to the job opportunities available.  

 

The low career expectation average could relate to the employed beneficiaries who were not 

employed permanently, thus affecting their pay, job security and overall career expectations. 

 

Based on the averages, the majority of the employed beneficiaries viewed their respective 

programmes as beneficial, indicating that the skills learned were relevant and necessary within 

their working environments.  

 

PROGRAMME RELEVANCE FOR SELF-EMPLOYED BENEFICIARIES 

The table below represents the programme relevance for the self-employed 

beneficiaries according to four different categories, as of 31 December 2019.  

 

Table 14-9: Reported programme relevance: Self-employed beneficiaries 

Programme 
Applied 

learned skills 
to business 

Business related 
to learned skills 
in programme 

Business in same 
industry as 
programme 

Started business 
after programme 

completion 

Learnership 91% 74% 70% 74% 

Internship  100% 100% 100% 67% 

Apprenticeship 100% 100% 100% 50% 
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Programme 
Applied 

learned skills 
to business 

Business related 
to learned skills 
in programme 

Business in same 
industry as 
programme 

Started business 
after programme 

completion 

TVET WIL 0% 0% 0% 0% 

Bursary  0% 0% 0% 0% 

Skills Programme 82% 78% 75% 47% 

 

It is seen that there were no self-employed beneficiaries pre-COVID-19, post-programme 

completion from the WIL TVET and bursary programmes. This suggests that these respective 

programmes did not facilitate or provide the required skills for beneficiaries to start their own 

business.  

 

For the learning programmes that had self-employed beneficiaries, on average, 93% applied the 

skills learned from the programme to their business; 88% of the beneficiaries’ businesses were 

related to the skills learned in the programme; 86% of the businesses were in the same industry 

as the completed programme and 60% started their business after completion of the programme. 

 

For the most part, the self-employed beneficiaries found the programme to be relevant, based on 

the above averages. However, the average for those who started their business after completion 

of the programme (60%) suggests that the programmes did not provide enough facilitation for 

beneficiaries to enter self-employment as the majority of the self-employed beneficiaries were 

already self-employed prior to the learning programme.  

 

Lastly, it is relevant to note that although the averages are relatively high for the learning 

programmes that had self-employed beneficiaries, it is worthwhile to refer to the self-employment 

table to see the low number of self-employed beneficiaries. The low number of self-employed 

beneficiaries overall suggests that the programmes are not equipped to transfer the relevant skills 

needed to open one’s own business.  

 

AVERAGE INCOME 

The following table indicates the average income across all six learning 

programmes according to post-programme, pre-COVID-19 (31 December 

2019) and within the current situation (30 April 2021).  

 

Programme Avg. Income (31 December 2019) Avg. Income (30 April 2021) 

Learnership R 6 718,07 R 14 509,03 

Internship  R 7 882,32 R 11 267,17 
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Programme Avg. Income (31 December 2019) Avg. Income (30 April 2021) 

Apprenticeship R 5 225,06 R 7 200,50 

TVET WIL R 5 236,86 R 3 943,36 

Bursary  R 10 413,00 R 12 092,81 

Skills Programme R 8 469,67 R 10 651,99 

 

The average income was calculated for the six learning programmes from 31 December 2019 to 

30 April 2021. Overall, the average income for most of the learning programmes increased from 

pre-COVID-19, post-programme to the current situation as of 30 April 2021.  

 

However, the average income for the WIL TVET programme decreased from 31 December 2019 

to 30 April 2021. This reflects the decreased employment rate of the WIL TVET programme as 

seen in Table 14-2: Employment rate of beneficiaries.  

 

It is noteworthy that the average income for certain programmes increased (namely learnership, 

apprenticeship and skills programme) even though there was a decrease in the employment rate 

from 31 December 2019 to 30 April 2021. This could reflect the high rate of permanent employment 

amongst these beneficiaries. 

 

SUBJECTIVE NEGATIVE ASPECTS  

The following information reflects the overall subjective negative aspects perceived 

by the beneficiaries. The negative aspects are based on the unemployment rates, 

historic unemployment, incorrect or misalignment of skills, lack of mentorship, lack of 

absorption by host employer, and the impact on beneficiaries’ household.   

 

One of the biggest factors for negative feelings towards the programme can be attributed to the 

fact that most of the beneficiaries remained unemployed following the programme. Some insights 

into the unemployment for the different programmes are outlined below. 

 

Table 14-10: Unemployment rates 

Programme 
Never Been 

Employed before 
programme start 

Pre-
Programme 

Pre-COVID (31 
December 2019) 

Current (30 April 
2021) 

Learnership  38% 67% 53% 57% 

Internship 53% 60% 45% 50% 

Apprenticeship 42% 78% 58% 62% 

TVET WIL 65% 70% 70% 77% 
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Programme 
Never Been 

Employed before 
programme start 

Pre-
Programme 

Pre-COVID (31 
December 2019) 

Current (30 April 
2021) 

Bursary 75% 42% 23% 32% 

Skills Programme 14% 26% 31% 40% 

Total 48% 57% 47% 53% 

  

The change in unemployment rate from pre-programme activity to the current situation (30 April 

2021) is not significant, and the unemployment rate remained considerably high. 

 

The main reason offered by beneficiaries for unemployment across the six learning programmes 

was retrenchment, accounting for 28% of those currently unemployed. The skills programme was 

the only programme that specified COVID-19 as a reason for unemployment. However, the 

increased unemployment rate from pre-COVID-19, post-programme to the current post-

programme situation for all the programmes indicates that the pandemic had an influence on the 

retrenchment of beneficiaries. 

 

Included in the subjective negative perceptions of the learning programmes, in relation to 

unemployment, is the fact that there are beneficiaries within all six learning programmes who had 

never been employed before. On average, 48% of all unemployed beneficiaries had never been 

employed before and remained unemployed post-programme completion as of 30 April 2021. It 

follows that these beneficiaries would hold a negative perception of the learning programmes as 

employment expectations were not met.  

 

The lack of absorption contributes to the negative perceptions of beneficiaries as they had 

expectations of being absorbed by their employer. As seen in the absorption sub-section above, 

the majority of host employers did not recruit these beneficiaries after programme completion. 

 

The unemployed beneficiaries specifically experienced negative impacts upon their households. 

The two main reasons across the learning programmes included the inability for beneficiaries’ 

households to pay household expenses (65%) and a loss in their household income (61%).  

 

The beneficiaries from all six learning programmes were asked to describe the main negative 

aspects experienced in the learning programmes. The primary reasons included the lack of job 

opportunities, poor management and communication, and the lack of CATHSSETA 

involvement within the programme. As the learning programmes were to integrate individuals 

within the CATHS sector, it is concerning that beneficiaries experienced an absence of the CATHS 

sector within their respective learning programmes. It is also relevant to note that a number of intern 
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beneficiaries disclosed that they were placed within the wrong fields and did not understand their 

job. This tells us that the incorrect skills were taught to certain intern beneficiaries, and reflects the 

poor management and communication experienced by most of the beneficiaries.   

 

SUBJECTIVE POSITIVE ASPECTS  

The following information reflects the overall subjective positive aspects 

perceived by the beneficiaries. The positive aspects are based on promotion, 

acquiring employment, average income and the acquisition of new skills.  

 

The learning programmes provided beneficiaries with the required skills to gain 

promotion, as seen in the table below. Although only 44% of all employed 

beneficiaries were promoted, this is a positive indication that promotion still 

occurred even after completion of the respective programmes within the current COVID-19 

situation (30 April 2021).  

 

Table 14-11: Positive aspects reported 

Programme 
Promoted Post-programme 
Completion (30 April 2021) 

Programme provided the 
required skills to be promoted 

Learnership 46% 87% 

Internship  38% 89% 

Apprenticeship 28% 74% 

TVET WIL 100% 100% 

Bursary  17% 75% 

Skills Programme 32% 79% 

Total 44% 84% 

 

Furthermore, the learning programmes assisted beneficiaries in securing employment post-

programme completion. Table 14-2: Employment rate of beneficiaries reveals that the change 

in employment rate from pre-programme activity to post-programme as of 30 April 2021 was 

significant and thus supports this perceived positive aspect.  

 

The increase in average income for the majority of learning programmes from 31 December 2019 

to 30 April 2021 contributes to the beneficiaries’ positive perceptions regarding the learning 

programmes. The beneficiaries found the learning programmes to be beneficial as they learned a 

variety of new skills. The most referenced skills learned across all six learning programmes were 

cooking skills, work ethics, food safety and hygiene, time management, customer service, 

communication, leadership, and teamwork skills. 
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There was little to no indication that beneficiaries were misused within workplace. This indicates 

that beneficiaries were placed in roles that aligned with the learning programme and that host-

employers did not make use of beneficiaries for work outside of the learning programmes’ scope 

of relevance. 

 

The beneficiaries provided their positive perceived aspects of the learning programmes. These 

included acquiring new skills, practical sessions being helpful, acquiring a job, industry exposure, 

work experience, acquiring a qualification, and good mentorship.  

 

On average, 73% of the beneficiaries learned more about the CATHS industries from the completed 

learning programmes. This is a positive indication that the learning programmes are aligned with 

the CATHS sector and that they align their programmes according to necessary skills required 

within the CATHS sector.  

 

Overall, 90% of all beneficiaries found the learning programmes to be beneficial. This is a 

positive indication that the learning programmes provide relevant skills, knowledge and guidance.  

 

15.2. Programme impact on host employers 

 

BENEFITS AND POSITIVE IMPACT IN HOSTING BENEFICIARIES 

One of the main objectives of learning programmes with a WBL or WIL component is to ensure 

that industry and employers are involved in and have inputs into training of learners, in line with 

industry requirements.  

 

Responding employers seem to recognise the value of these programmes as more than 50% of all 

employers indicated that the greatest benefit of hosting beneficiaries was the increased 

productivity gained. This is followed by the contribution to youth development and youth 

employment. 

 

Additionally, 97% of all host employers indicated that they would recommend that other employers 

and organisations also take part.  

 

This implies that host employers use these programmes to satisfy their regular skills needs when 

replacing or growing the skilled workforce which forms the core of their businesses. This is often 

more cost-effective and results in better-quality output than hiring skilled workers from the labour 

market. 
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LEARNING PROGRAMMES AS A REQUIREMENT AND OTHER REASONS 

It was revealed that when asked whether these programmes were considered a requirement for 

employees to be able to do their job, employers indicated that for most of these programmes, these 

requirements were as follows.  

 

Table 14-12: Programme a requirement for job 

Programme Requirement for job 

Learnership 75% 

Internship  75% 

Apprenticeship 67% 

TVET WIL 76% 

Bursary  75% 

Skills Programme 75% 

Total 74% 

 

The most referenced reason for requiring these programmes for jobs was because employers 

believe that the programme provides the skills required for the job. This is revealed in the table 

below per programme. 

 

Table 14-13: Programmes indicated as providing skills required for the job 

Programme Provides skills required for the job 

Learnership 76% 

Internship  88% 

Apprenticeship 75% 

TVET WIL 83% 

Bursary  100% 

Skills Programme 80% 

Total 84% 

 

The main reason for this is for effective employee development and competencies needed for 

employees to perform a specific job within the workplace. The implications of this are as follows. 

• When employees undergo training, it improves their skills and knowledge of the job and 

builds their confidence in their abilities. This improves their performance and makes them 

work more efficiently and effectively. 

• When employees in a workplace are exposed to training, it helps to standardise the work 

process among the staff. Workers will apply and follow similar procedures as a result of 

their exposure to similar training. 
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• Though training employees should not eliminate the need for supervision, it can significantly 

reduce the need for excessive supervision in the workplace.  

• When an organisation needs professionals with new or specific skills, they do not have to 

go into the labour market to find new professionals from outside sources. They can look 

inward and select promising staff members who can be promoted after they are trained in 

this set of new skills needed by the organisation. 

 

CHANGES IN THE WORKPLACE 

As reported by the employers, the most prominent changes in the workplace are: 

• Increased demand/reliance on ICT processes and networks 

• Greater need for online/remote working skills and etiquette 

These changes, most likely brought about or accelerated by the COVID-19 pandemic, provide 

some insight into the current needs of employers and workplaces when thinking about skills 

development within the workplace.  

 

Employers were thus asked to indicate if these programmes, as they were implemented during the 

time that they were hosting beneficiaries, were addressing these changes. The degree to which 

these programmes seem to be addressing changes are set out in the table below. 

 

Table 14-14: Programmes addressing changes witnessed in the workplace 

Programme Programmes addressing the changes witnessed in the workplace 

Learnership 47% 

Internship  63% 

Apprenticeship 75% 

TVET WIL 50% 

Bursary  70% 

Skills Programme 67% 

Total 62% 

 

CHANGES NOTICED IN BENEFICIARIES 

All responding employers were able to notice an improvement in proficiency of the 

beneficiaries after programme completion. Further, all indicated that these programmes are 

beneficial for beneficiaries.  

 

CONSIDERATIONS FOR ABSORBING BENEFICIARIES 
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The main considerations for appointing a beneficiary after programme completion vary by engaging 

employer and per programme.  

 

Those involved in apprenticeship, learnership and skills programme have no specific 

consideration but indicated that appointment is subject to vacancies and formal application 

for an available job.  

 

Those involved in hosting internship and bursary programmes consider attitude and desire, 

while those in TVET WIL consider technical abilities and proficiency.  

 

It should be noted that on average (35%), employers tend to absorb people into work if and when 

vacancies arise and not because they lack technical abilities or attitude and desire.  

 

Completion of these programmes does not guarantee employment, but the overarching objective 

of these programmes is to impart skills on the beneficiaries and to improve their employability.  

 

CONSTRAINTS IN HOSTING BENEFICIARIES 

Host employers revealed a range of constraints and challenges experienced when hosting 

beneficiaries. The most commonly highlighted constraint was additional strain on budgets and 

financial resources to accommodate beneficiaries.  These costs include costs associated with 

additional administration, procuring of additional equipment and materials to accommodate 

beneficiaries, and/or additional maintenance. 

 

There are range of constraints or challenges experienced identified by employers, but the major 

one is financial constraints and the costs associated with accommodating WBL and WIL 

programme beneficiaries. These could include training fees, supervision costs, administration costs 

and extra maintenance and materials wastage. This indicates that the WBL and WIL programme 

model involves a substantial financial commitment from engaging employers and that the effects 

of government incentives are generally minimal. This, therefore, could result in insufficient 

employers willing to take on an WBL and WIL programme. 

 

15.3. Programme aspects 

 

MENTORS 

The majority of the beneficiaries across the learning programmes, except for the bursary 

programme beneficiaries, had a mentor during the learning programme.  
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Overall, the beneficiaries experienced regular contact with their mentors as most indicated that 

their mentors were available often or very often. As most of the mentors were available often, this 

suggests that the mentoring structure involved regular contact sessions and communication.  

 

Additionally, the regular mentorship suggests that mentors play a vital role in the transfer and 

teaching of new skills, guidance in the workplace and future workplaces, and contribute to the 

general perception of the learning programmes. 

 

EXPOSURE 

The table below represents the exposure experienced by beneficiaries per learning programme. 

Exposure is based on whether learners learned different skills by moving around the organisation 

and if they worked in different units/ directorates. 

 

Table 14-15: Level of exposure 

Programme 
Learn different skills by moving 

around organisation 
Work in different units/ 

directorates 

Learnership 84% 73% 

Internship  79% 72% 

Apprenticeship 67% 65% 

TVET WIL 77% 72% 

Bursary  100% 100% 

Skills Programme 100% 100% 

 

On average, approximately 85% of the beneficiaries were able to learn different skills by moving 

around the organisation. This relates to the perceived industry exposure expressed by beneficiaries 

as one of the positive aspects experienced from the learning programmes.  

 

Based on the ability to work in different units/ directorates, approximately 80% of the beneficiaries 

experienced exposure within the programme in this regard. This suggests that the learning 

programmes were cognisant that there were several skills to be learned that were relevant to more 

than one unit/ directorate.  

 

RESOURCES 

The beneficiaries did not report on the lack of resources in their respective programmes. The 

absence of feedback regarding the lack of resources indicates that the programmes were either 

not resource-heavy or that resources were already available for the respective courses. For 
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example, those who worked as field guides, or in a related field, did not require many resources 

outside of the natural environment itself. Additionally, those who completed learning programmes 

regarding the food industry were placed in environments such as kitchens that had existing 

resources as well as worked on shift schedules which ensured availability of a specific number of 

resources.  

 

Overall, the main qualifications aligned with the tourism, food and sports industry. For the most 

part, these qualifications, as mentioned earlier, would have been in environments where resources 

were already available or not many resources were required at all. It can be assumed, then, that 

the lack of resource availability did not have an impact on the absorption of beneficiaries but is due 

to other considerations, such as those stipulated by the by the host employer, as seen in the 

absorption sub-section and in the Programme Impact on Host Employer section.  

 

PROGRAMME ADMINISTRATION 

The beneficiaries provided feedback on the negative aspects and the aspects that did not work well 

in the learning programmes. Among the feedback included problems surrounding administration 

issues. Most of the beneficiaries from all six learning programmes indicated that stipends were 

either delayed or not received. In addition, the processing of certificates was delayed, and, in 

some cases, beneficiaries did not receive their certificate of completion at all.  

 

The delay in, or absence of, receiving certification has a negative impact upon beneficiaries as it 

influences their ability to apply for work, thus affecting their acquisition of income. 

 

The delay or failure to provide stipends to beneficiaries has a negative impact upon the 

beneficiaries during the programme. Stipends may be necessary for beneficiaries who were 

previously unemployed or had never been employed. The inability to provide stipends, or provide 

stipends on time, could affect a beneficiary in terms of transportation, resources such as food, and 

their general well-being during the programme.  

 

It is noteworthy that some bursary beneficiaries indicated that they were still waiting to receive 

their bursary even after programme completion. This indicates that bursary beneficiaries were 

without the necessary funds during the programme, thus affecting their financial situation and 

experience of the programme. 

 



Track and Trace Research Study: Integrated Report 

333 
 

15.4. Engagements and interactions with CATHSSETA and training 

providers 

Workplace-based learning programmes, such as these programmes traced, are regulated under 

the Work-Based Learning Programme Agreement Regulation. Under this agreement, three 

entities are identified, i.e.: a learner, an employer and a training provider. By implication, these 

entities have a role to play and would need to communicate on an ongoing basis. In addition, where 

CATHSSETA funded these programmes, communication between CATHSSETA and these 

identified entities need to occur, in relation to both administration aspects and programme quality 

assurance and monitoring. 

 

Overall, employers were satisfied with CATHSSETA’s involvement in their respective programmes, 

while many beneficiaries felt that CATHSSETA could have done more to communicate with them 

on a regular basis. 

 

Employers who indicated that they were not satisfied with CATHSSETA’s engagement and 

communication provided the following reasons: 

• Slow turn-around times (payments, queries and administration) 

• Poor communication from CATHSSETA 

The main suggestions for improvement to be considered by CATHSSETA are improving both 

communication and turnaround times in processing queries. 

 

Approximately 92% of all host employers were satisfied with training providers involved in the 

respective programmes. 
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15. Recommendations 

This section contains a set of recommendations on how challenges identified regarding these 

programmes can be addressed and improved, and how the roll-out and management of these 

programmes can be adjusted.  

 

These recommendations are categorised according to: 

• Information, monitoring and evaluation 

• Programme implementation 

• Programme administration 

• Collaboration 

15.1. Information, monitoring and evaluation 

One of the key success factors of these learning programmes lies in the dissemination of 

information to and from beneficiaries, CATHSSETA, employers and training providers. Additionally, 

the gathering and updating of information of beneficiaries and the other role-players throughout the 

programme, and post-programme, ensures that constant feedback is gathered, challenges can be 

addressed in real-time, and greater evaluation of programme success can be done post-

programme. 

 

With the above in mind, the following recommendations are made. 

 

QUALITY AND FREQUENCY OF INFORMATION GATHERING AND DISSEMINATION 

To ensure the quality and frequency of information monitoring and evaluation, the Learner 

Management Information System needs to be of a certain standard and involve certain factors to 

ensure maximum efficiency of the system.  

 

For the LMIS to be efficient, the system needs to function as a central database for learners, 

employers and training providers. A central database will allow for the interaction and integration 

of the relevant information for learners, employers and training providers. By doing so, 

CATHSSETA will have easier access to the information that will allow them to conduct future tracer 

Revamp of CATHSSETA’s  

Learner Management  

Information System (LMIS) 
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studies, have regular follow-ups with learners, and enjoy a central communication point for 

learners, employers and training providers.  

 

It is recommended that the CATHSSETA LMIS involve/consider the following aspects: 

• The steps for logging in/creating an account should be simple and easy to follow. 

Information captured at application stage should be pulled through to the profile and 

captured electronically on the system from the start. 

• The information for learners, employers and training providers should always be up to date. 

Users should be able to log in and update their details as and when they require. 

• The user experience of the platform should be evaluated and improved to ensure ease of 

access and use. This will allow learners, training providers and employers to easily edit their 

details. In other words, the interface should be easily editable to ensure that 

information is regularly updated. 

• The platform should have the option of a dashboard or automated reporting function to allow 

for integrated and intelligent analysis of learner, employer and training provider data.  

• The employer and training provider data should link to the learner’s information to allow for 

cross-referencing, interaction and additional channels of communication should contact be 

lost between CATHSSETA and learners. 

• There should be a mandatory field for learner, employer and training provider email 

addresses in the CATHSSETA LMIS. As email addresses are less likely to change than 

phone numbers, contact with users should remain possible with the availability of email 

addresses. 

• The interface should function as a portal where important information can be shared, links 

to job opportunities can be posted, and additional support functions can be accessed. 

The application process should be integrated with an online or electronic version and in line with 

the format of the LMIS. This will ensure that the formatting is consistent throughout, allowing for 

easier data capturing and minimising the possibility of extra work, thereby lightening the burden on 

administration.  

 

There should be one person, or a team of people, in charge of operating the LMIS framework to 

ensure that information is updated and to improve on the system’s efficiency and user experience, 

should improvement be necessary.  

 

There should be regular opportunities for users (learners, host employers/employers, training 

providers) to comment on the system and the programme they are completing. This could relate to 

user experience, relevance of information and suggestions that users may have to improve the 
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system or programme to make the overall learning experience more enjoyable and relevant. Users 

can be sent an automated email that requests them to rate and comment on what is working well 

and what needs improvement. 

 

Overall, the LMIS should be interactive to allow for the best possible communication between 

learners, training providers and employers, as well as the best possible way of accessing the 

relevant information. By making the platform interactive, learners will be able to access information 

such as programme start dates, class/practical venues, programme schedules, and details about 

what is expected from them in the programme. 

 

FOLLOW-UPS AND REAL-TIME FEEDBACK REGARDING THE PROGRAMME 

It is important that learners, employers and training providers are able to communicate their 

concerns during the learning programmes so that CATHSSETA is able to address any short-term 

issues in real-time. By doing so, CATHSSETA will also establish their presence among the 

respective individuals, which will make individuals feel that CATHSSETA is involved in the entire 

programme and not only the application process.   

 

The LMIS interface should not only be interactive and efficient to work with, it should also provide 

a way for CATHSSETA to conduct regular follow-ups with learners, host employers/ 

employers and training providers throughout the programme.  

 

It is recommended that regular client satisfaction surveys be conducted for learners, host 

employers/employers and training providers. These surveys will provide an opportunity for 

individuals to comment on aspects such as programme implementation, interactions with 

CATHSSETA and whether the programmes are running well overall. Additionally, conducting 

surveys during the programme allows for issues to be addressed in real-time for short-term 

problems and provides a starting point for solving longer-term problems.  

 

As it was seen in the key findings, learners found certain aspects of the programmes to be 

lacking, such as communication and management. The implementation of learner satisfaction 

 

Follow-ups, programme feedback  

and assessments 
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surveys provides a platform for learners to lodge queries and complaints, and for CATHSSETA, 

training providers and employers to improve on programme aspects instantly and not only after the 

fact.  

 

These client satisfaction surveys should be implemented every three months (or more frequent, 

depending on the programme length) to ensure regular communication and the frequent 

addressing of problems, allowing for short term problems to be addressed more efficiently and 

regularly.  

 

By conducting regular follow-ups, the opportunity for individuals to update information is also 

opened. This ensures that the quality of information remains relevant and keeps the line of 

communication open between CATHSSETA, learners, host employers/employers and training 

providers for future surveys and tracer studies.  

 

Surveys should be made available on the LMIS portal. In addition to this, a link to such surveys 

could be automatically sent via email to individuals through the LMIS. 

 

FACILITATOR AND HOST EMPLOYER ASSESSMENT 

It is important that the competency of facilitators is assessed not only prior to the commencement 

of the learning programme, but also throughout. It is recommended that CATHSSETA assess the 

facilitators that are involved in the various learning programmes to guarantee their teaching and 

communication abilities. This can be done on a predetermined basis at specific milestones in the 

project.  

 

Not only is it necessary for CATHSSETA to assess the facilitators, but it is also important that peer 

assessments and self-assessments of and by facilitators, and facilitator assessments by 

learners, occur. The following points are relevant for facilitator and beneficiary assessments: 

• Self-assessments will provide an opportunity for facilitators to reflect on their methods and 

styles of teaching and interacting with learners. Regular self-assessment might alert 

facilitators to problems that could develop into bigger issues later.  

• It is recommended that peer assessments operate on a rotational basis to avoid bias 

amongst facilitators.  

• In addition to facilitator self-assessments, it is advised that learners take part in self-

assessments to reflect on their progress throughout the programme. This will provide 

further insight on the programme’s impact as well as the facilitators’, training providers’ and 

employers’ involvement in the learners’ perceptions of the programme.  
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• It is important that learners are provided the opportunity to assess their facilitators as 

the learners are the most influenced by, and in contact with, the facilitators. Affording 

learners with this opportunity will lead to insight into whether they feel that what is being 

taught is both relevant and in line with the workplace-based learning component of the 

programme. 

Facilitator assessments are important as they provide clarity in facilitator competency and also 

provide an opportunity for facilitator development. The feedback acquired from peer assessments 

and assessments done by learners can aid in the training and development of facilitators to improve 

competency and interactions/communication with learners. It will further ensure the alignment of 

skills being taught with the workplace-based learning component of the programme.  

 

Host-employer assessments by learners are also recommended to assess and address any 

problems within the workplace-based learning component of the learning programme. 

 

It is advised that CATHSSETA implement a method of learner, facilitator and host-employer 

assessments on the LMIS. Regarding the facilitator information, CATHSSETA could request that 

training providers upload the contact details of their facilitators on the LMIS portal. The use of the 

LMIS for these assessments ensures that data collection happens electronically, which means that 

the system will be able to provide intelligent data analysis on its dashboard function once the 

dashboard has been implemented. 

 

GRADUATE/ALUMNI NETWORK 

It is important that graduates continue to receive CATHSSETA support, industry news and 

have ways of networking with graduates and individuals in the CATHS sector. It is 

recommended that CATHSSETA create a graduate/alumni networking programme that will 

allow graduates to connect with each other and with individuals from the CATHS sector.  

 

The alumni programme could operate on the LMIS under an additional portal for graduates and 

could include: 

• Job listings posted by CATHSSETA and other beneficiaries  

• CATHS industry news 

• Free resources to aid in additional skills development 

• A Q&A section for beneficiaries to provide each other with advice and guidance 

 

Should the alumni portal be on another programme other than on the LMIS, links to the alumni 

page or website should be sent out to all graduates directly after programme completion. 
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It is also recommended that tracer surveys be made available on the alumni portal or programme 

to continue communication with alumni after the programme to measure:  

• Employment status 

• Whether alumni have remained in the CATHS industry  

• The destination of alumni to determine the skills divide in South Africa 

The purpose of these tracer surveys is to measure the longer-term impact of the learning 

programmes on beneficiaries (longitudinal studies), but would also be relevant in the short term.  

 

The learner satisfaction surveys mentioned earlier are also relevant here for graduates of the 

learning programmes. Smaller tracer surveys can be implemented directly after the learning 

programme and every three months thereafter. This will provide CATHSSETA with the opportunity 

to measure the overall experience of the programme and how it affected the learners’ skills 

acquisition and employment status. Additionally, short-term tracer studies will allow for short-term 

problems to be addressed.  

 

Conducting short-term and long-term surveys post-programme completion allows for 

CATHSSETA, training providers and employers to see how learners have progressed since 

programme completion. Additionally, these surveys will also provide feedback on any external 

factors that may have affected learners during and after the learning programme. In effect, these 

surveys are an improvement tool for CATHSSETA, training providers and employers for short-term 

and long-term problem solving, monitoring and evaluation, and impact assessment.  

 

15.2. Programme implementation improvements 

The following section outlines possible recommendations for programme improvements. This 

section is divided into the following sub-sections:  

• Recommendations to ensure greater employment post-programme 

• Recommendations of providing support to beneficiaries post-programme 

• Recommendations on creating greater awareness of and fostering an understanding of 

programme objectives, especially among beneficiaries 

• Recommendations on enhancing mentorship and mentorship training  

• Recommendations to establish greater CATHSSETA presence during programmes 
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Overall, the employment rate increased from pre-programme to pre-COVID-19, post-programme 

(31 December 2019). However, it is relevant to note that the programmes and beneficiaries were 

affected by external factors such as the COVID-19 pandemic and the economy.  

 

As the CATHS sector was especially affected by the pandemic and the resultant lockdowns, it is 

recommended that the learning programmes include additional skills related to 

entrepreneurship and business management/development. This would facilitate beneficiaries 

into self-employment should they struggle to find employment after programme completion. The 

technical skills and work experience gained from the programme coupled with additional 

entrepreneurial and business skills will aid beneficiaries in opening their own businesses. Thus, the 

provision of these additional skills will make the programme and beneficiaries more resilient against  

external factors, such as the COVID-19 pandemic, and lead to overall greater outcomes for these 

programmes. 

 

To ensure greater outcomes post-programme, it is recommended that CATHSSETA extend its 

support to beneficiaries after the programme has been completed. For this purpose, the 

alumni/graduate programme (discussed earlier) could link to and include offerings, resources and 

support to beneficiaries in the following ways:  

• Free training and resources in CV writing and interview readiness 

• Providing continued mentoring for beneficiaries (post-programme mentoring does not have 

to take place by the same mentors as from the learning programmes) 

• Providing links to career expos and free training or seminars that can offer additional 

assistance to beneficiaries in acquiring employment 

 

 

Recommendations for greater 

employment outcomes 

 

 Post-programme support to beneficiaries 
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The short-term surveys conducted after programme completion, as mentioned in the alumni sub-

section, can include a feedback section for beneficiaries to comment on the type of support they 

feel is required after programme completion. This will provide CATHSSETA direct access to ways 

they can provide guidance to learners. The feedback can potentially be utilised and implemented 

during future learning programmes to anticipate problems post-programme completion.  

 

It is important that learners understand the primary objectives of the learning programmes to ensure 

that the expectations and reality of the learning programmes align.  

 

As seen in the key findings section, one of the negative perceived aspects of the programme was 

the fact that there were beneficiaries who were not absorbed by their host employers. It is important 

that learner expectations are managed so that their expectations and outcomes of the 

programme do not misalign. It is necessary that learners understand that the learning programmes 

are not required to ensure absorption by host employers or employment directly after the 

programme. Thus, it should be reiterated to learners that the learning programme’s primary 

objective is to provide teaching and workplace experience of the necessary skills that will 

contribute to finding employment.  

 

It is recommended that CATHSSETA have regular engagements with training providers and host 

employers to determine whether training content needs updating due to external factors impacting 

the type of training and skills needed. The skills that could potentially be affected due to external 

factors, such as the COVID-19 pandemic, are soft skills and technological skills. If CATHSSETA is 

aware of the potential changes in the skills requirements of a programme, and thus a programme’s 

primary objective, revisions to a programme can be made in order to continue managing the 

expectations of learners.  

 

 

Creating greater awareness of and  

fostering an understanding of  

programme objectives 

 

 Updating content and training  

modes to respond to changes 



Track and Trace Research Study: Integrated Report 

342 
 

CATHSSETA could investigate blended learning approaches as a way of managing the changes 

in the training content and the ways in which the programmes are being implemented. The blended 

learning approach could be introduced for both the training and workplace-based learning 

component of the programme. The blended learning approach could address the changes in soft 

skills and technology that is occurring as a result of external factors, such as the impacts being felt 

by the COVID-19 pandemic in workplaces and learning facilities.  

 

CATHSSETA could consider establishing qualification management body (QMB) following the 

model used by other SETAs, such as the W&RSETA. This body, ideally, would consist of key 

stakeholders such as subject experts, curriculum experts, employers and ETQA officials from 

CATHSSETA. This would assist in the alignment of programmes, real-time adjustments to content 

requirements based on changes in technology and the economy, as well as being a central point 

through which changes in the need for new qualifications and new modes of teaching can be 

disseminated to the rest of the industry and training providers. 

 

As per the standard procedure for host employers to take part in learning programmes, 

CATHSSETA conducts workplace assessments prior to an employer’s involvement in a learning 

programme. This ensures that the working environment is suitable for the primary objectives of the 

learning programmes, includes the required resources and is suitable for the required capacity. It 

is recommended that mentoring training is included in the workplace assessment.  

 

Mentorship training could also be conducted virtually with all involved employers and could be 

undertaken every quarter to ensure continuous updating and accommodate for changes in mentors 

within companies, etc. 

 

The recommended mentoring training could include training in:  

• Understanding the objective of the programme  

• Understanding the mentor’s role and objective  

• The type of support that is required by the mentor during the programme  

• The type of reporting and feedback that mentors will be required to do regarding the 

learners, how often and who they should report their feedback to 

 

 

Training of mentors 
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• The type of communication channels that mentors will use with learners during the 

programme (online/ in-person communication) 

• Communicating the definition of learners’ roles at the workplace for learners to understand 

their place and role during the workplace-based learning component of the learning 

programme 

• How often mentors should be in contact with learners 

• Communication skills to communicate successes and failures in a respectful manner to 

provide guidance and support 

• Communicating to learners that they can share complaints and frustrations with host 

employers, training providers and, ultimately, CATHSSETA. This will assist in real-time 

problem resolution, as discussed in the follow-ups sub-section.  

 

It is recommended that CATHSSETA be more present throughout the duration of the learning 

programmes so that learners, host employers/employers and training providers feel that 

CATHSSETA is involved throughout the programme as well as after programme completion.  

 

• It is recommended that a dedicated team from CATHSSETA undertake this role and ensure 

that all communication, grievances and follow-ups related to the different stakeholders and 

role-players in these programmes are attended to in real-time. 

• CATHSSETA can increase its presence by conducting follow-ups with learners, such as 

those discussed in the regular follow-ups sub-section above. Regular follow-ups throughout 

the programme will ensure that learners do not lose communication or interaction with 

CATHSSETA after the initial application process. The suggested LMIS function for regular 

feedback could greatly assist in this regard. 

• CATHSSETA can increase its engagement with learners, during and after the learning 

programmes, by providing additional resources. For example, free educational websites 

can be recommended to assist learners during the learning programme, and CV training 

resources can be provided to assist learners post-programme completion. The provision of 

resources during and after the programme, such as those discussed in the alumni sub-

section above, will assist in CATHSSETA’s presence amongst beneficiaries. 

 

 Dedicated CATHSSETA  

representation and presence 
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• It is recommended that, when CATHSSETA conducts workplace assessments, learners or 

past learners who were absorbed by host employers are present. This provides an 

opportunity for direct contact between CATHSSETA and learners.  

• An additional way of creating opportunities for CATHSSETA and learners to interact is when 

CATHSSETA conducts its quality assurance visits with its accredited providers. 

Coordination between the training providers can ensure that these assessment visits are 

conducted when CATHSSETA-funded learners are at the training centres. In this way, 

CATHSSETA is introduced to these learners, and ways of reaching them can be 

communicated. 

• The client surveys conducted for learners, host employers/employers and training providers 

serve as an additional method for ensuring CATHSSETA’s presence. Thus, it is necessary 

that the surveys happen on a regular basis, as mentioned earlier.  

 

15.3. Programme administration improvements 

The following section outlines possible recommendations for administrative improvements related 

to these programmes. This section is divided into the following sub-sections:  

• Improvements to stipend payments 

• Improvements in turnaround times 

• Digital certificates 

 

One of the major critiques from beneficiaries regarding this programme is related to stipends.  

 

CATHSSETA should review its administration processes in this regard and improve where found 

lacking. This should be done to combat unpaid stipends, delays in stipend payments and low 

stipends.  

 

The cost of living (including money expected for daily tasks such as travelling expenses, rent and 

other costs), in many cases, outweighs beneficiaries’ stipend earnings. This, coupled with late 

payments of stipend, in many cases results in beneficiaries dropping out of a programme to take 

another job.  

 

 

 

 

Improvements to stipend payments 
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If a beneficiary leaves a host employer before completing a programme, the individual does not 

receive their qualification or certificate and is lost to the industry. This leads to wasted funding for 

CATHSSETA and zero return on investment.  

 

In this regard, the following is suggested: 

• Consider a revision of stipend amounts and investigate the possibility of re-aligning it with 

the minimum wage for the specific sub-sector. 

• Investigate structural and process shortcomings, and address these to ensure late payment 

does not occur. 

• Investigate the possibility of aligning payments through an automated system, linked to the 

proposed LMIS, to minimise delays and human error. 

By ensuring that stipends are adjusted appropriately and that payments are regular and on time, 

more beneficiaries would complete their training, leading to greater efficiency of CATHSSETA.  

 

 
 

Another challenge identified, and one related to the recommendation regarding stipends, is the 

turnaround times of queries and communication. 

 

It is recommended that CATHSSETA investigate their administrative procedures related to queries 

and communication and adopt a more integrated communication and coordination approach in 

relation to these programmes. As suggested previously, a revamp of the LMIS system, with a portal 

for each student, training provider and host employer, with automated functions and flagging of 

issues raised, could assist in addressing this problem.  

 

 

It was revealed that the issuing of certificates once programmes are complete is an issue. 

Reportedly, beneficiaries receive their certificates very long after programme completion, while 

some indicated that they never received it. 

 

 

 Improved turnaround times 

 

 

 

Digital certificates 
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Delays in issuing certificates prohibits job search and hinders those needing their original 

certificates verified for employment. 

 

In an effort to ensure that certificate production and delivery do not prohibit beneficiaries from 

seeking employment, CATHSSETA could investigate the possibility of an automated system, linked 

to the proposed LMIS system, which could produce digital certificates upon completion of these 

programmes. This digital certificate could be linked to the National Learners' Records Database 

(NLRD). 

 

Such a digital solution will ensure that digital certificates are safely and easily accessible to the 

graduates. It would allow employers to quickly verify these certificates online and graduates to 

easily access their verifiable certificates online, anywhere, at any time, regardless of whether they 

have smartphones. This would also address the challenges the COVID-19 pandemic and 

associated lockdowns have presented to many institutions, which have further contributed to delays 

in the issuance of certificates. 

 

15.4. Collaboration between CATHSSETA, SETAs and the National 

Skills Fund (NSF) 

 

It is important that CATHSSETA prioritise keeping accurate record of beneficiaries. Incomplete 

information can lead to a challenging process and unclear results. An integrated and web-based 

management information system (MIS) or LMIS of the NSF and the other 20 SETAs (such as the 

one proposed for CATHSSETA) to manage the administrative activities is needed for these actors 

to talk to each other and ensure better screening to prevent beneficiaries from ‘double dipping’ 

between the various  programmes offered and funded through the different SETAs.  
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16. Recommendation prioritisation table  

 

The following table provides guidance with regard to the prioritisation of the above 

recommendations and their respective actions needed to ensure that these recommendations are 

put into action. Additionally, the role-players that will be required for the prioritisation process of the 

recommendations and the required actions are listed below. It should be noted that some of these 

recommendations may already be addressed by existing programmes and projects, but this table 

provides an overview of the perceived areas necessary of attention, based on the above tracer 

research discussed above. 
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Recommendation Description/Action 
Prioritisation/implementation 

time frame 
Internal responsible 

role-players 
External responsible 

role-players 

Revamp of 
CATHSSETA’s Learner 
Management 
Information System 
(LMIS) 

Have a central database 
for learners, employers, 
and training providers to 
allow for integrated 
communication. 

Medium to long-term 

CIMS unit 
 

NSF4 

Employer and training 
data should link to 
learners’ information to 
allow for cross 
referencing and 
additional 
communication 
channels. 

 

 
Medium to long-term 

CIMS unit 
 

NSF 
Learners, training 

providers, and 
employers 

Application process 
should be integrated to 
an online or electronic 
version and be in line 
with the format of the 
LMIS. 

 
Short to medium-term 

CIMS unit 
 

NSF 

Follow-ups, programme 
feedback and 
assessments  

Send out follow-up 
surveys to learners, 
employers, and training 
providers directly after 
the learning programme. 

 

 
On-going 

Research, monitoring 
and evaluation 

department  
AQPs 

CATHSSETA regional 
offices 

 

 
4 The NSF recently put out a tender to investigate the improvements around SETA administration of learnership, apprenticeships and internships. 
This recommendation aligns well and provides an opportunity for collaboration in this regard.  
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Recommendation Description/Action 
Prioritisation/implementation 

time frame 
Internal responsible 

role-players 
External responsible 

role-players 

Conduct follow-ups and 
client satisfaction 
surveys every quarter. 

 

 
On-going 

Research, monitoring 
and evaluation 

department 
AQPs 

CATHSSETA regional 
offices 

 

Make surveys available 
on the LMIS. 

 

 
Medium to long-term 

 
 

CIMS unit  
Research, monitoring 

and evaluation 
department 

 

Create an 
alumni/graduate portal 
on the LMIS to allow for 
regular follow ups and 
tracer surveys after 
programme completion. 

 

 
Medium to long-term  

CIMS unit 
Research, monitoring 

and evaluation 
department 

 

Greater employment 
outcomes  

Have a re-look at the 
programme contents and 
add entrepreneurial 
aspects to help facilitate 
self-employment. 

 
 

 
Medium-term  

ATQs 
ETQA 
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Recommendation Description/Action 
Prioritisation/implementation 

time frame 
Internal responsible 

role-players 
External responsible 

role-players 

Post-programme support 
to beneficiaries 

The database used for 
this tracer study can be 
used to contact 
beneficiaries after the 
programme. 

 
 

 
On-going 

Research, monitoring 
and evaluation 

department   

 

The alumni portal on the 
LMIS can be used as a 
way of providing support 
by including links to 
additional resources and 
training. 

 
 

 
Medium to long-term  

 
 
 

CATHSSETA regional 
offices 

Career guidance and 
support units 

 

Creating an awareness 
of and fostering an 
understanding of 
programme objectives 

Learners’ expectations 
should be managed by 
reiterating to learners the 
programmes primary 
objectives of teaching 
and workplace 
experience.  

 

 
Short to medium-term  

CATHSSETA regional 
offices 

Communication and 
branding department  

 

Updating content and 
training modes to 
respond to changes 
intensified by COVID-19  

CATHSSETA to have 
regular engagements 
with training providers 
and host employers  

 

 
On-going 

CATHSSETA regional 
offices 

ETQA 
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Recommendation Description/Action 
Prioritisation/implementation 

time frame 
Internal responsible 

role-players 
External responsible 

role-players 

CATHSSETA to 
investigate blended 
learning approaches as a 
way of managing the 
changes in the training 
content and how the 
programmes are being 
implemented 

 

 
Short to medium-term   

 
CATHSSETA regional 

offices 
ETQA 

CATHSSETA could 
establish a Qualification 
Management Body 
(QMB) 

 

 
Long-term 

 
ETQA 
SAQA 
QCTO 

Training of mentors  

Training of mentors to 
take place during 
workplace assessments 
conducted by 
CATHSSETA 

 
 

 
Short-term 

CATHSSETA regional 
offices 

 

Online mentor training  

On-going 

CATHSSETA regional 
offices 

ETQA 
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Recommendation Description/Action 
Prioritisation/implementation 

time frame 
Internal responsible 

role-players 
External responsible 

role-players 

CATHSSETA 
Representation and 
presence  

CATHSSETA to have a 
dedicated team that is 
involved in all 
communication, 
grievances, and follow-
ups to assist in creating 
an increased presence 
for CATHSSETA 

 

 
Medium to long-term  

CATHSSETA regional 
offices 

 

Stipend streamlining 

Review the stipend 
processes to identify how 
it is functioning and what 
can be improved  

 

Immediately 

 
 

CATHSSETA regional 
offices (Internship and 

work integrated learning 
unit) 

 

Set up an automated 
payment system on the 
LMIS to ensure that 
stipends are paid on time 

 

 
Medium to long-term 

CIMS unit 
CATHSSETA regional 
office (Internship and 

work integrated learning 
unit) 

 

Stipend amount revision  

Consider revising the 
stipend amounts and re-
aligning it to minimum 
wage for the specific sub-
sector  

 

 
Medium-term 

Research, monitoring 
and evaluation 

department 
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Recommendation Description/Action 
Prioritisation/implementation 

time frame 
Internal responsible 

role-players 
External responsible 

role-players 

Improved turnaround 
times  

CATHSSETA to 
investigate their 
administrative 
procedures related to 
queries and 
communication 

 

 
Immediately 

 
CATHSSETA regional 
office (Internship and 

work integrated learning 
unit) 

 

Adopt a more integrated 
communication and 
coordination approach 
by making use of the 
LMIS 

 

 
Medium to long-term 

 
CIMS unit 

Communications and 
branding unit 

NSF 
 

Certificates   

Produce and distribute 
certificates directly after 
the programme 

 
On-going 

 
Accreditation and 

certification department  
 

SAQA 
QCTO 

 

Create an integrated 
system on the LMIS that 
produces a digital 
certificate upon 
completion of the 
programme  

 

 
Medium to long-term  

 
Accreditation and 

certification department  
 

SAQA 
QCTO 

Collaboration between 
CATHSSETA, SETAs, 
and the National Skills 
Fund (NSF) 

Establish an integrated 
and web-based 
Management Information 
System (MIS) that the 
NSF and all the SETAs 

 

 

CATHSSETA  
  

Remaining 20 SETAs 
NSF 
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Recommendation Description/Action 
Prioritisation/implementation 

time frame 
Internal responsible 

role-players 
External responsible 

role-players 

can utilise as a central 
database to cross 
reference across all 
SETAs and the NSF 

Long-term 
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