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Foreword
The primary function of the Sector Education and Training Authority (SETA) is to contribute to the enhancing of skills, and to bring skills to the employed or those aspiring to be employed in the sector. Each SETA must develop a Sector Skills Plan (SSP) within the framework of the National Skills Development Strategy (NSDS). 

In the preceding versions of the SSP’s, the W&RSETA was in the early stages of development and little to no data had been collected on the Wholesale and Retail sector. This edition of the SSP will be supported by concrete data collected over the past 4 years and represents a further step by the W&RSETA in contributing to the NSDS. 

The W&RSETA has accomplished significant milestones in launching initiatives that are appropriate and relevant to the sector’s needs, the SETA’s Business plan and the Service Level Agreement (SLA) with the Department of Labour (DoL).

The primary focus of W&RSETA is:  

Forward-looking to improve its understanding of the W&R sector and strengthening it’s strategies to develop the skills of employees within the sector.

As should be clear from this document, the W&RSETA is committed to serving learners, employers and employees within the sector to the best of its ability. It is working with stakeholders in the W&R sector toward its vision of becoming the premier authority in the facilitation of education and training in South Africa. 

_______________________________________ 

Dr. Hennie Zwarts (Executive Manager: Operations) 

________________________________________

 Joel Dikgole (CEO: W&RSETA)   

_________________________________________ 

Tshepo Motlana (Chairperson: W&RSETA Board) 

Executive Summary

“In South Africa, unemployed people as well as employers seeking skilled workers seldom turn to training as the answer - they want their needs met immediately and they do not want to wait for the returns on training to materialize.” Adrienne Bird (Chief Director in Department of Labour: Employment and Skills Development Services) quoted in Skilling SA February 2001)

Almost four years after the above comment the situation is still much the same, however the W&RSETA is poised to make a relevant difference in the next term of the National Skills Development Strategy, from 2005 to 2010.

The sector skills plan for the wholesale and retail industry seeks to: -

· Describe trends in the Wholesale and Retail sector;

· To identify skills that are in demand; and

· To prioritise the skills that must be developed.
Available data shows that the largest concentration of businesses registered for levy payment (approximately three quarters of all such businesses) are to be found in Gauteng, the Western Cape and KwaZulu-Natal.

From a macro-economic perspective it is worth noting that, as far as value added by industry is concerned, commerce in particular has shown positive real growth since 2000. However, the wholesale and retail industry also shows high sector sensitivities towards household consumption on goods and services.

The SA labour market has undergone several changes during the past decade. In concert with rapid growth in the number of unemployed, there is a tendency to dispense with permanent labour and replace it with capital, casual labour, and labour provided by labour brokers or with human resource synergies created by strategic alliances.  All these factors point towards changing labour demand trends and patterns in the labour market.

Due to a relatively high level of population growth the supply of labour in the market has grown substantially during the past ten years.  The labour supply is, however, not wholesale and retail sector specific.
Highlights of the Skills Plan research is that the W&RSETA constituents need the SETA services more than ever and that there is ever growing demand for skills of an increasingly complex nature.  Skilled categories that require training and upgrading are managers, administrators, service workers, sales workers, craft workers, and plant and machine operators. Management and supervisory skills are particularly in demand, with interpersonal skills also becoming a high priority amongst constituents of the W&RSETA.

Implementation of the Sector Skills Plan for the period 2000 to 2005 was a fruitful exercise and has identified several areas for new interventions in 2005 to 2010 as well as areas for improvement based on the foundation built over the past five years.
Basic literacy and numeracy via ABET is already at a high level in the sector (71,36%), however there is widespread concern that there is still a problem with basic life skills and this is another area where the SETA could focus on in the next term.

Communication is of key importance, and is an area where the W&RSETA will focus much attention.

Reports of quality problems in the delivery of learnerships and training interventions mean that the ETQA function within the SETA will receive a lot of attention; this also being a requirement in the National Skills Development Strategy objectives. There are plans to implement auditing mechanisms to monitor all aspects of the training delivery environment; Workplace skills Plans, Annual Training reports, Learnerships, training course provision; all will be examined and improved.

Finally, accessibility – strongly identified as a key requirement by constituents, this is one of the focus points of the strategy and will be addressed on all fronts.  Particularly the areas of qualifications flexibility and training provider accreditation will receive attention.

CHAPTER 1 – PROFILE OF THE WHOLESALE & RETAIL SECTOR

1.1
Introduction
This chapter presents a snapshot of the key economic indicators for the wholesale and retail sector together with an analysis of geographical concentration, trends (growth and decline), challenges and opportunities.  A detailed description of the macroeconomic trends of the wholesale and retail industry in South Africa is given as annexure 1.1.

1.2   The Wholesale & Retail Sector Education And Training Authority (W&RSETA)
The W&RSETA was established and registered in March 2000 in terms of the Skills Development Act of 1998, and SAQA accredited the W&RSETA ETQA on 14 May 2001. The W&RSETA was re-established in March 2005 for the period 2005-2010.

From relatively humble beginnings, the W&RSETA has become one of the leading SETA’s in the implementation of the National Skills Development Strategy (NSDS) and fostering the development of the skills of the workforce in the sector. The SETA will continue to play a leading role in the implementation of NSDS II.

As at 31st March 2006 the W&RSETA has accomplished the following:

· paid in excess of R 148,455 million in grant disbursements for 2005/06;
· 4 972 companies received implementation grants in 2005 – 2006;
· a total of 44 209 registered companies;
· a total of 6 484 (1 427 employed and 5 057unemployed) learners;
· 184 training Providers registered (internal, external, and providers with extension of scope);
· 5 773 Workplace Skills Plans submitted;
· 3 798 learners certificated;
· 20 qualifications developed (11 registered and 9 in the SGB process);
· 2 561 registered Assessors and 276 registered Moderators.
SAQA Auditors identified the following as best practice:

· W&RSETA Qualifications Framework;
· W&RSETA Balanced Score Card;
· W&RSETA IT Policies and Procedures.
1.3 
Vision, Mission And Objectives Of The W&RSETA
1.3.1
Vision

We are the Premier Authority in Skills Development, exceeding stakeholder expectations in the wholesale and retail sector.

1.3.2
Mission

To contribute to the social and economic development and growth of the country by enabling education and training of the highest quality in the wholesale and retail sector, to the benefit of employers, employees and learners.

1.3.3
Objectives

As part of its overall strategy to foster a lifelong learning culture in the sector, the W&RSETA pursues the following objectives: -
· the development of a trained, educated and content employee component leading to improved productivity;

· the transformation of the workplace and facilitating affordable and accessible training to meet the needs of the sector and the country;
· addressing historic imbalances in the development of the people in our sector;
· developing the capacity of companies to implement skills ;
· focus on the development of small, medium and micro enterprises (SMME’s) to provide future employment opportunities in the sector;
· aligning the W&RSETA’s skills development strategy to the National Skills Development Strategy (NSDS) and sector requirements; and
· encouraging the participation of more employers.

1.4
Purpose Of The Constitution
The purpose of the constitution is:

· to ensure that the W&RSETA complies with all provisions of the Skills Development Act, 1998;
· to establish the legal parameters within which the W&RSETA can exercise its authority; and

· to establish a legal institutional framework within which the W&RSETA shall be entitled and empowered to act in order to give appropriate effect to its functions.

1.5
Sector Demarcation
The W&RSETA is associated with Economic Sector 27:  Wholesale and Retail.  This sector relates to field 11 on the NQF:  Services, and in particular to the sub-field of Wholesale and Retail.

In terms of the sector demarcation, the Wholesale and Retail sector comprises a number of sub sectors of which the following are included in the scope and responsibilities of the W&RSETA:

· wholesale and commission trade, except of motor vehicles and motor cycles

· retail trade, except of motor vehicle and motor cycle; repairs of personal and household goods

· retail trade in second-hand goods in stores.

The W&RSETA does not have a predecessor established under a particular legislation neither does it replace an existing Industry Training Board.  It therefore does not have any existing national and international accreditation relationships within which it has been operating and that it wishes to retain.

The Fifth Edition of the Standard Industrial Classification of All Economic Activities (SIC) published by the Statistical Office of the United Nations is used for classifying the activities of the various wholesale and retail business types.  The businesses included in the W&RSETA sector are as follows:

· Wholesale
	SIC Code
	Trade Category

	61000
	Wholesale and commission trade, except for motor vehicles and motor cycles.

	61100
	Wholesale trade on a fee or contract basis.

	61220
	Wholesale trade in food, beverages and tobacco.

	61310
	Wholesale trade in textiles, clothing and footwear.

	61391
	Wholesale trade in household furniture requisites and appliances.

	61392
	Wholesale trade in books and stationery.

	61393
	Wholesale trade in precious stones, jewellery and silverware.

	61394
	Wholesale trade in pharmaceuticals, toiletries and medical equipment.

	61420
	Wholesale trade in metal and metal ores.

	61430
	Wholesale trade in construction materials, hardware, plumbing and heating equipment.

	61501
	Office machinery and equipment including computers.

	61509
	Other machinery.

	61901
	General wholesale trade.

	61909
	Other wholesale trade not elsewhere classified (n.e.c) Not elsewhere classified 


· Retail
	62000
	Retail trade, expect for motor vehicles and motor cycles; repair of personal and household goods.

	62110
	Retail trade in non-specialised stores with food, beverages and tobacco dominating.

	62190
	Other retail trade non-specialised stores.

	62201
	Retail trade in fresh fruit and vegetables.

	62202
	Retail trade in meat and meat products.

	62203
	Retail trade in bakery products.

	62204
	Retail trade in beverages (bottle stores).

	62209
	Other retail trade in food, beverages and tobacco n.e.c.

	62311
	Retail of non-prescribed medicine and pharmaceutical products other than by pharmacist.

	62321
	Retail trade in men’s and boy’s clothing.

	62322
	Retail trade in ladies’ and girls’ clothing.

	62323
	Retail trade by general outfitters and by dealers in piece goods, textiles, leather and travel accessories.

	62324
	Retail trade in shoes.


· Retail (cont.)
	62330
	Retail trade in household furniture appliances, articles and equipment.

	62340
	Retail trade in hardware, paints and glass.

	62391
	Retail trade in reading matter and stationery.

	62392
	Retail trade in jewellery, watches and clocks.

	62393
	Retail trade in sports goods and entertainment requisites.

	62399
	Retail trade by other specified stores.

	62400
	Retail trade in second-hand goods in stores.

	63122
	Retail sale of used motor vehicles.

	63311
	Sale of tyres.


The following activities, included under wholesale and retail in the Standard Classification of All Economic Activities, do not form part of the W&RSETA:

	SIC Code
	Trade Category

	6121
	Wholesale trade in agricultural raw materials and livestock

	6141
	Wholesale trade in solid, liquid and gaseous fuels and related products

	62310
	Specialised retail trade in prescribed pharmaceutical, medical and orthopaedic goods

	6251
	Retail trade via mail-order houses

	6252
	Retail trade via stalls and markets

	6259
	Other retail trade not in stores

	626
	Repair of personal and household goods

	631
	Sale of motor vehicle other than used motor vehicle

	632
	Maintenance and repair of motor vehicles

	633
	Sale of motor vehicle parts and accessories other than tyres

	634
	Sale, maintenance and repair of motor cycles and related parts and accessories

	635
	Retail sale of automotive fuel

	641
	Hotels, camping sites and other provision of short-stay accommodation

	642
	Restaurants, bars and canteens


1.6 
Sector Profile
The Wholesale & Retail sector is the third largest in the South African economy, contributing roughly 13,7 % to the national GDP. Sales revenue for wholesale and retail businesses in 2005 totalled over R 1 052 209 million. There are over 84 000 registered enterprises in the sector which range from more than 50 very large organizations to tens of thousands of small, medium and micro enterprises (SMME’s) such as cafes, spazas and speciality goods retailers that represent 99% of the employers in the sector. The sector is characterized by intense rivalry and low margins, although recent sales levels have been buoyant.

The wholesale and retail industry makes the largest contribution to total employment in South Africa, and  in March 2006 accounted for 24,1% of total employment or 2 996 000 jobs.  In the period March 2001 to March 2006 formal employment in the industry increased from 45,8% to 65,1%, with a fairly large decrease (from 54,2% to 34,9%) in the informal sector of the industry over the same period. (Source: - Statistics SA Labour Force Survey, March 2006)
About 1 946 000 employees work in the formal wholesale and retail part of the sector, and have total gross annual earnings amounting to some R 83 186 million (Source: - Statistics SA Quarterly Employment Statistics, June 2006).  There are also 1 041 000 employees working in the informal portion of the wholesale and retail sector.

The large component of small and informal businesses means that there are relatively few contributors of skills levies in the sector.  There may also be some companies registered with other SETA’s through incorrect classification with SARS.  Several participants at the stakeholder workshops said they don’t know about the Skills Development Levy (SDL) registration process and thought SARS decide their SETA classification for SDL purposes.

It may therefore be of some benefit for the W&RSETA to investigate and encourage employers to correct their classification and contribute to the sector in which they operate.

The sector is also characterized by a considerable lack of recent and coherent data specific to its nature and profile. This aspect needs attention and continuous research to enable the development of more focused approaches to skills development is warranted.

Table 1.1 provides a breakdown of the number of business concerns per economic sector of the South African economy.  It is apparent from this table that about 116 378 formal and informal businesses or roughly 19.2% of South African businesses are in the wholesale and retail industry sector. 

Table 1.1: Number of Businesses per Economic Sector

	 Industry Sector
	No. of Businesses
	Percentage

	Agriculture, fishing and forestry
	23 141
	3.8

	Mining
	6 166
	1.0

	Manufacturing
	89 981
	14.9

	Electricity, gas and water
	1 740
	0.3

	Construction
	32 190
	5.3

	Wholesale and retail
	116 378
	19.2

	Transport, storage & communication
	23 576
	3.9

	Financial, insurance, real estate & business services
	146 448
	24.2

	Community, social and personal services
	165 377
	27.3

	Total
	604997
	100.0


Data from SARS SETA Database – analysis by Unisa BMR
The economy operates on a three tier structure with the third tier showing significant growth prospects.  Agriculture, fishing, forestry and mining form the primary tier of the economy with manufacturing, utilities and construction forming the secondary tier.

All the other sectors, including the Wholesale and Retail sector operate in the third tier of the economy.  It is in this tier that the economy is growing at its strongest and this augurs well for the aspirant entrepreneur in this sector.

Table 1.2 provides a breakdown of Wholesale and Retail sector businesses analysed by the year that they were started. Please note that not all business concerns in the database supplied a starting date and that 5 228 of them commenced before 1990.  For the purposes of this report only those businesses in the W&R sector that started after 1990 are shown to demonstrate the level of survival of concerns in this sector.

Table 1.2: Indicating number of businesses surviving to present in relation to the year in which they were started

	Year
	No. of Businesses
	Percent
	Year
	No. of Businesses
	Percent

	1990
	284
	.2
	1998
	7 868
	6.8

	1991
	217
	.2
	1999
	8 235
	7.1

	1992
	237
	.2
	2000
	9 660
	8.3

	1993
	360
	.3
	2001
	8 926
	7.7

	1994
	561
	.5
	2002
	16 317
	14.0

	1995
	1 431
	1.2
	2003*
	*See note           900
	0.8

	1996
	6 481
	5.6
	Total
	68 709
	59.0

	1997
	7 231
	6.2
	System
	47 670
	41.0


	Total
	116 378
	100.0


Data from SARS SETA Database – analysis by Unisa BMR

Note: - Data for 2003 and later is unavailable as these businesses are not all registered yet and this data is mostly contained in the figure designated “system” which indicates those pre-1990 and those whose registration is in process.

Assuming that the W&RSETA will be responsible for a pro-rata proportion of the National target of at least 10 000 stipulated in the NSDS success indicator 4.3 then W&RSETA would need to train and mentor 1 920 young people in the period 2005 to 2010 and ensure that 70% of these or 1 344 survive as new ventures for a period of at least twelve months, provided that the necessary funds are available.

Figure 1.1: Graphic representation of the number of surviving businesses extrapolated from 2003 to 2010 according to linear trend analysis
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Data from SARS SETA Database – analysis by Unisa BMR

This graph shows that there is likely to be significant growth in the number of surviving new businesses in this sector.  From studies done by the Unisa BMR it appears that most of the opportunities for new SMME’s in the W&R sector revolve around high knowledge prospects for doing business, for instance: -

· E-commerce retailing of products bought in bulk;

· Contract network fringe opportunities like  Multi-level Marketing (MLM);

· Value-add possibilities like repackaging bulk supplies into smaller quantities for lower income end-users.

· Franchisees – a number of franchisors are offering small investment options for new entrants into this market.

It is also important to note that a large part of the W&R sector businesses are unrecorded in any data source. These are fundamentally either high income unrecorded businesses that don’t wish to be bothered with all the normal business formalities or businesses operating in the informal sector of the economy.

The former offer an opportunity for W&RSETA to focus on making them a part of the formal economy, and in so doing getting them to contribute to the sector’s and the country’s economic growth. The latter require much more in terms of infrastructure and support to transform them into businesses that can survive in the formal recorded economy.

From further analysis of the data given in the tables of annexure 1.11 it is apparent that survival rates of particularly large retail businesses are cyclical and there are training needs to impart skills that will enable these businesses to “ride the waves” of the cycle.

It is also apparent that the growth in number of businesses, as well as survival of businesses, lies in the smaller companies with 0 to 5 and 6 to 10 employees.  The critical point seems to be 25 employees, which is the point at which these businesses are subject to various impacts from labour legislation.  It might indicate a trend for large businesses to establish smaller agencies and franchisees to achieve less than 25 employees.

Other trends are that in the Gauteng, Western Cape and KwaZulu Natal provinces there is a growing and vibrant economy and a large degree of capital retention due to businesses serving one another in these provinces.  The opposite trend is apparent in the other provinces where there are indications of capital flight due to businesses in these provinces getting their supplies of intermediary goods from the three more vibrant provinces.

1.7 
Value Added By Commerce Sector

Secondary data on the economic value added (Gross Domestic Product - GDP) by industry is contained in the data mining systems of the South African Reserve Bank (SARB).  Analysing the SARB economic value added data by industry; it is notable that since 2000 the commerce sector in particular has shown positive real growth (figure 1.2).

Important Note: - graphs on the following pages have been concatenated to reflect only the last ten years of data in order to improve readability. Some have also been subdivided into two or more graphs so as to show only few indicators on each graph, also in order to improve legibility.  The appendices show more detail over a longer term.
Figure 1.2 - GDP, Retail and Wholesale Real Growth Performance (%), 1995-2005 (Constant 1995 Prices)
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Source:  Stats SA (2006) & BMR (2006)

From figure 1.2 it is evident that, since 2000, the annual real growth in the commerce sector has been slightly higher than real GDP growth.  Since 2002 the real growth of the commerce sector was 2,3 % (2002); 6,5 % (2003); 5,7 % (2004) and 6,1% (2005).

1.8
Distribution Of Businesses By Province And Number Of Employees
Table 1.3 gives an indication of the distribution of businesses in the W&RSETA by province and size of their workforce.  This table is based on data of businesses paying levies in terms of the Skills Development Levy Act, 1999.  
The highest number of registered employers are in Gauteng (43,3 %), followed by Western Cape (20,0 %), and KwaZulu-Natal (19,7 %), whilst the smallest number of registered employers are in Limpopo (1,4 %) and the Northern Cape (1,17 %).

The same trend is visible as far as size of the workforce employed by individual registered employers is concerned.  Registered employers employing a large number of employees are more prevalent in Gauteng, Western Cape and KwaZulu-Natal than in the other provinces.
Table 1.3 - Number of Businesses Registered For Levy Payments by Workforce Size and Province – March 2006
	Number of employees
	Eastern Cape
	Free State
	Gauteng
	KwaZulu -Natal
	Limpopo
	Mpuma

-langa
	North West 
	Northern Cape
	Western Cape
	Total

	Small

(0-49)
	1 274
	730
	11 500
	5 251
	363
	1 090
	713
	310
	5 297
	26 528

	Medium
(50 – 149)
	54
	26
	313
	126
	20
	37
	11
	12
	142
	741

	Large

(150 +)
	9
	4
	134
	52
	8
	5
	6
	1
	74
	293

	Total
	1 337
	760
	11 947
	5 429
	391
	1 132
	730
	323
	5 513
	27 562

	Percentage
	4,85 %
	2,76%
	43,35%
	19,7%
	1,42%
	4,1%
	2,65%
	1,17%
	20,0%
	100%


NB:
Small companies with number of employees indicated as ‘0-49’ may include registered employers in respect of whom the number of employees is unknown.

The relative provincial distribution of registered employers is shown graphically in figure 1.3.

Figure 1.3 - Percentage Distribution of Businesses Registered For Levy Payments by Province – March 2006
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When the data regarding number of employers in table 1.3 are compared with other statistical data, it is evident that only a small portion of businesses resorting under the W&RSETA sector definitions are registered as levy payers.  Some indication of the number of retail stores by turnover and province was published by ACNielsen, South Africa, in 2002.

It should be noted that these figures apply only to the Grocery, Toiletry and Confectionery (GTC) outlets and exclude outlets such as school tuck shops, canteens, kiosks, hawkers, mobile stores and butchers as well as some other businesses included in the wholesale and retail sector.  Table 1.4 shows the number of stores and GTC turnover figures by region.

Table 1.4 - Geographic Distribution of GTC Retail Stores in South Africa, 2002

	Region
	Number of Stores
	GTC turnover

	
	Number
	%
	R million
	%

	Gauteng
	13 950
	20,0
	22,3
	34,4

	North West/Limpopo/Mpumalanga
	22 294
	32,0
	12,2
	18,9

	KwaZulu-Natal
	15 413
	22,1
	9,9
	15,3

	Free State/Northern Cape
	4 242
	6,1
	4,1
	6,4

	Eastern Cape
	7 907
	11,3
	5,1
	7,9

	Western Cape
	5 965
	8,5
	11,0
	17,1

	Total
	69 771
	100,0
	64,7
	100,0


Source: ACNielsen (2002)

Figure 1.4 - Geographic Distribution of GTC Retail Stores in South Africa, 2002


[image: image5.emf]0

5000

10000

15000

20000

25000

Number

Gauteng

North West / Limpopo /

Mpumalanga

KwaZulu-Natal

Free State/Northern Cape

Eastern Cape

Western Cape


It is also a well-known fact that the group of businesses falling under the auspices of the W&RSETA are relatively important when looking at the total number of businesses in South Africa.  The BMI-Tech Knowledge Group estimates the number of companies by employment size as shown in table 1.5.

Table 1.5 - Number of Levy Paying Companies by Employment Group

	Category
	Threshold
	Number of Levy Paying Companies

	< R 500 000
	14 414
	

	> R 500 000
	12 995
	

	Small (0 – 49)
	
	27 409

	Medium (50 – 149)
	
	689

	Large (150 +)
	
	354

	Total
	
	28 452




         Source:  W&RSETA 2006
Figure 1.5 - Number of Levy Paying Companies by Employment Group
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1.9
Distribution Of Registered Employers By Sic Code
The distribution of businesses by SIC and province is shown in annexure 1.2 and by SIC and employment size group in annexure 1.3.

The businesses of a large number of registered employers (8,7 %) have not been classified according to SIC code (4,2 %), or are only classified according to the broad categories of wholesale trade (1,7 %) or ‘retail trade’ (2,8 %).

The highest percentage of registered employers (10,5 %) are to be found under SIC 61909 (wholesale trade not classified elsewhere), followed by SIC 61901 (general wholesale trade) and SIC 62110 (retail trade in non-specialised stores with food, beverages and tobacco predominating) with 10,0 % and 8, 1 % respectively.  

The highest occurrence of registered employers listed under SIC codes 61901, 61909, and 62110 are in Gauteng (45,1 %, 69,9 % and 25,9 % of all registered employers in the relevant SIC codes respectively), Western Cape (16,2 %, 10,9 % and 20,6 %) and KwaZulu-Natal (16,1 %, 6,8 % and 15,2 %).  Also, more than three-quarters of all registered employers in SIC codes 61901 are in these three provinces.  In the case of SIC code 61909, the percentage is 87, 6 % whilst in the case of SIC code 62110 it is 61,7 %.

1.10
PESTEL Analysis

Labour markets worldwide are very dynamic and are continually changing.  These changes occur primarily in respect of the three processes prevailing in the labour market, namely (1) labour supply, (2) labour demand and (3) the interaction between labour supply and demand that results from political, economic, social, technological, environmental and legislative (PESTEL) changes that impact on these processes.  Examples of such impacts are as follows:

· The impact of PESTEL changes on labour supply

Labour market segmentation policies and legislation may make employment opportunities more attractive to members of population segments benefiting from them, while those not benefiting from such policies and legislation will be less attracted to employment opportunities.

Other examples of impacts on labour supply are: - 
Political – negative political aspects may encourage people from the possible pool of labour supply to emigrate;

Economic – economic considerations such as minimum and average wages in the sector might encourage people to seek employment in the W&R sector or in other sectors;

Legislative – legislative changes may make it easier or more difficult to join this sector (i.e. as entrepreneur);

Social – social factors influence the social acceptability of being seen as an entrepreneur or employee in the W&R sector as opposed to being active employee in other sectors.
· The impact of PESTEL changes on labour demand

The Statistics SA Labour Force Survey of March 2006 indicates that 2 996 000 or 24,1% of the total number of employees in South Africa are employed in the wholesale and retail sector. Of these 65% are employed in the formal section of the wholesale and retail industry and 34% are in informal employ, with 1% unspecified. Trend analysis also indicates that the formal sector labour absorption rate is increasing and that mainly the youth are affected by this higher absorption rate. This trend impacts the formal demand for labour and consequently must influence the focus of W&RSETA interventions.

Other examples of impacts on labour demand are: - 
Technological – because of technological advances employers might decide to replace labour with capital.  This could occur, for example, if an employer in the retail sector decides to open fewer shops, and thus employ fewer sales clerks, and then becomes more involved in electronic commerce to penetrate a wider market via the internet.
Economic – higher levels of economic growth stimulate employment;

Political – political instability in a country might impede foreign investment that results indirectly in lower labour demand;

Legislation – flexible labour legislation and policies might also stimulate employment;

In South Africa there are low and limited positive multiplier effects, from economic growth to job creation - largely due to high capital-labour ratios caused by a large number of PESTEL factors, including restrictive labour legislation and policies.

· The impact of PESTEL changes on the interaction between labour demand and supply
The level and nature of skills development in society will impact on the level of employment.  In labour markets where a large pool of highly developed human resources is available, such resources could ensure higher levels of job creation.  This is due to the fact that such a pool of resources facilitates higher levels of formal sector entrepreneurship and innovation as well as higher levels of labour demand for highly developed skills.
PESTEL factors directly and indirectly impact on the level to which employers might employ people from the available labour supply without any restrictions. For example, in the presence of labour market segmentation legislation and policies full interaction between employers and potential employees is restricted in economic terms because of the intentional manipulation of utility values of certain labour supply segments.
Other examples in this regard include that production requirements might encourage employers to attach a higher value to skilled labour supply than to semi-skilled or unskilled labour supply

1.11 
Private Consumption Expenditure Trends
In the marketing channel (producer-wholesaler-retailer-consumer), wholesale (also selling directly to consumers) and retail sales trade performances are dependent on the means at the consumer’s disposal.  These means are directly measurable from private consumption expenditure.  In figure 1.6, the long-term real growth performances of the wholesale and retail trade sales are compared with the long-term real growth in private consumption expenditure.

Figure 1.6 - Real Growth in Private Consumption Expenditure, Retail and Wholesale Trade, 1995-2005
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Source:  Stats SA (2006) & BMR (2006).

The cyclical nature of wholesale and retail sales and private consumption expenditure is especially evident since the mid-eighties. From a risk evaluation perspective, the wholesale and retail industry sector shows relatively high sensitivities towards variations in household consumption on goods and services.
1.12
Formal Retail Trends
When analysing the formal retail trade in goods over time, clear trends emerge in terms of slow and high growth product trade performers.  The slowest and fastest growth in formal retail product categories is shown in figures 1.7a, 1.7b, 1.8a and 1.8b in index format.  The base year used for compiling the index is 1990 (1990 = 100).
The index method allows for a convenient comparison of formal retail trade product categories in relation to other product trade categories over time.  Following this methodology allows for identifying below-average and above-average retail trade product category performers.  It also reflects structural changes in the industry that are important to note from a macro industry analysis perspective.
Figure 1.7 a - Slow Growth Retail Product Categories, 1995-2005 (1995 = 100) (Pharmaceuticals, Books & Jewellery)
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Source:  Stats SA (2006) & BMR (2006).
Figure 1.7 b – Slow Growth Retail Product Categories, 1995-2005 (1995 = 100) (Food, Inedible Groceries & Beverages)
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Source:  Stats SA (2006) & BMR (2006).
Figure 1.8 a - High Growth Retail Product Categories, 1995-2005 (1995 = 100) (Footwear, Furniture, Men’s Clothing, Women’s Clothing & Domestic Appliances)
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Figure 1.8 b - High Growth Retail Product Categories, 1995-2005 (1995 = 100) (Audio, Sport, Glass & Crockery, Furnishings, & TV’s)
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The structural changes in the consumer spending patterns in the formal retail sector are further analysed in annexure 1.1

1.13
Informal Retail Trade
When taking cognisance of the change in the trends in the South African retail industry, the above analysis shows that the retail industry is a dynamic, changing one.  These changes are driven primarily by technology, a shift in consumer spending behaviour, and heightened competitive forces.  Although the trends analysed up to this point focus primarily on the formal sector, the size and importance of the informal sector should not be underestimated as it has already made important inroads in various product categories.

1.14
Wholesale Trade Trends
Over time (1981-2005), the growth performances of livestock and farm produce, office and shop equipment, books and stationery, jewellery and silverware, diamonds, and machinery and equipment wholesalers showed ‘above-average’ growth when compared to other wholesale trade categories.  This is evident from figures 1.9a to 1.9c, graphs that reflect an index approach where 1990 is used as the base year (1990 = 100).  A more detailed analysis of the real growth by type of wholesaler is shown in annexure 1.1.

Figure 1.9 a - Growth Trends by Type of Wholesaler, 1981 – 2005 (Textiles, Clothing & Footwear, Diamonds, Jewellery & Silverware, Furniture & Household Requisites, and Livestock & Farm Produce)
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Source:  Stats SA (2004) & Tustin (2004)

Figure 1.9 b - Growth Trends by Type of Wholesaler, 1981 – 2005 (Office & Shop equipment, Books & Stationery, Foodstuffs, Beverages & Tobacco, and Pharmaceutical & Chemical products)
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Source:  Stats SA (2004) & BMR (2006).

Figure 1.9 c - Growth Trends by Type of Wholesaler, 1981 – 2005 (Machinery & Equipment, Construction and Building Materials, and Miscellaneous)
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Source:  Stats SA (2004) & BMR (2006).

1.15
Industry Specific Trends And Concerns
The macroeconomic analysis of the industry requires an overview of the following industry specific trends and issues that currently affect the commerce sector of South Africa:

(i) Changes in the nature of retail shopping

Notable trends in retail shopping include:
· An increase in mall-based retailing;

· Escalating consumer demand for convenience shopping; and

· The proliferation of franchises.

(ii) Internationalisation

International expansion as a profitable growth strategy is aimed at, amongst others, leveraging local expertise and competencies in foreign markets, and it is implemented as a sales growth strategy.

It is notable from international trends that –

· International economic growth showed a gradual improvement from 2001 to 2004.  According to the Reserve Bank’s economic analysis it is likely that this trend will continue for 2005-2006 although at a slower rate.
· South Africa’s interest rate cycle is in an upward phase. The international interest rate cycle has essentially bottomed and is also rising.

· The South African Rand appreciated against the US dollar during 2003/2004, but since then has weakened although it still remains strong.
(iii) Highly competitive retail market

Investment in technology at both the back (supplier/warehousing) and front end (point of sale) of the value chain has increased, impacting on demand for skills.

(iv) Diversified target market – Profitable growth strategies

Food retailers in particular have expanded outside their traditional income groups.

(v) Legislative changes

Worth mentioning here are legislation surrounding plastic shopping bags, as well as the relaxation of health care legislation, which allows non-pharmacist owned retail outlets to stock prescription medication.  Possible further amendments to the newly promulgated Liquor Act No. 59 of 2003 that came into effect on 13th August 2004 could also affect wholesale and retail distribution of liquor.

(vi) Regulatory environment

Continued tightening of the regulatory environment places additional burdens on businesses to keep additional records and to keep them up to date.  Indications are that regulatory barriers need to be streamlined and publicised.

(vii) Awareness of HIV/AIDS

If HIV/AIDS has the impact envisaged it will affect retailers - specifically in terms of increased costs and decreased productivity, as well as in terms of a shift in demand patterns among consumers. (For example, more money spent on healthcare would mean less is spent on luxury goods.)
(viii) Service diversification (Market Information Systems)

Loyalty programmes and data mining of retail databases offer valuable information on the customer base.  Retailers also offer financial services to the consumer market in the form of banking facilities, loan accounts, unit trusts and a variety of insurance policies.

(ix) Technology – entering the e-commerce market

Ever-increasing consumer service expectations, and the ever-present need to achieve economies of scale and operating efficiency, make e-commerce (B2C) a crucial issue for financial services companies.

(x) Technology – growing use of credit cards

The growing use of credit and buying cards means added security and budgetary issues for retailers as well as increased card fees that squeeze their margins in this already highly competitive industry.
Besides these developments and issues impacting on the commerce sector, it is also important to note the impact of growth constraints experienced by South African traders which include; high crime rates (for both formal and informal traders), high interest rates, and low export performance (formal traders), and lack of infrastructure and low profit margins (informal traders).

1.16
Summary
This chapter has provided an overview of the role, development, vision, mission and objectives as well as the purpose of the W&RSETA.  The SIC Code classification of businesses resorting under the SETA is also given as well as an analysis of the distribution of businesses by province and number of employees.
In addition, a summary of the macroeconomic trends in the wholesale and retail sector together with a description of developing industry trends and issues of concern was provided.
Building on the foundation discussed in this chapter, subsequent chapters will highlight the demand for skills, the supply of skills and skills development priorities.
CHAPTER 2 - THE SKILLS DEMAND IN THE WHOLESALE AND RETAIL SECTOR

2.1 

Introduction
The wholesale and retail sector meets their labour requirement from the general labour pool in South Africa. In instances where sector specific skills are needed, incumbents are trained within the sector to perform the specific skills and functions demanded.

Overall, the South African labour market has been undergoing several changes during the past decade as can be inferred from phenomena such as the weakening relationship between employment growth and economic growth, the changing skills profile being demanded by employers, the rapid growth in the number of unemployed people, and the relatively rapid growth in the use of temporary and contract labour as opposed to permanent employees.

All these factors point towards changing demand trends and patterns in the labour market that to a large extent could be explained by skills deficiencies and shortages, these trends equally affect the wholesale and retail sector, as one of the main employment sectors of the economy. 
An employment profile of the wholesale, the retail, and the used vehicle and tyre sub-sectors of the wholesale and retail sector is provided in table 2.1. It is evident from this table that about 87 % of wholesale and retail outlets and about 88 % of used vehicle and tyre outlets use the services of 10 or less employees, whilst available trended data indicates that during the past decade there has been a dramatic decrease in the percentage of wholesale and retail outlets employing less than 10 employees.

Though during the post-Wiehahn era of 1979 to 1993 many employers still employed a large number of workers, growing labour market rigidities and segmentation policies have encouraged employers to dispense with permanent labour in favour of casual labour, labour provided by labour brokers, or with human resource synergies created by strategic alliances.  

Table 2.1 - The Number of Employees Employed by the Wholesale, Retail, Used Vehicle and Tyre Sectors Registered for Levy Payments, 2003

	Employment group
	Wholesale
	Retail
	Used vehicles

and tyres

	
	Number
	%
	Number
	%
	Number
	%

	0 to 5
	10 118
	78,99
	13 359
	78,19
	1 514
	75,32

	6 to 10
	1 090
	8,51
	1 652
	9,67
	261
	12,99

	11 to 50
	1 349
	10,53
	1 799
	10,53
	212
	10,55

	51 to 100
	144
	1,12
	157
	0,92
	15
	0,75

	101 to 500
	88
	0,69
	79
	0,46
	8
	0,40

	501 to 1000
	8
	0,06
	12
	0,07
	
	

	1001 to 5000
	7
	0,05
	12
	0,07
	
	

	5001+
	5
	0,04
	15
	0,09
	
	

	TOTAL
	12 809
	100,00
	17 085
	100,00
	2 010
	100,00


Source: SARS/SETA database.

2.2
Occupational Breakdown Of Workers
A percentage breakdown of workers by occupation in the wholesale and retail sector is provided in table 2.2.  In this table the occupational profile of the wholesale and retail sector is compared with other sectors in order to provide a comparative analysis of the skills demand in the various sectors of the economy.
It should be noted that the demand for labour is a derived demand, namely employer demand for labour is a function of job characteristics displayed in product and service markets. Should employers need more workers to perform specific tasks to make products or render services, they will take on more workers with skills of a specific nature based on operational requirements, i.e. managers or engineers or technicians.  Therefore, the changing demand for labour in different sectors is reflected in the number of employees in a specific sector (as indication of quantity of labour demanded) and the occupational structure within a sector (as indication of the labour structure being demanded).
Evident from this table is that demand for managers (both corporate and general) in the wholesale and retail sector is substantially higher than for some other sectors, i.e. the number of managers as a percentage of all employees in the W&R sector is about 10,3 % compared to just over 2 % in the agricultural and mining sectors, between 2 % and 5 % in the construction and community services sectors, and about 6 % in the manufacturing and electricity sectors.
Another indication of the comparatively higher skills profile being demanded from employees in the wholesale and retail sector is the fact that in this sector substantially more clerks and salespeople are required than in other sectors.  This reflects in the large number of employees in the wholesale and retail sector who have not only completed at least a tertiary qualification, but who also have a broad range of clerical and sales skills that enable them to fulfil these activities effectively.  Confirmation of this finding was found during interviews conducted with stakeholders in the wholesale and retail sector during August 2004 when the following management, sales and clerical skills were deemed to be of critical importance in this sector:

· Interpersonal relationship and communication skills

· Labour and Commercial Law knowledge and skills

· Customer service skills

· Negotiating skills

· Basic information technology skills

· Financial management skills
· including accounting, personal finances and budgeting skills   

· General management and supervisory skills

· Health and industrial safety knowledge and skills

· Loss control management knowledge and skills

With regard to the SME’s in the wholesale and retail sector, it is evident that management skills training is imperative, while the larger establishments require more specific operational skills training, e.g. for sales personnel and cashiers trained on specific operating systems.

During these workshops it also emerged that while there is shortage of people with the skills mentioned above – as supported by the quantitative evidence in table 2.2 – there appears to be an oversupply of some skills categories in the sector, including those of general cashiers, packers, general labourers, and casual and informal traders.

Table 2.2 - Percentage of Workers in the Different Economic Sectors by Occupation
	Occupation
	Agriculture, hunting,
forestry & fishing
	Mining & quarrying
	Manufacturing
	Electricity, gas, &

water supply
	Construction
	Wholesale & Retail

trade
	Transport, storage & communication
	Financial, insurance , real estate &
 business services
	Community, social  &

personal services
	Private Households

	Legislators and senior officials
	0,06
	0,08
	0,10
	0,26
	0,08
	0,10
	0,16
	0,33
	0,81
	0,01

	Corporate managers
	0,73
	1,56
	3,62
	2,79
	2,18
	4,41
	3,98
	5,29
	2,63
	0,09

	General managers
	1,44
	0,75
	2,63
	2,49
	2,11
	5,86
	5,28
	4,07
	1,13
	0,11

	Physical, mathematical and engineering science professionals
	0,22
	3,92
	2,39
	5,18
	1,94
	0,93
	1,93
	3,84
	0,77
	0,02

	Life science and health professionals
	0,28
	0,13
	0,20
	0,40
	0,04
	0,27
	0,10
	0,35
	3,42
	0,03

	Teaching professionals
	0,03
	0,26
	0,09
	0,24
	0,07
	0,07
	0,16
	0,21
	8,13
	0,03

	Other professionals
	0,39
	1,42
	2,55
	3,20
	1,30
	2,16
	3,15
	12,21
	4,78
	0,08

	Natural and engineering science associate professionals
	0,29
	1,32
	3,07
	5,31
	1,33
	1,19
	6,04
	2,60
	1,04
	0,03

	Life science and health associate professionals
	0,18
	0,22
	0,17
	0,45
	0,06
	0,16
	0,13
	0,24
	8,22
	0,03

	Teaching associate professionals
	0,05
	0,07
	0,04
	0,08
	0,03
	0,03
	0,10
	0,11
	16,21
	0,04

	Other associate professionals
	0,43
	1,09
	3,40
	2,91
	1,86
	3,95
	3,35
	9,46
	4,06
	0,08

	Office clerks
	1,67
	4,98
	9,70
	12,42
	4,71
	8,42
	13,19
	17,43
	11,76
	0,36

	Customer service clerks
	0,23
	0,27
	1,27
	1,41
	0,44
	9,74
	3,39
	5,90
	1,89
	0,08

	Personal and protective services workers
	1,08
	2,36
	1,22
	2,75
	0,75
	7,58
	3,48
	18,76
	13,68
	1,38

	Models, salespersons and demonstrators
	1,07
	0,43
	3,60
	1,26
	1,83
	15,97
	2,30
	2,70
	0,84
	0,19

	Market-oriented skilled agricultural and fishery workers
	22,36
	0,50
	0,65
	0,69
	0,30
	0,65
	0,20
	0,33
	0,57
	1,32

	Extraction and building trades workers
	1,27
	35,61
	5,91
	26,93
	47,26
	3,55
	2,16
	2,01
	1,93
	0,61

	Metal, machinery, and related trades workers
	0,81
	6,14
	9,36
	5,00
	4,39
	5,92
	3,38
	1,26
	0,59
	0,12

	Handicraft, printing, and related trades workers
	0,06
	1,06
	2,12
	0,17
	0,64
	0,42
	0,15
	0,42
	0,15
	0,02

	Other craft and related trades workers
	1,02
	0,64
	7,17
	0,56
	0,82
	4,05
	0,34
	0,45
	0,26
	0,12

	Stationary-plant and related operators
	0,18
	3,94
	2,77
	3,25
	0,18
	0,19
	0,09
	0,11
	0,17
	0,01

	Machine operators and assemblers
	0,20
	1,45
	14,92
	1,31
	0,35
	0,54
	0,21
	0,23
	0,20
	0,03

	Drivers and mobile-plant operators
	7,99
	18,35
	6,30
	6,12
	6,37
	5,11
	37,22
	2,03
	2,23
	0,55

	Sales and services elementary occupations
	7,51
	2,46
	2,98
	4,70
	3,28
	9,21
	3,87
	6,03
	10,13
	89,28

	Agricultural, fishery, and related labourers
	49,69
	0,12
	0,69
	0,42
	0,28
	0,55
	0,17
	0,38
	0,51
	3,54

	Mining, construction, manufacturing and transport labourers
	0,75
	10,90
	13,10
	9,72
	17,39
	9,00
	5,45
	3,23
	3,92
	1,84


Source: Stats SA (2001)

In a study conducted jointly by the Human Sciences Research Council (HSRC) and the Bureau of Market Research (BMR) (2004) commissioned by the European Union (EU) and the Department of Labour (DoL), the HSRC and BMR investigated the skills profiles of the various economic sectors in South Africa.

The results of this study pertaining to the medium and large formal wholesale and retail sector companies (see table 2.3) show that especially bigger companies in the sector are dependent on the availability of a large pool of skilled people.  Table 2.3 also shows that roughly 75 % of employees (about 48 of the average number of about 64) in medium and large wholesale and retail sector companies must be skilled or highly skilled to perform their jobs effectively.

Also, from information obtained at workshops held with wholesale and retail institutions early in 2004 it is evident that there is a need for a large pool of skilled and highly skilled people with the necessary management, sales and financial skills.

Besides the fact that such a skills pool is not readily available, it was also mentioned that the existing pool of skilled and highly skilled people in the wholesale and retail sector is negatively impacted because there is insufficient training to maintain skills. It is also evident that HIV/AIDS is impacting on the productivity and maintenance of the skilled and highly skilled labour pool, and that there is insufficient multi-skilling and skills development to replace workers who retire or emigrate from this sector.

There is, however, some dissatisfaction directed at institutional training providers, namely that they are not sufficiently practical, are not user friendly, are inaccessible, are not accredited or do not make information about the courses they offer fully available. Many of the private sector training providers are also not accredited.

Table 2.3 - Average Number of Workers in Different Occupational Categories in the Medium and Large Formal Wholesale and Retail Sector, 2003

	Occupation
	Female
	Male
	Total

	Managers
	2,58
	4,54
	7,12

	Professionals
	0,20
	0,38
	0,57

	Technicians
	1,06
	1,68
	2,74

	Administration
	10,73
	3,11
	13,84

	Service/sales
	9,16
	12,07
	21,23

	Crafts
	0,08
	1,50
	1,58

	Operators
	0,89
	7,85
	8,75

	Elementary
	2,03
	5,71
	7,74

	TOTAL
	26,73
	36,84
	63,58


Source: HSRC and BMR (2004)

2.3 Breakdown Of Employment Status Of Workers
It appears from the March 2006 Labour Force Survey that during the period 2002 to 2006 the number of workers in the trade sector increased more rapidly than any of the other sectors. It is evident from Table 2.4 in this regard that during the period 2002 to 2006 the number of workers in the trade sector increased from 2,318 million in 2002 to 2,987 million in 2006.

Table 2.4 – Employment by industry, 2002 and 2006
	Industry
	2002
	2006

	Agriculture
	1 739 000
	1 318 000

	Mining
	543 000
	399 000

	Manufacturing
	1 598 000
	1 726 000

	Utilities
	82 000
	103 000

	Construction
	578 000
	864 000

	Trade
	2 318 000
	2 987 000

	Transport
	571 000
	555 000

	Finance
	1 038 000
	1 194 000

	Services
	2 009 000
	2 183 000

	Private households
	1 082 000
	1 087 000

	Unspecified
	59 000
	28 000

	Total
	11 617 000
	12 451 000


Source: Stats SA (2006)

Two very interesting, although conflicting, patterns can also be seen in table 2.5 (The breakdown full-time and part-time workers in the commercial sectors - including SMME and informal sectors) and table 2.6 (the medium and large formal wholesale and retail sector).

Table 2.5 shows that the general trend in the commercial sectors (which includes wholesale, retail and financial sectors) is for companies to dispense with full-time employees and replace them with part-time employees and capital, the medium and large companies in the wholesale and retail sector currently have about 71% full-time and only about 29% part-time employees.
Information from the study conducted by Bureau of Market Research (BMR) for the DoL and EU regarding skills shortages shows that many larger companies are moving in the same direction as their informal and SME counterparts, namely to dispense with full-time employees and replace them with casual labour, consultants, contractors and/or capital.

Table 2.5 - Percentage Breakdown of Full-Time and Part-Time Workers in the Commercial Sectors, 2000, 2003 and 2005
	Employment Status
	2000 (%)
	2003 (%)
	2005 (%)

	Full-time employed
	56,37
	47,95
	45,00

	Part-time employed
	43,63
	52,05
	55,00


Source: AMPS (2000, 2003 & 2005)

Table 2.6 - Average Number of Permanent, Non-Permanent and Disabled Employees in the Medium and Large Formal Wholesale and Retail Sector

	Type Of Employees
	Mean  %

	Permanent employees (excluding disabled)
	70,86

	Non-permanent employees (excluding disabled)
	4,48

	Disabled employees (permanent and non-permanent)
	0,20

	Number Of Employees
	75,54


Source: HSRC and BMR (2004)

The differential demand for workers in the different economic sectors can be seen from table 2.7, which shows that the biggest concentration of workers in the wholesale and retail sector are in Gauteng, KwaZulu-Natal and the Western Cape.  Similarly, most of the skills development efforts within this sector are located in these three provinces.

Table 2.7 - Provincial Percentage Breakdown of Workers by Economic Sectors

	Economic sector
	Eastern Cape
	Free State
	Gauteng
	KwaZulu Natal
	Limpopo
	Mpumalanga
	N. Cape
	N. West
	W. Cape
	Total

	Agriculture, hunting; forestry and fishing
	7,51
	10,69
	7,07
	14,90
	12,30
	11,91
	5,72
	8,44
	21,47
	100.0

	Mining and quarrying
	1,21
	11,54
	25,57
	2,36
	7,31
	12,38
	4,03
	34,40
	1,20
	100.0

	Manufacturing
	7,53
	4,01
	33,07
	22,17
	3,59
	5,83
	0,89
	5,75
	17,16
	100.0

	Electricity; gas and water supply
	5,24
	5,88
	29,30
	14,94
	10,37
	15,93
	1,87
	6,17
	10,31
	100.0

	Construction
	7,08
	4,21
	31,33
	14,67
	7,19
	7,33
	1,73
	6,78
	19,71
	100.0

	Wholesale and retail trade
	7,19
	4,99
	33,37
	16,56
	6,34
	5,97
	1,70
	7,21
	16,69
	100.0

	Transport; storage and communication
	6,25
	4,82
	38,06
	18,48
	5,17
	5,12
	1,43
	6,09
	14,57
	100.0

	Financial, insurance, real estate and business services
	5,68
	3,64
	45,61
	14,91
	3,71
	3,71
	1,23
	4,26
	17,25
	100.0

	Community, social and personal services
	10,66
	6,04
	28,04
	17,29
	8,73
	5,27
	2,09
	7,78
	14,11
	100.0

	Private Households
	9,50
	9,15
	29,78
	15,80
	7,75
	7,31
	2,34
	8,45
	9,92
	100.0


Source: Stats SA (2001)

Finally, in Table 2.8 a breakdown of industry by terms of employment is provided as per the Sept. 2005 Labour Force Survey (LFS). From this table it is evident that the formal part of the wholesale and retail sector employment is mostly permanent in nature, with more than 70% of employees in this sector permanently employed.

Table 2.8 - Breakdown of Workers per Economic Sector by Terms of Employment, 2005 (‘000)

	Economic sector
	Permanent
	Fixed time contract
	Temporary
	Casual
	Seasonal
	Total

	Agriculture, hunting, forestry & fishing
	395
	28
	96
	48
	78
	623

	Mining and quarrying
	376
	23
	-
	-
	-
	410

	Manufacturing
	1 105
	90
	145
	107
	-
	1 457

	Electricity, gas and water supply
	79
	-
	-
	-
	-
	97

	Construction
	287
	99
	256
	128
	-
	778

	Wholesale and retail trade
	1261
	57
	224
	208
	-
	1 758

	Transport; storage and communication
	350
	34
	83
	51
	-
	521

	Financial, insurance, real estate and business services
	929
	87
	56
	45
	-
	1 119

	Community, social and personal services
	1 718
	88
	152
	55
	-
	2 016

	Private Households
	538
	15
	311
	194
	-
	1 066


Source: Stats SA (2006)

2.4
Breakdown Of Skills And Earnings Of Workers
There seems to be a changing educational profile being demanded in the commercial (wholesale, retail and financial) sectors.  Table 2.9 shows that the educational levels demanded by the these sectors during the period 2000 to 2003 are increasing, i.e. the percentage workers with university degrees in demand by the commercial sectors increased from 4 % of labour demand in 2000 to almost 7 % by 2003.  Furthermore, the demand for workers who had completed grade 12 increased from about 25 % in 2000 to 40 % by 2003.  With regard to the wholesale and retail sector specifically, the workshops that were conducted for the purposes of this project indicated that a continually higher aggregate skills profile is being demanded from its labour supply.
In this regard it is interesting to note from table 2.9 that within a period of 3 years the percentage of employees in the commercial sectors (which include wholesale and retail) with a grade 12 or higher education increased from about 38 % to almost 57 %.  Furthermore, according to information from some of the aforementioned workshops, there is still a growing need in the wholesale and retail sector for an even greater pool of employees with at least grade 12 or higher qualifications.  It was also indicated that skills development legislation and infrastructure must be implemented to stimulate skills development and to meet the increasing need in the wholesale and retail sector for skilled and highly skilled human resources.

Table 2.9 - Percentage Breakdown of Workers in the Commercial Sectors by Level of Education, 2000, 2002 and 2003 

	Highest Level Of Education
	2000
	2002
	2003

	No education
	5,39
	4,37
	3,25

	Some primary education
	14,62
	9,63
	7,01

	Primary education completed
	8,31
	5,92
	3,95

	Some secondary education completed
	33,91
	31,23
	29,43

	Grade 12 completed
	24,99
	36,53
	39,99

	Other post grade 12 education
	3,34
	1,82
	3,21

	Technikon diploma/degree
	5,35
	5,69
	6,34

	University degree/s
	4,09
	4,80
	6,83


Source: AMPS (2000, 2002, 2003)

The monthly income profile of workers in the different sectors as was found in the 2001 census is shown in table 2.10.  This table shows that over 90 % of workers in the wholesale and retail sector earned R6 400-00 or less per month, which could indicate that the majority of jobs in this sector are still lower level administrative, sales, operational and maintenance jobs. These are jobs for which a large pool of skilled people, (with a grade 10 to 12+2), but not highly skilled (with a grade 12+3 or higher qualification) is required.
When bringing the income breakdown reflected in table 2.10 into relation with the skills levels of workers earning higher incomes in the wholesale and retail and other industries, there seems to be a positive relationship between educational levels and income levels.  It is evident that as workers better their educational qualifications, there is the increased likelihood that they will find better employment and concomitant higher incomes. It could be surmised that the better the educational qualifications of workers are, the greater the likelihood that they will receive higher earnings.
Table 2.10 - Percentage Breakdown of Workers in the Different Sectors by Monthly Income Group, 2001

	Economic Sector
	R 0 –
R 800
	R 801 –

R 6 400
	R 6 401 –

R 12 800
	R 12 801 –

R 25 600
	R 25 600+

	Wholesale and retail trade
	30,91
	59,42
	5,84
	2,57
	1,26

	Agriculture, hunting, forestry & fishing
	75,83
	20,49
	2,10
	0,92
	0,67

	Mining and quarrying
	11,14
	77,64
	7,17
	2,74
	1,30

	Manufacturing
	23,71
	63,51
	7,69
	3,51
	1,58

	Electricity; gas and water supply
	12,37
	66,08
	14,42
	5,09
	2,04

	Construction
	30,57
	60,59
	5,39
	2,37
	1,08

	Transport; storage and communication
	16,76
	66,63
	10,45
	4,14
	2,02

	Financial, insurance, real estate & business services
	12,96
	61,84
	13,18
	7,59
	4,42

	Community, social and personal services
	12,44
	70,14
	12,32
	3,08
	2,02

	Private Households
	78,70
	20,74
	0,33
	0,15
	0,09


Source: Stats SA (2001)

A breakdown of labour demand in the commercial sectors as shown in table 2.11, reveals that the self-employed component of labour demand in those sectors decreased during the period 2000 to 2006, namely from about 60 % of workers during 2000 to about 42 % in 2006.

This could be an indication of large-scale expansion of the larger wholesale and retail operations and here especially of franchising that necessitates franchisees to employ workers to keep their businesses running.  The wholesale and retail sector also experienced large-scale expansion through the development of new shopping malls throughout South Africa that resulted in more workers being appointed, e.g. packers, sales clerks and cleaners.

When comparing the increased number of employed with the number of self-employed in the wholesale and retail sector, it is evident that there was not necessarily a huge growth in the actual number of employees but rather that this increase was as a result of a high small business mortality rate in this sector.

Entrepreneurs are not successful due to a lack of business, entrepreneurial and/or management skills and are furthermore often faced with stiff competition, all of which may result in such self-employed persons becoming employees of larger wholesale or retail establishments (see Van Aardt, Van Aardt and Bezuidenhout, 2001).

From discussions held at the various workshops, it became apparent that there is a need to institute programmes to assist entrepreneurs in the wholesale and retail sector to become more accomplished by means of skills development, linkages (i.e. strategic alliances) with larger businesses in this sector and facilitated formalisation of small businesses.

Table 2.11 - Percentage Breakdown of Workers in the Commercial Sectors by Employed and Self-Employed, 2000, 2002, 2004 and 2006
	Employment Status
	2000
	2002
	2004
	2006

	Employed
	40%
	48%
	55%
	58%

	Self-employed
	60%
	52%
	45%
	42%


Source: AMPS (2000, 2002, 2004, BMR Estimates)

Table 2.12 - Number of Employees and Earnings for the Wholesale and Retail Trade, Sales and Maintenance, Restaurants and Hotels, July 2002 to March 2004

	Three-Month Periods
	Number Of Employees
	Gross Earnings For Three-Month Period (R’000)
	Per Capita Earnings For Three-Month Period (R)

	July - Sept 2002
	1 298 000
	15 950 000
	12 288,14

	Oct - Dec 2002
	1 312 000
	17 101 000
	13 034,30

	Jan - Mar 2003
	1 296 000
	16 920 000
	13 055,56

	Apr - Jun 2003
	1 264 000
	16 845 000
	13 326,74

	July- Sept 2003
	1 275 000
	17 093 000
	13 406,27

	Oct - Dec 2003
	1 285 000
	19 281 000
	15 004,67

	Jan - Mar 2004
	1 286 000
	18 217 000
	14 165,63


Source: Stats SA (2004)

Finally, with regard to the demand for employees in the wholesale and retail sector, the HSRC and BMR (2004) study identified specific skills categories where the demand for skills exceeds the supply of such skills. The information in table 2.13 shows that the most significant gaps between skills demanded and skills supplied are in respect of problem solving skills, professional skills, information technology use, management skills, customer handling skills, and communication skills.
These skills appear to be scarce even among skilled workers in the wholesale and retail sector.  This indicates that skills acquired by workers during their years of training are not aligned with those demanded by the labour market. This in turn implies that skilled workers entering the wholesale and retail sector need to receive supplementary skills development before they can be of real value to employers in this sector.

Table 2.13 - The Level at Which the Demand for Specific Skills Exceeds the Supply of Skills in the Wholesale and Retail Sector

	Type Of Skill
	Mean score out of ‘5’

	Communication skills
	2,33

	Customer handling skills
	2,37

	General IT user skills
	2,53

	IT professional skills
	2,59

	Literacy skills
	1,99

	Management skills
	2,29

	Numeracy skills
	2,06

	Problem solving skills
	2,37

	Team working skills
	2,23

	Technical and practical skills
	2,12


Source: HSRC (2003)

2.5 Concluding Remarks
In this chapter emphasis was placed on labour demand trends and practices in the wholesale and retail sector.  It is evident from the information provided that the skills profile demanded by this sector is rapidly becoming higher, namely increasingly bigger pools of skilled and highly skilled people are demanded for employment in this sector.  It also is noticeable that employers are not entirely satisfied with their employees due to a belief that the skills being offered differ to a certain extent from the skills being demanded.

Furthermore, there appear to be dramatic changes in the nature of demand for labour in this sector.  Available data indicate that there is a growing tendency to employ fewer fulltime employees and rather make more use of contractual labour and consultants as well as capital goods to ensure productivity in this sector.

There is also a huge number of informal businesses in this sector that needs to be incorporated into more formal structures and that have needs for acquiring specific skills to enable them to operate more effectively.

CHAPTER 3 - SUPPLY OF LABOUR TO THE WHOLESALE AND RETAIL SECTOR

3.1 Introduction
This chapter will focus on labour supply in the wholesale and retail sector, and will conclude with a brief linking of such information with that contained in the previous chapter.  This should provide some insight into the interaction between labour supply and demand in the wholesale and retail sector and expected future labour market and skills development. 

3.2 The Total Population, Population Of Working Age, And The Economically Active Population
As can be seen from table 3.1, the size of the total population mainly determines the supply of labour to the labour market.  Should there be a rapidly growing population with a large number of people of working age, there will probably be a large number of people who decide to become economically active and make their labour available to employers.
Table 3.1 reveals that the South African population experienced high levels of growth in the period 1996 to 2006, growing from about 42,02 million in 1996 to about 47,25 million by 2006.  Due to the high levels of population growth over this time, the number of people of working age (15 to 65 years old) that could participate in the labour market has also grown substantially, from about 25,8 million in 1996 to about 30,1 million by 2006.

During the same period, the economically active population increased from about 15,8 million in 1996 to about 18,7 million in 2006, due to the abovementioned increase in population and resulting increase in the number of people of working age.

However, not all people of working age choose to work.  Those who decide to work form the labour force that enables economists to determine the labour force participation rate (LFPR), which is a summary measure of the proportion of the people of working age who at any period of time decide to provide their labour (and thus skills) to the labour market.  It is evident from the information provided in table 3.1 that the LFPR in South Africa increased marginally from about 61,0 % in 1996 to 62,2 % by 2006.
The growing working age population and the increasing LFPR, mean the number of entrants to the labour market increased during the period 1996 to 2006. In the same period, low levels of formal sector job creation occurred, resulting in a large growth in unemployment in South Africa during this time.  The major causes for this low labour absorption rate in the South African economy include: -

· The fact that employers do not find sufficient numbers of employees with the skills profiles they require;

· That employers increase capital intensification to become more productive and globally competitive; and
· A world-wide move to the greater use of contract labour and consultants to optimise capacity utilisation over a longer period of time (i.e. by hiring more contract labour and consultants during peak periods and dismissing them during slumps).

Table 3.1 - Breakdown of Labour Supply, 1996 To 2006
	Year
	Population
	People of Working Age
	Economically Active Population
	Formally Employed
	Informal Workers
	Unemployed

	1996
	42 020 464
	25 865 380
	15 793 980
	7 855 221
	2 316 102
	5 622 657

	1997
	42 751 868
	26 478 988
	16 203 059
	7 949 928
	2 308 574
	5 944 556

	1998
	43 472 979
	27 064 464
	16 594 896
	8 026 599
	2 303 350
	6 264 947

	1999
	44 170 602
	27 630 367
	16 974 531
	7 996 168
	2 394 069
	6 584 294

	2000
	44 823 377
	28 155 740
	17 328 888
	8 028 580
	2 404 284
	6 896 024

	2001
	45 412 679
	28 627 946
	17 649 935
	8 055 466
	2 399 386
	7 195 084

	2002
	45 924 244
	29 036 424
	17 930 888
	8 113 862
	2 340 372
	7 476 654

	2003
	46 347 573
	29 367 741
	18 163 165
	8 172 960
	2 255 249
	7 734 956

	2004
	46 707 609
	29 653 037
	18 365 766
	8 232 767
	2 157 015
	7 975 984

	2005
	47 004 738
	29 892 181
	18 500 574
	8 892 170
	3 321 018
	6 287 386

	2006
	47 248 767
	30 099 116
	18 664 064
	9 009 359
	3 439 961
	6 214 744


Source: BMR (2006)

A more detailed breakdown of the labour market activities of people of working age as was found during the 2001 population census is provided in tables 3.2 and 3.3. 

It is noticeable from table 3.2 that in 2001 South Africa had about 28,4 million people of working age. Of these, a total of about 18,7 million were either working, were unemployed, had given up on finding a job (although they would have liked to have a job), or were seasonal workers.  An interesting phenomenon evident from table 3.2 is the large number of people of working age who are scholars or students, thus on average, taking longer to prepare themselves for the world of work.  The reason could be that the South African economy is increasingly becoming a knowledge-based economy where high skills levels are required for business success.  This motivates large numbers of potentially economically active people to stay out of the labour market in order to better prepare themselves for labour market entry.

Table 3.2 - Work Status of People of Working Age, 2001

	Work Status
	Male
	Female
	Total

	Employed
	 5 586 273
	 3 997 486
	  9 583 759

	Unemployed
	 3 120 174
	 3 703 892
	  6 824 066

	Scholar or student
	 2 477 072
	 2 453 161
	  4 930 233

	Home-maker
	      41 950
	 1 679 671
	  1 721 621

	Pensioner or retired person
	    468 434
	    792 174
	  1 260 608

	Unable to work due to illness or disability
	    366 282
	    336 031
	     702 313

	Seasonal worker not presently working 
	    100 661
	    112 214
	     212 875

	Does not choose to work
	    457 777
	    625 122
	  1 082 899

	Could not find work
	    911 250
	  1 197 505
	  2 108 755

	Total
	13 529 873
	14 897 256
	28 427 129


Source: Stats SA (2001)

3.3 Labour Supply Profiles
It is evident from table 3.3 that provides a percentage breakdown of the information provided in table 3.2, that there are marked differences in the labour supply profiles of males and females.  It is evident from this table that among females only 26,8 % of those of working age are employed, as against 41,3 % of males, while the percentages for males and females of working age who are unemployed are very much the same at about 23 % to 24 %.

There are, however, different dynamics between males and females with regard to the decision to make their skills available to the labour market.  Table 3.3 shows that whereas less than 1 % of males of working age decide not to be economically active in order to be home-makers, more than 11 % of females make such a decision. It also appears that percentage-wise slightly more females than males chose not to work or were unable to find employment.

In this regard an important issue that was identified during the stakeholder workshops is the fact that due to past discriminatory employment and skills development policies, males and females (also in the wholesale and retail sector) did not have equal levels of access to employment and training opportunities.  Even where skilled female and male employment ratios are similar, it is found that males tend to be employed in more senior managerial jobs, whilst the bulk of skilled females are appointed in secretarial (administrative), clerical and lower level supervisory positions.

It was pointed out that a renewed focus on the skills development of females in the wholesale and retail sector is necessary to correct such historical imbalances.

Table 3.3 - Percentage Breakdown of Working Age by Work Status

	Work Status
	Male
	Female
	Total

	Employed
	41,29
	26,83
	33,71

	Unemployed
	23,06
	24,86
	24,01

	Scholar or student
	18,31
	16,47
	17,34

	Home-maker
	0,31
	11,28
	6,06

	Pensioner or retired person
	3,46
	5,32
	4,43

	Unable to work due to illness or disability
	2,71
	2,26
	2,47

	Seasonal worker not presently working 
	0,74
	0,75
	0,75

	Does not choose to work
	3,38
	4,20
	3,81

	Could not find work
	6,74
	8,04
	7,42

	Total
	100,00
	100,00
	100,00


Source: Stats SA (2001)

The educational profile of people of working age in South Africa is provided in table 3.4.  It appears from this table that in 2001 about 13 % of South Africa’s people of working age did not have any schooling, while a further 23,4 % had a grade 7 or lower qualification.
At the same time only about 2,5 % of the people of working age had a degree or higher qualification while a further 3,3 % had a post-grade 12 diploma as highest qualification.  The implication of this is that the South African labour supply pool is still relatively low skilled when bearing in mind the skills requirements necessary to maintain and expand a modern knowledge-based economy.
Of particular concern is the fact that in 2001 the highest qualification of 95 % of the African and Coloured populations of working age was a grade 12 certificate or lower, while more than 42 % of the African population of working age have only a grade 7 or lower qualification.

Table 3.4 - % Breakdown of Working Age by Population Group & Level of Education

	Level of Education
	African
	Asian
	Coloured
	White
	Total

	No schooling
	15,98
	3,28
	6,10
	1,06
	13,12

	Grade 1/sub A (completed or in process)
	0,86
	0,20
	0,67
	0,09
	0,74

	Grade 2/sub B
	1,35
	0,30
	0,97
	0,09
	1,15

	Grade 3/standard 1
	2,53
	0,60
	1,95
	0,10
	2,16

	Grade 4/standard 2
	3,64
	0,98
	2,96
	0,15
	3,13

	Grade 5/standard 3
	4,23
	1,40
	4,02
	0,21
	3,70

	Grade 6/standard 4
	5,63
	2,36
	5,93
	0,47
	5,01

	Grade 7/standard 5
	8,29
	3,77
	9,81
	0,86
	7,51

	Grade 8/standard 6/form 1
	9,63
	8,50
	12,71
	3,87
	9,27

	Grade 9/standard 7/form 2
	8,70
	6,46
	11,22
	3,75
	8,34

	Grade 10/standard 8/form 3/NTC I
	9,75
	13,20
	13,63
	14,45
	10,70

	Grade 11/standard 9/form 4/NTC II
	8,54
	8,74
	6,84
	5,11
	8,02

	Grade 12/standard 10/form 5/NTC III
	15,88
	35,55
	18,39
	39,88
	19,22

	Certificate with less than grade 12
	0,26
	0,39
	0,24
	0,72
	0,31

	Diploma with less than grade 12
	0,16
	0,32
	0,18
	0,75
	0,23

	Certificate with grade 12
	1,18
	2,68
	1,14
	3,92
	1,51

	Diploma with grade 12
	2,28
	5,09
	2,09
	11,31
	3,30

	Bachelor's degree
	0,58
	2,95
	0,49
	5,22
	1,13

	Bachelor's degree and diploma
	0,26
	1,14
	0,28
	2,74
	0,55

	Honour's degree
	0,16
	1,01
	0,21
	2,53
	0,44

	Higher degree (master's or doctorate)
	0,12
	1,08
	0,16
	2,73
	0,43


Source: Stats SA (2001)

The educational profile of people of working age disaggregated by employment status is shown in table 3.5 below.  It is evident from this table that the lowest educational qualifications are found among people of working age who are homemakers, those who cannot find work and those of working age who are seasonal workers and who were unemployed when the 2001 census was conducted.  Conversely, it is apparent that the employed have by far the highest qualifications.
Such statistical evidence indicates that the higher the educational qualifications of a person, the greater the likelihood that he/she will be employed.  It was mentioned during the workshops regarding the wholesale and retail sector that having a higher level of skills enhances a person’s chance of obtaining a job in this sector.  It also is evident that should people have skills relevant to this sector, the greater the chance that he/she will succeed as an entrepreneur, manager/supervisor and/or salesperson.
Table 3.5 - Percentage Breakdown of People of Working Age by Employment Status and Level of Education

	Level Of Education
(completed or in process)
	Employed
	Unemployed
	Home-maker
	Seasonal worker not presently working
	Could not find work

	No schooling
	10,06
	13,49
	24,97
	18,49
	22,59

	Grade 1/sub A 
	0,64
	0,73
	0,86
	0,96
	0,92

	Grade 2/sub B
	1,04
	1,22
	1,43
	1,49
	1,49

	Grade 3/standard 1
	1,99
	2,36
	2,69
	2,76
	2,75

	Grade 4/standard 2
	2,84
	3,47
	3,85
	3,95
	3,84

	Grade 5/standard 3
	3,16
	4,02
	4,17
	4,62
	4,34

	Grade 6/standard 4
	4,12
	5,31
	5,45
	5,79
	5,52

	Grade 7/standard 5
	5,97
	7,86
	7,47
	8,40
	7,69

	Grade 8/standard 6/form 1
	7,20
	8,96
	8,91
	9,32
	8,49

	Grade 9/standard 7/form 2
	5,50
	8,28
	6,24
	7,75
	7,72

	Grade 10/standard 8/form 3/NTC I
	9,51
	10,11
	10,33
	9,36
	8,61

	Grade 11/standard 9/form 4/NTC II
	5,74
	9,06
	4,61
	6,69
	7,62

	Grade 12/standard 10/form 5/NTC III
	26,00
	21,20
	13,90
	15,75
	15,57

	Certificate with less than grade 12
	0,44
	0,27
	0,22
	0,28
	0,26

	Diploma with less than grade 12
	0,41
	0,13
	0,17
	0,18
	0,12

	Certificate with grade 12
	2,41
	1,31
	0,96
	1,10
	0,99

	Diploma with grade 12
	7,02
	1,66
	2,13
	1,85
	1,03

	Bachelor's degree
	2,52
	0,33
	0,76
	0,61
	0,22

	Bachelor's degree and diploma
	1,28
	0,12
	0,45
	0,27
	0,10

	Honour's degree
	1,08
	0,07
	0,27
	0,21
	0,07

	Higher degree (master's or doctorate)
	1,08
	0,04
	0,17
	0,18
	0,05


Source: Stats SA (2001)

3.4 Ensuring An Adequately Skilled Labour Supply
It is clear from the stakeholder workshops conducted for the purposes of this project as well as in the HSRC and BMR (2004) study that there are various ways in which employers in the wholesale and retail sector try to attract suitably skilled workers from the available labour supply.
Table 3.6 shows that the most frequent methods used by employers are active local recruitment and the retention of skilled employees.
This trend indicates that employers in the wholesale and retail sector are competing with each other to employ a limited pool of skilled entrants to the commercial segment of the labour market.  The commercial segment of the labour market is a portion of the country’s general labour supply pool.
Table 3.6 - Methods Employed By Employers in the Wholesale and Retail Sector to Acquire the Required Skills from Available Labour Supply

	Methods To Acquire Skilled Workers
	Mean score out of ‘5’

	Improved retention of employees
	3,27

	Head hunting
	1,41

	Outsourcing
	1,53

	Recruiting locally
	3,18

	Recruiting from abroad
	1,07

	Short term contracts/consultants
	1,65


Source: BMR and HSRC (2004)

Finally, it is apparent from the workshop results as well as from the HSRC and BMR (2004) study that employers are of the opinion that even among the skilled and highly skilled labour supply who do gain employment in the wholesale and retail sector, there are skills deficiencies that need to be addressed to ensure the productivity and effectiveness of employees in this sector.  In this regard table 3.7 shows that the skilled categories that require a specific need for upgrading of the quality of labour supply are managers, administrators, service workers, sales workers, craft workers, and plant and machine operators.

Table 3.7 - The Level at Which the Labour Supply In Specific Occupations Needs Job-Related Skills to Be Developed, 2003

	Occupation
	Mean Score out of ‘5’

	Managers
	2,27

	Professionals
	2,15

	Technicians
	2,35

	Administrators/secretaries
	2,30

	Service and sales workers
	2,73

	Agricultural and fishery workers
	1,66

	Craft and skilled trade workers
	2,73

	Plant and machine operators
	2,57

	Elementary workers/labourers
	2,46


Source: HSRC (2003)

In order to ensure that adequately skilled human resources are available to the wholesale and retail sector, and here especially to address gaps between the skills profile being demanded as shown in the previous chapter and the skills profile being supplied as shown in this chapter, establishments in the wholesale and retail sector have implemented a variety of programmes to address such skills gaps and shortages.
The skills development programmes offered to address the skills gaps and shortages are reflected in table 3.8.  Employers rated the level at which they introduced the programmes on a 5-point scale where ‘1’ is indicative of never having been provided and ‘5’ of always provided.  The mean scores obtained in respect of each of the programmes are shown in the table.

Table 3.8 shows that the type of skills development most frequently used to upgrade and develop skills shortages is on the job training, followed by in-house courses presented to staff, mentoring/coaching and team work, courses presented by external agencies, and multi-skilling. It is important that workers obtain the skills demanded by employers in the W&R sector and not purely academic skills or skills not in demand.  The latter at first sight might seem to be skills development, especially when a large number of people are trained, but in fact it constitutes education inflation because the people obtained skills not in demand by the W&R sector.
Table 3.8 - Training Provided By Employers to Address the Gap between Skills Demanded and Skill Supplied

	Type Of Training
	Mean score out of ‘5’

	Courses presented by an external agency away from your premises
	2,79

	Courses presented by an external agency at your premises
	2,30

	In-house courses by own staff
	3,28

	Learnerships
	1,41

	Mentoring
	2,62

	On the job training
	4,05

	Registered apprenticeships
	1,22

	Skills programmes
	1,91

	Job rotation
	2,37

	Mentoring/coaching
	2,95

	Multi-skilling
	2,65

	Peer review
	1,95

	Personnel development plan
	2,15

	Profit sharing
	1,96

	Quality circles
	1,55

	Self directed teams
	1,83

	Team working
	3,03

	Total quality management
	2,80

	Training for trainers
	1,71


Source: HSRC and BMR (2004)

The wholesale and retail sector offers courses to the current labour supply in order to improve the skills to this sector.  It is apparent from data supplied by the Wholesale and Retail SETA as shown in tables 3.9 and 3.10 that large numbers of people were trained in this sector during the period 1 April 2005 to 31 March 2006.

A total of 341 668 people were trained during this period. As illustrated in table 3.10, more than 57 % of these training beneficiaries were African, 6,6 % were Asian, 21,6 % were Coloured and 14,3 % were White. In addition 55 % of those trained were female.
The commitment of the wholesale and retail sector to improve the quality of the dedicated labour supply from designated groups to this sector is clearly seen from these figures.

Table 3.9 - Number of Training Interventions by NQF Level (2005-2006)
	Interventions (NQF Levels)
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	#
	Skills Priorities
	General
	Further
	Higher
	SAQA Registered?

	
	Education and Training Priorities
	Up to and Including Level 1
	2
	3
	4
	5
	6
	7
	8
	Unknown
	Total
	Number of Programmes

	1
	Gain competitive advantage
	16
	54
	89
	1387
	79
	15
	7
	4
	184
	1835
	15

	2
	Grow market share
	32
	24
	23
	118
	69
	24
	5
	2
	58
	355
	8

	3
	Improve quality
	465
	104
	630
	233
	67
	7
	3
	4
	48
	1 561
	10

	4
	Improve service
	577
	364
	648
	245
	182
	12
	20
	4
	212
	2 264
	18

	5
	Grow sales
	26
	169
	224
	205
	259
	3
	20
	4
	272
	1 182
	14

	6
	Improve customer satisfaction
	101
	154
	238
	1643
	176
	9
	6
	14
	541
	2 882
	14

	7
	Increase productivity
	58
	144
	408
	275
	123
	5
	4
	4
	458
	1 479
	22

	8
	Reduce expense and increase profit
	917
	172
	70
	101
	82
	9
	2
	0
	274
	1 627
	8

	9
	Other (Company Specific SP)
	122
	156
	297
	959
	98
	29
	2
	10
	112
	1 785
	88

	 
	Total
	2 314
	1 341
	2 627
	5 166
	1 135
	113
	69
	46
	2 159
	14 970
	197


Figure 3.1 - Number of Training Interventions by NQF Level (2005-2006)
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Source W&RSETA Implementation Plans 2006
Table 3.10 - Number of Training Interventions by Employment Category, Race and Gender

	 Number of beneficiaries 
	Total

	 Occupational Group
	AFRICAN
	COLOURED
	INDIAN
	WHITE
	

	
	M
	F
	D
	M
	F
	D
	M
	F
	D
	M
	F
	D
	

	Senior officials and Managers / owner managers
	7 964
	4 750
	30
	3363
	3 397
	17
	2 325
	1 281
	29
	9 621
	5 907
	61
	38 745

	Professionals
	286
	270
	0
	284
	323
	0
	206
	173
	0
	1 233
	1 101
	9
	3 885

	Technicians
	1 373
	905
	8
	946
	1 238
	9
	525
	374
	14
	1 771
	1 424
	13
	86 00

	Clerical / administrative workers
	7 474
	21 447
	51
	2371
	11 192
	46
	1 283
	3 420
	30
	1 612
	6 585
	43
	55 554

	Service workers
	27 090
	34 423
	180
	7187
	13 692
	87
	3 530
	3 277
	25
	6 235
	7 113
	52
	102 891

	Agricultural and fishery workers
	5
	9
	0
	19
	63
	0
	1
	0
	0
	9
	9
	0
	115

	Skilled Workers
	9 964
	11 753
	12
	3340
	6 219
	8
	695
	911
	15
	1 095
	1 114
	11
	35 137

	Plant / Machine Operators and Assemblers
	5 389
	572
	14
	1057
	347
	9
	164
	15
	0
	299
	78
	5
	7 949

	Labourers
	26 901
	18 411
	39
	6229
	8 072
	7
	1 195
	1 412
	11
	488
	370
	8
	63 143

	Apprentices and Section 18(2) Learners
	1 317
	1 504
	51
	310
	472
	14
	56
	97
	0
	139
	159
	1
	4 120

	Casual / Temporary Workers
	4 633
	9 536
	0
	1339
	2 178
	9
	636
	781
	1
	873
	1 543
	0
	21 529

	Total
	92 396
	103 580
	385
	26 445
	47 193
	206
	10 616
	11 741
	125
	23 375
	25 403
	203
	341 668


Source W&RSETA Implementation Plans 2006
Figure 3.2 - Percentage People Trained In Race Categories
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3.5
Concluding Remarks
It would appear that although a large number of workers are annually being included in the available labour supply of the wholesale and retail sector, such workers are to a large extent not sufficiently skilled to be optimally productive upon employment in this sector.

To ensure the further development of available labour supply to this sector, training is being provided to labour market entrants in this sector to ensure a sufficient dedicated labour supply.  Available figures indicate that a large number of people are already being trained annually in this sector, although there is room for improvement in terms of skills development coverage.

Although 71,36 % (UNISA BMR) of employees in the wholesale and retail sector have ABET NQF 1 literacy and numeracy skills, the research indicates there is a need for functional life skills to supplement the basic ABET NQF 1.
Skills needed are:

· Life skills – understanding employee rights, the banking system, etc.;
· Basic personal financial skills – personal accounting, budgeting, etc.;

· Basic understanding of business;
· Basic understanding of occupational health and safety;
· Health – personal hygiene, food safety, etc.;

· Food hygiene and food safety; and the like.

· Inter-personal and Communication skills

· Customer Service and customer handling skills

There is also a sector wide need for:

· Management Skills

· Financial Management Skills

· Logistical and Inventory Management Skills

· ICT Skills

CHAPTER 4 – SCARCE AND CRITICAL SKILLS

4.1
Introduction
This chapter addresses the employment and skills needs of the sector based on a gap analysis of the supply of, and demand for, skills elaborated in chapters 2 and 3 as well as qualitative inputs from stakeholder workshops.

Stakeholder workshops were conducted in all nine provinces by open invitation, and in all a total of 286 Wholesale and Retail sector constituents attended and gave inputs. Representation ranged across all sub-sectors, including wholesale and retail, training providers, Department of Labour representatives, as well as participants from a number of trade unions.  There were also a significant number of SMME owners/managers represented at the workshops.

These stakeholder workshops focused on two main outcomes: – 
a) To discuss the proposed new National Skills Development Strategy (NSDS) contained in the consultation draft document prepared by the National Skills Authority (NSA) and to get stakeholder input on the proposed objectives and indicators; and
b) To further investigate the skills supply and demand over the whole country.

Research conducted by the Human Capital Engine Consortium (HCE) into development of a Qualifications Framework and the W&RSETA Provisioning Landscape also supports the findings of the research in chapters 2 and 3 and those of the stakeholder workshops. (A copy of the qualifications framework diagram and qualifications list is included as Annexure 1.4).

The W&RSETA has committed itself to addressing the skills shortages in the Wholesale and Retail sector and has appointed PricewaterhouseCoopers (PwC) as its partner to conduct a sector skills audit. 

The PWC research focus is to determine critical and scarce skills needs in the Wholesale and Retail sector since one of the NSDS objectives is “prioritising and communicating critical skills for sustainable growth, development and equity”.

The PwC skills analysis will examine both formal and informal sub-sectors, including levy and non-levy paying enterprises in the sector in order to: 

· Develop a profile of the sector, geographic location, size and composition as far as population group and gender are concerned; 

· Provide an inventory of the current training that is provided to the W&R sector in terms of training providers, programmes etc.; 

· Identify, analyze and prioritize the current and future skills needs of the W&R sector; 

· Identify the critical and scarce skills in the W&R sector; 

· Identify and engage strategic national role players; and 

· Identify current training provider institutions in the sector and their programmes i.e. FET, HET etc.
The work undertaken by PwC thus far confirms the findings of HCE and the results of the stakeholder workshops.

4.1.1
Factors Influencing Skills Demand and Supply

· The Wholesale and Retail sector employment environment is characterised by a highly competitive business landscape that places stress on margins.  There is also a shift towards technology solutions in response to the skilled manpower problem, making employment conditions even more strained and impacting negatively on the need for certain skills.

· There is also a move by large retailers to abandon operations in rural areas and particularly in smaller townships, and focus on large shops in the main centres.  This influences demand for skills in these areas and also causes migration of labour to the larger towns and cities.

· The informal sector is largely populated by businesses in the retail environment and these informal traders operate outside of any structured business and skills delivery model.  

· Some of the stakeholder workshops, particularly from areas bordering on neighbouring countries, reported abuse of labour by immigrant traders who underpay their employees and persist in retaining them as temporary workers for extended periods. (Even up to 5 years.)

· Integration of training interventions with workplace experience, and co-operation between training institutions and employers in offering relevant programs and opportunity for practical experience, are crucial to ensuring effective delivery of skills enhancement initiatives.
4.2
Demand For Skills
It is useful to consider the definition of Scarce & Critical Skills that is used by the Department of Labour to assist in the identification of skills as outlined below:

SCARCE SKILLS refer to those occupations in which there are a scarcity of qualified and experienced people, currently or anticipated in the future, either (a) because such skilled people are not available or (b) they are available but do not meet employment criteria.
CRITICAL SKILLS, on the other hand, in keeping with international trends refers to specific key or generic and “top up” skills within an occupation.  In the South African context there are two groups of critical skills:

a) Key or generic skills, including (in SAQA-NQF terminology) critical cross-field outcomes. These would include cognitive skills (problem solving, learning to learn), language and literacy skills, mathematical skills, ICT skills and working in teams.

b) Particular occupationally specific “top-up” skills required for performance within that occupation to fill a “skills gap” that might have arisen as a result of changing technology or new forms of work organisation.

Both scarce and critical skills must be identified at the occupational level, with scarce skills being considered against the occupation itself and critical skills being reflected as specific skills within the occupation.

4.2.1
Skills Needs Identified at Stakeholder Workshops

Basic skills needs identified at the stakeholder workshops were as follows:

· Life Skills – banking system, personal finances, etc. (Even though the majority, 71,36% (UNISA BMR) of workers in the sector have ABET NQF 1, there is a need for basic life skills beyond basic literacy and numeracy – especially in rural areas.)

· Succession Planning

· Generic Business Management Skills for SMME’s (Small & Micro Enterprises)

· Opportunities for W&R to take part in the Expanded Public Works Program (EPWP)

· Legislative skills (Employee’s rights and responsibilities)

· HIV/AIDS awareness for operational personnel

· HIV/AIDS management for management and supervisory personnel

In addition, a qualitative assessment of Scarce Skills identified in the stakeholder workshops reveals a need for:

· Management – at all levels and across all operational functions;
· Supervisory Skills (Stock Controllers, Store-room Controllers, etc)
· Buyers, Planners, and Merchandise Category Managers

Further, a qualitative assessment of Critical Skills identified in the stakeholder workshops reveals a need for:

· Financial Skills (Personal, Accounting, Budgeting, etc)

· Industrial Safety (Occupational Health and Safety Act requirements)

· Health (First Aid, Care of Aids patients, Care of Disabled)

· Health (Personal Hygiene, Food safety, etc.)

· Loss control management

· Interpersonal relations skills

· Customer Service skills

· Negotiating Skills

· Communication

· Morals/Ethics skills

· ICT basic skills

There are inadequate employment and skills statistics about the sector at present.  Most of the skills needs are expressed in general terms and so it is difficult to identify specific strategic skills that will be of value to the economic improvement of sector performance and hence job creation. The skills needs identified are, at best, tentative given the difficulty in assessing future needs with any degree of accuracy.  

However, it is important for sectoral (and national/provincial) policy to be able to assess future skill needs and therefore other resources were also accessed to strengthen the research base.  These included work undertaken by the University of South Africa’s Bureau for Market research (UNISA BMR) and the Human Capital Engine Consortium, as well as the PwC research presently being undertaken. The latter confirms already researched data from the other sources.
4.2.2
Skills Needs Identified Through Quantitative Analysis

A quantitative analysis based on joint research by the Human Sciences Research Council (HSRC) and the University of South Africa’s Bureau of Market Research (BMR) (2004) commissioned by the European Union and the Department of Labour, inter alia investigated the skills profiles of the various economic sectors in South Africa.  This research as well as extracts from the Workplace Skills Plans (WSP’s) reveals the following needs in respect of:

· Scarce Skills identified: -

· Management – at all levels and across all operational functions;

· Supervisory Skills (Stock Controllers, Store-room Controllers, etc)

· Information technology professional skills

· Buyers, Planners, and Merchandise Category Managers

· Critical Skills identified: -

· Financial Skills (Personal, Accounting, Budgeting, etc)

· Industrial Safety (Occupational Health and Safety Act requirements)

· Health (First Aid, Care of Aids patients, Care of Disabled)

· Health (Personal Hygiene, Food safety, etc.)

· Loss control management

· Inter-personal relations & Communication skills

· Customer Service and customer handling skills

· Negotiating Skills

· Morals/Ethics skills

· Succession Planning

· ICT basic skills

· Life Skills – understanding employee rights, banking system, personal finances, etc. (Even though 71,36% of workers have ABET NQF 1 there is a need for basic life skills beyond basic literacy and numeracy.)

There is also a widespread lack of information and understanding regarding Recognition of Prior Learning (RPL).

These inputs are in direct correlation to those identified in the stakeholder workshops.

Once again it should be noted that quantitative research shows that the number of workers in this sector having educational skills at ABET NQF 1 or above is at 71,36%.  There are a growing number of young people employed in the sector, most of whom have had schooling to grade 12 and therefore influence the average literacy levels upwards.  However there is a need for basic life skills as already expressed, and this is an area the W&RSETA will pursue further.

The W&RSETA have also undertaken a stakeholder consultation project with a view to identifying more closely and quantifying the scarce and critical skills requirements. (Detailed results are reflected in annexure 1.6)

4.2.3
Skills Needs Identified through W&RSETA Stakeholder Survey

The W&RSETA’s stakeholder consultation survey identified the following scarce and critical skills needs (see details in annexure 1.6):

· Scarce Skills identified: -

· Financial (Accounting, Internal Audit, Credit controller, credit clerks, etc)

· Management skills (Store -, Marketing -, Financial Marketer -, etc.)

· Supply Chain (Merchandise planner, Warehouse management, Logistics, Inventory)

· Retail Information technology professional skills

· Call centre operator

· Critical Skills identified: -

· Retail technical skills (butchery/blockman, bakery/confectioner, window dresser, beauty sales, food preparation, store designer, visual merchandisers, etc.

· Retail Information technology use

· Life Skills – HIV, cultural diversity, etc.

The information from this survey complements and expands on the information gleaned from the other research such as the stakeholder workshops, HSRC and BMR research, and so on.

4.2.4
Skills Needs Identified through other Research

A group known as the Human Capital Engine Consortium (HCE) were tasked by the W&RSETA to undertake research into development of a Qualifications Framework for the W&RSETA and to investigate the Education and Training Provision landscape in the wholesale and retail sector.  Some relevant extracts from the HCE report are included in annexure 1.5.

These extracts indicate that this independent research also largely confirms the findings of the work done by the Sector Skills Plan development team.

Annexure 1.7 shows the correlation between the findings of the stakeholder workshops and the independent research from the other sources described in items 4.2.2 and 4.2.3.

4.3
Supply Of Skills
4.3.1
Skills Supply Issues Identified At Stakeholder Workshops

At present there are 29 constituent providers (own courses), and 11 independent providers as well as 4 external providers with extension of scope. There are also 24 W&RSETA partnered Further Education and Training (FET) colleges accredited by Umalusi. (Annexure 1.9 shows a list of W&RSETA accredited training providers)
Some participants at the stakeholder workshops felt there should be more providers and that W&RSETA support should be given to these existing providers to increase their capacity.
Quality assurance of training intervention delivery and follow up is a matter of concern to participants, and is a challenge that must be addressed by the W&RSETA to ensure effective skills development initiatives.

One of the problems associated with quality assurance is that there are relatively few registered assessors and moderators. Suggested ways to address the problem are to investigate using SDF’s to do assessment until a sufficient number of assessors have been trained.

Corporate representatives also indicated that problems had been experienced with the level-5 pilot learnership. In general they regarded their own in-house training programs to be more effective than this learnership. Providers had proved to be too academic and appear not to understand the industry. Assessment needed to be more pragmatic and needed to be done by senior people at a higher level. Large corporates were using store managers as assessors. It was felt that this was far too laborious.

However, corporates were of the opinion that by dealing with their own skills shortages they are contributing to the national skills development priorities.

4.3.1.1
Availability of Training Courses

A number of the participants had the view that training course levels are too high; therefore not addressing the needs of people at ground level. Training must be at the level of the learner and needs to be presented in the right language. (Note: - Over the past year, 2005-2006, W&RSETA has introduced qualifications at NQF level 2 and 4)
Courses should be modularised (i.e. made into smaller skills programs) to make them more accessible, particularly to participants from SMME’s, who experience time and availability constraints because of the nature of their businesses.

There is also a need for skills programs focusing on the youth to equip them for employment or to impart entrepreneurial skills so they can start their own new business ventures.  This view supports the youth focus in the National Skills Development Strategy consultative document Objective 4: Assisting new entrants into the labour market and self-employment.

In the rural areas literacy courses are required for a large section of the population.  When probed about the national target of 70% on ABET NQF 1, there was a general view amongst stakeholder participants that delivery is not taking place in the rural areas and that the levels may be lower in these areas.

4.3.1.2
Learning Outcomes

Stakeholders expressed the view that learning outcomes on learnerships are NOT addressing expectations.  A number of difficulties were mentioned and these are listed below: -

· Even though learners had undergone the academic portion of the training, they were still being used in lower level functions and were not exposed to the practical aspects of what they were supposed to learn;
· Some mentors were uncertain of their role and so could not effectively guide learners;

· Learnerships need to be monitored to ensure effective overall delivery to the learner;
· There are very few learning programmes for people with disabilities;

· The W&RSETA needs to make info available for disabled persons;
· SMME’s prefer learnerships to skills training courses as they lead to a full qualification;

· Courses should be adapted to the needs of SMME’s as already mentioned. At present it seems the focus is on Large Retailers – smaller companies feel their needs are overlooked;
· Learnerships delivery should be consistent across all Provinces;

· The W&RSETA must be more involved Quality Assurance of learnerships.

4.3.1.3
Training Provider Accessibility

Training Providers are not accessible – few of the non-training provider participants in the workshops were able to identify any training providers in their area or were aware of their existence. W&RSETA could assist through development of a database that is made available through local media and support services organisations. 

Training providers must make information regarding the courses they offer available and should ensure that their training is practical and user friendly.

On the other end of the scale, those training providers that attended the workshops indicated a need to streamline the provider accreditation.  At present the accreditation process is complex and time consuming and the smaller providers were having real difficulty in achieving accreditation.  Most feel the process too involved and thus don’t attempt to gain accreditation.

Some stakeholders at the workshops suggested the possibility of a joint venture between SETA’s to accredit training Service Provider’s in order to expedite delivery of skills across all sectors of the economy.

There was also a suggestion to align all accredited providers across all SETA’s so that the available pool of providers is enlarged.  Obviously, access to such a larger pool for Wholesale and Retail SETA constituents is dependant on their ability to train wholesale and retail focused courses as well as their capacity to train across all sectors.  

4.3.2
Skills Supply Identified Through Quantitative Analysis

The quantitative analysis completed in chapter three of this plan indicates a definite correlation between employability and the skills levels of those available in the labour market.  This correlation re-iterates the need for the skills development supply side to be urgently and widely researched to ensure maximum achievement in the delivery to all constituents.

It is also apparent from the HSRC and BMR (2004) study that in order to ensure an adequate supply of skilled people to the wholesale and retail sector, and especially to address gaps between the skills demanded and the skills profile supplied, institutions in the sector have implemented a variety of programmes to address such skills gaps and shortages.

On the job training interventions are being used most in skills development to upgrade and develop skills in order to address skills gaps and shortages.  This is followed in importance by in-house courses being presented to staff, and then by mentoring /coaching and teamwork.  Courses being presented by external agencies and multi-skilling are the least used methods of addressing the skills shortages.

4.3.3
Skills Supply Identified Through Independent Research

The Human Capital Engine Consortium (HCE) group also investigated the Education and Training Provision landscape in the wholesale and retail sector, and relevant extracts from the HCE report are included below for reference.  

Once again, these extracts indicate that this independent research also largely confirms the findings of the work done by the Sector Skills Plan development team.

· Extracts from the HCE Project Report

 “Provisioning - As per the Terms of Reference, the consortium did desktop research into the availability of training that is W&R specific. Our research revealed that the available provisioning is very much focused on management and that it is very generic (within the B Com. field). This is especially true of universities and, although most Technikons do offer modules that are more W&R specific, for example the “National Certificate in Storemanship” from PENTECH, the focus at Technikons is still primarily on management. A private institution that seems to be focusing on W&R is Damelin, who offer Diplomas in Sales; Purchasing and Supply; Store keeping and Stock Control; Warehouse Management; and Sales Management. Please see Annexure 1.8 for a complete list of the provisioning as found by the HCE research team.

It is important to note that the consortium does not claim that the listed courses are the only W&R training available. Our research does however highlight the training that is accessible from a perspective outside the SETA and that may be accessed by persons searching for training opportunities through "traditional" means. Our research also indicates that there is limited lower level (below manager) training available and that there is no training specific to SMME's.”

NOTE: - Integration and co-operation between training institutions and employers in offering relevant programs and provision of practical experience is extremely important.
4.4
Implications For W&RSETA

4.4.1
Communication

The W&RSETA would need to develop an external communications plan that will ensure an informed constituency that is up to date with the SETA skills initiatives but that also enables communication of stakeholder needs to the SETA.  The possibility of using existing structures such as Non-Government Organisations and Community Based Organisations to facilitate communication should be investigated.

4.4.2
Qualifications Framework for W&R Sector

To maintain and enhance the W&RSETA Qualifications Framework and to redefine the existing set of qualifications in line with the scarce and critical skills requirements of the wholesale and retail sector.
4.4.3
Establish website access for the Qualifications Framework

The W&RSETA Qualifications Framework must be published on the website and be accessible to all constituents to guide career choices and management planning for skills interventions within their business. 

4.4.4
Unit Standards and the Qualifications Framework

The Retail and Wholesale Standards Generating Body would need to monitor the qualifications in the Qualifications Framework and ensure these remain in line with identified skills needs, including scarce and critical skills.  Where necessary, and in line with the identified needs of the sector, new qualifications will have to be developed.

4.4.5
Quality Assurance

There is scope for enhancing the whole quality assurance ambit within the W&RSETA Education and Training Quality assurance body.  This should include training of additional assessors and moderators, training of workplace mentors for learnerships, and regular audits of all interventions to ensure effective delivery.

4.4.6
Other Issues Identified Through Qualitative Analysis

It is clear from inputs at the stakeholder workshops that needs of corporate wholesalers and retailers are significantly different to those of SMME’s and that the W&RSETA management structure may need to be adapted to reflect this difference in its constituency.

There was also a suggestion that W&RSETA might consider implementing a Chamber system to address specific needs in the various sub-sectors of the retail and wholesale environment. This is based on the premise that, for example, specific skills needs of Jewellers would differ from those of grocers and so on.  This needs in depth research to establish its viability.
Although there has been some work undertaken in the development and implementation of skills programs for people with disabilities, there is still a large need in this context that has not been addressed.  Further research is needed to establish the best intervention strategy for people with disabilities.

4.5
Conclusions
Since inception of the National Skills Development Strategy and the establishment of the Sector Education and Training Authorities (SETA’s) in 2000, there have been many successes in delivery of skills to the nation.  

The Wholesale and Retail SETA has definitely contributed and some of the successes achieved in this sector include over 166 926 workers in the W&R sector that are involved in structured learning, over 6 000 learners who were trained through project RAVE, with a further 4 000 to be trained in January 2005, and almost 4 350 learners registered for learnerships.

Through initiatives to date, the management and personnel of the W&RSETA have gained valuable experience and have laid a solid foundation for moving forward in embracing the skills development strategy even further.

Significant opportunities exist to build on this foundation and move forward in terms of even greater efficiency and to expand the activities of the W&RSETA to meet the needs and expectations of even more members of the wholesale and retail environment in South Africa.  

Some of these opportunities are:

· To maintain the W&RSETA Qualifications framework and to refine the existing set of unit standards in line with the framework and to suit the wholesale and retail sector.

· To refine the Workplace Skills Planning (WSP) and Annual Training Report (ATR) documents in line with the framework and use these as a basis for further research into the skills needs and number of people trained in the sector.

· To enhance the functions of the ETQA in assuring the quality of all the interventions embarked upon by the W&RSETA.

· To utilise existing delivery channels, like SDF’s and NGO’s to make the interventions available as widely as possible.

4.5.1
Other Issues

There are several areas of skills shortage – situations where employers are unable to fill or experience difficulty in filling vacancies due to an insufficient number of workers with the required qualifications and experience.

The research also reveals certain skills gaps in the internal labour market.  Businesses are finding that the skill levels of their existing workforce are less than ideal for their current business objectives.  

The research elaborated in this chapter has identified these gaps and priority skill needs, as well as institutional constraints of training providers and tertiary institutions regarding the skills that are available in the workforce.

From the foregoing supply and demand gap analysis it is evident that the W&RSETA must enhance delivery in several main focus areas, which are:

· Availability – there are a number of providers in the marketplace though they are mainly centred in the large metropolitan areas.  Also many of these are in-house and therefore only impact the skills delivery needs directly into their own organisation.  For the rest, the skills courses are not in line with the needs of the workplace and a concerted effort needs to be launched to align the delivery to the NQF based qualifications framework.

Rural area constituents especially are of the view that delivery is not taking place in a way that makes it easy and cost effective for them to access the training.

· Communications – the analysis revealed that several possible constituents were unaware of what is happening on the skills development front, and particularly what opportunities exist for enhancing their skills.  This was most apparent in the rural and informal areas.

· Quality control – several participants at the stakeholder workshops held the view that although learnerships form a relevant skill delivery method, the full impact was detracted from by insufficient workplace experience.  This was largely due to the workplace mentors lacking insight into what was expected of them and thus not giving candidate’s guidance and exposure to all the workplace areas for learning experience.

· BEE – the W&RSETA is in process of capacitating 60 BEE providers and once completed in 2007 there will be many opportunities for delivery of skills over a wider area.

There may also be opportunities to facilitate joint venture programs between groups of informal traders and large retail organisations in order to deliver goods into informal areas more cost effectively and enhance the sustainability of micro-enterprises already operating in these areas on a “survival” type of existence.

4.5.2
Summary analysis of implications for W&RSETA

· The SETA would need to urgently counteract the tendency towards shifting to technology solutions through active endorsement and support of available skilled people in finding placement, and through ensuring that the skills interventions create demand for the people that have been trained.

· SETA would need to investigate the impact of the urbanisation move amongst large retailers on skills demand and supply.

· Informal traders are excluded from accessing the formalised W&RSETA initiatives and are an area deserving of further research and possible interventions.

· The actions of immigrant traders also influence the supply and demand for skills in border areas.  The affected employees are not getting trained and do not complain for fear of losing the jobs they do have.

· Integration of training interventions and co-operation between training institutions and employers in offering relevant programs and provision of practical experience are crucial to ensure delivery of effective skills enhancement.
· The W&RSETA will need to revisit RPL policies and procedures and possibly launch a project to clarify use of RPL as skills assessment instrument and where this can be of benefit to both employers and employees.

· Presently suppliers do not offer training for mentors of learners, a factor which impacts the effectiveness of the whole process.  There is also need for communication between the host employer company and the training provider to facilitate the whole learning program.

CHAPTER 5 – SMALL BUSINESS, ENTREPRENEURIAL PRIORITIES AND OTHER NSDS PRIORITIES
5.1
Introduction
As a lead up to the development of this Sector Skills Plan, and as previously described in chapter 4 of this plan, the W&RSETA arranged Stakeholder workshops throughout the country.  With the exception of representatives of the used car dealers and other retailers of the motor industry that resort under the auspices of W&RSETA, representation ranged across all sub-sectors, including wholesale and retail, training providers, Department of Labour representatives, as well as participants from a number of trade unions.

5.2
Key Issues
The most important issues identified in the stakeholder workshops were that the activities of the W&RSETA must be widely communicated, the services must be accessible, and that responsiveness to a changing business environment is essential. (Annexure 1.10 shows a list of the number of participants at the various stakeholder workshops held throughout the nine provinces of South Africa.)

To facilitate meeting the needs expressed by the W&RSETA constituents as well as to address the new National Skills Development Strategy (NSDS) objectives and targets, a number of actions are necessary. Initiatives that are already in hand by the W&RSETA followed by proposed action steps for each NSDS objective have been detailed hereunder.

5.3
Business Opportunities That Could Support Sustainable New Ventures
Opportunities for establishment of new ventures exist in five conceptual focus areas and each of these has distinct needs in respect of training or skills enhancement needs.  These conceptual areas are: - 

1. Market gaps – skills needed by people wishing to take advantage of establishing a business to fill a market gap are essentially focussed on elements dealing with opportunity recognition.

2. First move advantage – those businesses that are involved with moving into newly initiated areas of business opportunity need skills around the development and furthering of innovative ideas and products.

3. Network advantages – these would be businesses that establish themselves through taking advantage of opportunities arising out of larger businesses starting networks of smaller businesses as branches or franchises etc.  Skills needed by entrepreneurs wishing to begin a business in this sector include networking and marketing skills.

4. Strategic alliances – negotiation skills are important for those budding entrepreneurs hoping to form business alliances with already established businesses.

5. Economies of scale – entrepreneurs wanting to start new enterprises in this conceptual area will need skills focussed on how to benefit from large volume sales, merchandising expertise and so on.

To bring these conceptual areas to a more practical level and align them to the National Skills Development Strategy as well as to outline the W&RSETA’s contribution to these, the small business and entrepreneurial opportunities and support have been analysed in terms of the NSDS indicators 4.3 and 5.2. (For more details see under the NSDS Objectives below)
5.4
Support Initiatives For Sustainable New Small Business Ventures
To promote the participation of SMME’s in the Skills Revolution the W&RSETA has approved and implemented the following initiatives:

5.4.1 
Project RAVE

The W&RSETA has been intimately involved in Project RAVE over the last few years, and by January 2005 completed training of 10 205 participants in this project.

The follow-up research on completion of the project indicated that there is a definite need for this type of initiative and specifically on two fronts:

· Those people already trained through Project RAVE indicated a need for continuing mentoring support in the practical application of what they have learned;

· Participants at the stakeholder workshops indicated a need in rural areas for business skills training for SMME owners/managers similar to that of Project RAVE.

Indications are that few participants started a new business after their training. They are probably better skilled employees than before but they did not start businesses. In the event that W&RSETA initiates further projects of this nature, they may need to initiate research that would lead to defining selection criteria for more suitable candidates who would actually start a new business once their training is completed. 

5.4.2 
SMME Project

The W&RSETA has driven Sponsored learning Programs for Small Business over the last few years.  These programs were aimed at levy-paying companies that could not afford training for their employees and thus could not claim levies in accordance with the Skills Development Act.

The program took approximately two months to complete, including contact sessions and some workplace exposure. It was offered in all provinces at different times of the year and addressed the following subjects:

1. Customer Care with 16 Credits on NQF level 4;
2. Displaying and Marking Merchandise with 8 Credits on NQF level 2;
3. Computer Technology with 10 Credits on NQF level 2;
4. Financial Management with 25 Credits on NQF level 5;
5. Selling Goods and Services with 16 Credits on NQF level 4; and

6. Business Start-up with 20 Credits on NQF level 5.

W&RSETA were steering the program through a network of FET colleges and contracted training facilitators.

As at March 2005, 6 069 learners from 2 566 companies have completed the training.
The project challenge was to ensure participation of small business in the programme, as normal recruitment methods proved inadequate to attain acceptable levels of participation.

As one method of initiating greater participation, OLD MUTUAL PROPERTIES, in partnership with Reflective Learning, assisted the SMME Project to reach business owners by running W&RSETA programmes in the following shopping centres:

· Menlyn Shopping Centre in Pretoria;

· The Zone Shopping Centre in Johannesburg;

· Gateway Shopping Centre in Durban;

· Cavendish Square Shopping Centre in Cape Town;
· Riverside Mall Shopping Centre in Nelspruit; and

· Vincent Park Shopping Centre in East London.
Business owners in these shopping malls nominated learners from their businesses to attend the training. 513 learners from these companies participated in the programmes.

Benefits for the learner - At the end of the training learners received a record of achievement for programs completed, which equated to credits on the National Qualifications Framework.

Benefits for the business - The businesses benefited through learners implementing what they learned in the workplace, hopefully resulting in increased productivity and quality.
5.4.3 
Project FUNDISA

This was an extension of the SMME support project that was started in NSDS 1 and continued in NSDS 2. The same unit standards were offered to levy paying SMME’s and programs were run in all provinces of South Africa. The training started in January 2005 and was completed in March 2006.

Results of completed training were as follows: -
· 2 124 learners registered;
· 1 854 completed training and were assessed;
· 1 689 learners were declared competent.
There is a high demand for such a program but the challenge is that of managing a large number of service providers to ensure that they deliver the same level of quality training. This involves many interim processes that cause frustration to learners and service providers alike.
Whilst the benefits for the individual learners and the companies are evident, there seems to be a clear indication that the supply driven methodology is not as effective as would be desired. The challenge is therefore to create a methodology that allows companies themselves to take the lead in securing and monitoring their own training. The W&RSETA only needs to be there to provide the necessary subsidies to enable SMME’s to purchase training. 

5.4.4 
Discretionary Grant Funding Window.

The experience in Project FUNDISA prompted the W&RSETA to approve funding from the discretionary fund to provide for SMME support. This was due to the fact that the W&RSETA needed to encourage companies to take the initiative in providing training for their staff. This fund is allocated to Levy Paying enterprises and Non-Levy Paying enterprises as well as Training Providers who are applying on behalf of SMME companies.

The applications exceeded expectations and now what remains is to see how many of these applications result in real training for employees in these organisations. This also will involve a great deal of administrative work which could pose a big challenge for the W&RSETA. The establishment of the regional network will hopefully deal with the load anticipated. 

5.4.5 
City of Johannesburg Informal Traders Training Project

The W&RSETA has entered into a partnership with the City of Johannesburg Municipality for the training and support of informal traders. It is hoped this would provide a benchmark through which the W&RSETA will engage with other Municipalities in the country. The W&RSETA is funding the mentorship portion of the training that was initiated by the city under the banner “Grow your business (GYB)”.  The project is at a stage where providers are being evaluated to determine their capacity to deliver mentorship to 450 informal traders who are quite different from the Levy Paying companies that interact daily with the W&RSETA.

5.4.6 
NAFCOC SMME development project

The W&RSETA has approved a pilot project through which NAFCOC members and other small businesses could be supported in skills development. This is in line with the commitment that NAFCOC has made to the ASGISA/JIPSA initiative to “Help create, grow and sustain 100 000 small businesses per year to 2010.”  The W&RSETA and NAFCOC will jointly plan and implement a development project that will support part of the promised deliverables.

5.4.7 
Investors in People

The W&RSETA continues to support 44 SMME companies towards achieving the standard of good practice in people development.

5.4.8 
New Venture Creation (NVC) Learnerships

The W&RSETA is engaged in a number of partnerships with several organisations with the purpose of establishing new ventures for learners that are on the NVC learnership. The purpose of these partnerships is to ensure that learners who complete the NVC learnership end up in businesses that they own and that they are able to run them for a long period after the completion of the learnership.

The following organisations have committed to, and have already commenced activities with regard to the learnerships:
· SHIELD Wholesalers (Member of the Massmart Group)

· Extended Public Works Programme

· National Department of Public Works

· Western Cape Provincial Government

· FreeState Department of Public Works

· Global Villages  

A few more companies have been allocated funding for NVC learnerships and will commence when their implementation plans have been approved. 

The W&RSETA plans to assist 300 NVC learners to form new ventures by March 2007.
5.4.9 
Independent Skills Development Facilitators

W&RSETA supported Independent Skills Development Facilitators visit constituent SMME’s around the country to assist them in drafting their Workplace Skills Plans (WSP’s) and to provide guidance of how best to implement them. This remains one of the most important support mechanisms that are provided to SMME’s.

These interventions, as detailed in items 5.4.1 to 5.4.9 are funded by W&RSETA, whose SMME department will be pro-active and strive to form business linkages with all the relevant stakeholders in pursuit of the ultimate goal –
“Ensuring active participation of SMME’s in Skills Development”
5.5
Strategies for Black Economic Empowerment (BEE)


5.5.1
BEE Providers

The research revealed that there are numerous black owned training providers throughout the country who desire to be more involved in the delivery of skills in their local areas.  They are however either not properly informed as to the requirements for accreditation or they perceive the process as onerous and expensive and are reluctant to approach the issue further.

W&RSETA is however, presently in the process of capacitating 60 BEE providers with a view to bringing these BEE providers into the formalised group of accredited providers.
5.5.2
BEE Entrepreneurs

The research also indicated that there are many black owned SMME’s in this sector who would welcome the opportunity to expand their business knowledge and also expand their business operations and bring them to the next level.

Here there is opportunity for W&RSETA to facilitate joint ventures between larger wholesale and retail organisations and these black owned SMME businesses.
The proposed strategy is that the larger organisation would enter into some type of joint venture agreement with the smaller business in order to implement BEE.  An example would be a large retailer taking several smaller black-owned retailers under their guidance through a mentorship and possibly supply agreement.
In this way the BEE business would be gaining skills, and at the same time be acting as an outlet for the larger retailer in areas where it is not cost effective for the large retailer to establish their own outlet, leading to a win-win arrangement for both parties.

This type of strategy will need further detail work before implementation to ensure effective achievement of BEE targets in the sector and in line with NSDS objectives. The list of proposed projects (See table 5.1) include provision for BEE initiatives in this regard.

5.6
Strategies for addressing the impact of HIV/AIDS

The recently completed research by the Bureau for Economic Research on “The Economic Impact of HIV/AIDS on business in South Africa – 2003” reveals that 10% of companies in the retail and 12% of companies in the wholesale sub-sector foresee appointing additional employees to compensate for the impact of HIV/AIDS productivity, absenteeism, and mortality in their organisations.

In addition 10% of retail organisations and 8% of wholesale organisations report that HIV/AIDS is having a significant adverse impact on their business currently, whilst 34% of retail organisations and 49% of wholesale organisations expect HIV/AIDS to have a significant adverse impact on their business in the next five years.

Both the qualitative and the quantitative research undertaken for this Sector Skills Plan showed that there is still a widely based need for HIV/AIDS awareness regarding health and social behaviour issues, and also a very definite need for training of managers in all sizes of business in the W&R sector in dealing with HIV/AIDS as a business issue, including legislative, market and internal impact assessment and management.

In recognition of the major impact HIV/AIDS is expected to have in this sector, there is opportunity for the W&RSETA to facilitate and encourage both HIV/AIDS awareness training as well HIV/AIDS management training across the sector.
5.7 
Capacity building for Shop-Stewards

The W&RSETA has also committed R 10 million to fund a capacity building program for shop-stewards.  The objective of this project is to enable shop-stewards to coordinate skills development initiatives in consultation with the training committees and employers.

Shop-stewards from the following unions are involved – SACCAWU, ECCAWUSA, DICHAWU, SACTWU and HOTELICA – In total 493 of these have already been trained, including 25 from HOTELICA, 51 from ECCAWUSA and 417 from SACCAWU.

5.8
NSDS Objective 1 – Prioritising and Communicating Critical Skills

NSDS Objective 1 - Prioritising and communicating critical skills for sustainable growth, development and equity
5.8.1 
Proposed Action Steps: -

National Success indicator 1.1 for all sectors – Skills development supports national and sectoral growth, development and equity priorities.

National Success indicator 1.2 for all sectors – information on critical skills is widely available to learners. Impact of information dissemination researched, measured and communicated in terms of rising entry, completion and placement of learners.
· Develop career path guidance brochures and other material (printed and electronic for the website)

· Make career path information widely available 

· Establish career guidance centres in the large cities

· Establish career guidance material and interaction on the website
· Develop a qualifications framework for the sector with several career paths to obtain a qualification

· Modularise the unit standards into skills clusters with related subject matter that can be presented on a short course basis

· Encourage training providers to present the courses on modular basis over weekends/after hours so that they are accessible to SMME’s

· Structure the qualifications framework in such a way that several modular courses will lead to achievement of a qualification

5.9
NSDS Objective 2 – Promoting and Accelerating Quality Training
NSDS Objective 2 - Promoting and accelerating quality training for all in the workplace
5.9.1 
Proposed Action Steps: -

National Success indicator 2.2 for all sectors – by March 2010 skills development in at least 40% of small levy paying firms supported and the impact of the support measured.
· Encourage lead employers and managers to undergo coaching & mentoring training;

· Ensure effective learnership delivery through proper Quality assurance on the site where the practical experience is gained;

· Ensure effective learnership delivery through quality assurance on training providers.

National Success indicator 2.4 for all sectors – by March 2010, at least 500 enterprises achieve a national standard of good practice in skills development approved by the Minister of Labour.
· Ensure effective learnership delivery through proper Quality assurance on the site where the practical experience is gained;

· Ensure effective learnership delivery through quality assurance on training providers;

· SGB to examine ways of speeding up delivery of unit standards – SAQA process included;

· Continue to promote the Investors in People or similar national standard with regards to people development.
· Note: – Re. Quality Assurance of training provision in terms of W&RSETA’s’ ETQA function
The actions identified as priorities and detailed under the National Skills Objectives above for action by the W&RSETA, including auditing of workplace skills plans and training reports, learnership delivery audits, training of assessors and moderators and auditing of training delivery by providers will ensure a greater level of quality assurance of the provision of training as well as grant funding allocation in terms of the SETA’s ETQA function.

National Success indicator 2.5 for all sectors – Annually increasing number of small BEE firms and BEE co-operatives supported by skills development. Progress measured through an annual survey of BEE firms and BEE co-operatives within the sector from the second year onwards. Impact of support measured. (See also item 5.5 above)

· Encourage large training providers to embrace BEE training providers and assist with accreditation;

· Capacitate BEE training providers;

· Assist BEE training providers to develop material;

· Assist BEE training providers to develop assessment and moderation practices;

· Assist BEE training providers to deliver in the rural areas;

National Success indicator 2.7 for all sectors – by March 2010 at least 700 000 workers have achieved at least ABET level 4.
Available information indicates that over 70% of the employees in the wholesale and retail sector businesses are already at ABET level 4.  The W&RSETA is actively promoting and sponsoring ABET training for learners within the sector. There are however already certain actions that are in place and will continue unabated, e.g.: - 
· Recruit and assess 12 000 learners nationally for placement on their respective levels;

· Train 8 000 learners;

· Register new examination centres;

· Continue to challenge the learners to take responsibility for their own development;

· Continue to encourage companies that are not participating to join in the initiative;

· Encourage employers to make the workplace conducive for learning.

5.10
NSDS Objective 3 – Promoting Employability and Sustainable Livelihoods

NSDS Objective 3 - Promoting employability and sustainable livelihoods through skills development
5.10.1 
Proposed Action Steps (in addition to those for success indicator 2.7): -

National Success indicator 3.3 for all sectors – by March 2010, at least 100 000 unemployed people have participated in ABET level programmes of which at least 70% have achieved ABET level 4.
· Develop extension to ABET to address needs for basic life skills

· Develop basic life skills material – personal finances, banking, personal hygiene, health, employment rights, human rights, etc.

· Develop or source from elsewhere training material for managers and business owners on dealing with HIV/AIDS from a business perspective

· Develop or source from elsewhere training material for HIV/AIDS awareness

5.11
NSDS Objective 4 – Acquire Critical Skills and Enter the labour Market and Self-Employment
NSDS Objective 4 - Assisting designated groups to acquire critical skills and enter the labour market and self-employment
5.11.1 
Proposed Action Steps: -

National Success indicator 4.3 for all sectors – by March 2010, at least 10 000 young people trained and mentored to form sustainable new ventures and at least 70% of new ventures in operation 12 months after completion of program.
· Management courses must include soft skills areas;

· Consider joint ventures with DTI and other organisations to assist learners that have done the new venture training to access funds;

· Consider joint ventures with DTI and other organisations to assist learners that have done the new venture training to access mentors/advisors to help with practical support and advice on setting up and running the new venture over the crucial start-up period – say for the first twelve months of operation;

· Approach other SETA’s with a view to share unit standards that are generic so as not to have to re-invent the wheel;

· SGB to examine ways to be responsive to changing industry needs;

· Encourage developers to generate a course in legislative requirements for SMME’s – i.e. Tax, VAT, OHSA, EE, SDL, health & hygiene etc.

· Align activities with other SETA’s wherever this is synergistic and cost effective.

5.12
NSDS Objective 5 – Improving the quality and relevance of provision
NSDS Objective 5 - Improving the quality and relevance of provision

5.12.1 
Proposed Action Steps: -
National Success indicator 5.2 for all sectors – by March 2010 each province has at least two provider institutions accredited to manage the delivery of the new venture creation qualification. 70% of new ventures still operating after 12 months will be used as a measure of the institutions’ success.
· Assess the success of selected RAVE training providers to further strengthen their delivery capacity;

· Research the provider capacity to deliver this to W&RSETA constituents;

· Record how many participants start new businesses and monitor their survival rate;

· Develop specific unit standards for those areas regarded as critical skills areas;

· Streamline process and requirements of accreditation for training providers;

· Utilise SDF’s as communication channel and for training delivery;

· Utilise NGO and CBO structures for communication delivery;

· Investigate NQF 1 business skills training for small businesses.

National Success indicator 5.4 for all sectors – by March 2010, there is an NSA constituency based assessment of an improvement in stakeholder capacity and commitment to the National Skills Development Strategy.

· Develop training material for coaching and mentoring - Ensure that the modules that are developed are in line with industry needs;

· Develop several elective paths to suit different groups in the sector – i.e. wholesalers, retailers, motor trade;

· Consider reorganising to address the specific needs of SMME’s as opposed to corporate and large businesses;

· Investigate if there is justification for focus on wholesalers, retailers and motor trade segmentation in the structure;

· Ensure regular auditing of Workplace Skills Plans and Annual Training Reports;

· Ensure regular auditing of learnership delivery, including workplace mentoring;

· Train additional Assessors and Moderators to ensure quality of delivery;

· Encourage use of Recognition of Prior Learning tools as additional tool in the skilling of people

5.13
Further Elaboration On The Strategic Plan

5.13.1 Strategies for meeting the objectives of the National Growth and Development Summit (GDS)

The Growth and Development Summit on 7th June 2003 listed the following challenges as national priority:

· Promoting and mobilising investment and creating decent work for all

· Ensuring economic empowerment for all, especially for black people, workers, people with disabilities, women and youth

· Eradicating poverty and addressing the legacy of under-development

· Strategically engaging globalisation to the best advantage of the country

It was further noted at the GDS Summit that the GDS should focus on certain themes in order to achieve the challenges, and the following themes were adopted:

· More jobs, better jobs, decent work for all

· Addressing the investment challenge

· Advancing equity, developing skills, creating economic opportunities for all and extending services

· Local action and implementation

In addition, the GDS constituencies agreed that a range of immediate interventions was required and reached agreement on the following:

(a) Public investment initiatives

(b) Expanded public works programmes

(c) Sector partnerships and strategies

(d) Local procurement 

(e) Small enterprise promotion

(f) Support for co-operatives

(g) Jobs impact and monitoring

Through adhering to and aligning interventions with NSDS objectives, the W&RSETA is at the same time supporting all the GDS interventions itemised under (a) to (g) above.
5.14
Motor Industry Participation
To address the absence of motor trade representatives, an in-depth interview was conducted with Mr. Gary McGraw (national director) and Lizel Heunis (Manager: Training) of the Retail Motor Industry Organisation (RMI).

Note re. NSDS: - The motor industry has already responded to the request for stakeholder input to the NSDS through the MERSETA.

· Feedback from the Interview with the Retail Motor Industry Organisation.
1. The motor industry does not deal with selling of new and used cars separately. There are some used car dealers who do not sell new cars, but for strategic purposes the industry groups all dealerships together. The RMI organization is the umbrella organization of all the employers in the retail motor industry.

2. Dealerships linked to a specific group, (e.g. Toyota) are handled like franchises, and the manufacturer provides very good training as part of the agreement between the manufacturer and the dealer. This training includes management training.

3. New and used car dealers all need the same skills. The essential first skill required is Product knowledge, followed by the ability to value and assess used cars. There are approximately 1400 new car outlets and approximately 1500 independent dealers (selling new and/or used cars).

4. The industry has contracted the Institute for Marketing Management (IMM) to develop a training course for car dealers, focusing on marketing and selling skills. The IMM acts as lead trainer, with ± 100 other accredited providers. The course, which was developed prior to finalization of the relevant unit standards, has since been aligned to the latter. There is thus a generally acknowledged career path for dealership developed.

5. They estimate that 71.36 % of employees in this sector have reached NQF1 (ABET 4). This is however, an educational qualification and does not guarantee functional literacy. Many of the used car dealers are people that were retrenched – a fact that probably influences the average skill level upwards.

6. The industry has access to very good training programmes from overseas (even if they are not SAQA accredited they reflect international best practice). The redesigned IMM programme (also with more material on finance management) is also closely aligned to the industry’s needs. They feel that courses offered by FET and HET institutions are too theoretical. One needs much more emphasis on practice and courses should address the needs of the industry (as their own courses do). To date the IMM and its accredited providers have produced quality training and have sufficient capacity. Some of the car financiers (e.g. WESBANK) also offer very good training to dealers.

7. The RMI is completing a training programme (“toolkit”) to assist members to deal with HIV/AIDS as a business management issue (in cooperation with one of the Medical Aid Schemes).

8. They would, lastly like to see a specific project that upgrades the business skills of dealers – especially those (mainly SMME’s) selling used vehicles.

5.15
Projects And Targets

Table 5.1 gives a list of proposed projects and annual targets for additional units to be trained.
Important Notes: -
· The proposed targets are estimates of the W&RSETA’s probable contribution towards the achievement of the National NSDS targets;

· Proposed targets are for additional units to be trained over and above the existing base that has already been accomplished in the years 2000 to 2006.
Table 5.1 - Proposed Projects and Annual Targets for Additional Units

	
	FY
2005/06
	FY
2006/07
	FY
2007/08
	FY
2008/09

	Levy Income (80 %) (@ 1.0 % SDL)
	R 280 m 
	R 320 m
	R 360 m
	R 400 m

	Number of registered companies
	44 209
	46 500
	48 800
	52 000

	Number of Levy-paying companies
	28 452
	30 800
	34 800
	39 000

	Number of Companies receiving Implementation Grants
	4 972
	5 500
	6 000
	6 500

	Number of WSP’s submitted
	5 773
	6 920
	8 800
	10 550

	Number of registered SDF’s
	1 421
	1 500
	1 600
	1 750

	Number of registered Assessors
	500
	600
	700
	800

	Percentage of Grant / Levy Disbursements
	60%
	62.5%
	63.6%
	68.9%

	Number of Learnerships registered
	9
	10
	11
	12

	Number of Learners enrolled in Learnerships
	2 000
	2 500
	2 700
	2 950

	Grant Disbursements
	R 208 m
	R 232 m
	R 250 m
	R 280 m

	ABET Basic - Learners trained
	4 000
	4 500
	4 750
	5 000

	Life Skills - Learners Trained
	2 000
	2 500
	3 000
	3 500

	SMME’s involved in W&RSETA sponsored training.
	800
	900
	1 200
	1 600

	Percentage WSP’s Audited
	5 %
	7.5 %
	10 %
	15 %

	Learnership Mentors trained
	250
	400
	600
	750

	Learnerships audited
	5 %
	7.5 %
	10 %
	15 %

	Training Providers Accredited
	50
	65
	75
	90

	BEE Training Providers Accredited
	10
	70
	85
	95

	Learners Placed
	2 000
	2 500
	2 850
	3 500

	Support BEE initiatives
	500
	600
	700
	800

	HIV/AIDS - business perspective
	250
	250
	250
	250

	HIV/AIDS awareness
	1 000
	1 000
	1 000
	1 000

	New Venture Skills initiatives
	500
	600
	700
	800

	Interventions for Disabled people
	500
	500
	500
	500


5.16
Conclusion

The W&RSETA has experienced many successes over the past five years; it has also been a time of learning and becoming familiar with the “new” National Qualifications Framework, the National Skills Strategy, and how to make this work in practice.

Operational issues have been ironed out, and the legislation surrounding skills development and associated levy structures is now clearly understood and implemented.

There are new challenges awaiting us and although there are new NSDS objectives and several important issues that have been highlighted in the research that contributed to the compilation of this Sector Skills Plan, the Wholesale and Retail SETA is committed to facilitating training interventions of the highest quality.

Key points identified in the underlying research, both qualitative and quantitative, of this Sector Skills Plan are:

· Communication;

· Accessibility;

· Flexibility; and 

· Quality.

There are planned interventions in each of these areas proposed in this Sector Skills Plan.

The projects identified as priorities and detailed under the National Skills Objectives for action by the W&RSETA, particularly the flexibility that will be achieved through the Qualifications Framework and related structuring of alternate career paths and career choices in the wholesale and retail sector, will ensure that periods of significant expansion or contractions within the sector or within particular industries are responded to effectively and speedily.

Through actions like the implementation of a project similar to Project RAVE, more effective control of quality of delivery in the learnership and other arenas, as well as the flexibility in the qualifications framework, the W&RSETA will deliver to their constituents and make a positive contribution towards the productivity of the sector and an impact on the economy of South Africa as a whole.

In addition, further research will be needed to assess the impact of the Department of Labour’s assessment intervention, as well as the impact of amendments to the Skills Development Act on the sector.  Investigation of other issues such as global competitiveness will need to feature in the inventory of future projects to be investigated by the W&RSETA.
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