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Executive Summary

Companies reported to spend on average 43% of skills development 
budgets on non-accredited training with 38% of the respondents 
spending more than 60% of their budgets on non-accredited 
training to address skills requirements currently not fully met by 
the available local accredited qualifications.

Companies are increasing their investment in digital skills across 
industry verticals, regions of the country, and regardless of 
company size as they respond to demand.

IDCC Skills Development Spend Research Report
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Research highlights

• Companies are increasing their investment in digital skills across 
industry verticals, regions of the country, and regardless of company 
size as they respond to demand.

• MICT SETA and Services SETA are prominent, 
however companies engage multiple SETAs to meet their needs.

• Skills spend is budgeted for by 95% of companies with 39% spending 
more than 2% of HR payroll and 50% budgeting to spend more than 
2% in the new FY. Actual annual spend in the previous financial year 
averaged R9,178,824.00 with the range reported to be between 
R15,000.00 and R70,000,000.00.

• Companies reported to spend on average 43% of skills development 
budgets on non-accredited training with 38% of the respondents 
spending more than 60% on non-accredited training to address skills 
requirements currently not fully met by the available local accredited 
qualifications.

• Spend on digital skills is targeted mostly at NQF levels 4,5 and 6 while 
spend on digitally enabled skills is targeted mostly at NQF level 3 and 
4.

• The weighted average for the percentage of spend of non-accredited 
training on Vendor Training and Certifications and on other 
International Certifications averaged 40% and 18% respectively. Most 
of this spend is on micro courses and badges (lowest cost training) 
followed by part and full time qualifications (highest cost training with 
advanced qualifications).

• Companies only report up to 70% of their spend on non-accredited 
training due to resource and time burdens and that these courses are 
not eligible for funding.

• The combined survey findings validate the research hypothesis that 
companies in the Digital and Global Business Services sector are 
spending more than the currently recognised 25% of skills 
development expenditure on employees to meet demand 
requirements and drive business transformation, yet most are 
planning to source these funds internally in the new FY due to lack of 
government funding support.



Introduction to the research
INTRODUCTION



Problem statement
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Skills development as a measuring 
criteria assesses a company’s 
investment in the training and 
development of black employees 
across seven different categories (A-
G).

According to anecdotal feedback 
from levy paying companies in the 
Digital and Global Business Services 
sector, the current recognition of 
25% of spend on non-accredited 
courses and training for black 
employees is misaligned with 
industry training needs and actual 
business spend creating barriers for 

growth and transformation. Some 
companies report spending more 
than 60% of their skills development 
budgets on non-accredited training 
to meet their demand requirements; 
much of which includes specialised 
training for digital skills, product 
technical knowledge, processes and 
systems, regulatory, other technical 
fields and specialties, health and 
wellness, and leadership 
development.

A key driver of high spend on 
Category G non-accredited courses 
and training, according to the 

business community, is that the 
accredited training currently 
available in the market does not 
meet all the company and sector 
requirements and hence, custom 
non-accredited programmes are 
undertaken to maintain 
competitiveness. 

Companies only receive recognition 
for 25% of their spending which is 
much lower than actual expenditure.

Broad-Based Black Economic Empowerment (B-BBEE) is a key policy lever in South Africa to 
address inequality and drive economic transformation through boosting the participation of black 
people in the economy. Skills Development is fundamental to the policy’s strategy for responding to 
inequitable educational practices and promoting individual empowerment through skills capacitation 
and professional growth. 



Rationale and hypothesis
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The Collective X, including BPESA, 
the Digital Council Africa and 
Harambee, in collaboration with the 
Department of Higher Education 
and Training set out to conduct 
targeted primary research to 
validate the above hypothesis 
through obtaining a suitable body of 
evidence from levy paying 
companies engaged in digitally 
enabled and ICT activities across the 
Digital and Global Business Services 
sector.

This research furthermore forms 
apart of one of the tasks The 

Collective X have undertaken within 
the scope of work of the Barriers to 
Skills Working Group, set up by the 
Inter Departmental Coordinating 
Committee (IDCC) for Digital Skills. 
The IDCC is one of several 
workstreams established for priority 
areas in the Department of Higher 
Education and Training Economic 
Recovery and Reconstruction Plan 
(ERRP) skills strategy, a strategy that 
is integral to the Presidential Youth 
Employment Intervention (PYEI) 
managed by the Office of the 
Presidency.

The research findings in this report 
will be used by the Department of 
Higher Education and Training to 
motivate to the Department of 
Trade, Industry and Competition (the 
dtic) to raise the level of recognition 
for Skills Development spend on 
Category G type interventions from 
the current 25% to 50% as an 
enabler to accelerate and scale the 
development of digital skills for 
digital jobs in the country.

The hypothesis formulated from the research problem statement is that companies in the Digital and 
Global Business Services sector are spending more than the currently recognised 25% of skills 
development expenditure on black employees to meet demand requirements and drive business 
transformation.



Research methodology
METHODOLOGY
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Survey methodology

Research sites

This research survey was conducted as an online survey using Google Forms to gather quantitative and qualitative data on corporate 
skills development spend against Category G in the B-BBEE Scorecard across the Digital and Global Business Services sector and 
Information and Communication Technology (ICT) sector.

Study sample 

The study sample for this research included C-Suite Executives, Human Resources (HR) and Skills Development Leaders and other 
Senior Leadership across the targeted sectors and across 37 companies. The companies targeted for participation in the survey 
included Member organisations of:

1. Business Process Enabling South Africa (BPESA) – the industry body for the GBS sector

2. Digital Council Africa – the industry body for the Digital Infrastructure sector 

3. The Collective X– a private sector led single national digital skills initiative that is supported and enabled by a broad spectrum of 
both supply and the demand side stakeholders, and government as a strategic enabler.

4. Harambee Youth Employment Accelerator – a non-for-profit social entity focused on solving for youth unemployment 
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Research strategy 

1. Point of departure

a. A structured mode of inquiry was used to support the gathering of quantitative and qualitative data through an online 
feedback survey 

2. Data collection plan, techniques, and analysis strategy  

a. Data was collected as numerical data values expressed as a numerical character or percentage using Google Forms. 

b. Analysis was done using aggregation features available in Google Forms as well as disaggregated averages across survey 
categories. 

3. Data verification (quality assurance) 

a. An analysis of the data was conducted to ensure numerical anomalies were excluded from the analyses if not  rectified 
through remediating data collected from concerned organisation's post-survey. For this reason, some of the data collected 
across responding participants varied across the questions (i.e., some survey questions received 37 valid responses while 
some received 32 valid responses).

b. Data was additionally analysed against known research challenges and delimiters to assess validity against problem 
statement and whether the research question was adequately answered.

Survey methodology
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Research risks and challenges

• The survey could have been answered by incorrect representatives within the targeted organisations who are not able to 
accurately answer the questions and hence may impact the validity of some of the responses received.

• The questions may not have been fully understood and may have consequently impacted the accuracy of the responses

• Numerical data collected was expressed in a range of different formats which required standardisation and restructuring of raw 
data for analysis and graph/chart inputs. This directly impacted and reduced the number of valid responses received and reported 
across some of the survey questions as non-numerical data or abnormal data residing disproportionately far outside a normal 
range was excluded in the final analysis and research findings.

Delimiters of the research 

• This research is comprised of primary research conducted through engaging company feedback on skills development expenditure 
on Category G of the B-BBEE Skills Development Scorecard using an online Google Form. This feedback and quantitative data is 
accepted as true and reliable and hence has not been validated through supporting training and expenditure reports.

• This research does not purport to represent all industry verticals of the South African economy and all companies.

Survey methodology



Survey results and research deductions
RESEARCH FINDINGS & COMMENTARY
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Organisation brands represented in this survey 
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Organisation brands represented in this survey 
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Participant representation across survey respondents equaled an 
approximate 10% representation of the collective member base of 
the targeted constituencies engaged for the purposes of this survey 
i.e.: BPESA, the Digital Council Africa, The Collective X and 
Harambee.

Global Business Services had the highest representation with 29% 
of responding organisations, followed by Telecommunications and 
Internet with 21% representation, and Financial Services with 16% 
representation.

Collectively Education, Technology, Computing and Information 
Technology, Retail and Other totaled 34% representation.

Figure 1 demonstrates vertical industries which have sector specific 
charters (Financial Services and ICT) require skills development 
benefits and support in extending recognition for spend on 
Category G in the skills matrix as much as those compliant to the 
Generic Codes of Good Practice.

Representation across sectors & industry verticals
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Organisation size represented in this survey demonstrates a well 

distributed survey audience from small organisations through to 

very large organisations. 51% of the responding organisations are 
medium large to very large organisations with the remainder 

equally split between small and medium sized organisations.

A good distribution across organisation size is important 

demonstrating data on skills spend collected in this survey is not 
skewed as a result of over representation of large organisations 

with large operational expenditure budgets to invest in skills 

development. 

81% of the respondents are seniors including HR Leaders, C-Suite 
Executives, Managing Directors and Partners. Training Managers 

accounted for the remaining 19% of respondents engaged in this 

survey. 

High seniority demonstrated is important in terms of relevancy of 

stakeholders engaged across the organisations who have access to 
the right information and knowledge on skills development agendas 

and budgeting and finance. 

Representation across business size & seniority

Figure 2: What is your organisation’s size in terms of employees?
No. of responding companies: 37
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Figure 3: What is your position in your organisation?
No. of responding companies: 37
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Respondent Head Offices are clustered in the Metros which are 

also the areas of highest concentration of work opportunities 

and demand.

However, the research shows that these organisations have 
a footprint that, collectively, covers all provinces of South Africa.

This suggests that the demand for digital skills development 
is country-wide without differentiation by region; and 

therefore, that the need for skills development support in Category 

G courses and programmes is a national skills need.

Representation in terms of operational presence 

Percentage of respondents | No. of responding companies: 37

Figure 4: In which province is your organisation's Head Office 
located & in which provinces does your organisation have an 
operational presence?
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Registered Sector Education & Training Authorities (SETA) across 

responding organisations was highest with the SSETA (40% of 

respondents), followed by MICT SETA (32% of respondents), 
INSETA (18% of respondents), EDTP SETA (11% of respondents) 

and Fasset (11% of respondents). 

Organisations engaging with SETAs other than their registered 

SETA was high with an average of just less than 2 SETAs engaged 
over and above registered SETAs with the highest range totalling 16 

other SETAs engaged. 

SETA engagement is a strong indicator of the extent to which skills 

requirements for accredited training and programmes are met with 
a registered SETA and hence demonstrate the need for cross cutting 

digital skills programmes and more inter-SETA coordination and 

collaboration for the development of digital skills programmes.

Representation in terms of registered & engaged 
Sector Education & Training Authorities (SETAs)
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Figure 5: Which SETA is your organisation registered with & pays 
skill development levies to? Which SETAs do you engage with, other 
than the one you are registered with? 
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Representation across B-BBEE Sector Practice Code alignment 
demonstrates at least 39% of responding organisations align to 
sector specific practice codes. 

Consideration should be given to the extension of recognition of 
spend against Category G in the Skill Development matrix beyond 
Generic Practice Codes to accommodate skills needs, and 
specifically digital skills needs at a national level across the 
economy.   

B-BBEE Sector Practice Code alignment

0

5

10

15

20

25

30

35

40

45

Financial 
Sector 

Charter

Generic
Sector
Code

Information &
Communication

Technology (ICT)
Charter

Marketing, 
Advertising &

Communication (MAC)
Sector Code

Don’t
know

Percentage of respondents | No. of responding companies: 37
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95% of responding organisations indicated that they do plan and 
budget ahead for annual skills development requirements for spend 
across both accredited and non-accredited training and 
programmes. 

This provides a strong indication that skills development is strategic 
and is linked to business strategy, development and growth and is 
not an ad hoc reaction to unknown or unplanned skills development 
interventions across the business. 

Skills development planning & budgeting 

Percentage of respondents | No. of responding companies: 37

Figure 7: Does your organisation budget and plan ahead for annual 
skills development - both accredited and non-accredited business-
specific training?

0

10

20

30

40

50

60

70

80

90

100

Yes No Don't know

IDCC Skills Development Spend Research Report



20

In the South African legislative environment, South African registered 
organisations are required to pay a Skills Development Levy (SDL) 
equal to 1% of the total amount of spend on employee salaries for 
employee salaries exceeding R500,000.00 per annum to a registered 
SETA. In addition to the SDL, organisations exceeding an annual 
turnover of R50 million are required to spend 6% of HR payroll on skills 
development according to the Generic Skills Development Scorecard.

Across responding organisations, there was an even distribution of 
16% of organisations spending less than 1%, 1-1.9%, and more than 4% 
of HR payroll on skills development. 11% of responding organisations 
spent 3-4% of HR payroll on skills development and nearly a third of 
respondents did not know what percentage of HR payroll was spent. 
Budgeted spend demonstrates a commitment of a higher percentage of 
HR payroll to be allocated to skills development.

This feedback suggests a greater need for special funding support to 
complement business investment and to boost spend on digital skills.

Skills development actual spend versus planned spend as a 
percentage of HR Payroll 

Percentage of respondents | No. of responding companies: 37 responses for actual spend 
and 35 responses for budgeted spend 

Figure 8: What percentage (%) of your HR payroll budget is 
provisioned for skills development in the 2023/24 financial year 
as well as spent in your previous financial year (2022/23)?
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Figure 9 demonstrates the distribution of skills development spend 
as planned and actual figures expressed as the local currency ZAR. 

Actual annual spend in the previous financial year averaged 
R9,178,824.00 (rounded off to the nearest rand) with the range of 
actual spend reported to be between R15,000.00 and 
R70,000,000.00 across the responding organisations. 

Average annual skills development budgets across responding 
companies totaled R14,867,274.00 (rounded off to the nearest rand) 
with the range of budgeted spend reported to be between 
R15,000.00 to R100,000,000.00. 

Actual spend achieved in the previous financial year against planned 
budget for the year ahead was 65%.  

Budgeted versus actual skills development spend clearly indicates a 
common intent to invest 35% more across organisational skills 
development. Additionally, 35% of responding organisations plan on 
investing more than R10,000,000.00 and up to R100,000,000.00.

Skills development actual spend versus planned spend in ZAR

Total spend in ZAR: mean, median, and range | No. of responding companies: 37 responses 
for actual spend and 35 responses for budgeted spend 

Figure 9: What percentage (%) of your HR payroll budget is 
provisioned for skills development in the 2023/24 financial year 
as well as spent in your previous financial year (2022/23)?
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Of total skills development spend, responding organisations 
reported to spend an average of 47% of their skills budgets on 
accredited training. 

50% of the respondents spent more than 60% of their budget on 
accredited training. 

The quantification of spend according to company size provides an 
indication of approximate rands values spent in the previous 
financial year on accredited training: 

• Small (21-150 employees): R384,737.00

• Medium (151-500employees): R1,352,475.00

• Medium-large (501-1,000 employees): R2,665,603.00

• Large (1,001-5,000 employees): R7,021,436.00

• Very large (>5,000 employees): R29,257,500.00

Skills development spend across accredited training programmes

Percentage of spend | No. of responding companies: 32

Figure 10: Of your total skills development spend, what 
percentage (%) goes to accredited training?  
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Total skills development spend allocated to non accredited training 
programmes in the previous financial year according to responding 
companies totaled 43%.

38% of the respondents spent more than 60% of skills development 
budgets on non accredited training programmes. 

The quantification of spend according to company size provides an 
indication of approximate rands values spent in the previous 
financial year on non accredited training: 

• Small (21-150 employees): R351,933.00

• Medium (151-500employees): R1,237,370.00

• Medium-large (501-1,000 employees): R2,429,595.00

• Large (1,001-5,000 employees): R6,423,867.00

• Very large (>5,000 employees): R26,767,500.00

A significant percentage of skills development budget is allocated to 
non-accredited training emphasising the importance of business-
driven training to address skills requirements currently not fully 
met by the available local accredited qualifications.  

Skills development spend across non-accredited training 
programmes

Percentage of spend | No. of responding companies: 32

Figure 11: Of your total skills development spend, what 
percentage (%) goes to non accredited training?  
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Total percentages spent on accredited and non accredited training total 90% of spend accounted for with 
the remaining 10% unaccounted for in this survey. Respondents were not required to reconcile and 
validate responses as noted in research delimiters under survey methodology. 
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This survey set out to assess skills development spend by job type 
and job complexity. For the purposes of this study job type was 
defined as: 1) digital which includes ICT professionals e.g. data 
analyst, cybersecurity specialist, 2) digitally enabled jobs which 
include jobs which support digitally enabled work e.g. managed 
services, trading of digital products, and 3) non digital jobs which 
includes offline jobs e.g. cleaning, delivery. 

Mean spend indicated that 23% of non-accredited skills 
development spend is consumed against digital jobs, 39% against 
digitally enabled jobs and 12% against non digital jobs. Digital and 
digitally enabled jobs combined totaled 62%.

The quantified spend of skills development budget against non 
accredited training for digital and digitally enabled jobs is: 

• Small (21-150 employees): R221,756.00

• Medium (151-500employees): R779,543.00

• Medium-large (501-1,000 employees): R1,530,645.00

• Large (1,001-5,000 employees): R4,047,036.00

• Very large (>5,000 employees): R16,863,525.00  

Skills development across non-accredited training disaggregated by 
digital versus non digital jobs

Percentage of spend | No. of responding companies: 37

Figure 12: For all spend on non-accredited business-specific training and 
certifications offered by your organisation to employees, what is the 
percentage (%) split across different types of jobs? 
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Figure 13 demonstrates that responding organisations spending on 
skills development for digital jobs is the highest at an NQF level 4, 
followed by NQF level 5, NQF level 6, NQF level 3, NQF level 8, 
NQF level 7, and equal spend on NQF 9 and NQF level 10. Digital 
jobs represent the only job type invested in above an NQF level 8. 
This highlights the importance of funding support for more complex 
training and qualifications which does not fit within the typical 
vocational level supported by SETAs.

Digitally enabled jobs had the highest spend for NQF level 3 
programmes and follow a steady downward trend in percent 
invested in versus NQF level.

Skills development across non-accredited training disaggregated by 
job type and complexity

Percentage of spend by complexity expressed as a mean  No. of responding 
companies: 37 

Figure 13: For all spend on non-accredited business-specific training and 
certifications offered by your organisation to employees, what is the 
percentage (%) split across NQF3-NQF10? 
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75% of responding organisations spend on Vendor Training and 
Certifications and 64% spend on other International Certifications. 

The weighted average for the percentage of spend of non-
accredited training on Vendor Training and Certifications and on 
other International Certifications averaged 40% and 18% 
respectively. 

This finding is corroborated by the Harambee Youth Employment 
Accelerator research report published in 2021 on Mapping of 
Digital ICT Roles and Demand in South Africa indicating a strong 
adoption of alternative non-accredited certifications by the 
employer market. Vendor certifications ranked second to university 
degrees and was ranked above online accredited courses and 
industry trade certifications.  

Skills development across non-accredited training: vendor 
certifications & other international certifications

Percentage of spend | No. of responding companies: 36

Figure 14: For all spend on non-accredited business-specific training and 
certifications offered by your organisation to employees, what is the 
percentage (%) spent on vendor and international certifications?
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The percentage of spend expressed as a mean by responding 
organisations across non-accredited programme types indicated 
that the majority spend on micro training followed by part and full 
qualifications. Micro training, micro badges, short courses and short 
certifications collectively represent a large percentage of spend by 
responding organisations indicating that these types of 
programmes are demand- aligned and targeted for in-
house/outsourced training delivery.

The percentage of respondents investing in the various programme 
types provides another useful indicator regarding popularity of 
programmes. 86% of responding organisations invest in micro 
training, 62% invest in micro badges, 70% invest in short courses, 
62% invest in short certifications, 68% invest in part and full 
qualifications, and 46% invest in advanced qualifications.

This result corroborates the need identified by the IDCC 
working group on barriers to skills, that new models are 
required in the PSET system to give formal recognition for micro 
training and badging.

Skills development across non-accredited training: percentage 
spent per training type

Percentage of spend expressed as a mean | No. of responding companies: 37

Figure 15: What percentage of spend for non-accredited business specific 
training is spent on micro badges & certifications, short courses & 
qualifications, part & full qualifications, & advanced qualifications?
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Figure 16 represents the average cost of each programme type 
according to responding organisations. The trends demonstrates a 
direct correlation between programme type increasing in length 
and complexity from left to right on the x-axis and the average cost 
per programme including certifications. 

As demonstrated in Figure 15, micro badges, micro certifications, 
short courses and short course certifications combined are the 
majority of programme types invested in for business specific on-
accredited training. These programme types are also at the lower 
end of the cost scale and support improved return on investment for 
training spend.  

Skills development across non-accredited training: spend per 
training type in ZAR

Spend expressed as mean in ZAR | No. of responding companies: 37

Figure 16: For all spend on non-accredited business-specific training and 
certifications offered by your organisation to employees, what was spent 
on programme types in ZAR?
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82% of non-accredited business specific training costs are currently
funded by organisations’ internal skills development budgets which 
equated to ~R141,622,475.00 in 2022/23 FY according to 
responding companies. Respondents report an average 24%
contribution from external sources of funding (e.g., National
Government, Provincial Government, Social Organisations, etc.), and
the smallest average percentage of contribution of 4% from SETAs.

Drivers of low contribution of SETA funding for spend on Category G
in the Skills Development matrix could include the low 25% current
recognition of spend combined with under reporting of spend on
skills development which is indicated in the following figure 17 as
well as spend on employees which are not classified as BEE.

These findings underscore the proposals made by The Collective X
and the IDCC to the DHET in response to the draft SETA Grant
Regulations in support of a higher allocation of funds to sectoral
grants to address non accredited business specific training for
priority occupations and work readiness.

Funding sources for skills development spend on non-
accredited training

Percentage expressed as mean | No. of responding companies: 37

Figure 17: What percentage of non-accredited business-specific training 
is funded by SETAs, other sources and internal funding?
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Overall, responding organisations report up to 70% of their spend 
on skills development across the business inclusive of both 
accredited and non-accredited training.

A 30% gap in reporting on skills development spend is however 
significant especially across larger organisations with greater spend 
on skills development.

Respondent feedback suggests that under reporting on skills 
development is most commonly driven by the burden reporting 
places on resources together with time constraints, and that training 
and spend omitted from reporting is done so under the 
understanding that the type of training and certifications invested in 
by business will not be eligible to receive benefits from registered 
SETAs.

This potentially creates a “blind spot” for private and public sector 
stakeholders needing deeper insights into spend by organisations on 
digital skills, particularly when considering the amount of spend on 
micro courses, badges and short courses; which is evidently the area 
where much of the digital skills development is taking place.

Reporting on skills development spend

IDCC Skills Development Spend Research Report
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Figure 18: What percentage of your total spend on non-accredited 
training is accounted for in reporting, compliance, and skills 
development claims?
Average percentage of skills development reported | No. of responding companies: 37
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Figure 19 clearly indicates that moving forward into the next 
financial year 66% of responding organisations plan to fund skills 
development for new and emerging roles in their business through 
internal skills development budgets, 32% plan to secure external 
funding for other sources (e.g. National Government, Provincial 
Government, Social Organisations, etc.), and 26% plan to secure 
SETA funding for recognized spend on skills development.

Feedback on planning for skills development for new & 
emerging roles

Percentage of respondents | No. of responding companies: 37 

Figure 19: How is your organisation planning to fund skills 
development for new and emerging roles specific to your organisation? 
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There is compelling reason to raise the level of recognition of spend on non-accredited 
training for digital skills, and to use these research findings to motivate for other key 
ecosystem changes

This research set out to validate the 
hypothesis that companies spend more 
of their skills budgets on non-
accredited courses in Category G of the 
Generic Skills matrix, than the 25% 
maximum recognition they currently 
receive.

The results show that organisations 
spend 43% of skills development 
budgets on non-accredited training, 
with up to 38% of the responding 
organizations spending more than 
60% of skills development budgets 
on non-accredited training. This 
misalignment is creating avoidable 
barriers for growth and 
transformation, and it is our 
recommendation that the level of 
recognition of this spend be raised to 
50%.

The research findings also demonstrate 
a growing investment by business in 
skills development, greater than by 
government, with a majority focus on 
skills and certifications for digital and 
digitally enabled jobs. However, the 
level of spend is not enough as a 
percentage of payroll, and more funding 
needs to be unlocked in the skills 
ecosystem to meet the full spectrum of 
skills development requirements.

Companies are evidently engaging up to 
two SETAs on average, over and above 
their registered SETA, to meet business 
skilling requirements. It is our 
understanding that companies are not 
eligible for access to funding support 
from discretionary grants for 
programmes registered with another 
SETA and are required to cover these 
costs internally; with these programmes 
being more expensive than others, 
according to survey responses relating 

to the average cost per programme type. 
This research finding suggests that 
SETAs need to increase their level of 
collaboration and coordination for 
funding and recognition of qualifications 
that are cross-sectoral especially for 
qualifications designed for digital and 
digitally enabled jobs.

The commonly agreed fact that the 
accredited training currently available 
in the market does not meet all the 
company and sector requirements is 
adding stress to business and hence, 
custom non-accredited programmes are 
undertaken to maintain 
competitiveness, primarily at the cost of 
business. This finding emphasises the 
need to give greater recognition for 
relevant global vendor certifications 
and to fast track the QCTO registration 
and SETA endorsement of new digital 
short courses and qualifications.



# Top in demand job roles #
Top in demand job 
roles

1 AI Engineer 11 Cyber Security Engineer

2 Data Scientist 12 Scrum Master

3 Automation Engineer 13 UI/UX Designer

4
Software Developer
(types JAVA; SALESFORCE; PYTHON)

14 Systems Analyst

5 Cloud Engineer 15 DEV OPS Engineer

6 Big Data Developer 16 Business Analyst

7 Desktop Support Technician 17 Project Administrator

8 Network Engineer 18 Multimedia Designer

9 Software Tester 19 Systems Administrator

10 Data Engineer 20 Support Analyst

Figure 20: The top 20 in demand job roles according to 
The Collective X research on global and local skills data 
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The continued efforts of the IDCC to fast track the 
unblocking of all barriers to digital skills development is 
critical to business growth, inclusion & digital transformation

In addition to this skills spend research; The Collective X undertook 
other research to identify the top in demand job roles based on ICT 
skills data internationally and locally available, illustrated in Figure 
20.

The current qualification offering accredited by MICT SETA addresses 
development, testing, network engineering, multimedia design, and 
business analysis. However, cloud computing, big data and data science, 
cyber security, UX/UI design and project administration are areas of 
specialisation in the ICT context that are not currently supported.

It is our recommendation that developing qualifications for the above-
mentioned areas of specialization that lack qualifications is prioritised, 
and that, in general, greater recognition should be given to new and 
evolving skills programs that address digital literacy, digital user skills, 
ICT professional skills, digital leadership skills and sector specific skills 
as mapped in the Digital Skills Framework One including the SFIA 
competency framework for ICT practitioner skills.
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