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BANKSETA BACKGROUND 

 

The Banking Sector Education and Training Authority (BANKSETA) is an enabler of skills 

development and transformation in the broader banking & alternative banking sector and 

supports people development through partnerships, skills development, alleviating 

unemployment, creating a brighter future and enabling change. BANKSETA focuses on 

SMEs, the youth, adult education, continuous professional development and research. Skills 

development has been identified as a key requirement for economic growth in South Africa, 

as a result, the Skills Development Act provides a framework for the development of skills 

in the workplace    Amongst other things, the Act makes provision for skills development by 

means of a levy-grant scheme, and the establishment of 21 sector-specific Sector Education 

and Training Authorities – or SETAs – to administer the scheme’s funds, and manage the 

skills development process.    

       

MISSION & VISION 

Our Vision 

To be recognised as a centre of excellence and innovation for skills development in the 

broader banking and alternative banking sector. 

Our Mission 

To support transformation and people development and through partnerships, to enable 

stakeholders to advance the national and global position of the broader banking and 

microfinance sector. 

Our Values 

BANKSETA has an efficient team which is passionate about driving the skills development 

agenda and always go an extra mile to achieve the SETA’s goals and targets. 
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Executive Summary  

The National Skills Development Strategy III: 2011-2016 (hereafter, NSDS III) came into 

effect on the 1 April, 2011 after it was finalised and publicised by the Minister of Higher 

Education and Training.  As a third manifestation of South Africa’s skills development strategy, 

the NSDS III was welcomed as a strategic, rather than an operational document.  The NSDS 

III sought to improve both the effectiveness and the efficiency of skills development and serve 

as the blueprint for skills development in the country for the period 2011 to 2016.  The vision 

of NSDS III was to create “a skilled and capable workforce that shares in, and contributes to 

the benefits and opportunities of economic expansion and an inclusive growth path”.   

 

In response to the DHET’s assertion that it is important to evaluate the impact of the initiatives 

of the NSDS III and ensure that the programmes met the required outcomes and created the 

relevant impact, BANKSETA duly embarked on an impact assessment process as the NSDS 

III comes to its conclusion.  This SETA specific evaluation will contribute to the overall 

assessment of the total impact of NSDS III on human resource development, skills 

development and transformation between 2011 and 2016. 

 

The impact assessment focused on the following five key research questions:  

 What is the success rate of programmes implemented from 2011- 2016? 

 What impact did the intervention have on the employed learner? 

 What impact did the intervention have on the employer? 

 What percentage of the youth trained in various programmes including work integrated 

learning have found employment? 

 What impact did the interventions have on bridging the skills gap (including scarce and 

critical skills) as identified in the Sector Skills Plans?  

 

The study was a quantitative study, conducted through telephonic interviews.  High level 

meetings with managers were held to get background to the programmes assessed and to 

outline data requirements. The research instruments (questionnaires) were provided by 

BANKSETA with data collection commencing in earnest in the months of October/November 

2016 after periods of cleaning up the data sets that the SETA developed over the period 2011 

- 2016.  

BANKSETA’s 2011 to 2016 learner data base of approximately 66 000 beneficiaries was the 

targeted population of the study.  After an initial data cleaning phase, a sample of 
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approximately 33 000 entries (representing a sample of approximately 50% of the population) 

was drawn.  The table below gives the final overview of access to the respondents. The table 

shows a response rate of 17% of the sample drawn (i.e. 5 559 out of 32 251). The low 

response rate can be attributed to a number of reasons; the main one being inaccurate contact 

details (wrong phone numbers (11 227) and those that were not answered/unreachable 

(14 208)).  

 

The limitation of the findings from this study include low response rates making it difficult to 

generalise the findings.  The 17% (i.e. 5 559 out of 32 251) response rate is exacerbated by 

the fact that almost 50% (28 000) of BANKSETA programme beneficiaries had unusable 

contact details as contained in the SETA’s database of 66 000 beneficiaries.   

 

The data collected from the interviews with the respondents, was captured, cleaned and 

analysed using computer-assisted telephone interviewing (CATI) system. Data was captured 

simultaneously as it was collected through telephone. Phone voice recordings were also made 

with Telephone Recording System which can always be referred to for verification.  During 

analysis, data was transferred onto an Excel Spread Sheet, inserting tables listing 

respondents’ Reference Numbers and non-individually identifying characteristics to ensure 

confidentiality.  Appropriate data cleaning procedures were then implemented on a daily basis. 

 

BANKSETA’s NSDS III intervention programmes aimed at employed and unemployed 

beneficiaries show an overall completion rate of 73%.  This high completion rate bodes well 

for the sector in terms of improved productivity:  Employed (89%) and RPL (66%); as the 

impact can be readily seen at the workplace as in some instances employed beneficiaries 

apply what they are learning even before the successful completion of courses enrolled for.  

Similarly, encouraging from a youth development and skills supply pipeline for the sector, 69% 

of all learners in unemployed and Maths/Science programmes successfully completed the 

programmes sponsored by BANKSETA. 
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The impact of learning interventions on learner beneficiaries: 

 Improved employability  

Beneficiaries that successfully completed programmes specifically designed to assist the 

unemployed (69%) develop marketable skills reported an almost identical (i.e. 64%) improved 

chances of employment.  

 

 Increased earnings potential/skills that can assist in self-employment 

An actual increase in income; or a justifiably strong perception of improved earning potential; 

is a strong indicator of the success of any intervention or programme of change.  In this case 

close to seven out of ten (69%) BANKSETA beneficiaries reported an improvement to their 

earning capacity be it through increase salary/promotion at work or through their improved 

skills to get employment or maintain their own businesses.  It is only in the employed 

programmes where more beneficiaries (54%) reported little to no improvement in their earning 

potential.  This means that more than half of BANKSETA NSDS III beneficiaries in the banking 

sector were neither given salary increases not got promoted to a higher position in line with 

their newly gained qualifications/skills. 

 

 Improved chances of promotion and career advancement 

Overall it is encouraging that 64% of the unemployed people had the life changing gain of a 

job for the first time or re-entry into the job market and that 76% of those with work but without 

formal qualifications (RPL 76%) managed to overcome the qualifications barrier to their career 

prospects.   

 

 Increased interest in future study and further improvement 

Beneficiaries of Employed and Maths/Science programmes overwhelmingly reported a desire 

to study further.  Almost 9 in 10 (88%) beneficiaries in employed programmes indicated they 

have an interest to study further. 
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The impact of learning interventions on employers 

 Increase in productivity and skills of employees 

Employers (i.e. banking sector and SMMEs) do benefit from improved productivity as 

programmes reported (average 68%) an improvement in the productivity of beneficiaries. 

 

 Meeting transformation objectives of the sector 

Female beneficiaries consistently outnumber their male counterparts by an average of 14% 

on positive impacts of the BANKSETA NSD III interventions.  This implies that: at tertiary level 

there should be a slight imbalance in favour of young women enrolling in courses that require 

Maths/Science as entry requirements; while, at the workplace, there should be a similar 

increase in the number of females moving up the management ladder as they get promoted 

in line with their improvement in qualifications and continued pursuit of skills development.   

 

 Improving turnover/profitability and Employment in SMMEs 

SMME intervention programmes were emphatically seen as having had the desired impact as 

eighty-eight percent (88%) of SMMEs saw improvements in their turnover/profit as well as 

increases in the number of people they employed (72%).   Majority of the respondents, were 

of the unequivocal view that the BANKSETA programmes that they had participated in had 

positively impacted them as individuals.  However; the majority of the unemployed 

respondents indicated that nothing had really changed in their lives with regards to finding 

employment, starting their own business or entering a programme at a higher level.  Some 

learners felt that some courses were not very relevant to market requirements and also that 

the reason why they may not be employed is that there is  high levels of unemployment thus 

it is difficult to get jobs. 

 

Overall, completion rates are higher in employed learners 89% as opposed to 69% on 

unemployed learners and Maths and Science with a 51% completion rate.  Learners supported 

in Maths and Science have a great appetite to continue in finance related studies with 

Accounting being the most popular choice.  A significant statistic from SME data was that 97% 

of the respondents felt that the training they received had positive effects on their business.   

 

Some of the key lessons learned during the implementation of this impact study of the 

BANKSETA programmes linked to the NSDS III are: 
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a) The Research Unit should also work with Programme Managers and other stakeholders 

to implement the appropriate level of performance logging, as well as tracer study 

frameworks in order clean and verify data to facilitate impact assessments. 

b) Follow up with learners regularly during the programme/course and provide relevant 

interventions to improve completion rates especially within the unemployed groups. 

c) In order to increase chances of evaluating programme attribution to change, it may be 

necessary to design future impact assessment studies as longitudinal impact studies that 

allows the BANKSETA to track learners/beneficiaries over a longer period or at least in-

line with the NSDS period to allow for evaluating the impact that would have taken place. 

d) Protocol impact indicators at design stage of programmes to ensure data can be collected 

on the indicator for tracking purposes. 

e) Conduct rapid appraisals at the end of the courses- including reasons why learners drop 

out- as a way to update learner contact details.   

f) Conduct regular tracer studies on learners within programmes and encourage learners to 

update their details regularly.  
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Chapter 1. Background 

1.1 Introduction 
 

The National Skills Development Strategy III: 2011-2016 (hereafter, NSDS III) came into 

effect on the 1stof April, 2011 after it was finalised and publicised by the then Minister of Higher 

Education and Training (hereafter, DHET) Mr. Blade Nzimande, in January of the same year.  

As a third incarnation of the South Africa’s skills development strategy, the NSDS III was 

welcomed as a strategic, rather than an operational document.  The NSDS III sought to 

improve both the effectiveness and the efficiency of skills development and serve as the 

blueprint for skills development in the country over five years- 2011 to 2016.  Minister 

Nzimande’s NSDS III vision is to create “a skilled and capable workforce that shares in, and 

contributes to the benefits and opportunities of economic expansion and an inclusive growth 

path”.   

For this vision to be realized, the DHET, stakeholders and social partners will need to work 

together to invest in education and training skills.  Sector Education and Training Authorities 

(hereafter, SETAs) are one of the key role players towards fulfilling the DHET’s vision as the 

NSDS III aimed to facilitate the journey from school, college, or university, and even for periods 

of unemployment, to sustained employment and in-work progress.  This is explicitly stated in 

the NSDS III which expected SETAs to facilitate the delivery of sector-specific skills 

interventions that help achieve the goals of the NSDS III, address employer demand and 

deliver results.    

A crucial element to the success and continuous improvement of any project; particularly 

interventions that want to make a change; is periodic monitoring and evaluation.  Hence, part 

of the DHTE’s strategy entailed building the necessary capacity for effective monitoring, 

evaluation and support to the entire skills development system and its institutions.  The 

monitoring and evaluation of the progress of skills interventions has been made feasible by 

the introduction of sector specific targets for SETAs.  Veering away from national goal setting 

as previously practiced under NSDS I and II, each SETA had targets which are applicable to 

its skills set and level, to ensure that the programmes and activities of the SETAs are relevant 

to the sector and targeted beneficiaries.               

Essentially: “it will be important when reviewing NSDS III implementation, and in preparing for 

the ensuing five years, that DHET and skills development stakeholders have a well-informed 

understanding of the impact that our extensive structures and resources are having”.   As 

such, the Banking Sector Education and Training Authority (hereafter, BANKSETA) embarked 
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on an impact assessment of its various skills intervention programmes implemented in the 

banking and micro-finance as mandated over the five-year period of the NSDS III as it ends 

in 2016.  In fulfilling its role as an enabler of skills development and transformation in the 

broader banking and microfinance sector, BANKSETA has supported people development 

focused on SMEs, the youth, adult education, continuous professional development and 

research.  The moment to assess if the various BANKSETA programmes- inter alia: Employed 

and Unemployed Programmes; SMME Support; Recognised Prior Learning; and Maths and 

Science-  is upon us. 

1.2 BANKSETA  

The Banking Sector Education and Training Authority (BANKSETA) is a statutory body 

established through the Skills Development Act of 1998 as amended by the Skills 

Development Act 26 of 20 alternative banking sector to enable its stakeholders to advance 

the national and global position of the banking and micro-finance industry.  As guided by its 

mandate the BANKSETA is as such an agent of transformation and seeks to promote 

employment equity and broad-based BEE through skills development.   

BANKSETA is an enabler of skills development and transformation in the broader banking & 

microfinance sector and supports people development through partnerships, skills 

development, alleviating unemployment, creating a brighter future and enabling change. 

BANKSETA focuses on Small and Micro Enterprises, the youth, adult education, continuous 

professional development and research.  

Skills development has been identified as a key requirement for economic growth in South 

Africa, as a result, the Skills Development Act provides a framework for the development of 

skills in the workplace. Amongst other things, the Act makes provision for skills development 

by means of a levy-grant scheme, and the establishment of 21 sector-specific SETAs to 

administer the scheme’s funds, and manage the skills development process. Each separate 

economic sector has one SETA, and BANKSETA is the Banking Sector Education and 

Training Authority. BANKSETA is widely regarded as one of the best SETAs in South Africa. 

Successive years of unqualified audits confirm BANKSETA’s commitment to carrying out its 

mandate in a professional and accountable manner. 
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1.3 Banking Sector Profile     

1.3.1 Employment 

BANKSETA reports annually on the performance of its’ stakeholders in the banking industry; 

in this instance, the focus is on the skills development environment.   For purpose of this 

report and context, a brief a high-level analysis of the banking sector’s Workplace Skills 

Plans (WSPs) and Annual Training Reports (ATRs) for the reporting period 2010/11 to 

2015/16 is provided.  Banking companies WSPs and ATRs respectively serve as proxy’s for 

the sector’s reported skills demand (i.e. WSP) versus the sector’s actual investment to meet 

its’ skills needs (i.e. ATR)                                                                                                                                                                                                                                                   

  Figure 1-1: WSP 2010-2015- Employers and Employees  

Source: BANKSETA, Urban-econ; 2017        

Based on WSPs submitted to BANKSETA by medium and large companies, the number of 

employers decreased between 2010/11 (151 reporting companies) and 2014/15 (111 

reporting companies).  However, over the same period, the total number of employees 

increased to 175 568 in 2015 from 164 075 in 2011.    

1.3.2 Race Profile 
 

The 2010 and 2015 WSP reports show a sector that is dominated by African and white citizens 

in both years.  However, the percentage of African employees had grown to almost 50% of 

the sector from 38.8% in 2010 to 47.7% in 2015.  While white employees still represented the 

second largest race group in the sector, their representation in the sector decreased from 

31.3% in 201 to 23.9% in 2015.  The other South African major South African race groups (i.e. 
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Coloured and Indian) sectoral representation remained mostly static experiencing less than a 

percentage decline in their share of banking sector employees. 

 
Figure 1-2: Sector Race Profile  

Source: BANKSETA, Urban-Econ, 2017 

1.3.3 Gender Profile 
 

The banking sector has remained; and to an extent increasingly become; a female dominated 

industry respectively accounting for 61.6% in 2010 and 65.9% in 2015 of all employees.  A 

further segregation of the data reveals that African females have been the biggest beneficiary 

of the growth in the number of female employees in the sector.  However, it seems that their 

gains may have come at the expense of females in other races as the overall employee 

percentage of White, Coloured and Indian females declined between 2010 and 2015. 

38,8

31,3

16,8

11,9

1,2

47,7

23,9

15,9

11,3

1,3

0

10

20

30

40

50

60

African White Coloured Indian Other

Race %

2010 2015



14 | P a g e                                                           

 

 

 

 
Figure 1-3: Sector Gender Profile  

Source: BANKSETA; Urban-econ, 2017 

1.3.4 Skills Interventions 
 

This sub-section provides an analysis of the training interventions achieved/training 

beneficiaries in medium and large companies of the banking sector, as recorded in the Annual 

Training Report (ATR) submissions between 2010 (12 812) and 2015 (152 811).  It is important 

to note that the titles of the major occupation groups for 2015 differ from those in the 2010 

reporting period. Of particular relevance for the banking sector, is the distinction between 

Professionals; and Technicians and Associate Professionals.  Service and Sales workers are 

grouped together in the 2015 list of major occupation, with the Skilled Agricultural, Forestry, 

Fishery, Craft and Related appearing as a new occupational group. 

In the 2010 reporting year, which records training interventions for the 2009 year, a total of 

12 812 banking sector employees benefited from training interventions, as recorded for ATR 

submitters from medium and large companies.  The majority of training beneficiaries in 2010 

were Clerical and Administrative Workers (69.1%), followed by Managers (13.2%) and 

Professionals (8.8%), together making up more than 91% of training interventions- Figure 1.4.     
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Figure 1-4: 2009/10 Training Beneficiaries 

 Source: BANKSETA, Urban-econ, 2017 

In the 2015 reporting year, the number of training interventions increased significantly to 

152 811 for medium and large companies in the banking sector, showing marked increases 

in training beneficiaries for most of the major occupations. The majority of training 

interventions remained in the Clerical Support Workers function with Sales and other groups 

remaining in the bottom feed. However, and interestingly, over 60 000 persons in medium 

and large companies now receive training as Clerical Support Workers compared to the less 

than 10 000 recorded in 2010. Managers, and other professionals receiving training in 2015 

have also more than doubled in numbers.     

Figure 1-5: Skills Intervention 2014/15 

 Source: BANKSETA, Urban-econ; 2017 
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1.4 Objective 
 

In response to the DHET’s assertion that it is important to evaluate the impact of the initiatives 

of the NSDS III and ensure that the programmes provided met the required quality and 

relevance, BANKSETA duly embarked on an impact assessment process as the NSDS III 

comes to its conclusion.  This SETA specific evaluation will contribute to the overall 

assessment of the total impact of NSDS III on human resource development, skills 

development and transformation between 2011 and 2016. 

As NSDS III is drawing to a closure, a need arises for BANKSETA to reflect on its performance 

and to measure the impact it has had on skills development in the banking sector.  This study 

is limited to only the banking sector and excludes all other SETAs including those that belong 

to the Financial Cluster.  To this end, BANKSETA appointed S24 Business Group a local 

South African, Research and Business Consultancy firm to assist the Sector Skills 

Planning and Research department in conducting the impact assessment.             

The impact assessment focused on the following five key research questions:  

 What is the success rate of programmes implemented from 2011- 2016? 

 What impact did the intervention have on the employed learner? 

 What impact did the intervention have on the employer? 

 What percentage of the youth trained in various programmes including work 

integrated learning have found employment? 

 What impact did the interventions have on bridging the skills gap (including scarce 

and critical skills) as identified in the Sector Skills Plans? 

1.5 Methodology of Study 
 

1.5.1 Process of compiling data 

 

In the execution of the project, the consultants employed a project management framework 

which entailed a number of phases to the overall project. Each project phase focused on 

specific tasks/activities, deliverables, and time-lines.  Each phase was underpinned by a focus 

on involvement of the BANKSETA internal key stakeholders, rigorous project management, 

quality reviews and quality management and progress reporting.   
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Interaction with BANKSETA’s internal stakeholders at all levels within the organization was to 

play a central role in our approach, thus ensuring sponsorship for the assessment, buy-in at 

all levels. Although these phases are sequential, some activities and tasks were executed in 

parallel to achieve the best desired outcomes.   

The assignment was divided into the following five phases, as depicted in the figure below: 

 Figure 1-6: Project Phases  

Source: S24, 2017 

The study was a quantitative study, conducted through telephone interviews. A high level 

meeting with programme managers was also arranged, to get a background to the 

programmes being assessed and to outline that data requirements.  

The research instruments (questionnaires) were provided by BANKSETA with data collection 

commencing in earnest in the months of October/November, 2016 after periods of cleaning 

up the data sets that were received.  

A learner data base of 66 000 entries was received from which a sample of 32000 entries was 

drawn from. The table below gives the final overview of access to the respondents. 
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Table 1-1: Access to Learners/Beneficiaries 

Item # 

Total Number of Learners/beneficiaries Contacted ( Study population) 32 251 

Number of learners/beneficiaries who agreed to answer the survey/interview 5 559 

Number of learners/beneficiaries who answered their calls but said they were not 

interested in taking part in the survey( Do not call back again) 
1 257 

Number of unreachable(not answered/or switched off) 14 208 

Number of wrong phone numbers 11 227 

Source: S24, 2017 

The table above shows a response rate of 17% (i.e. 5 559 out of 32 251). The low response 

rate can be attributed to a number of reasons with the main one being inaccurate contact 

details (wrong phone numbers (11 227) and those that were not answered/unreachable 

(14 208)).   

Figure 1-7: Survey Participation Rate 

Source: S24, 2017 
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1.5.2 Limitations 
 

The limitation of the findings from this study include some general limitations associated with 

telephone interviews others as follows: 

 Low response rate making it difficult to generalise the findings.  The 17% (i.e. 5 559 

out of 32 251) response rate is exacerbated by the fact that almost 50% (28 000) of 

BANKSETA programme beneficiaries had unusable contact details as contained in the 

SETA’s data base of 60 000 beneficiaries. 

 Availability of accurate learner contact details- telephone interviews are dependent on 

accurate telephone numbers as with most studies, this impact study was no different. 

There were 11 227 wrong phone numbers which translates to about 34% of the study 

population. 

 No means of verification of responses from respondent and relies heavily on reliability; 

accuracy and truthfulness of the respondent.  

 Unavailability of learners to pick up calls when you call them. While each beneficiary 

was contacted at least 3 times to answer; there were no responses from a total of 

14 208 possible respondents/ active numbers.  

 The problem of the cooperative respondent: similar to the point above, research has it 

that, it is the general attitude for human beings to answer positively to something that 

makes them look good among fellow human beings, such as answering yes to 

completing a course they have been funded/sponsored to attend, thus some 

respondents might indicate that they have completed the course, or the course was 

useful to them for fear of appearing ungrateful to funders/sponsors. 

 It is also recognized that the study period and especially the data collection activities, 

extended over the festive season/holidays which is generally a period that is difficult to 

reach targeted respondents.  

 Annualised completion and/or success rate of programmes implemented from 2011- 

2016 due many beneficiaries not being asked the question or responding beneficiaries 

not remembering their year/s of participation in BANKSETA programmes. 
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1.5.3 Analysis of data 

 

The data collected from the interviews with the respondents, was captured, cleaned and 

analysed using computer-assisted telephone interviewing (CATI) system. Data was captured 

simultaneously as it was collected through telephone. Phone voice recordings were also made 

with Telephone Recording System which can always be referred back to for verification during 

analysis and interpretation. 

During analysis data was transferred onto an Excel Spread Sheet, inserting tables listing 

respondents’ Reference Numbers and non-individually identifying characteristics to ensure 

confidentiality. Numbers were allocated to each response with all responses automatically 

tallied by the system for on time reading. Using the CATI was beneficial because it allowed for 

compilation of interim and updated reports instantaneously, as the data are being collected. 

Appropriate data cleaning procedures were then implemented on a daily basis. Each team 

leader made time to review system generated reports/responses and cross checked with voice 

recording detecting and correcting (or removing) inaccurate or incomplete records from a 

record set, or table, and then replace with accurate responses as per recording. When the 

responses were tallied they were then expressed in tables, graphs and descriptive analysis 

provided to the tallied responses and thematic conclusions drawn from mostly qualitative 

responses.  

The next step was then to provide commentary to the tables and graphs drawn in terms of 

interpreting the findings. The findings were then recorded in this final Impact Assessment 

report  
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Chapter 2. High-level WSP Analysis 

The high-level WSP analysis reviews existing data taken from WSP submissions over the 

reporting period 2011/12 to 2015/16.  Due to the data discrepancies described above, the 

analysis reports only on medium and large companies. 

 

The analysis provides an overview of the following key elements: 

 Employment 

 Provincial distribution 

 Race and gender profile 

 Training beneficiaries. 

 

Each of these elements are described in greater detail below. 

 

2.1. Employment Overview 

The employment overview provides and analysis of large and medium companies in the 

banking sector that submitted WSPs over the reporting period, as well at the number of 

workers that were employed by these companies over the reporting period.  In 2011, a total of 

151 medium and large companies submitted WSPs to the BANKSETA, reducing to a total of 

111 submitting companies in 2015. 

   

Table 0.1: Employer and Employee Figures for Large and Medium WSP Submitters, 

2011 - 2015 

WSP SUBMISSIONS 2011 2012 2013 2015 

NUMBER OF EMPLOYERS 151 51 148 111 

NUMBER OF EMPLOYEES 164 075 151 178 170 079 175 568 

AVERAGE NUMBER OF 

EMPLOYEES/COMPANY 
1 087 2 964 1 149 1 582 

Source: BANKSETA WSP, 2011, 2012, 2013, 2015 

Note: WSP data for the 2014 period has serious discrepancies and has therefore been excluded from 

this analysis. 
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As is evidenced in Table 2.1 above and Figure 2.1 below, the number of companies that 

submitted WSPs has generally declined over the reporting period, with 2015 recording fewer 

WSP submissions than had been the case over the preceding years, with the exception of 

2012, which recorded the least number of submissions.   

 

 

Figure 2-1 Number of Employers that Submitted WSPs and Number of Employees in Medium 

and Large Companies, 2011-2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011, 2012, 2013, 2015 

Note: WSP data for the 2014 period has serious discrepancies and has therefore been excluded from 

this analysis 

 

The number of employees among the companies that submitted WSPs over the reporting 

period followed a trend that generally corresponds with the number of companies recorded for 

each year. However, a relative increase in the number of employees is observed over the 

entire reporting period (2011-2015), with the total employee numbers for medium and large 

companies increasing by 11 493 employees (7% growth).  A general increase in the number 

of employees per company is also observed between 2011 and 2015. 

 

2.2. Provincial Distribution 

Profiling of employment in the banking sector requires analysis of the geographic spread of 

employees.  As is evidenced in Figure 2.2, the largest share of employees for medium and 

large companies were found in the Gauteng province in both 2011 and 2015, accounting for 

close to 70% of all employees.  The distribution of employees among the provinces remained 

fairly static between 2011 and 2015, although the Limpopo province increased its employment 

share by roughly 1%.  The Eastern Cape Province, in contrast, saw its share of employment 
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over the reporting period decline by approximately 1%.  The Western Cape Province recorded 

the second largest share of employees, with 13% of employees for WSP submitting 

companies being located in this province.  In both reporting years, the province with the lowest 

employment share was KwaZulu-Natal, with as little as 111 employees recorded in 2015.   

 

 

Figure 2-2 Provincial Share of Employees for Medium and Large Companies, 2011 & 2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011 & 2015 

 

Figure 2.3 illustrates the change in the number of employees for the nine provinces between 

2011 and 2015.   

 

 

Figure 2-3 Percentage Change in Number of Employees for Medium and Large Companies per 

Province, 2011-2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011, 2012, 2013, 2015 
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Against a national increase in the number of employees of 7%, the Northern Cape and 

Limpopo have shown significant increases in the number of employees, recording growth rates 

of 34.7% and 21.8% respectively. In contrast, the KwaZulu-Natal, Eastern Cape and Free 

State provinces all reported decreases in the number of employees between 2011 and 2015. 

The largest decrease in the number of employees was recorded for KwaZulu-Natal (-26.5%).  

 

2.3. Race and Gender Profile 

Analysis of the WSP submissions also allows for the profiling of employees with respect to 

race and gender. The race and gender profile of medium and large companies in the banking 

sector for 2011 is illustrated in the Figure 2.4. 

 

Figure 2-4 Percentage Share of Employees for Medium and Large Companies, by Race and 

Gender, 2011 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011 

 

As shown in Figure 2.4, significant representation was recorded in terms of female employees 

in 2011, with female employees outnumbering their male counterparts in all race categories, 

accounting for more than 61% of employees. African females represented a quarter of all 

employees for large and medium companies during that year.  Females and males in the 

African race group in 2011 held a combined higher percentage share (41%) in relation to the 

other race groups.  The Indian and Other race groups held the smallest share of employees 

in 2011.  The race and gender profile for 2015, as depicted in Figure 2.5 below, demonstrates 

a marked decrease in the share of female persons in the Coloured, and particularly the White 

race groups (dropping by almost 4%). Both the African male and female groups increased 

representation, with the share of African females increasing in share of total employees by 

approximately 4% between 2011 and 2015. 
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Figure 2-5 Percentage Share of Employees for Medium and Large Companies, by Race and 

Gender, 2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2015 

2.4. Disability Profile 

In 2011, disabled persons accounted for some 1.2% of all employees in medium and large 

companies.  This percentage increased slightly by 2015, when a share of 1.3% was recorded. 

Figure 2.6 shows the share of disabled individuals per race group for the 2011 and 2015 

reporting years. It is evident from this Figure that the largest share of disabled individuals was 

found in the White race group.  The African race group also saw a noticeable increase in the 

share of disabled individuals between 2011 and 2015.  

 

 

Figure 2-6 Percentage Share of Disabled Employees for Medium and Large Companies, 2011 

and 2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011 & 2015 
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provides an analysis of the training interventions achieved/training beneficiaries in medium 

and large companies of the banking sector, as recorded in the annual training report (ATR) 

submissions.  In the 2011 reporting year, which records training interventions for the 2010 

year, a total of 148 073 beneficiaries benefited from training interventions, as recorded for 

ATR submitters from medium and large companies.  The major occupation groups in which 

these training interventions were achieved are provided in Figure 2.7. 

 

Figure 2-7 Number of Training Beneficiaries for Medium and Large Companies, by Major 

Occupation Group, 2011 

Source: Urban-Econ 2017, based on BANKSETA WSP/ATR, 2011 

 

Figure 2.8 illustrates that the majority of training beneficiaries in 2011 were Clerical and 

Administrative Workers (55.6%), followed by Managers (18.6%) and Professionals (17.6%), 

together making up almost 92% of training interventions. It is observed that the titles of the 

major occupation groups for 2015 differ from those in the 2011 reporting period. Of particular 

relevance for the banking sector, is the distinction between Professionals; and Technicians 

and Associate Professionals.  Service and Sales workers are grouped together in the 2015 

list of major occupation, with the Skilled Agricultural, Forestry, Fishery, Craft and Related 

appearing as a new occupational group.  In the 2015 reporting year, the number of training 

interventions increased to 152 811 for medium and large companies in the banking sector, 

showing marked increases in training beneficiaries for managers in particular. The majority of 

training interventions remained in the Clerical Support Workers function, although the number 

of training interventions declined between 2011 and 2015.  However, almost 26 000 persons 

in medium and large companies received training as Technicians and Associate Professionals 

in 2015 reporting year, compared to the less than 2 000 training interventions for Technicians 

recorded in 2011.  
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Figure 2-8 Number of Training Beneficiaries by Major Occupation Group, 2015 

Source: Urban-Econ 2017, based on BANKSETA ATR, 2015 

 

A further breakdown of the specific occupations in which training interventions were 

undertaken for the 2015 reporting period is provided in Table 2.2 below. 

 

Table 0.2: Top 20 Achieved Training Interventions, Large and Medium ATR Submitters, 

2015 

OCCUPATION 
TRAINING 

BENEFICIARIES 
PERCENTAGE SHARE 

421102 - Bank Worker 12 190 8,0% 

421101 - Bank Teller 9 279 6,1% 

411101 - General Clerk 9 037 5,9% 

121901 - Corporate General Manager 7 664 5,0% 

334102 - Office Administrator 7 281 4,8% 

421103 - Currency Exchange Officer 6 953 4,6% 

122105 - Customer Service Manager 6 865 4,5% 

422206 - Call or Contact Centre Agent 5 380 3,5% 

333903 - Sales Representative 

(Business Services) 
4 960 3,2% 

122102 - Sales Manager 4 736 3,1% 

121902 - Corporate Services Manager 4 192 2,7% 

134601 - Bank Manager 3 894 2,5% 

242101 - Management Consultant 3 856 2,5% 

331201 - Credit or Loans Officer 3 609 2,4% 
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OCCUPATION 
TRAINING 

BENEFICIARIES 
PERCENTAGE SHARE 

334101 - Office Supervisor 3 316 2,2% 

441903 - Program or Project 

Administrators 
2 821 1,8% 

422501 - Enquiry Clerk 2 743 1,8% 

421401 - Debt Collector 2 451 1,6% 

422202 - Outbound Contact Centre 

Consultant 
2 407 1,6% 

121101 - Finance Manager 2 102 1,4% 

Source: Urban-Econ 2017, based on BANKSETA ATR, 2015 

 

Table 2.2 provides a summary of the top 20 occupations for which training interventions were 

undertaken.  These occupations together accounted for 69.2% of all training interventions in 

this sector for the 2015 reporting period.  Bank Workers, Bank Tellers, General Clerks, and 

Corporate General Managers were the top occupations for training beneficiaries. A total of 

12 120 training beneficiaries were recorded in the Bank Workers occupation, which amounted 

to almost 3 000 more beneficiaries than the number recorded for the occupation ranked 

second.  

Analysis of Top 6 Banks 
 

This Section provides a more detailed analysis of the top 6 banks that report to the 

BANKSETA, based on the number of employees recorded for these companies in 2015.  The 

banks analysed here include: 

 Absa Group Limited 

 Capitec Bank Limited 

 Firstrand Bank Limited 

 Nedbank Ltd 

 South African Reserve Bank 

 The Standard Bank of South Africa. 
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For the purposes of this analysis, the figures reported here include all subsidiaries of the larger 

banking groups, regardless of their relative size. 

 

The analysis provides an overview of the following key elements: 

 Employment 

 Provincial distribution 

 Race and gender profile 

 Disability profile; and 

 Training beneficiaries. 

 

Employment Overview 

For the 2015 reporting period, the top 6 banks together employed a total 132 998 people, 

accounting for approximately 76% of employment for medium and large companies in the 

banking sector.  The number of employees recorded for each of the top 6 banks is summarised 

in the Table below, and illustrates the significant contribution these companies make to 

employment in the sector.  

 

Table 2.3: Number of Employees for Top 6 Banks, 2015 

COMPANY NAME 2015 

Firstrand Bank Limited 34 439 

Absa Group Limited 30 157 

Nedbank Ltd 29 332 

The Standard Bank of South Africa 27 622 

Capitec Bank Limited 9 244 

South African Reserve Bank 2 204 

Grand Total 132 998 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2015 

 

Table 2.3 shows Firstrand Bank Limited to have been the largest employer in the banking 

sector in 2015, employing a total 34 439 in that year, followed by Absa Group Limited with 30 

157. From the Table it is also evident that the four traditional banks remain the largest 

employers, with Capitec as the youngest bank on this list employing 9 244 people, some 

18 000 less than the next largest bank. 

Figure 2.9 illustrates the employment trends for the top 6 banks from 2011 to 2015. 
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Figure 2-9 Trends in Number of Employees for Top 6 Banks, 2011-2015 

Source: Urban Econ, 2017 based on BANKSETA WSP, 2011, 2012, 2013, 2015 

Note: WSP data for the 2014 period has serious discrepancies and has therefore been excluded from 

this analysis. 

 

It evident from Figure 2.9 that the four traditional large banks generally maintained a stable 

workforce over the reporting period. While Firstrand Bank and Nedbank saw a gradual 

increase in employment numbers over the reporting period, Standard Bank and Absa 

substantially reduced their staff numbers from 2011. Capitec recorded a steady increase in 

employee numbers, growing from a staff complement of around 5 500 in 2011 to over 9 000 

in 2015.  The most consistent of the six banks over the reporting period was the South African 

Reserve Bank, which shows nearly no change in employee numbers over this period. The 

change in the employee numbers for each of the top 6 banks between 2011 and 2015 is 

reflected in the Figure below.  
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Figure 2-10 Employee Growth in Top 6 Banks, 2011-2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011, 2012, 2013, 2015 

 

As per the preceding discussion, the largest positive change in employee numbers was 

recorded for Capitec, enlarging its workforce by 69% between 2011 and 2015.  This against 

an overall increase in employee figures of 3% for the top 6 banks as a whole, while the 

employee numbers for Absa and Standard Bank reduced by 11% and 8% respectively.  Figure 

2.11 provides an overview of the percentage share of employees in the top 6 banks for the 

2011 and 2015 reporting periods. 

Figure 2-11 Percentage Share of Employees in Top 6 Banks, 2011 & 2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011 & 2015 
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its share of employees between the two periods.  The reduction in employee numbers for Absa 

and Standard Bank is also reflected in the decreased share of employees in the banking sector 

between 2011 and 2015. 

 

Provincial Profile 

An assessment of the geographic spread of employees in the top 6 banks collectively is 

presented below: 

Figure 2-12 Provincial Share of Employees in Top 6 Banks, 2011 & 2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011 & 2015 

 

In line with the province’s status as the economic hub of South Africa, a significant majority of 

employees in the top 6 banks were located in the Gauteng Province, in both the 2011 and 

2015 reporting periods, with the percentage share for Gauteng also increasing over the period.  

This is largely attributable to the location of banks’ head offices in this province.  KwaZulu-

Natal and the Western Cape also recorded substantial shares of employees, given the 

presence of large metropolitan centres in these provinces.  Apart from minor percentage 

changes, the provincial distribution of employees between 2011 and 2015 remained largely 

unchanged. 
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Race and Gender Profile 

The race and gender profile for the top 6 banks in 2011 is presented in Figure 2.13.  The graph 

reveals that in 2011, females across all race groups made up some 62.8% of employees in 

these companies.  As a cohort, African females enjoyed almost a quarter share of all 

employees, followed by White females (18%) and Coloured females (12.3%).  The largest 

male representation was found in the African race group (14.5%), followed by White males 

(11.9%).  

 

 

Figure 2-13 Percentage Share of Employees in Top 6 Banks by Race and Gender, 2011 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011 

 

The employee numbers for the top 6 banks combined, as summarised in Table 2.4 below, 

indicates that a total of 59 157 employees were from the African race group in 2015.  This was 

followed by employees from the White and Coloured race groups. 

 

Table 2.4: Employee Profile for Top 6 Banks, 2015 

RACE/GENDER MALE FEMALE TOTAL 

African 21 348 37 809 59 157 

Coloured 7 074 15 172 22 246 

Indian/Asian 6 865 9 675 16 540 

White 14 099 19 235 33 334 

Other 887 834 1 721 

TOTAL 50 273 82 725 132 998 

14,5%

5,4% 4,9%

11,9%

0,5%

24,3%

12,3%

7,6%

18,0%

0,6%

0,0%

5,0%

10,0%

15,0%

20,0%

25,0%

30,0%

African Coloured Indian White Other

Male Female



34 | P a g e                                                           

 

 

 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2015 

 

The above figures are presented in Figure 2.13 in terms of the percentage contribution each 

cohort made to total employment in the top 6 banks in 2015.  As was the case in 2011, the 

largest majority of employees in these companies were female, accounting for 62.2% of 

employees.  This represents a slight reduction from the 62.8% share held by females in 2011.  

The percentage share for African females, however, increased to 28.4% in 2015, an increase 

of some 4.1% from 2011.  In contrast, the percentage shares held by White and Indian females 

reduced in the 2015 report year, particularly in the White race group where the share of 

employees reduced by approximately 3.5% from 2011.  While the employee share of White 

and Coloured males declined between 2011 and 2015, African males enjoyed some 1.6% 

increase in percentage share of employees over this period. 

 

 

Figure 2-14 Percentage Share of Employees in Top 6 Banks by Race and Gender, 2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2015 

 

It is useful to also reflect on the changes in the actual number employees for the various 

gender and race groups, as is highlighted in Figure 2.15 below, as this provides an indication 

of the magnitude of the changes between 2011 and 2015. For the African race group, 

employee numbers increased by just over 9 000 people, while the net decrease in White 

employees amounted to some 5 300 people over the same period, the largest reduction being 

reported in the White female group.   
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Figure 2-15 Change in Employee Profile for Top 6 Banks, 2011 to 2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011 and 2015 

 

Disability profile 

The disability profile for the top 6 banks reveals some, but limited, progress being made with 

respect to disabled representivity in these companies.  In all the race groups, except the White 

race group, the share of disabled persons increased between the 2011 and 2015 reporting 

periods, as illustrated in Figure 2.16.  Despite the marginal decrease over the reporting 

periods, the largest share of disabled persons was found in the White race group (0.66% in 

2015), followed by the African race group (0.4% in 2015).   

 

 

Figure 2-16 Percentage Share of Disabled Employees for Top 6 Banks, 2011 and 2015 

Source: Urban-Econ 2017, based on BANKSETA WSP, 2011 and 2015 
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Training Beneficiaries 

The demand for labour in key occupations, as indicated by the training interventions 

undertaken by the top 6 banks, is provided in Figure 2.17.  In the 2015 reporting period, the 

top 6 banks reported undertaking training for a total of 124 875 beneficiaries.  This represents 

82% of the training interventions undertaken by medium and large companies.  The major 

occupation groups in which the largest number of training interventions were undertaken were 

the Clerical Support Workers; Managers; Technicians and Associate Professionals; and 

Professionals groups.  Training in these four occupation groups together accounted for almost 

123 000 training interventions (98.4%).  

 

Figure 2-17 Number of Training Beneficiaries for Top 6 Banks by Major Occupation Group, 2015 

Source: Urban-Econ 2017, based on BANKSETA ATR, 2015 

 

Table 2.5 further distinguishes the top 20 specific occupations in which training interventions 

were provided to training beneficiaries in the 2015 reporting period.  Training in these top 20 

occupations represented approximately 76% of the total training interventions reported for the 

top 6 banks in 2015. 

 

Table 2.5: Number of Training Beneficiaries for Top 6 Banks by Occupation, 2015 

OCCUPATION 
TRAINING 

BENEFICIARIES 
PERCENTAGE SHARE 

421102 - Bank Worker 9 169 7,3% 

421101 - Bank Teller 8 395 6,7% 
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OCCUPATION 
TRAINING 

BENEFICIARIES 
PERCENTAGE SHARE 

411101 - General Clerk 7 759 6,2% 

334102 - Office Administrator 6 903 5,5% 

122105 - Customer Service Manager 6 783 5,4% 

421103 - Currency Exchange Officer 6 750 5,4% 

121901 - Corporate General Manager 6 699 5,4% 

333903 - Sales Representative 

(Business Services) 
4 534 3,6% 

122102 - Sales Manager 4 524 3,6% 

121902 - Corporate Services Manager 4 162 3,3% 

242101 - Management Consultant 3 110 2,5% 

334101 - Office Supervisor 2 903 2,3% 

422206 - Call or Contact Centre Agent 2 796 2,2% 

134601 - Bank Manager 2 765 2,2% 

441903 - Program or Project 

Administrators 
2 700 2,2% 

422501 - Enquiry Clerk 2 632 2,1% 

421401 - Debt Collector 2 161 1,7% 

121101 - Finance Manager 1 994 1,6% 

331201 - Credit or Loans Officer 1 901 1,5% 

121103 - Credit Manager 1 191 1,0% 

Source: Urban-Econ 2017, based on BANKSETA ATR, 2015 

 

As was the case for the medium and large companies, the top 3 occupations for the largest 

banks were the Bank Worker, Bank Teller and General Clerk occupations.  Notably, the 

Customer Service occupation appears among the top occupations for the top 6 banks, 

reflecting the relative importance of reputational management for these banks.  
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Chapter 3: Unemployed Programmes 

BANKSETA’s Unemployed Programmes fall under the ambit of the SETA’s Youth 

Programmes.  A vital part of its mission is to inform, engage and empower the youth by 

providing information on skills development initiatives in the banking and microfinance sector. 

BANKSETA offered learnerships and other youth programmes to unemployed youth with the 

aim of promoting employability in line with government policy as per National Skills 

Development Strategy (NSDS III) objectives. These programmes are aligned with Banking 

and Microfinance sector qualification/employment requirements. Learnerships have been 

identified as one of the best vehicles to build skills for both employed and unemployed based 

on a unique feature that a learnership is an occupationally-based learning programme that 

combines structured theory and practical experience and leads to a registered qualification 

registered by the South African Qualifications Authority (SAQA).  Here learners are exposed 

to the key role the banking sector has in shaping the social, economic and political landscape 

within our country. Registered employers are responsible for hosting the learner(s) and making 

provision for training, workplace coaching and leaner support. 

 

Table 3.1: Learnership Programmes  

Programme/Intervention Description 

LETSEMA 

LEARNERSHIP 

BANKSETA funded youth development intervention aimed at 

recruiting unemployed matriculants in order for them to further 

their studies and exposing them to the world of work. The 

duration of the learnership is 1 Year. Training is linked to the 

registered skills programme. 

KUYASA 

LEARNERSHIP 

This is post-graduate learnership is a BANKSETA funded youth 

development intervention aimed at recruiting unemployed 

graduates in order for them to further their studies and exposing 

them to the world of work. The duration of the learnership is 1 

Year.  Training is linked to the registered skills programme. 

VIRTUAL BANK 

WORK-READINESS 

The Virtual Bank Work-readiness programme is a fast-track 

initiative to develop credit management and skills in the sector. 

Using Virtual Banking technology graduates are trained in a 

simulated environment to deal with real-life credit applications 

for an array of different clients.  

Source: S24, 2017 based on BANKSETA data 
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Learners that participated in unemployed programmes 

Sixty-nine percent (69%) of learners that participated in Unemployment Programmes 

successfully completed the programme, with 31% failing to complete their programme.  

 

  

Figure 3-1 Completion rate for unemployed programmes 

Source: S24, 2017 based on BANKSETA data 

3.1 Impact of programmes on learners 

 Learners that found employment 

The results of the study also show that, 26% of the respondents indicated that “they found 

employment, started their own businesses or entered a programme at a higher level …” after 

completion of the programme. Of these, 10% were male learners, and 16% were female 

learners.  The majority (84%) of the respondents indicated that, nothing had really changed in 

their lives with regards finding employment, starting their own businesses or entering a 

programme at a higher level. 

 

Some of the reasons given for failure to secure employment were: 

 Leaners feel that some courses were not very relevant to market requirements 

 “High levels of unemployment already so difficult to get jobs anyway” 
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Figure 3.2  Percentage of learners who found employment, started a business or enrolled for 

further  studies 

Source: S24, 2017 based on BANKSETA data 

 

Learners whose personal income increased 

When learners were asked if their personal income had increased in any way since 

participating in the programme, only 16% confirmed that their income had actually increased 

as a result of the training they received.  Of these, 6% were male and 10% were female. Most 

of the participants (84%) reported that their personal income had not increased in any way. 

This has been illustrated on the diagram below: 

 

  

Figure 3.3 Increase in personal income after completion of programme 

Source: S24, 2017 based on BANKSETA data 
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Learners were asked if the training had had any effect on their productivity and 45% of them 

said that the training had a positive effect on their productivity, while 55% said that the training 

had not had any impact on their productivity.  

 

  

Figure 3-4 Effect of training on productivity 

Source: S24, 2017 based on BANKSETA data 

 

Overall impact on the employability of unemployed participants 

While leaners might not have found employment at the time of the study, sixty-four percent 

(64%) of learners confirmed that the training programme and skills acquired had improved 

their chances for employment, while 36% indicated that the training programme and skills 

acquired did not improve their chances for employment at all. Of those who found that the 

programme and skills acquired had improved their chances for employment, 25% were male 

and 39% were female. 
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Figure 3.5 Improvements on employment chances 

Source: S24, 2017 based on BANKSETA data 
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Chapter 4: Employed Programmes 

Employed Programmes refers to BANKSETA funded interventions through the Skills 

Development Department.  Through this department, BANKSETA is able to fulfil its mandate 

to develop the skills of employees within the Banking and Microfinance Sector through 

capacitating Skills Development Facilitators (SDF), to develop Workplace Skills Plans (WSP), 

and Annual Training Reports (ATR).  The Skills Development Department implements a 

number of initiatives that support inter alia: 

 Junior and Middle Management; 

 Occupationally Directed Qualifications;  

 Executive Courses;  

 International Executive Development Programmes.   

 

Table 4.1: Skills Programmes 

Skills Programme Description 

Certificate in 

Management 

Development 

The aim of this project is to increase the pool of skills at entry 

level management occupations in the Banking and 

Microfinance Sector. Each year about 190 employed 

candidates participate in the programme in partnership with a 

Business School.  Junior and Middle Managers are identified by 

their employers as suitable candidates for the programme, to 

be further skilled through the completion of a registered and 

accredited management development programme. 

Occupational 

Certificate: Compliance 

Officers 

The regulatory environment has become more and more 

complex.  This occupational certificate qualification provides 

learners with the necessary knowledge, skills and workplace 

experience to fulfil this role. It aims to prepare a learner to 

provide compliance services to assist management to 

discharge their responsibilities to comply with applicable 

regulatory requirements. 

Masters & Executive 

Courses 

Bursaries are aimed to support the banking and microfinance 

sector in growing senior management and leadership skills and 

to support the sector in achieving transformation targets. 

International Executive 

Development 

Programmes 

General Banking:  Candidates are exposed to banking 

perspectives in other parts of Africa. Working with a local 
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Business School the programme creates a partnership with an 

UK Business School and the local banks there. 

Investment Banking: BANKSETA initiated an IEDP with a 

focus on investment banking. Work was undertaken to set this 

programme up in partnership with a local Business School and 

an International Business School. 

Source: S24, 2017 based on BANKSETA data 

 

Employees participating in programmes 

From the pool of respondents that they participated in employed programmes 38% were male 

participants and 62% were female participants.  This bodes well for the banking sector’s 

transformation imperative on gender equity as, ideally, continued skills development of female 

employees should translate into promotion into various management levels.  This breakdown 

is in line with findings of the 2017/18 Banking Sector Skills Plan which reported a gender 

composition of the sectors as 61% female and 39% male.      

 

  

Figure 4-1  Participation by gender in employed programmes 

Source: S24, 2017 based on BANKSETA data 
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In terms of completion rates, 89% of the respondents indicated that, they had completed the 

programme with only 11% failing to complete the programme. Of those who were successful 

at completing the programme, 33% were males and 56% were females. Some of the reasons 

for failing to complete the programme were given as follows: 

1. Change of career plans 

2. Moved provinces 

 

  

Figure 4-2 Successful completion of learning programmes by employed learners 

Source: S24, 2017 based on BANKSETA data 

 

Impact of successful completion of programmes on participants’ income 

Regarding whether training had an impact on participants’ income, (54%) of the employed 

learners who participated in the survey, indicated that their incomes had not increased in spite 

of having successfully completed their programmes. However, 46% indicated a salary 

increment since successful completion of the programme.  
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Figure 4.3 – Increment in income 

Source: S24, 2017 based on BANKSETA data   

 

Career prospects after completion of programmes 

When respondents were asked if they had realised any improvement in career prospects, after 

completing their training programme, 67% reported that there were improvements in their 

career prospects, with 33% indicating that they had no changes in career prospects at all. 

 

  

Figure 4-4  Prospects for career improvements 

Source: S24, 2017 based on BANKSETA data 
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Impact of successful completion on participants’ productivity and 

performance, efficiency and effectiveness 

A total of 88% of the respondents reported an increase in productivity, performance, efficiency 

and effectiveness, with 12% indicating that, the training did not yield any increase in 

productivity, performance, efficiency or effectiveness in their work lives due to participation in 

the programme.  

 

  

Figure 4-5  Increases in productivity, performance, efficiency and effectiveness 

Source: S24, 2017 based on BANKSETA data 

 

Number of employed participants considering studying further 

Regarding considering further studies, 88% of respondents indicated that they were 

considering further studies while 12% were not considering any further studies. Of those who 

were considering further studies, 34% were male learners and 54% were female learners. 
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Figure 4-6 Considering further study 

Source: S24, 2017 based on BANKSETA data 
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Chapter 5: Small, micro and medium enterprise (SMME) Support 

SMME support programmes started in 2014 following the review the BANKSETA’s strategy.  

Under the new strategy the Inclusive Banking Department was established to provide support 

to SMMEs, Co-operative Financial Institutions (CFIs) and other role-players in the banking 

and financial services sector.  The main requirement for stakeholders to benefit from 

BANKSETA programmes is that they should be a registered entity with the CIPC as well as 

submit the annual Workplace Skills Plan (WSP) to the BANKSETA.  The inclusive banking 

sub-sector comprises a wide range of service providers which are classified according to the 

following categories: 

 Second-tier banks  

 Medium and large micro-lenders  

 Small micro-lenders  

 Microenterprise lenders  

 Financial co-operatives 

 Housing financiers  

 Debt counsellors 

 

Inclusive Banking is defined as the provision of a broad range of financial services, including 

transactional, savings, credit and insurance services to the low income and poor segment of 

the population at attractive prices by a range of financial institutions including banks, in an 

effort to support economic development and poverty reduction.  Thus, through the department, 

SMME’s (including Cooperative Financial Institutions) that are operating within the banking 

and microfinance sector are supported entrepreneurial skills programme including: 

 SME Funding window 

 Support for Co-operatives 

 Bursaries (employed) 

 Certificate in Management Development for Microfinance 

 Support and guidance with WSP and ATR submissions 

 SDF registration 

 Entrepreneurial Skills Training 

 Mobile Training Solution 

 Internships 
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Impact of interventions on improving business the turnover or profit of 

participating SMMEs 

SMMEs that participated in BANKSETA programmes were asked whether or not the 

interventions had assisted in improving the turnover or profit for their businesses.  Eighty-eight 

percent (88%) of respondents noted an improvement in their turnover with 12% saying that 

there had been no improvement in their business turnover or profit at the moment.  

 

  

Figure 5-1 Improvement in turnover or profit 

Source: S24, 2017 based on BANKSETA data 

 

Impact of interventions on employment trends of participating SMMEs  

Seventy-two percent (72%) of respondents indicated that the small business interventions had 

led to an improvement in employment opportunities created by their business which resulted 

in an increase in staff members.  
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Figure 5-2 Improvement in employment opportunities 

Source: S24, 2017 based on BANKSETA data  

 

Impact of interventions on operational efficiency and effectiveness 

of participating SMMEs 

Encouragingly, for 97% of the participants, the training had improved their operational 

efficiency and effectiveness, with on 3% saying there had been no improvement in operation 

efficiency and effectiveness.  

 

  

Figure 5-3 Improvement in operational efficiency and effectiveness 

Source: S24, 2017 based on BANKSETA data  

 

 

Impact of interventions on participating SMMEs networks; client 

base and customer satisfaction 

 

Impact on client bases and networks 

Regarding impact on growing their client base and networks, 89% of respondents reported 

that the training assisted them to grow their client base and network, with only 11% saying 

that they had not experienced any growth yet on their client base and network. 
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Figure 5-4 Growth of client base and networks 

Source: S24, 2017 based on BANKSETA data  

 

Impact on business growth 

When respondents were asked whether or not their business had grown in any way due to 

participation in the BANKSETA’s interventions, 86% of the respondents confirmed that indeed 

their businesses had grown while 14% indicated that while the training interventions could 

have been beneficial, they however did not see any growth in their businesses. 

  

Figure 5.5 Business growth due to participation in BANKSETA interventions 

Source: S24, 2017 based on BANKSETA data  
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Impact on customer satisfaction 

The study also found that, as indicated by 96% of the respondents, the SMMEs experienced 

an improved rate of client satisfaction due to the fact that business owners were now better 

equipped to service their clients. Only 4% of the respondents indicated otherwise.  

  

Figure 5-6 Improvements in client satisfaction 

Source: S24, 2017 based on BANKSETA data  

 

Chapter 6: Recognised Prior Learning 

RPL is essential to human resource development and to building the economy of South Africa. 

RPL provides opportunities to capitalise on what people have learned already, by formally 

assessing skills and knowledge that were previously unrecognised, thus saving time and 

resources. It helps builds individuals’ confidence and can motivate and encourage lifelong 

learning and personal development. It provides opportunities to address sector skills 

shortages and for developing the workforce, improving employment opportunities and industry 

outcomes.  

 

The BANKSETA has been appointed by the Quality Council for Trades and Occupations 

(hereafter, QCTO) to implement the QCTO’s mandate within the banking sector. This includes 

the implementation and quality assurance of RPL for the so called legacy qualifications quality 

assured by the BANKSETA. The BANKSETA has worked with the QCTO in the 

implementation and furtherance of RPL in the banking sector focusing mainly on the legacy 

qualifications.  

 

The two main forms of RPL which the BANKSETA RPL Policy addresses are:  
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1. RPL for access or for advanced standing: when a candidate is granted access to a 

formal learning programme at a higher level than her/his previous formal learning 

would have allowed, and may include partial exemption of the learning towards the 

qualification on the basis of her/his prior learning. 

2. RPL for credits for a full or partial qualification: RPL for access provides an 

alternative access route into a learning programme when a candidate does not meet 

the academic entry requirements for admission. This applies to learning programmes 

that are offered by accredited institutions (including adult education and training 

centres) or by workplace- based training providers. 

 

BANKSETA’s implementation of the RPL programmes by is informed by policies that are 

aligned to the country’s educational, social and economic transformation agenda, that seeks 

to include those traditionally and historically excluded from progressing in their chosen 

education and training path and from progressing in their careers.  Some of these fundamental 

principles include, but are not limited to:  

 Compliance with the objectives of the NQF: The RPL process adheres to the 

objectives of the NQF.  

 National interest: Besides the personal benefits to the candidate, RPL should further 

South Africa’s national interests and that of the banking sector. 

 Commitment to the principles of equity, redress and inclusion: It is understood 

that the RPL process has the potential for social transformation if implemented 

correctly. 

 RPL is multi-contextual: there is no ‘one size fits all’ approach. RPL will be 

implemented differently according to context as well as whether the purpose is for 

personal development, for further learning and workplace advancement, for credit or 

for access to a formal learning programme. The purposes and contexts will determine 

the practices and outcomes of RPL in each case 

 

FAIS compliant or registered participants 

At the time of conducting the study, 66% of the respondents who participated in RPL, indicated 

that they are now FAIS compliant or registered with 34% indicating that, they were not FAIS 

compliant/registered. 
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Figure 6-1 FAIS compliance  

Source: S24, 2017 based on BANKSETA data  

 

Impact of intervention on participants’ career prospects or job profile 

When respondents were asked whether or not the RPL support they received had improved 

their career in any way, or whether there had been a change in job position or job profile – 

slightly more than three quarters (76%) of the respondents reported changes in their careers, 

with 24% not registering any changes yet. 

 

  

Figure 6-2 Improvement in career prospects 

Source: S24, 2017 based on BANKSETA data  
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indicated that after gaining recognition of their prior learning they eventually experienced 

improvements in their roles while 14% said there were no improvements noted in productivity 

and/or efficiency. 

 

  

Figure 6-3 Improvements in productivity 

Source: S24, 2017 based on BANKSETA data  

 

Participants’ response to the applied RPL methodology and credit exemptions (i.e. 

CAT) 

Sixty-eight percent (68%) of the participants preferred the CAT model as applied in RPL over 

the traditional methodology while thirty-two percent (32%) of the participants preferred the 

traditional methodology to RPL.  

Figure 0-1: Preferred RPL Methodology 
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Figure 6-4 Preferred RPL methodology 

Source: S24, 2017 based on BANKSETA data  

 

Participants preferred training method: e-learning versus traditional classroom 

contact sessions  

When participants were asked to indicate their preference between e-learning and the 

traditional classroom contact sessions, 65% of participants preferred the e-learning training 

method while 35% indicated that they preferred the traditional classroom contact sessions.  

Chapter 7: Maths and Science 

The Maths & Science Support Programme is a school support initiative that provides selected 

learners with an intensive academic, mentorship and leadership skills programme in rural 

schools in: KwaZulu-Natal; Limpopo; Mpumalanga; Free State and Gauteng.  Participating 

schools have also benefited from teacher development programmes linked to the project.   

This programme aims to: 

 To improve the core Maths and Science symbols of learners on the programme to a 

minimum D symbol so as to facilitate their entrance into tertiary educational institutions. 

 To increase the number of successful black applicants that qualify for university 

entrance into sciences, commerce, engineering and mining related careers. 

 To build capacity among Maths & Science educators in historically disadvantaged 

schools. 

 To bridge the critical skills shortage by increasing the size of the talent pool from which 

employers can draw graduates who are qualified in Maths, Science and Technology 

fields. 

 To increase the talent pool from which companies can draw learners for bursaries. 

 To conduct career guidance and facilitate the successful bursary application of 

learners. 

 

Learners that completed programmes 

Sixty-nine percent (69%) of the learners who participated in the Maths & Science programmes 

successfully completed the programmes while 31% did not complete the programme 

successfully.  Of those that did not complete the programme successfully, 9% were male 

learners and 22% were female learners.  
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Figure 7-1 Successful completion of Maths/Science Programme 

Source: S24, 2017 based on BANKSETA data  

 

Impact of intervention (i.e. extra lessons) on learners’ Maths and/or Science results 

As illustrated in the Figure 25 below, fifty-one percent (51%) of the leaners who successfully 

participated in the Maths & Science extra lessons reported improvement in the academic 

results and 49% saw no improvement in the Maths and Science results.  This is a worrisome 

outcome as it means one in two learners were likely to complete the secondary school with 

poor results in Maths and Science or completely drop out of the subject before the reach grade 

12/matric.   

 

  

Figure 7-2 Improvements in Maths/Science results 

Source: S24, 2017 based on BANKSETA data  
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Number of participating learners planning to study further (including those already 

enrolled for further study) 

When asked if participants were considering further studies, 88% said that they were 

considering studying further. Of these, 48% were female and 40% were male.  While at face 

value the reported desire to study is positive, it is tampered with by the above finding that only 

51% of learners saw an improvement in their Maths and Science results.      

  

Figure 7-3 Considering further study 

Source: S24, 2017 based on BANKSETA data  

 

Number of participating learners planning to pursue in finance related fields 

(including those already registered in financial studies) 

Eighty-four percent (84%) of the participants were considering studying towards finance 

related qualifications, while 16% of the respondents were considering studying towards 

qualifications not related to Finance.  
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Figure 7-4 Considering or already studying towards a finance related field 

Source: S24, 2017 based on BANKSETA data  

 

Chapter 8: Overall Impact of BANKSETA NSD III (2011-2016) 

Skills Intervention Programmes 

8.1 Completion Rates   

BANKSETA’s NSD III intervention programmes aimed at learners and employees show an 

overall completion rate 73%.  This high completion rate bodes well for the sector in terms of 

improved productivity – Employed (89%) and RPL (66%) - as the impact can be readily seen 

at the workplace as in some instances employed beneficiaries apply what they are learning 

even before the successful completion of courses enrolled for.  Similarly, encouraging from a 

youth development and skills supply pipeline for the sector, 69% of all learners in unemployed 

and Maths/Science programmes successfully completed the programmes sponsored by 

BANKSETA.  Beneficiaries of these programmes would in all probability be of school going 

age (Maths/Science) or be unemployed youth (i.e. between 18 and 35 years) that are also not 

enrolled into any academic or vocational training programmes.   
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Figure 8-1 Completion rates 

Source: S24, 2017 based on BANKSETA data  

 

8.2 The impact of learning interventions on learners 

Improved employability  

As alluded to above, those beneficiaries that successfully completed programmes specifically 

designed to assist the unemployed (69%) develop marketable skills reported an almost 

identical (i.e. 64%) improved chances of employment.  In the context of stubbornly high youth 

unemployment, it shows that there is still a role for SETAs to play outside of the traditional role 

of improving workplace skills.  Going forward, if there are any sector specific enhancements 

to be recommended for unemployed programmes, it should ideally be focused on skills needs 

in relation to the banking sector of tomorrow in context of the 4th industrial revolution.    
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Figure 8-2 Improvements on employment chances 

Source: S24, 2017 based on BANKSETA data  

 

Increased earnings potential/skills that can assist in self-employment 

An actual increase in income; or a justifiably strong perception of improved earning potential; 

is a strong indicator of the success of any intervention or programme of change.  In this case 

close to seven out of ten (69%) BANKSETA beneficiaries reported an improvement to their 

earning capacity be it through increase salary/promotion at work or through their improved 

skills to get employment or maintain their own businesses. 

 

It is only in the employed programmes where more beneficiaries (54%) reported little to no 

improvement in their earning potential.  This means that more than half of BANKSETA NSD 
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levies that programmes are funded.  If employees fail to see any gain from participating in 

skills development programmes it implies there might be a lack of synergy between the 

programmes that banking sector employees enrol for and the skills/personnel needs of the 

immediate employers.  Alternatively, a more negative explanation may be that employees do 

gain skills and training that improves their productivity (reportedly 88%) to the benefit of the 

employers.  However, this has not translated into an increase in income or promotion to a 
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higher position despite being more efficient and/or taking on more responsibilities post their 

skills development.    

              

  

Figure 8-3 Improved earning potential 

Source: S24, 2017 based on BANKSETA data  

 

Improved chances of promotion and career advancement 

The overall positive trend of 7 out 10 (or 69%) beneficiaries is similarly found on the question 

of “improved career advancement”.  Overall it is encouraging that 64% of the unemployed 

people had the life changing gain of a job for the first time or re-entry into the job market and 

that 76% of those with work but without formal qualifications (RPL 76%) managed to overcome 

the qualifications barrier to their career prospects.   

 

There is still notable mismatch in the reported outcomes by employed programmes 

beneficiaries on the questions of: “improved earning potential” (Fig. 29) and “improved career 

advancement”. On “earning potential” most employed beneficiaries (54%) reported that they 

saw no improvement but the same population overwhelmingly (67%) saw an improvement on 

their career advancement prospects.  At face value this seems like a contradiction as it is hard 

to fathom how one can see an improvement in the career prospects but still not have an 

improvement in their earning potential.  Without an opportunity to follow up on what 

respondents meant, any conclusion or interpretation will be speculative at best: Where the 

respondents not satisfied because the changes in their income were not to levels they 
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anticipated?  OR Despite the incomes not rising to the levels they desired, the beneficiaries 

now felt that they could get a better job elsewhere with their improved skills?    

    

  

Figure 8-4 Improved career advancement 

Source: S24, 2017 based on BANKSETA data  

 

Increased interest in future study and further improvement 

Beneficiaries of Employed and Maths/Science programmes overwhelmingly reported a desire 

to study further.  Almost 9 in 10 (88%) beneficiaries in employed programmes indicated they 

have an interest to study further.  Ideally this would be in fields and skills that have been 

identified as PIVOTAL, scarce and/or critical for the banking/finance sector as reported by 

eighty-four percent (84%) of learners that benefitted from Maths/Science interventions.   
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Figure 8-5 Inteerst in further studies 

Source: S24, 2017 based on BANKSETA data  

 

8.3 The impact of learning interventions on employers 

 

Increase in productivity and skills of employees 

Indisputably, employers (i.e. banking sector and SMMEs) do benefit from improved 

productivity as beneficiaries all three programmes that targeted the employed (including RPL) 

or SMMEs owners and their employees reported (average 68%) an improvement in their 

productivity and the skills of themselves as employees or of their employees (i.e. SMMEs).  It 

is only in the Unemployed and Maths/Science interventions were beneficiaries were nearly 

identically split in terms of the numbers of learners that saw an improvement in their 

productivity or skills.  This is understandable when these beneficiaries are taken to have never 

been employed, have been unemployed for some time and/or they are still in school.  Whereas 

they may be able to list other positive impacts- e.g. employability; results; of BANKSETA 

programmes, without any work experience they may not have anything to compare their 

productivity and/or skills levels while still unemployed or at school.  Alternatively, where 

beneficiaries found employment or studied further, the learners could not directly link their 

productivity/skills to BANKSETA interventions even though there might actually be a 

relationship with them gaining employment or qualifying to study further and the interventions 

made.    
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Figure 8-6 Improved productivity/skills 

Source: S24, 2017 based on BANKSETA data 

 

Meeting transformation objectives of the sector 

From a gender perspective the BANKSETA programmes participation and completions rates 

have been in favour of women.  Figure 8-7 below shows how female beneficiaries consistently 

outnumber their male counterparts by an average of 14% on positive impacts of the 

BANKSETA NSD III interventions.  This implies that: at tertiary level there should be a slight 

imbalance in favour of young women enrolling in courses that require Maths/Science as entry 

requirements; while, at that workplace, there should be a similar increase in the number of 

females moving up the management ladder as they get promoted in line with their 

improvement in qualifications and continued pursuit of skills development.    
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Figure 8-7 Gender transformation 

Source: S24, 2017 based on BANKSETA data 

 

Improving turnover/profitability and Employment in SMMEs 

Similarly, to the Unemployed and RPL programmes, SMME intervention programmes were 

emphatically seen as having had the desired impact as eighty-eight percent (88%) of SMMEs 

saw in improvements in their turnover/profit as well as increases in the number of people they 

employed (72%)- Figures 35 and 36.    

  

Figure 8-8 Improvement in turnover or profit 

Source: S24, 2017 based on BANKSETA data 

From a national policy perspective on job creation and SMME development in relation to 
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10%

33% 34%

40%

16%

56%
54%

48%

0%

10%

20%

30%

40%

50%

60%

Unemployed (Found
Employ)

Employed (completion) Employed (further study) Maths&Science (Further
Study)

Success by Gender (%)

Male Female

0%

20%

40%

60%

80%

100%

Yes No

88%

12%

Improvement in Turnover or Profit



68 | P a g e                                                           

 

 

 

government must do more to support SMMEs if they aim to drastically reduce stubbornly high 

unemployment levels as well as have a transformed economy.  Ideally most SMMEs should 

be black owned if different sectors of the national economy are to reflect national 

demographics.          

 

  

Figure 8-9 Improvement in employment opportunities 

Source: S24, 2017 based on BANKSETA data 
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Chapter 9: Conclusion 

Majority of the respondents, were of the unequivocal view that the BANKSETA programmes 

that they had participated in had positively impacted them as individuals. However; the 

majority of the unemployed respondents indicated that nothing had really changed in their 

lives with regards finding employment, starting their own businesses or entering a programme 

at a higher level.  Some learners felt that some courses were not very relevant to market 

requirements and also that the reason why they may not be employed is that there is: “High 

levels of unemployment already so difficult to get jobs anyway”.   

 

While some learners/respondents were ‘careful’ not to be too critical of BANKSETA on record, 

a number did raise concerns around the quality of service, coordination and communication 

they had experienced in their dealing with the SETA. The following were specifically 

mentioned: 

 Issuing of compliance and competence certificates taking a long time; (at the time of 

the study a number had not received their certificates for the courses they had 

attended.) 

 some unemployed learners felt that the BANKSETA should assist them in getting 

employment or at least link them with employers /or do more to facilitate their 

placement after training. 

 

Overall, completion rates are higher in employed learners 89% as opposed to 69% on 

unemployed learners and Maths and Science with a 51% completion rate.  A significant 

statistic from SME data was that 97% of the respondents felt that the training they received 

had positive effects on their businesses.  Learners supported in Maths and Science have a 

great appetite to continue in finance related studies with Accounting being the most popular 

choice. 

 

Some of the key lessons learned during the implementation of this impact study of the 

BANKSETA programmes linked to the NSDS III are as follows: 

 The Research Unit should also work with Programme Managers and other stakeholders 

to implement the appropriate level of performance logging, as well as tracer study 

frameworks in order to facilitate impact assessment on an on-going basis. 

 Follow up with learners regularly during the programme/course and provide relevant 

interventions to improve completion rates especially within the unemployed groups. 
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 In order to increase chances of evaluating programme attribution to change, it may be 

necessary to design future impact assessment studies as longitudinal impact studies that 

allows the BANKSETA to track learners/beneficiaries over a longer period or at least in-

line with the NSDS period usually 5 years to allow for evaluating the change/impact that 

would have taken place. 

 Set up impact indicators upfront which will be used to measure/assess the impact during 

the evaluation when time comes to evaluate the impact of the programmes.  

 Develop these indicators together with all stakeholders in the value chain (training 

providers; employers etc) and clearly define stakeholders’ contributions to each output and 

hold each other accountable through MoUs. 

 Protocol impact indicators at design stage of programmes to ensure data can be collected 

on the indicator for tracking purposes. 

 Follow up of learners to establish the impacts and outcomes agreed at programme design 

should become a standard item for the Research Unit together with Programme 

Management; 

 Work with programme managers to ensure effective learner data management (learner 

records) 

 Conduct rapid appraisals at the end of the courses- including reasons why learners drop 

out- as a way to update learner contact details.   

 Conduct a full scope impact assessment study which will make use of face to face 

interviews with beneficiaries where possible to get qualitative and real life responses on 

impact of interventions. 

 Conduct regular tracer studies on learners within programmes and encourage learners to 

update their details regularly. BANKSETA may provide incentives for learners to keep their 

contact details up to date. 
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