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1. Introduction 
 

The Centre for Researching Education and Labour (REAL), a research centre at the University of the 

Witwatersrand’s School of Education, was awarded a Banking Sector Education and Training 

Authority (BANKSETA) research chair for a two-year period beginning in 2018 and projected to draw 

to a close in March 2020. The centre has multiple research foci. In essence it seeks to produce 

research that illuminates the connections and relationships that exist (or fail to exist) between the 

worlds of work and education in the South African context.  

Seeking to understand the worlds of education and work both individually and simultaneously can 

and often is a daunting and bewildering undertaking. In consultation with the BANKSETA, and based 

on our understanding of the current research taking place in the field of education and work, it was 

decided that a central nodal point would need to be identified to draw together the multiple 

research projects. After extensive consultation it was decided that this nodal point would be that of 

occupations and that the research chair would in essence be an occupationally focused research 

chair. 

 The latest iteration of the National Skills Development Plan (NSDP) seeks to forge closer links 

between the worlds of education and work in order to ensure that a skilled and capable workforce is 

created which can contribute to “economic growth, employment creation and social 

development.”(2019, p5). One of the key mechanisms that are currently being utilised, and that will 

probably need to play an even greater role if the ambitious goals of NSDP 2030 are to be realised, is 

the provision of accurate, relevant and timeous data pertaining to occupations being communicated 

to the Post School Education and Training (PSET) sector. The provision, analysis and utilisation of 

accurate, relevant and timeous data can however be problematic and difficult to achieve. This is 

especially true in the context of multiple and often intersecting change drivers impacting on and 

altering the worlds of education, work and the relationships between the two. Some of these change 

drivers are: a greater focus on environmental sustainability, the fourth industrial revolution, income 

and wealth inequality, gender transformation (or the lack thereof), the urgent need for a 

transformation of the racial composition of the workforce, rural to urban migration and geographical 

factors; amongst many others.  

This should however not be a matter for despair or an excuse to retreat into established norms and 

structures but rather be viewed as opportunity to critically evaluate our occupational classification 

systems and structures. This will be necessary in order to ensure that we stay abreast of these forces 

of change and not be left behind. Ultimately what should be aimed for is a PSET system that is 

proactive as opposed to reactive.  

At present the main system used to gather occupational data for the PSET system is that of the 

Organising Framework for Occupations (OFO) which is a coded occupational classification system 

under the custodianship of the Department of Higher Education (DHET). Employers submit 

occupational data to their respective SETAs utilising the OFO and the SETAs submit this data to 

DHET. This may seem simple and self-explanatory but multiple issues can and do arise; hence the 

need for the work conducted and reflected on in this OFO report. The stream of work commissioned 

by BANKSETA and reflected on in this report has as its primary focus the analysis of the mapping of 

jobs to occupations taking place in the banking sector. When submitting data to the SETA employers 

have to match (or “map”) their job descriptions, which are often highly technical, detailed and 

organisationally specific, to occupations as defined on the OFO. The OFO is a national system and 
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occupations are defined at a broad and general level. For each occupation (assigned a 6-digit code) 

there is a descriptor (or general occupational purpose as it were) and a list of specialisations -cum-

alternate titles. NSDP 2030 states that:” the first and primary reason for using the notion of 

‘occupation’ is that ‘occupation’ is the language used in the demand side, which is the labour 

market” (2019, p.9). If only one lesson is taken away from this report it should be that the 

aforementioned is almost certainly not the case. The OFO in and of itself does not create a common 

language. A common language needs to be created at inter-sector, sector and sub-sector level. This 

research found that the labour market and employers (definitely in the banking sector but we 

suspect in other sectors as well) do not use the language of occupations but that of jobs. This 

conceptual blurring between job and occupation gives rise to a series of challenges this report seeks 

to address. 

 Many stakeholders expressed the view that there is an urgent need to revise and improve the OFO 

and this report does partially address this concern and begins sketching a way forward. It was 

however found that even despite the multiple short comings of the OFO there is ample room for 

improvement in terms of increasing the accuracy of mapping jobs to occupations taking place within 

this sector. Further research in other sectors is required to determine whether this is the case across 

the board. Another key insight and take away from this report would be that the sometimes poor 

quality of occupational data submitted is not solely the responsibility of the SETA. Ultimately 

employers, other stakeholders and DHET will all need to play a central role in improving the quality 

of occupational data. The SETA will nevertheless still be a critical role player in terms of OFO capacity 

development through regular employer training, frequent updating of the OFO and finally by more 

thoroughly and critically interrogating occupational data submitted by employers.  

Although limited to the banking sector (or a part thereof) and somewhat technical in its orientation 

this report (and the research chair more broadly) aims to contribute to the strengthening of the 

responsiveness of the PSET system. By being more responsive the PSET system can better serve the 

needs of especially the marginalised and excluded who almost entirely rely on the state to provide 

them with the education and training they require to be economically active and socially responsible 

citizens. 

2. Focus of research report 
 

Wits REAL Centre is undertaking a series of research projects within the banking sector under the 

guidance of the Research Chair: Skills and Occupations, focusing on the following areas:   

A) Mapping jobs to occupations: Organising Framework for Occupations; and the development 

of an open access electronic mapping tool. 

B) Investigating drivers of occupational change within a just transition framing: Digitisation and 

Sustainability 

C) Unpacking the structural dynamics and use of occupational frameworks: An international 

collaboration 

D) Analytical and conceptual alignment, gaps and system use in relation to Jobs; Occupations, 

Knowledge, Qualification and Work 

E) Lessons for the Post School Sector: Occupations and Skills 

The objectives of this study were to: 
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1. Map 100 banking jobs to occupations within the Organising Framework for Occupations 

(OFO) 

2. Analyse the data and provide a key set of findings and recommendations. 

The outputs of this mapping project could form the basis of future stakeholder engagements leading 

to more accurate mapping to the OFO, and ultimately more accurate skills needs identification and 

reporting within the banking sector.   

This report covers the banking sector context; conceptual framing: job, occupation and profession; 

the OFO and South African skills landscape; understanding the OFO; methodology for mapping jobs 

to occupations; previous SETA research on mapping jobs to occupations; jobs mapped to 

occupations, observations and insights from the mapping process, and recommendations. 

3. The banking sector context 
3.1 Overview 
BANKSETA categorises the broader banking environment into Banking Services, inclusive of the 

Central Bank i.e. South African Reserve Bank (SARB) and Banks under SARB Supervision; and the non-

banking financial services, inclusive of the Development Finance Institutions (DFI), Co-operative 

Banks and Cooperative Finance Institutions (CFI), Micro-Finance Institutions and Stokvels. The 

majority of the banks are locally owned. It is a highly regulated sector with various regulatory bodies.  

The BANKSETA Board consists of banking sector employers and trade union representatives in equal 

numbers, a professional body representative, a community representative and the Chairperson.  

The banking sector in South Africa at present is composed of the following institutions: 17 banks, 

two mutual banks, 14 local branches of foreign banks, two co-operative banks and 43 foreign banks 

with approved local representative offices (BANKSETA, 2018). The banking sector skills authority 

distinguishes between the banking and non-banking sector. The banking sector is categorised as 

consisting of all the banks that are registered with the SARB. The research conducted here will be 

focusing on the banking sector as defined above and inclusive of the SARB and the DBSA. To obtain 

greater clarity of definition as regards the scope of the sector it is also worthwhile categorising the 

institutions classified under the non-banking sector. The non-banking sector is composed of: 10 DFIs, 

two co-operative banks, 24 registered CFIs, 4,577 credit providers, 14 credit bureaus, 2,224 debt 

counsellors and over 80 000 stokvels. (BANKSETA, 2018). 

According to the SARB’s Annual Bank Supervision report for 2017 the total assets in the banking 

sector amounted to R 5.16 trillion by the end of 2017 (SARB, 2017). This is an increase from R 4.88 

trillion reported at the end of 2016 (SARB, 2017). Over 90% of these assets are held by only five 

banks (BANKSETA, 2018). Using the metric of asset value, it is clear that the banking sector is 

dominated by a small group of large banks. It could even be argued that the banking sector in South 

Africa tends towards what can be described as an oligopoly market with limited competition and 

where the market is dominated by a small number of businesses. The landscape is however changing 

and competition is set to increase with the registration of new banks such as Discovery Bank, Tyme 

Digital (of Africa Rainbow Capital), Bank Zero and the launch of the new Postbank (Business Tech 

2018). Bank Zero is especially noteworthy as it plans to leverage recent technological innovations by 

not merely offering app-based banking but by being a digital-only bank with no ATMs or branches 

(Nhlapo, 2018). 
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South Africa has a well-established and well regulated banking sector that compares favourably in 

international rankings (The Banking Association of South Africa, 2014). According to the latest Global 

Competitiveness Report from the World Economic Forum (WEF) the financial market development 

(under which banking falls) ranks 44th out of 137 countries for which comprehensive data was 

available (World Economic Forum, 2018). The sub-index that directly speaks to banking, titled “the 

soundness of banks” ranks South African banks at 37th. This compares favourably with the overall 

ranking of the country which currently stands at 61st which is a decline of 14 places from 47thin the 

2016-2017 report (WEF, 2018). 

In terms of the social dimension it is also important to examine the employment profile of the sector 

in more detail. Data from the South African Revenue Services (SARS) indicates 764 companies pay 

skills levies to the BANKSETA (BANKSETA, 2018). The sector employs approximately 196,421 people 

(BANKSETA, 2018) with the top five banks (ABSA, Nedbank, First Rand, Standard Bank and Capitec) 

collectively employing over 70% of the workforce (BANKSETA, 2018, p.23).  

In terms of geographic distribution most employees, especially at large and medium enterprises, are 

concentrated in urban centres such as Gauteng (Johannesburg and Pretoria), Cape Town and Durban 

(BANKSETA, 2018, p.24). There is a total of 350 different occupations in the banking sector 

(BANKSETA, 2018, p.27). The majority of these occupations are located at the levels of clerical 

support workers upwards to managerial level. 

 The largest broad occupational grouping in banking is that of clerical support workers with about 

70,000 employees falling under this category. The second largest grouping is that of managers with 

about 40,000 employees falling under this category (BANKSETA, 2018, p.25).  

At the managerial and professional-level the banking sector is not demographically representative of 

the South African population with less than 40% of employees being African (BANKSETA, 2018, p. 

26). In terms of the other major occupational groupings over 80% are African which is in line with 

national demographic patterns. The reasons for this disparity is of potential future research interest 

as a better understanding of the lack of transformation of certain occupational groups will assist the 

sector in addressing these discrepancies. Research has indicated that one of the primary reasons for 

a lack of Africans at the managerial and professional level in banking is due to actual and perceived 

lack of quality graduates from historically black institutions (Oluwajodu, Greyling, Blaauw and 

Kleynhans, 2015). Banks also focus their recruitment at historically white institutions such as the 

University of Cape Town and the University of the Witwatersrand (Oluwajodu et al., 2015). 

3.2 Impact of change drivers on occupations 
Digitisation and technological developments are the most significant driver of change in the banking 

sector. This means occupations are changing rapidly, with often a greater integration of roles and 

greater degrees of complexity. Additional drivers identified in the SSP were changing customer 

expectations, cybercrime and broader financial crime risk, disruptors in banking and economic and 

political uncertainty. 

According the BANKSETA’s SSP: “The change drivers listed above indicate that a change in the 

occupational landscape is emerging. Many new occupations with a strong technological flair like 

data analytics, data scientists will emerge in the next few years. In addition, the soft skills required 

are changing to include skills like agility, innovation, creativity, problem solving, etc. Career fit seems 

to be the buzz word in terms of the skills needed in the banking sector where re-skilling for new job 

roles is currently underway”. (BANKSETA, 2018).  
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The main question that arises, from the perspective of this report, is how well does the OFO 

currently respond to these change drivers? Furthermore, what would need to change in order for 

the OFO and the PSET system more broadly to be more responsive to these change drivers? 

3.3 Strategic skills priorities 
The strategic skills priorities as identified in the BANKSETA SSP are Technology, Digitisation and 

Analytics; Risk Management and Compliance; Management and Leadership Development; Core 

banking products / services; and Customer Relationship Management. 

Many of the occupations mapped in this report are occupations where these strategic skills priorities 

are located. It must however be emphasised that a direct and unproblematic link between 

occupation and skill is not endorsed by this report.  

4. Conceptual framing: Job, occupation and profession 
 

In engagement with stakeholders it became apparent that there was a marked tendency by 

employers to confuse the concept of job and occupation.  

The OFO is indeed a flawed system but nevertheless a desire to seek a 1:1 correlation or match 

between a job and an occupation is potentially indicative of a lack of conceptual clarity on the part 

of users of the system. Before proceeding to the main body of this report conceptual clarity needs to 

be established between three interrelated but distinct concepts: job, occupation and profession. 

The first and primary problem is that the OFO allows for a lack of conceptual clarity between job, 

occupation and profession. These three concepts may share some similarities but are in actual fact 

distinct concepts. The lack of conceptual clarity exists for understandable practical reasons but 

nonetheless can cause a range of problems if not rectified. The primary issue from a mapping and 

occupational data perspective being that multiple jobs can be categorised under a single occupation.  

Occupation has many meanings and can be approached from various theoretical, conceptual and 

methodological perspectives but can in short be defined as:  

“…socially constructed entities that include: (i) a category of work; (ii) the actors 

understood—either by themselves or others—as members and practitioners of this work; 

(iii) the actions enacting the role of occupational members; and (iv) the structural and 

cultural systems upholding the occupation.” ((Anteby, Chan, & DiBenigno, 2016, p.187).  

As can be seen from the definition above the primary emphasis is placed on occupations as socially 

constructed entities. If we are to re-imagine and re-design our occupational classification system in 

South Africa how do we capture the social dimension of occupations that many argue is so essential? 

Is it even possible or necessary for an occupational classification to do so? Maybe our goals should 

be far less ambitious at first with our primary focus for now being the building of systemic capacity 

in order to improve the quality of occupational data.  

A sub-set of occupations that has attracted extensive research attention over the past few decades 

is that of professions. Professions can be defined as: 

“…a certain type of occupation that has succeeded in convincing audiences they are 

characterized by (1) abstract, specialized knowledge, (2) autonomy, (3) authority over clients 
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and subordinate occupational groups, and (4) a certain degree of altruism.” (Hodson & 

Sullivan, 2012, p.260). 

It is also worth noting that professionals often make use of credentials to establish and illustrate 

their specialised knowledge (Friedson, 1988, p.59). As can be seen from the definition provided 

above professions may be a sub-set of occupations but is conceptually distinct from both 

occupations and jobs. 

The most important definition by far for purposes of this report, as it has as its main focus the 

mapping of jobs to occupations, is that of jobs. Just as with occupations there are multiple 

definitions of a job/s. A clear distinction needs to be drawn between a job and an occupation—

although this is not always easy as the reality of the workplace is often complex and in a state of flux. 

A job and its relation to the concept of occupation can be described as: 

“Jobs are bundles of tasks performed by employees under administrative job titles; a given 

job is thus particular to a specific workplace, just as a job title is often particular to a specific 

workplace. An occupation, on the other hand, is broader membership in a shared 

community that spans across jobs. A given occupation is therefore a category of work that is 

concretely instantiated as particular jobs in particular organizations under particular job 

titles.” (Cohen, 2013, p.243; Grant, Berg & Cable, 2014).  

Jobs are related to occupations but conceptually distinct. Seeking a 1:1 match between a job and an 

occupation is therefore not only conceptually unsound but also raises serious practical challenges. 

There is therefore a need for DHET as well as SETAs to provide clear and detailed definitions and 

explanations of especially the concepts of jobs and occupations to stakeholders. The implications of 

a conceptual blurring between the two concepts should also be explained and illustrated.  

Why has the use of occupations as a descriptive and analytic category become so prevalent not only 

in South Africa but internationally as well? Occupations and professions have a long history but the 

use of the concepts has become more pronounced in recent times due to the changing nature of 

employees’ affiliation with employers (Anteby et al., p.184). In short there has been a shift towards 

employees having a stronger occupational affiliation and identity as opposed to an organisational 

identity as lifelong employment or employment for a substantial amount of time at a single 

organisation has become somewhat of a relic of the past.  

A longitudinal study in the United States indicated that employed Americans born between 1957 and 

1964 had had an average of 11.7 jobs (Bureau of Labour Statistics, 2015).  Even a country renowned 

for lifelong employment and loyalty to a single organisation such as Japan has seen a recent decline I 

this type of employment relation. According to some studies lifelong employment in Japan applied 

to less than 20% of the working age population as far back as the mid-2000s (Wolff, 2008, p.53).  

The shift to a greater focus on occupations as a unit of categorisation and analysis has a dark 

underside that cannot be ignored and to view it as a neutral phenomenon could itself be construed 

as an ideological exercise and epistemologically disingenuous. Some scholars argue that one of the 

antidotes to increased employment insecurity and all its attendant socio-economic ills is the 

development of stronger occupational identities and communities (Standing, 2014).  This may be the 

case but it could also be argued that the wide-spread movement from organisational affiliation 

and/or occupational affiliation towards a stronger or sole affiliation with one’s occupation is itself a 

sign of the shift in power from labour to capital (Streeck, 2016) with employment conditions globally 

tending to favour employers as opposed to workers. Another concept that is to an extent the 
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antithesis of occupation and all it connotes is that of the precariat. Guy Standing defines the 

precariat or precarious class as follows: 

“One defining characteristic of the precariat is distinctive relations of production: so-called 

‘flexible’ labour contracts; temporary jobs; labour as casuals, part-timers, or intermittently 

for labour brokers or employment agencies. But conditions of unstable labour are part of the 

definition, not the full picture. More crucially, those in the precariat have no secure 

occupational identity; no occupational narrative they can give to their lives.” (2014, p.10) 

Although there are over 1500 occupations currently on the OFO it could well be argued that many of 

those working in these “occupations” are indeed not participating in and belonging to occupations at 

all but merely have jobs and bad jobs at that. Bad in the sense that they are low-wage, low-skill, 

routine and offer little prospect of progression (Keep & James, 2012).  Or bad in the sense that they 

are high-skill and high-wage but still precarious. The extent of precariarity in all sectors of our 

economy, including banking, warrants further research.  

For the purpose of this report occupation was taken at face value due to the nature of the work that 

had to be undertaken and hence the need to work within the confines and limitations of the OFO in 

its latest iteration. It is indeed necessary to improve the quality of occupational data and to better 

link skill supply and demand in South Africa. High level theoretical critique and analysis will only take 

the PSET system part of the way towards substantive and meaningful progress and improvement.  

However, it would be deeply problematic to ignore these types of debates completely. Even from a 

purely technical perspective conceptual clarity, at a minimum, is required as a lack of clarity affects 

the job to occupation mapping process.  

5. The OFO and the South African skills landscape 
 
‘An Educated, Skilled and Capable Workforce for South Africa’ is the Vision of the National Skills 
Development Plan (NSDP) 2030, gazetted in March 2019.  The Mission of the NSDP is ‘To improve 
access to occupations in high demand and priority skills aligned to supporting economic growth, 
employment creation and social development whilst also seeking to address systemic 
considerations’(2019, p5).  
 
The NSDP is framed in the policy context of the National Development Plan (NDP) and the White 
Paper for Post-School Education and Training (WP PSET). The main policy imperatives of the WP PSET 
are: a post-school system that can assist in building a fair, equitable, non-racial, non-sexist and 
democratic South Africa; a single, coordinated post-school education and training system; expanded 
access, improved quality and increased diversity of provision; a stronger and more cooperative 
relationship between education and training institutions and the workplace; and a post-school 
education and training system that is responsive to the needs of individual citizens, employers in 
both public and private sectors, as well as broader societal and developmental objectives.  
 
Determining the demand of the labour market and national priorities is seen as critical in informing 
planning on the supply-side by education and training institutions to ensure interventions are in 
place to support this vision and imperatives.  The NSDP recognises that the language used in the 
labour market or demand side, is that of that ‘occupation’. Occupations are often used as an 
indicator of skills in the skills planning and reporting context or, as expressed by the NSDP ‘Skills that 
are required are most frequently expressed in occupational’ terms’ (2019, p8).  
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The NSDP 2030 outlines a multi-tiered approach to understanding skills needs, namely, identifying 
skills needs at an organisational or workplace level; identifying skills needs at sectoral level of 
occupations in high demand and priority occupations; and identifying skills needs at national level of 
occupations in high demand and priority occupations. All these tiers or levels are interconnected. If 
skills needs are not adequately identified at workplace level it has an impact at the sector and then 
national level in terms of accurately determining skills needs. 
 
SETAs play an intermediator role in relation to the demand and supply side. WPPSET emphasises 
that a core role of the SETA is gathering accurate data on sector skills needs. On the demand side a 
SETA is required to conduct labour market research and develop the Sector Skills Plan (SSP). They 
also develop the Strategic Plan, the Annual Performance Plan and Service Level Agreement; and 
submit quarterly reports in relation to their performance. SETAs collect workplace occupational and 
skills data from employers using Annexure 2 of the SETA Grant Regulations (Government Gazette N0 
35940).  Annexure 2 is likely to be replaced in the foreseeable future with a new instrument to 
collect data from employers through the mandatory grant process, the Workplace Skills Survey 
(WSS). 
 
On the supply side, SETAs are required to address sector skills needs and priorities; address scarce 
and critical skills through implementation of learning programmes and facilitate easy access and 
different entry points to learning programmes and to ensure quality provision of programmes, under 
the auspices of the relevant Quality Council, especially the Quality Council for Trade and 
Occupations (QCTO). 
 
The classification system against which SETAs identify skills needs and report progress in addressing 

skills needs is the Organising Framework for Occupations (OFO), as required by the DHET.  The OFO 

is envisaged to add value to skills development planning and implementation purposes in that it 

aims to provide  a common language when talking about occupations, captures jobs in the form of 

occupations and groups occupations into successively broader categories and hierarchical levels 

based on similarity of tasks, skills and knowledge. The use of the OFO as a mandatory requirement is 

found in the SETA Grant Regulations: (Annexure 2) template and the SSP framework (PIVOTAL List). 

Concretely this means that employers within a sector submit their workforce profile and skills data 

of their workforce in relation to the OFO, SETAs use the OFO in the submission of their Five-Year 

SSPs and Annual Updates in relation to the employee profile of their sector, and the identification of 

skills needs including occupational shortages, scarce and critical skills and a PIVOTAL list based on 

OFO occupations and learning interventions that they have prioritised. Nationally, this occupational-

based data, together with other sources, is used to determine the demand of the labour market and 

inform supply-side education and training interventions.  Any inaccuracies are thus evident in the 

identification of skills needs, priorities, and interventions and grant allocations, and ultimately when 

aggregated nationally, Occupation-based lists are also used to inform the Department of Home 

Affairs Critical Skills Visa Lists. 

The OFO is also used in the in the occupational qualification development process within the 

Occupational Qualification Sub-framework (OQSF) of the QCTO. 

Given the centrality of the concept ‘occupation’ and the instrument used in relation to classifying 

occupations and informing skills needs, the OFO, a future-orientated perspective of the occupational 

classification system that informs and drives improvement of the quality of occupational data will we 

be central to the actualisation of NSDP 2030. 
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6. Understanding the OFO 
 

6.1 Key terminology 
For purposes of this report, the terms used in this report are as defined in the DHET’s Guidelines: 

Organising Framework for Occupations 2017. Wits REAL, however, has produced other research that 

critically engages with these concepts.  

The OFO is defined by the DHET as “a skills-based coded classification system that captures all jobs 

in the form of occupations’ (2017, p4).  The purpose of the OFO is that it provides ‘a framework for 

the identification, articulation, reporting and monitoring of skills demand and supply in the South 

African labour market’ (DHET, 2017, p4).  DHET uses the OFO as their main tool for this purpose. 

The terms of Job, Occupation and Skills as defined below, are based on the International Standard 

Classification of Occupations (ISCO) and utilised in the South African occupational classification 

system, the OFO, as well as in the Occupational Learning Framework (OLF).  

The distinction between job and occupation is a crucial one. A job is defined as ‘a set of tasks and 

duties carried out or meant to be carried out, by one person for a particular employer, including self-

employment’ (2017,p6) while an occupation is ‘a set of jobs whose main tasks and duties are 

characterised by a high degree of similarity (skill specialisation)’ (DHET,2017,p6).  This means a range 

of jobs with sufficient similarity in purpose and tasks are mapped to one occupation. Jobs in the 

workplace could either be related to occupations or specialisations on the OFO, depending on the 

extent to which the output of that particular job is unique. Occupations are described in relation to a 

descriptor or core purpose statement and a set of tasks, which are defined on the OFO at the group 

above the occupational level i.e. Unit Group level. 

Diagram 1: Jobs in relation to an occupation 

 

 

 

 

 

 

 

In the OFO context a skill is defined as ‘the ability to carry out duties and tasks of a specific job’ 

(DHET, 2017, p6). 

Occupations are arranged into groups based on consideration of two elements, namely skill level 

and skill specialisation (DHET, 2017). Skill level relates to the complexity and range of tasks to be 

performed in a job by looking at the nature of the work performed, the level of formal education 

and the extent of on-the-job training or experience required (DHET, 2017).  Skill specialisation 

focuses on specific areas of expertise and relates to the field of knowledge required, the tools and 

machinery used, the materials worked on or with, and the kinds of goods and services produced 

(DHET, 2017).  

Occupation  

Job  Job  Job  
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6.2 Structure of the OFO 
Following research and consultation, and based primarily on the Australian and New Zealand 

classification system (ANZSCO), the Department of Labour (DoL), then responsible for the skills 

development system in the country, adopted the OFO and maintained it through an annual updating 

process. It was envisaged by DoL that a thorough updating of the OFO to suit the South African 

context would be done but this has not happened in a co-ordinated manner for all 21 sectors.  The 

responsibility for the OFO was taken over by the DHET in 2009. In the more recent period, DHET has 

decided to align the OFO to the ISCO – 08 structure to enable comparability with international 

labour market and skills data.  

The OFO has been built from the bottom up by analysing jobs in respect of identifying similarities in 

tasks and skills, grouping similar jobs into occupations, which are then clustered into groups based 

on increasing levels of generality (DHET, 2017).   The OFO is structured in relation to four groupings, 

namely Major, Sub-Major, Minor and Unit, expressed in terms of description and tasks. Occupations 

are expressed in terms of description and specialisations and alternate title and are classified with a 

six-digit code (DHET, 2017).  The latest OFO version, OFO 2017, has 1 507 occupations, grouped 

within 440 Unit Groups, which are grouped into 125 Minor Groups, then 39 Sub-Major Groups and 

ultimately into the 8 Major Groups as depicted in the table below  

Table 1: Occupational groups, digits within OFO code and number of groups 

Occupational 
Group 

Description Number of digits making 
up 6-digit OFO code 

Number of groups (OFO 
2017) 

Major Broadest level of classification 1 8 

Sub-Major Subdivision of Major Groups 1 39 

Minor Subdivision of Sub-Major Groups 1 125 

Unit  Subdivision of Minor Groups 1 440 

Occupations Occupations fall under Unit Groups 2 1507 

 

The first digit of the OFO code reflects the Major Group of the occupation, the second digit in the 

OFO code reflects the Sub-Major group of the occupation, the third digit in the OFO code reflects the 

Minor Group of the occupation, the fourth digit in the OFO codes reflects the Unit Group and the 

last two digits in the OFO code reflects the occupation. This is shown below in the example of Bank 

Worker. 
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Diagram 2: Example of structure of OFO code

 

 

7. Methodology developed for mapping jobs to 

occupations  
 

7.1 Methodology of the study 
 

7.1.1 Data  
BANKSETA requested banks to provide job descriptions, particularly in relation to jobs which they 

considered to be a priority as defined by them. Most banks provided these priority occupations 

whereas others provided all their job descriptions as an input into the mapping exercise.  Six 

submissions from four banks (Standard Bank, FNB, ABSA and SASFIN), one development bank (DBSA) 

and the SARB were received. The scope of this OFO Mapping Project thus primarily focused on the 

banking sub-sector inclusive of major banks and DBSA and SARB.  

Entries totalled over 500, although several entries did not contain job descriptions but limited job-

related information.   A selection of 150 Job Descriptions from all six submissions received were 

mapped against the OFO and organised into clusters.  

7.1.2 Previous OFO mapping research by SETAs 
Research on mapping jobs to occupations by other SETAs, namely Chemical Industries Education and 

Training Authority (CHIETA), Local Government Education and Training Authority (LGSETA) and 

Mining Qualifications Authority (MQA), was reviewed with the aim of building on thie work done.  
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7.1.3 Stakeholder engagement  
Banking sector stakeholders were seen as key to the success of OFO mapping, both in providing the 
initial information required, in guiding the process to ensure maximum relevance to the banking 
sector and in providing qualitative input at various points in the OFO mapping process.  

An initial workshop was held with BANKSETA and their Skills Development Facilitators (SDFs), the 
purpose of which was to provide an opportunity for BANKSETA stakeholders to engage in relation to 
the BANKSETA research program, to surface and document experiences of working with OFO and to 
plot a way forward for the research program, particularly in terms of the OFO component. The 
workshop resulted in a team being established to work with the Wits REAL team in the OFO mapping 
process. One session with the team was held, the purpose of which was to share progress and get 
input from the team, to test the mapping approach and to agree on the next steps. Subsequently, 
two one-on-one sessions with key banks provided deeper insight into the sector, the banks 
structure, processes and occupations. 

7.1.4 Data analysis  
The occupational data was analyzed and from this process insights and recommendations were 

generated. The data analysis was informed by a four-pronged approach consisting of four distinct 

yet interconnected components.  

An understanding of the logic and structure of the OFO as well as a banking sector specific 

understanding of jobs and occupations was essential to inform the analysis of data.  

The use of a spreadsheet, the categorization of occupations into clusters and the making of notes as 

mapping progressed also greatly assisted with data analysis. The analysis of data that was 

undertaken was iterative and ongoing as opposed to linear.  

What is presented here is by no means comprehensive and further research building on this 

approach will be required for the banking sector. This approach can also be utilized for similar 

research in other sectors with the ultimate goal being the development of a better understanding of 

and response to demand by the PSET sector. 

7.2 The approach to mapping of occupations within the banking sector 
Wits REAL worked within the current OFO structure and used the latest version of OFO: OFO 2017.  

The DHET Guidelines: OFO Mapping 2017 was used to inform the approach.  Consideration was 

given to the way that the OFO is constructed from the bottom-up. That is, by analysing jobs and 

identifying similarities in terms of tasks, categorising similar jobs into occupations; and classifying 

these occupations into occupational groups at increasing levels of generality.  

The mapping exercise was undertaken by: 

 Comparing details provided by banks in job descriptions/part thereof (not searching by similarity 

with the title) to OFO occupations, in particular descriptor and tasks.  

 Identifying individual occupations on the OFO by finding its appropriate code through an 

examination of: 

o OFO descriptor and core purpose of the job. 

o Where it appears in the OFO (Major Group, Sub-major Group, Minor & Unit Group). 

o Tasks which are described at unit group level and core tasks of the job. 

o Similarity in terms of “knowledge base” and where applicable looking at qualifications 

and experience in job descriptions where this was provided. 

o Alternate titles and specialisations. 
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 Not all jobs appear on the framework as an occupation, alternative title or specialisation. In such 

cases, there was a need to interpret the appropriate match in terms of similarity of the criteria 

mentioned above. This is at times complex and time consuming.  The mapping process improves 

over time as familiarity with common occupations and groupings in the sector is developed.  

 The job descriptions that were mapped to occupations were colour-coded as follows:  Good 

match – Green; Poor match – Yellow; and Weak/no match – Red. 

 Comments were noted per job description mapped which included questions for clarification, 

challenges, anomalies, cross-references etc. Issues related to the OFO structure and broader 

considerations were flagged in the process. 

8. Previous SETA research on mapping jobs to 

occupations 
 

Other SETAs have conducted research on mapping jobs to occupations. This research report aims to 

work with and build on previous research conducted by SETAs such as CHIETA, LGSETA and MQA. In 

terms of generic mapping principles and approaches much can be learnt from other SETAs. It is 

however still necessary to map jobs to occupations at a sector level as each and every sector is 

unique and has its own dynamics and challenges when it comes to mapping jobs to occupations.  

The mapping that was done in this instance was in-depth but limited in scope compared to work 

done by other SETAs. Going forward it is recommended that BANKSETA engage in a structured, in-

depth manner and on a regular basis with stakeholders. This is required to ensure that new 

occupations are added the OFO, existing occupations applicable to the sector are updated and 

outdated occupations are removed. Removing occupations is essential to ensure that space is 

opened up for new occupations to ensure that the proliferation of occupations on the OFO—leading 

to even more confusion and complexity—is avoided.  

Previous research by SETAs on mapping jobs to occupations took the form of comprehensive 

handbooks. There is indeed merit to such an approach but it was decided that a different approach 

would be attempted here in order to improve the job to occupation mapping process and hence the 

accuracy of data being provided to the SETA by employers. By engaging in mapping using job 

descriptions from employers the research team was able to generate insights, principles and an 

analytic framework that could be utilised in the design of an open access electronic mapping tool. It 

must also be noted that both a handbook approach to improving the accuracy of mapping and/or 

the use of an electronic tool may be necessary but is by no means sufficient to improve the accuracy 

of occupational data provided by employers. Continuous and regular training and workshops 

facilitated by the SETA is crucial.  

Below is an examination of the insights and lessons related to the process of mapping jobs to 

occupations that can be distilled from previous SETA research.  

8.1 LGSETA 
LGSETA developed a near comprehensive OFO code handbook which contains the job title, OFO 

code, OFO title and a notes/comments section for nearly all the occupations found in the local 

government sector (LGSETA, 2018).The rationale behind such an approach was that by organising all 

the occupations in a hand- book—with the relevant occupations categorised alphabetically—the 

accuracy of the mapping taking place in the sector would be greatly improved (LGSETA, 2018). It is 
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however crucial to note that the compiling of a handbook was only the start of an extensive process 

of engagement and capacity development as regards OFO mapping with relevant departments and 

individuals responsible for mapping in local government.  

During the compiling of the handbook certain insights and principles were generated that are more 

broadly applicable and hence relevant to other sectors such as banking and therefore warrants 

inclusion in this report.  

In the LGSETA handbook it was found that it was necessary to draw a conceptual distinction 

between a job and an occupation (LGSETA, 2018). This conceptual distinction has multifarious 

implications in terms of the veracity of the job to OFO mapping undertaken by employers. Multiple 

jobs that exhibit a high degree of similarity in terms of tasks and duties can be categorised under a 

single occupation on the OFO. This may seem like a self-apparent distinction but engagement with a 

selection of stakeholders in the banking sector indicated that human resource personnel responsible 

for job to OFO mapping (or who oversee this process) at times had a limited understanding of this 

critical conceptual distinction. There was a strong inclination to see a 1:1 and direct correlation 

between a job (which can be narrowly contextually determined not only at the level of a specific 

employer but even to the level of individual department) and occupation. Drawing on the work 

undertaken by LGSETA and based on engagement with stakeholders it was found that it is crucial to 

distinguish between a job and an occupation and to not only explain but to illustrate the conceptual 

distinction to relevant stakeholders utilising real world job descriptions and working with the OFO. 

Another finding with potential universal applicability is that there is a tendency of inconsistent 

interpretation of job titles (LGSETA, 2018). What this entails is that different organisations use the 

same or similar job titles with different understandings of what the job entails. The official purpose 

of the OFO is to create a common language in terms of occupations. What should be made clear is 

that in and of itself the OFO is incapable of generating a common language. Employers must 

collaborate to construct a common language where a mutual consensus regarding which jobs are to 

be mapped to which occupations on the OFO is reached. An example of this would be the distinction 

that can be drawn between a specific table (made in South Africa, pine, 2m by 2m, square etc.) and 

the concept of “ table” that designates an infinite variety of tables that have certain essential 

features in common: rectangular, four legs, a flat surface etc. The SETA as a skills intermediary will 

need to play a central role in initiating, facilitating and guiding to completion (with regular updates) 

such a process of constructing a common language in terms of jobs and occupations utilising the 

OFO as a language that contains sector specific dialects.  

There were various useful insights related to OFO mapping generated by LGSETA but there is one 

last key insight that needs to be discussed before examining work conducted by other SETAs. It was 

found that it is critical to focus on the core of the job (using job purpose and tasks) in order to 

accurately determine the most viable OFO occupation that corresponds to it (LGSETA, 2018). This is 

easier said than done but nonetheless essential in order to ensure accurate mapping. 

 If for instance a job entails management duties but the majority of tasks and duties are professional 

in nature (say for instance a manager working in IT) than the job will be mapped to a relevant 

professional occupational code. Many employers place an emphasis on the need for employees to 

be multi-skilled and conduct a range of tasks and duties spanning across traditional and narrow 

domains of specialisation. This may be the case in certain instances but is heavily context dependant 

and a matter for further in-depth qualitative engagement. What needs to be borne in mind is that 

determining the core focus area of an occupation in terms of tasks and duties is not always a simple 

as it may at first appear. One way of overcoming this constraint to accurate mapping is for HR 
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officials or others engaging in OFO mapping to consult with employees within the organisation 

practicing the occupations they are mapping.  There is also the possibility that change drivers such as 

digitalisation will alter certain occupations and result in more cross cutting occupations emerging 

that weaken the distinct nature of certain occupations. The extent and nature of these changes is 

highly debatable, specifically in terms of the erosion of conventional and clearly defined boundaries 

of occupational expertise, and requires further empirical investigation.  

LGSETA also produced a report mapping the local government occupations to qualifications so as to 

understand the links between them in order to inform interventions. 

This is an important next phase of research that needs to be considered by BANKSETA and which will 

build on the work conducted here: producing a comprehensive report that examines the linkages 

between occupations and qualifications in the banking sector. A report of this nature can build on 

and strengthen previous SETA research by ensuring that a more critical orientation towards the link 

between occupation and qualification is adapted. 

8.2 CHIETA 
CHIETA was one of the first SETAs to engage in a more systemic manner with the OFO and the 

mapping of job descriptions to the OFO. The substantive exercise was owned and driven by the 

CHIETA Governance Body sub-committees, the Research and Skills Planning Committee and its five 

Chambers based on the sub-sectors within chemical manufacturing, as part of their mandate to 

provide sub-sector and sector wide input to skills demand, skills supply, scarce and critical skills and 

interventions required. The Chambers also ensured the availability of the necessary subject matter 

experts to participate in the analysis and mapping.  Such an approach that ensures the centrality of 

stakeholders and subject matter experts is recommended.       

What was different about the approach adopted by CHIETA was that it was extensive. The level of 

detailed information pertaining to each occupation in the sector was much more extensive 

compared to work undertaken in this field by other SETAs. Although laudable such an approach can 

be time consuming and resource intensive and therefore not always practically feasible in other 

contexts. However, insights can be extracted that could be applied in other sectors. 

For each examined occupation the following information was obtained: an output profile (purpose 

and task statements), a knowledge profile (knowledge and qualifications required to perform the 

tasks), a skills profile, a license to practice profile, a career pathway profile (feeder occupations and 

progression options) and a minimum qualification (only for certain occupations and only partially 

completed) (CHIETA, 2018).  This work was drawn together into a handbook providing a 

standardised and detailed profile of occupations considered important to the sector. It was 

envisaged that the handbook, together with CHIETA’s OFO Mapping Guide and CHIETA’s Business 

Unit Analysis Matrix, would allow employers to map their jobs to OFO occupations more accurately 

for skills planning purposes (CHIETA, 2018).  

A list of profiled occupations and usage in the chemical sector and its sub-sectors was drawn up 

from WSP & ATR submissions from employers to CHIETA (2018).  This allowed stakeholders within 

the sub-sectors to engage directly with the occupational data that they have collectively submitted 

and identify obvious inaccuracies.  Such a practice would be recommended for all SETAs to 

undertake, inclusive of BANKSETA. 

An approach that was utilised by CHIETA that has potential value for other work of this nature is the 

use of a value chain approach. Although the value chain approach was seen as useful, applying the 

steps in sequence to the sector and sub-sectors was difficult so the approach was adapted to 
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identify typical business units within chemical manufacturing and from these drill down to the level 

of occupations found within the business units (CHIETA, 2018).  A value chain approach to banking 

was also attempted at first for this research report (informed by the approach taken by CHIETA) but 

ultimately not undertaken for two reasons. Firstly, due to a paucity of information provided by 

employers—mainly as a result of legitimate concerns regarding sensitive information pertaining to 

business structures and processes that were seen as a source of competitive advantage. Secondly 

the process of value creation in banking can be extremely complex with no clear inputs and outputs. 

For instance, profits generated in commercial or corporate and investment banking can be utilised as 

an input in retail banking and vice versa.  

There is however still a need to construct detailed value chains (or interconnected value chains 

forming value webs) for the banking sector. This will assist in developing a more comprehensive 

understanding of the context at meso and micro level in which occupations develop, function and 

evolve. It will also contribute to the formulation of a SSP that is more soundly embedded in a more 

robust and nuanced understanding of the banking business processes—which has the potential to 

add substantive value. 

Unit groups (clusters of occupations) not traditionally associated with the sector were shaded in red 

by CHIETA in order to remind users that these are occupations that do not warrant priority 

intervention in terms of qualification development and other processes (CHIETA, 2018).  This is a 

valuable activity that a SETA such as BANKSETA (with well over 300 occupations reported in the 

sector) can bear in mind going forward in order to focus their energies and limited resources on core 

or critical banking occupations. A question arises as to how occupations on the OFO (updating, 

removing or adding new occupations) should be approached if they cut across sectors. Many ICT 

occupations (especially rapidly evolving digital occupations) are not traditional banking occupations 

confined to conventional domains of practice and analysis. This points to the need for inter-SETA 

collaboration facilitated by DHET and other stakeholders to update, add and remove occupations on 

the OFO. 

8.3 MQA 
The MQA has undertaken at least two substantive occupational profiling exercises, albeit several 

years apart.  A critical part of the first exercise was that subject matter experts from the sector 

undertook the profiling of selected occupations core to mining.  In addition, the SETA organised a 

series of multi-day sessions with employers, starting with the large companies, the approach of 

which could be productively emulated by other SETAs was that were organised by the SETA. A 

workshop with the largest mining conglomerate was especially generative. HR and other company 

representatives provided input into the nature of occupations at their organisation in order to agree 

upon which jobs would be mapped to which occupations on the OFO. It also afforded an opportunity 

to update information on the OFO. If HR representatives were unsure or unclear regarding the 

nature of jobs (which is essential for accurate mapping) they had access to managers or employees 

who could guide and assist them.  

The company in question also benefited from this process as they were able to better understand 

and streamline their HR databases and processes. The reality is that due to the scale and complexity 

of large organisations (and even small and medium enterprises) HR departments and those 

responsible for mapping jobs to occupations do not have a very well developed understanding of 

what various jobs actually entail over and above job descriptions. This has an adverse effect on the 

accuracy and consistency of the mapping that takes place. 
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In the more recent exercise, the MQA developed a list of what they termed “profiles” of 

occupations. Each profile contained information pertaining to the purpose of the occupation, the 

tasks, responsibilities and activities and a knowledge description (MQA, 2018). These profiles are a 

definite improvement over the limited and fragmented information on occupations that was 

available on occupations in the sector previously where individual employers would map jobs to the 

OFO using almost solely their own discretion.  A unique contribution that this work made in terms of 

mapping was getting employers together and affording them the opportunity to create a common 

language as regards occupations in the sector.  

One challenge facing the SETAs is, after undertaking a comprehensive occupational profiling exercise 

of important occupations within their sector, is to maintain the currency of such information.  

Various insights and recommendations were generated during the mapping process culminating in 

this report. If only one recommendation is taken forward it would be the need for BANKSETA to get 

employers together to develop and agree upon which jobs are mapped to which occupation on the 

OFO. Included in this process would be the need to frequently and systemically update, add and 

remove banking related occupations from the OFO.  

9. Jobs mapped to occupations 
 

9.1 Introduction 
The most significant Major Groups in banking are groups 1 to 4, in particular Managers (1), 

Professionals (2), and Clerical Support Workers (4). Not many job descriptions received from the 

banks have been mapped to occupations Technicians and Associate Professionals (3) Major Group. 

Table 2: Major Groups 1 to 4 Descriptors 

Code Major Group 

Title 

Major Group Title Descriptors 

1 Managers Managers plan, direct, coordinate and evaluate the overall activities of 

enterprises, government and other organizations, or of organizational units 

within them, and formulate and review their policies, laws, rules and 

regulations  
 

2 Professionals Professionals increase the existing stock of knowledge, apply scientific or artistic concepts and 

theories, teach about the foregoing in a systematic manner, or engage in any combination of 

these activities. 

3 Technicians and 

Associate 

Professionals 

Technicians and associate professionals perform mostly technical and related tasks connected 

with research and the application of scientific or artistic concepts and operational methods, and 

government or business regulations. 

4 Clerical Support 

Workers 

Clerical support workers record, organise, store, compute and retrieve information related, and 

perform a number of clerical duties in connection with money-handling operations, travel 

arrangements, requests for information, and appointments. 

 

The complete list of Major Groups is available in Annexure 1. 
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It was found that a feasible approach that substantially facilitated the mapping process was that of 

mapping according to clusters. Mapping using the entire OFO can be bewildering and potentially 

counter-productive as the OFO contains all the occupations according to DHET in the country for all 

sectors of the economy. Working according to clusters can also facilitate updates to the OFO. It 

allows for a more structured approach that focuses first on occupations that are more critical and 

should be prioritised for updating of existing occupations or additions. Especially so in terms of new 

occupations such as for instance data and digital occupations that have been identified by 

stakeholders in banking as requiring focused attention as a matter of urgency. Additional 

information, such as the organisational structure, can also provide additional insight into the 

clustering of jobs and occupations and their relation to each other, together with the job 

descriptions. 

Clusters outlined below include: Branch of a bank; Information and Communications Technology 

(ICT); Compliance, Risk and Regulation, Sales and Marketing and Finance. In addition, a closer 

examination of the use of Corporate General Manager (CGM) is undertaken below. 

9.2 Branch of a bank cluster 

9.2.1 Introduction 
Within the changing banking environment, particularly with regard to customer behaviour and their 

use of multiple channels for products and services as well as technology innovation, the role of the 

branch is transforming. ‘As cited by B King in Bank 2.0 the branch is changing ‘in function away from 

traditional high-counter, transactional focus to low-counter, sales and service focus’ (2010,p74).   In 

moving to greater digitisation of its retail and business bank and a new operating model, Standard 

Bank, for example, recently announced that it is closing 91 branches, effecting around 1,200 jobs.  In 

a statement released on 14 March 2019, the bank said that “As part of the implementation of the 

new banking delivery model, some of the roles currently being performed in our branches will 

change,” and that this could present opportunities for at least some of the affected employees. The 

extent to which such changes impact on the nature of occupations within retail banking is not 

explored within this report but must be examined as part of further research.   While there is an 

increase in the use of multiple digital channels, branches continue to provide the required services 

to their customers.   

9.2.2 Mapping jobs to OFO 2017 
For the mapping exercise, job descriptions for a typical branch from one major bank together with 

additional job descriptions from other banks were utilised. 

The majority of the jobs at a branch level fall into occupations in Major Group 4, namely Clerical 

Support Workers and Sub-Major Group 42, Customer Services Clerks. Tellers, Money Collectors and 

Related Clerks (Minor Group 421) cascades into Bank Tellers and Related Clerks (Unit Group 4211) 

within which there are four banking occupations, namely, Bank Teller (2017-421101), Bank Worker 

(2017-421102), Currency Exchange Officer (2017-421103) and Banknote Processor (2017-421104), 

depicted in Diagram 2 below. The Descriptors, Tasks and Specialisations are provided in the Table 3. 
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Diagram 2: 

 

Table 3: Banking branch-related occupations in Sub-Major Group 42 (Customer Services Clerks) of 

OFO 2017 

2017-42 
Customer Services Clerks 

Customer service clerks deal with clients in connection with money-handling operations, 
travel arrangements, requests for information, making appointments, operating telephone 
switchboards, and interviewing for surveys or to complete applications for eligibility for 
services. 

Tasks include: 
Greeting and receiving visitors 
Supplying information requested by clients and making appointments 
Operating telephone switchboards 
Interviewing survey respondents; interviewing applicants for services 

2017-421 
Tellers, Money Collectors and Related Clerks 

Tellers, money collectors and related clerks perform money-handling operations in 
establishments relating to banking, postal services, betting or gambling, pawning and debt-
collecting. 
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Tasks include: 
Collecting debts and other payments 
Conducting gambling games; lending money against articles deposited or other securities 
Receiving and paying off bets on results of sporting events 
Dealing with clients of banks or post offices in connection with money operations or postal 
services 

2017-4211 
Bank Tellers and Related Clerks 

Bank tellers and related clerks deal directly with clients of banks or post offices in connection 
with receiving, changing and paying out money, or providing mail services. 

Tasks include: 
Paying bills and making money transfers on clients' behalf 
Making records of all transactions and reconciling them with cash balance 
Receiving mail, selling postage stamps and conducting other post office counter business such 
as bill payments, money transfers and related business 
Crediting and debiting clients' accounts 
Changing money from one currency to another, as requested by clients 
Process customer cash deposits and withdrawals, cheques, transfers, bills, credit card 
payments, money orders, certified cheques and other related banking transactions 

2017-421101 
Bank Teller 

2017-421102 
Bank Worker 

2017-421103 
Currency Exchange 
Officer 

2017-421104 
Banknote Processor 

Process customer 
cash deposits and 
withdrawals, 
cheques, transfers, 
bills, credit card 
payments, money 
orders, certified 
cheques and other  
Related banking 
transactions. 

Making records of 
all transactions and 
reconciling them 
with cash balance. 

Changing money 
from one currency to 
another, as 
requested by clients. 

Processes used 
banknotes to maintain 
the quality and integrity 
of banknotes in 
circulation. 

Specialisations: 
Bank Clerk / Officer 
Settlements Clerk 
Banking 
Teller 
 
Alternate Title: 
Bank Worker  

Specialisations: 
Bank Customer 
Services Clerk / 
Officer 
Personal Banking 
Consultant 
Administration and 
Superannuation 
Investment Officer 
Credit Support 
Officer 
Mortgage Banker 
ATM Custodian 

Specialisations: 
Foreign Exchange 
Officer / Teller 

 

 

At Major Group 3, Technicians and Associated Professionals, there appears to be one occupation 

relevant to banking at a branch level, namely Business Banker (2017-331205). As per the Descriptor, 

a Business Banker assesses the financial and non-financial risks in the business client, and assisting in 
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risk mitigation to motivate and for lending and prepare credit proposals.   No jobs mapped in this 

exercise were mapped to Business Banker.  

Diagram 3: Managers within a branch (Change heading block in diagram)    

   

 

 

At Major Group 1, Managers, the occupation, Bank Manager (2017-134601) is relevant to the 

branch, the Descriptors for which reads: Organises and controls the general operational activities of 

a branch of a bank or similar financial institution. Other managers mapped in the branch are: 

Corporate Service Manager (2017-121902), Sales Manager (2017-122102) and Customer Service 

Manager (2017-122105). 

Table 4: Banking branch-related job titles mapped against OFO occupations  

OFO Occupation & 
Code 

OFO Occupation 
Descriptor 

Job Titles Comments 

MANAGERS 1    

Bank Manager 
(2017-134601) 

Organises and controls the 
general operational 
activities of a branch of a 
bank or similar financial 
institution. 

Manager, Branch Review tasks at unit group 
level and occupation 
descriptor 

Corporate Service 
Manager 
(2017-121902) 

Plans, organises, directs, 
controls and coordinates 
the overall administration 

Branch Delivery Operations Manager  
Team Leader, Branch 
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OFO Occupation & 
Code 

OFO Occupation 
Descriptor 

Job Titles Comments 

MANAGERS 1    

of an organisation. 

Sales Manager 
(2017-122102) 

Plans, organises, directs, 
controls, analyses and 
coordinates the sales 
strategy activities and the 
organisational integration 
thereof. 

Team Leader, Personal Markets     

Customer Service 
Manager (2017-
122105) 

Plans, administers and 
reviews customer services 
and after-sales services 
and maintains sound 
customer relations. 

Team Leader, Service   * 
Team Leader, Service Consultants * 
Team Leader, Customer Service 
 

*Jobs appears to be more 
managerial than supervisory 
role; If more supervisory 
map to Bank Worker (with 
supervisory responsibilities)  

CLERICAL SUPPORT 
WORKERS 4 

   

Bank Teller 
2017-421101 

Process customer cash 
deposits and withdrawals, 
cheques, transfers, bills, 
credit card payments, 
money orders, certified 
cheques and other  
related banking 
transactions. 

Team Leader: Teller 
Teller 
Team Leader: Bureau de Change (BDC) 
& Telling 
Teller Bulk Cash 
Teller Express 
Teller Secure 

Team leader has additional 
supervisory responsibilities; 
Team Leader BDC & Telling: 
appears a stronger telling 
focus; 
Teller Secure is the “teller of 
tellers”; 
Review tasks at unit group 
level ,occupation descriptor 
and specialisations 

2017-421102 
Bank Worker 

Making records of all 
transactions and 
reconciling them with cash 
balance. 

Team Leader Bulk Cash Processing 
Centre 
Team Leader, Branch 
Team Leader, Enquiries 
Leader, Cash 
Leader, Customer Experience 
Cash Consultant 
Consultant, Customer Information  
Consultant, Customer Service    
Consultant, Frontline 
Consultant, Self Service   
Consultant, Service 
Consultant, Service Representative 
Custodian, Assets   
Custodian, ATM      
Custodian, Vault 
Customer Consultant    
Officer Frontline 
Officer, Express Enquiries   
Officer, Frontline Support   
Officer, Sales Support (Branch 
Banking) 
Prestige Banker 
Universal Banker: Voice & Branch 
(Level 1)* 
Universal Banker: Voice & Branch 
(Level 2)* 
Universal Banker: Voice & Branch 
(Level 3)* 

Team leader has additional 
supervisory responsibilities; 
 
Review tasks at unit group 
level, occupation descriptor 
and specialisations 
 
 
 



 

28 
Produced by Centre for Researching Education & Labour (REAL), University of Witwatersrand:  2019: INTERNAL DRAFT  

OFO Occupation & 
Code 

OFO Occupation 
Descriptor 

Job Titles Comments 

MANAGERS 1    

Bank Customer Services Officer 
Branch Consultant 
Personal Banking Consultant 
Credit or Loan Officer 

2017-4211031 
Currency Exchange 
Officer 

Changing money from one 
currency to another, as 
requested by clients 

Consultant, Bureau de Change (BDC) 
and Forex 
Team Leader, BDC 

Team leader has additional 
supervisory responsibilities; 

 

9.2.3 Observations 
1. The bulk of branch job descriptions fell logically into the Bank Worker occupation (2017-421102) 

as they render a range of bank services, although the tasks (at unit level) and descriptor of the 

occupation are very narrow and outdated.  

2. The anomaly of Bank Worker as an OFO occupation and an alternate title to Bank Teller makes 

no sense.   

3. Several of the branch jobs have a supervisory (team leader) function in addition to the technical 

functions performed and were mapped, in accordance with the OFO mapping guidelines, to the 

occupation they are leading. 

4. Managers below Branch Manager and above supervisory roles have a strong customer service 

and sales focus and were mapped accordingly. 

5. No job descriptions were mapped against Banknote Processor (2017-421104).  

6. By far the majority of the jobs are in Major Group 4, namely Clerical Support Workers, based on 

an analysis of tasks and seeing as a Grade 12 is stipulated as the minimum education 

requirement.  Some job descriptions stipulated the regulatory requirements. The Universal 

Banker Level 1, for example, requires Relevant FAIS qualification, namely Universal Banker 

(Level1) and Universal Banker Level 2 and 3 requires FAIS Regulatory Exam (RE5) level 1. 

7. QCTO occupational qualifications exist for both Bank Teller (OFO code 421101) and Bank 

Customer Services Clerk (OFO code 421102). In the case of the latter, an alternate title has been 

used for the OFO occupation, Bank worker, and the purpose statement appear more up-to-date 

than the OFO occupation descriptor.  

 

9.2.4 Recommendations 
1. Review and, as required, revise Descriptors and Tasks at Sub-Major Group 42, Minor Group 421 

and Unit Group 4211 levels. 

2. Reformulate the Bank Worker (2017-421102) Descriptor and review and revise the 

specialisations/alternate titles.  

3. Review whether it is necessary for Currency Exchange Officer (2017-421103) to remain a 

separate occupation or whether it could be added as a specialisation under Bank Worker or 

Teller with a foreign exchange specialisation. If it remains a separate occupation, the Descriptor 

should be updated to include providing quality FOREX information, sales and product application 

service to customers. 

4. Review whether Banknote Processor (2017-421104) is required as a separate occupation. If not 

its removal and incorporation into the role into Bank Worker is proposed.  

5. Review and update the Bank Manager (2017-134601) tasks at unit group level and occupation 

descriptor. 
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6. Ensure that those within the banking sector responsible for mapping understand that 

occupational tasks may include a supervisory function. 

7. Where occupational qualifications have been developed for specific occupations, should the 

occupational purpose and tasks be different from those on the OFO it is recommended that 

alignment should take place.  

8. As part of a study on the future of banking and the changing nature of occupations, include a 

focus on the changing nature of branches within banking and implications for occupations.  

 

9.3 Information and Communication Technology (ICT) cluster 

9.3.1 Introduction 

Due to the emphasis placed on this category of occupations by stakeholders it was decided that a 

more extensive discussion and analysis would be provided. This does not however mean that other 

categories of occupations (such as compliance, risk and regulation and finance) are in any way less 

significant or crucial for the value generation process in the sector. All occupations are in a state of 

transition due to multiple forces and factors and are not fixed entities that remain unchanged over 

time. To say that occupations are changing is a non sequitur. What does however matter and 

warrants further analysis and a consummate response at the level of policy and practice is the 

degree and extent of transformation over a given time period.  

Based on engagement with stakeholders it became apparent that due to technological 

developments ICT, and more specifically data and digitally focused occupations, are playing a more 

central role in the sector. A review of all the ICT occupations on the OFO, in collaboration with other 

relevant SETAs, is therefore required to determine how the ICT occupations currently on the OFO 

need to be updated. Or whether there are substantial absences in terms of data and digital 

occupations that need to be addressed.  

Below is a sample of ICT occupations that were mapped to the OFO from job descriptions obtained 

from the banks. The full list of jobs mapped to occupations with the detailed information utilised to 

map the jobs to occupations is contained in a separate annexure attached to this report. The below 

is for illustrative purposes and it should be noted that when mapping a crucial piece of information 

required and to be used when mapping is that of tasks as contained in the job description. Ideally 

this information should also be triangulated with subject matter specialists working in the specific 

occupational field within the organisation.  

 The jobs that were mapped were primarily those where sufficient information had been provided. It 

was found that a paucity of information lead to inaccurate mapping but that the inverse was also 

true: i.e. that an excessive amount of information on a specific job could also lead to inaccurate 

mapping. This points to a potential incentive for employers to streamline how they describe and 

categorise jobs that could lead to not only more accurate mapping but reduce their human resource 

administrative burden and increase operational efficiency. This is especially relevant to large 

complex organisations such as banks where the diversity and multiplicity of different roles (i.e. jobs) 

can be daunting and difficult to manage.  

Table 5: Sample of ICT Jobs in relation to OFO occupations 

Employers   Organising Framework for Occupations (OFO) 

Job title Job purpose Summary of tasks ( brief)  Occupation Purpose Tasks ( brief at unit 
level) 

Head: ICT Will oversee the 
development, 

Areas of responsibility include 
the full range of information 

Chief 
Information 

Plans, organises, 
directs controls 

Formulating and 
directing information 
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Employers   Organising Framework for Occupations (OFO) 

implementation 
and use of 
technology. 

systems and 
telecommunication activities 
including providing practical 
solutions and leading efforts 
to improve the effective use 
of technology. 

Officer 
(specialisation is 
ICT Manager) 
133101 

and coordinates 
the ICT 
strategies, plans 
and operations 
of an 
organisation 

and communication 
technology (ICT) 
strategies, policies and 
plans 
Establishing and 
directing operational 
and administrative 
procedures 

ICT Developer Perform technical 
solution design 

Perform technical solution 
design through deep 
understanding of the 
capabilities of the technology 
stack that is used on a daily 
basis as well as other 
technologies that enable 
optimisation and effective 
operation of the solutions 
implemented. 

Developer 
Programmer 
251203 

Interprets 
specifications, 
technical 
designs and 
flow charts, 
builds, 
maintains and 
modifies the 
code for 
software 
applications. 

Researching, designing, 
and developing 
computer software 
systems 
Assessing, developing, 
upgrading and 
documenting 
maintenance 
procedures for 
operating systems, 
communications 
environments and 
applications software. 

Entry level 
System 
Developer 

To develop and 
maintain 
application 
programs with 
The focus on 
automation and 
business 
efficiency. 

Use the program design and 
implementation plan, 
received from a senior 
system builder or technical 
team lead, to develop 
programs  
that accommodates 
automated output according 
to set  
Standards with focus on 
automation, error handling 
and presentation of output. 

Computer 
Network 
Technician 
351301 

Establishes, 
operates and 
maintains 
network and 
other data 
communications 
systems. 

Operating, maintaining 
and troubleshooting 
network systems. 
Operating and 
maintaining data 
communications 
systems other than 
networks. 

 

9.3.2 Mapping jobs to OFO 2017 
It was found that at major group level most of the ICT occupations in banking were managers (1), 

professionals (2) or technicians and associate professionals (3). It could be possible that certain 

occupations are located at level 4 or below but this seems unlikely. However the possibility of 

certain occupations in IT at that these levels should not be completely disregarded but most of the 

attention and focus should be concentrated at levels 1 to 3. The below sub-major groups focuses on 

major groups 1 to 3 for ICT. 

The above listed sub-major groups were identified as applicable to ICT. Note the sub-major group for 

managers titled: “Production and Specialised Services Managers”. This can lead to confusion but 

following this path further leads to ICT occupations at managerial level.  

It was found that many of the jobs mapped to occupations were at minor group level 251 and 252. If 

data and digital occupations were to be added would they be added as separate occupations at 

minor group level or only at unit and/or occupation level on the OFO? This needs to be considered 

as their degree of distinction as a separate group would influence this decision.  
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Diagram 4:  ICT Professional – Minor Group 251 

 

Diagram 5:  ICT Professional – Minor Group 252  
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Also note minor group 243. Certain ICT sales occupations are located within this minor group and as 

no mention is made of IT this may cause confusion and this should be kept in mind when mapping 

ICT occupations.  

As can be seen from above there is a proliferation of IT occupations at professional level. 

Familiarising oneself with what these occupations entail in terms of purpose and tasks will 

contribute to more accurate mapping. Tasks on the OFO are provided at unit group level. Knowing 

the tasks at unit group level is therefore crucial as it avoids one of the major mapping errors 

identified by this research as well as other SETAs which is the mapping of job titles directly to 

occupations.  

As can be seen from above the majority of ICT occupations are located at professional level which is 

to a certain extent to be expected. It is at the level of occupations where controversy and difficulty 

arises.  For instance, there is currently an occupation on the OFO—252902 ICT security specialist—

but it is questionable whether the purpose and tasks of this occupation as it currently stands 

accommodates the specialised nature of cyber security occupations in banking. The need for cyber 

security occupations is becoming ever more pronounced mainly due to increased digitalisation. This 

brings to the fore another matter for consideration when there is a demand for the addition of a 

new occupation on the OFO: Should only the needs of a single sector be considered or those of other 

sectors as well? In the case of cyber security, it can be imagined that more than one sector requires 

increasing numbers of cyber security occupations although this will have be verified through further 

engagement with stakeholders.  

Another occupation of note is that of 243402—ICT Business Development Manager—which could 

potentially be a fit for digital product manager mentioned in the section on the IT cluster in banking. 

This raises another question which is the criteria to be utilised to determine whether an occupation 

should be removed, updated (at task and/or purpose level) or added. The criteria for altering the 
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OFO is applicable to both SETAs as well as DHET and a mutual understanding thereof should ideally 

be developed. 

9.3.3 Observations   
In the case of technological developments and advances due to 4IR the pace of change would 

potentially be more marked hence resulting in the need for more concerted and focused efforts to 

keep abreast of changes to ICT occupations.  

A second important matter for consideration is that of more extensive and ongoing engagement 

(over and above current engagement) by the SETA to better understand the occupations in the 

banking sector as they exist in all their complexity and ambiguity.  

Below is listed the ICT occupations from the OFO that can be used as a starting point for mapping to 

the OFO. It seems that, based on the data in the form of job descriptions obtained from some of the 

major banks that the majority of occupations in this cluster are at the professional level. An example 

of a relatively common ICT occupation at professional level would be that of data analyst which 

maps to the six-digit code of 252101 on the OFO which is data base designer and administrator. 

As with other clusters/groups of occupations it would seem only a small minority are at the 

managerial level. Banking especially, due to the forces of digitalisation and the increased use of 

technology, has an increasing need for ICT professionals. This does not mean that conventional 

banking occupations are becoming redundant, such as financial and regulatory roles, but that ICT is 

playing a more central role in the core operations and strategy of the bank.  Further investigation 

will be required to determine that this is indeed the case but the initial findings of the mapping 

engaged in is potentially disconcerting as the latest BANKSETA SSP indicated that a significant 

proportion of occupations are located at the managerial level. 

An example of an ICT occupation at managerial level would be data management manager which 

maps to the six-digit code of 133103 with the attendant occupational descriptor of data 

management manager on the OFO. Due to the job title matching exactly to the occupation it is likely 

that in this instance the organisation utilised the OFO when compiling the job description. 

IT occupations at the level of technicians and associate professionals were also identified in the data 

provided and mapped to the OFO. An example of this would be an entry level system developer. This 

job was mapped to the six-digit code of 351301 which is computer network technician on the OFO. 

The core focus of the job was that of developing and maintaining application programs using a suite 

of programming languages. The occupation on the OFO however emphasized establishing, 

developing and operating network and other data communication systems. The discrepancy 

between the job description and the OFO is therefore clear. Initial findings however indicated that 

technicians and associate professionals were not that common when it came to ICT occupations 

although further in-depth empirical research will either support or refute the validity of such a claim. 

During the mapping process it was found that mapping traditional and well established IT jobs to 

occupations on the OFO was not problematic. It was however found that some of the tasks and as 

well as the purpose of certain occupations on the OFO system as it stands are potentially outdated. 

An interesting instance of emergent IT occupations and the challenges that could arise when 

mapping these occupations to the OFO system would be that of digital product management which 

is becoming ever more integral to banking (especially in the retail banking space) both nationally and 

internationally. It is illustrative of numerous dynamics at work in this domain of enquiry and 

therefore warrants a detailed discussion. 
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After a digital product manager shared their experience it became apparent that the occupations in 

this field of operations poses certain challenges from an OFO mapping perspective. Firstly, in that 

one of the most sought after occupations (two banks mentioned this as an occupation in demand) is 

currently not on the OFO. The occupation in question is a UX designer which is a relatively new 

occupation that has only recently emerged in the South African banking context. UX design can be 

defined as: 

“User experience (UX) design is the process of creating products that provide meaningful and 

relevant experiences to users. This involves the design of the entire process of acquiring and 

integrating the product, including aspects of branding, design, usability, and function.” (Interaction 

Design Foundation, n.d.) 

UX designers form part of the team that designs digital products. For product design there will be 

product managers, design leads and tech leads. The requisites for each of these occupations require 

various degrees and proportions of business, client and technical knowledge and experience. 

Product managers need what can be described as deep business, medium client and some technical 

knowledge and experience. Design leads need deep client, medium business and some technical 

knowledge and experience. Technical leads need deep technical, medium business and some client 

knowledge and experience. As can be seen the split is approximately 60/30/10 and is not confined to 

a single area of expertise. Although it is clear that for each occupation (and the team which this 

occupation leads) there is a main area of focus it cannot be assumed that proficiency in a single area 

is adequate to fulfil the duties and responsibilities associated with the role. The mapping principle 

developed in this research report for the banking sector argues that when mapping the core focus of 

the occupation should be used when mapping from job to occupation. What does one do then if 

there is no clear core focus of a role? What limitations does this give rise to? 

The case of a technical lead in the digital product management space best illustrates one of these 

limitations. Even if this individual has the requisite deep technical knowledge and experience (which 

is the main focus of their occupation) without a relatively well developed understanding of clients 

diverse needs, desires and levels of technical competency (computer literacy for want of a better 

term) various challenges and issues could and do arise. Why is this so? A simple answer is that it 

does not help if technically robust and sophisticated digital products are designed that clients, 

whether internal such as other departments within the organisation or external such as business or 

private clients, either do not want or are unable to use. If for instance a technical lead or technical 

expert working in the team has no or very little regard for the needs and limitations of clients it can 

lead in a worst case scenario to irrelevant products being designed or alternately cause operational 

delays and difficulties. An understanding of the operational capacity, limitations and strategy of a 

particular business is also crucial for successful digital product design.  

The importance of understanding customers and keeping them in mind when designing digital 

products cannot be over-emphasized. It has been argued for instance that a core component of a 

company such as Uber’s (the hugely successful tech start up) success has been their consistent focus 

on ease of use and usefulness for customers (Koch, 2017). Research has indicated that a sound 

understanding of customer’s technical knowledge and ability is also essential when designing digital 

products. For instance, even in wealthy developed nations (in 33 OECD countries where research 

was conducted) it was found that on average only 5% to 8% of the population had high computer-

related abilities (Neilsen, 2016).  This clearly points to the need for deep technical IT occupations to 

have a sound understanding of their customer’s ability or to be able to work closely with other 

occupations who have a more extensive understanding of customer needs and abilities.  
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The above has implications for job to OFO mapping and by inference skills planning and provision 

that need to be investigated. If for instance mapping takes place that neglects or downplays the 

multi-faceted nature of many occupations, and especially so for new and emerging occupations in 

the digital domain, it could lead to incorrect estimations of skills needs and therefore ineffective or 

wasteful skills interventions. In engagement with banking stakeholders it was found that a strong 

emphasis was placed on higher order and “soft” skills such as creativity, problem solving, networking 

and emotional intelligence. This is to a certain understandable considering that the fourth industrial 

revolution has and is leading to changes in the world of work leading to occupational changes 

(Hirschi, 2018). The scale and intensity of this transition (or disruption) is however highly debatable. 

Some studies have estimated that 50% of jobs in the developed world are at risk of automation (Frey 

and Osborne, 2013) whereas others have argued that it is only 9 % of occupations which translates 

to 14% of occupations (Arntz, Gregory and Zierahn, 2016). This discrepancy and level of uncertainty 

points to the need for due caution and continuous engagement. Neither passivity and inactivity nor 

rapid and widespread response (fuelled by a high level fourth industrial revolution discourse that is 

more often than not far from empirically grounded) are adequate responses. 

 

9.3.4 Recommendations  
1. A familiarity with the ICT cluster will as well as the development of an understanding of ICT 

occupations in baking will greatly facilitate mapping. 

2. There is potential value to employers in working more closely with the OFO when compiling 

job descriptions as it enables them to streamline and simplify their HR classification systems 

and structures. 

3. An area for future research would be the examination (at an in-depth qualitative level) of 

the career pathways of ICT professionals from an intersectional perspective utilising the 

interrelated lenses of race, gender and class. 

4. Systemic and regular consultation with stakeholders will be required to ensure that ICT 

occupations on the OFO are updated and where required new occupations added. 

5. As many ICT occupations cut across sectors and industries it would be productive to consider 

updating ICT related occupations in consultation and collaboration with other SETAs such as 

MICT SETA. It is essential that stakeholders be involved throughout the process. 

6. Fintechs should also be consulted as they are often at the forefront of technological 

innovation and hence have first-hand knowledge of the latest ICT related skills requirements 

of the sector. 

7. Skills interventions cannot be solely based on workplace skills plan data—especially in a fast 

changing landscape such as ICT occupations. They should be informed by engagement with 

stakeholders that moves beyond (but does not exclude) SDFs and engages with a wider 

range of role players and stakeholders within organisations as well as qualitative research. 

Engagement with ICT managers, professionals, technicians and associate professionals as 

well as relevant professional bodies will also be required.   

9.4 Compliance, risk and regulation cluster 

9.4.1 Introduction 
Compliance is essential to banking yet very few roles focus exclusively on compliance. Instead it was 

found that compliance cuts across and is incorporated into many traditional roles. Many compliance- 

focused occupations on the OFO are either conventional legal occupations or are compliance 

focused but do not speak to compliance in banking.  
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9.4.2 Mapping jobs to OFO 2017  
Certain jobs were identified and mapped to the OFO that had as their core focus that of compliance, 

risk and regulation. 

Herewith a sample of compliance, risk and regulatory jobs that were mapped to the OFO for this 

report. The full list can be found in the appendix 2. 

Table 6: Sample of compliance, risk and regulatory jobs mapped to OFO occupations 

Employers   Organising Framework for Occupations (OFO) 

Job title Job purpose Summary of tasks ( brief)  Occupation Purpose Tasks ( brief at unit 

level) 

Senior Legal 

Counsel 

(Legislation and 

Research) 

To take 

responsibility for 

the reviewing, 

updating and 

drafting of 

legislation, 

providing legislative 

support, 

interpretation and 

advice 

To contribute towards 
the development of 
legislative 
implementation plans 
and strategies. 
To take responsibility for 
monitoring, reviewing 
and updating current 
legislation and 
regulations and 
developing new 
legislation that impact 
the mandate of the Bank. 

Legislation 

Facilitator 

261902 

Initiates and 

facilitates law-

making 

processes. 

Determining, by 
inquest, the causes of 
any death not 
obviously due to 
natural causes 
Drawing up legal 
documents and 
contracts 
Giving advice on legal 
aspects of various 
personal, business 
and administrative 
problems 
Arranging property 

transfers 

Africa Financial 

Compliance Anti 

Bribery and 

Corruption(ABC) 

Manager 

Implementation, 

alignment and 

embedding of the 

ABAC compliance 

policy, processes 

and methodology in 

the local businesses 

functions. 

Ensuring that in 

accordance with Group 

BA policies and 

procedures, Principal 

Risks and local regulatory 

requirements are met. 

Provide support for and 

help drive various ABC 

related compliance 

projects. 

Provide support and 

training to country 

Compliance concerning 

enhanced due diligence. 

External Auditor 

241104 

Designs and 

operates 

information and 

reporting 

systems, 

procedures and 

controls to meet 

external financial 

reporting 

requirements. 

Preparing and 

certifying financial 

statements for 

presentation to 

management, 

shareholders and 

statutory or other 

bodies. 

Advising on, planning 

and installing 

budgetary, accounts 

controlling and other 

accounting policies 

and systems 

Compliance 

Manager 

Implement 

compliance 

program, consult 

with business and 

ensure 

conformance with 

regulations. 

Performs statistical 

sampling 

Ensure that all 

correspondence received 

and sent is prepared in 

conjunction with 

Regulatory Reporting. 

Maintenance of expert 

knowledge on relevant 

legislative amendments, 

Compliance 

Officer 

(Financial 

Sector) 

 

Provides 

compliance 

services to assist 

management to 

discharge their 

responsibilities by 

complying with 

applicable 

regulatory 

Reviewing operations 

and programs to 

ensure consistency 

with policies of the 

organization. 

Conducting threat and 

risk assessments and 

developing response. 
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Employers   Organising Framework for Occupations (OFO) 

monitoring. industry best practices 

and provision of 

proactive advice and 

solutions to relevant 

stakeholders. 

Monitor status of 

compliance within the 

business, as per criteria 

within policies and 

procedures 

 

requirements. Reviewing existing 

policies and 

legislation to identify 

anomalies and out-of-

date provisions. 

Liaising and 

consulting with 

program 

administrators and 

other interested 

parties to identify 

policy needs. 

 

At the level of tasks, a good match was identified on the OFO for the last job but the first two jobs 

were very weakly matched to OFO occupations; especially so at the level of tasks. This indicates that 

there is a need to revise and/or create new occupations on the OFO for the first two jobs. This needs 

to take place through extensive consultation with employer associations, employers, labour 

associations, professional bodies and employees working as subject matter experts in the identified 

fields. After extensive consultation where agreement is reached on the common industry wide 

purpose and tasks associated with the roles official DHET procedures, facilitated and driven by the 

SETA, need to be followed in order to ensure that the OFO is updated to reflect these critical roles.  

9.4.3 Observations 
It was found that in many instances there was a weak link between the job description and the 

occupation as articulated on the OFO. In the instances where there was a very weak link it points to 

the need for the potential revision and updating of the occupations on the OFO or alternately the 

construction of new occupations to be added to the OFO that speaks more directly to compliance, 

risk and regulation. The updating or addition of occupations on the OFO in this instance could also 

be beneficial to other sectors as compliance, regulation and the management of risk is strategically 

critical in many other sectors of the economy as well. The revision of the OFO that allows for more 

accurate data input is therefore crucial. 

At the level of tasks, a good match was identified on the OFO for the last job (compliance officer) but 

the first two jobs (legislation facilitator and external auditor) were very weakly matched to OFO 

occupations; especially so at the level of tasks. This indicates that there is a need to revise and/or 

create new occupations on the OFO for the first two jobs. This needs to take place through extensive 

consultation with employer associations, employers, labour associations, professional bodies and 

employees working as subject matter experts in the identified fields. After extensive consultation 

where agreement is reached on the common industry wide purpose and tasks associated with the 

roles official DHET procedures, facilitated and driven by the SETA, need to be followed in order to 

ensure that the OFO is updated to reflect these critical roles. 

9.4.4 Recommendations 
1. There is a need to add banking compliance occupations on the OFO. 

2. In certain instances, compliance roles that are outdated at the level of descriptor and tasks 

at unit level need to be updated.  
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9.5 Finance cluster 

9.5.1 Introduction 
Prima facie it was thought that traditional finance roles would be well represented on the OFO. 

Further examination indicated however that many specialised finance roles (such as those dealing 

with credit in a banking context) were not well represented on the OFO.  

9.5.2 Mapping jobs to OFO 2017 
Major Groups Managers and Professionals featured strongly when jobs were mapped to the OFO 

occupations. Financial Professional are depicted in the diagram below. 

 

 

 

 

 

 

 

 

Diagram 6: Financial Professionals 

 

Herewith a sample of finance jobs that were mapped to the OFO for this report. The full list can be 

found in the appendix. 

Table 6: Sample of finance jobs mapped to OFO occupations 

Employers   Organising Framework for Occupations (OFO) 
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Employers   Organising Framework for Occupations (OFO) 

Job title Job purpose Summary of tasks ( brief)  Occupation Purpose Tasks ( brief at unit 

level) 

Accountant: 

Financial 

(Group 

Financial 

Reporting) 

To prepare monthly, 
quarterly, interim 
and annual reports 
for internal and 
external users 
incorporating re‐
statements 
and re‐

classifications in 

terms of operational 

and international 

financial reporting 

standards. 

Monthly Reporting to 
Exco. Quarterly SARB 
return, annual NCR and 
Fitch. Results Booklet for 
half year and year‐end. 
Compile quarterly GACC 
and FD reports. 
Segment Reporting (IFRS 
8). Processing 
restatements to the 
database. 

General 

Accountant 

(Bank 

Accountant) 

241101 

Plans and 

provides systems 

and services 

relating to the 

financial dealings 

of organisations 

and individuals, 

and advises on 

associated 

record-keeping 

and compliance 

requirements. 

Advising on, planning 

and installing 

budgetary, accounts 

controlling and other 

accounting policies 

and systems. 

Preparing and 

certifying financial 

statements for 

presentation to 

management, 

shareholders and 

statutory or other 

bodies. 

Examine and analyse 

the accounting and 

financial records of 

individuals and 

establishments to 

ensure accuracy and 

compliance with 

established accounting 

standards and 

procedures. 

Financial 

Analyst 

Communicating the 

financial 

performance of the 

business and the 

provision of high 

quality analytics and 

insights to financial 

insights lead. 

To effectively support the 

relevant Financial Insights 

Lead in the provision of 

high quality analytics and 

insights to the respective 

Chief Financial Officer 

(CFO) or Business Head. 

Enable the business to 

drive business 

performance and ensure 

the delivery of operational 

plans and Corporate 

Investment Banking 

strategy by 

communicating the 

financial performance of 

the business at a Global, 

portfolio, legal entity and 

regional level, with a 

product and client view. 

Financial 

Accountant 

(Business Group 

Accountant) 

241107 

Contributes to 

the development 

and 

implementation 

of the 

organisation's 

accounting 

systems, policies 

and procedures. 

Advising on, planning 

and installing 

budgetary, accounts 

controlling and other 

accounting policies 

and systems. 

Preparing and 

certifying financial 

statements for 

presentation to 

management, 

shareholders and 

statutory or other 

bodies. 

Conducting 

investigations and 

advising management 

on financial aspects of 

productivity, 

stockholdings, sales, 
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Employers   Organising Framework for Occupations (OFO) 

new products. 

Portfolio 

Monitoring and 

Reporting 

Specialist 

Provide active 

management of the 

Credit and 

Investment 

Portfolios to ensure 

sustainability and to 

minimise non-

performance and 

impairments. 

Provide active 
management of the Credit 
and Investment Portfolios 
to ensure sustainability 
and to minimise non-
performance and 
impairments. 
 
Timeous preparation and 
presentation of portfolio 
reports using appropriate 
ratios and techniques. 
 
Early identification of 
loans and/or investments 
at risk of defaulting. 
 
Ensuring accuracy and 
integrity of loan and 
investment MIS data. 

Investment 
Manager 
(Portfolio 
Manager) 
 
241202 

Manages a 

portfolio of 

securities, in 

which he/she 

may exercise 

his/her own 

discretion, on 

behalf of clients. 

Monitoring investment 

performance, and 

reviewing and revising 

investment plans 

based on modified 

needs and changes in 

markets. 

Arranging to buy and 

sell stocks and bonds 

for clients. 

Building and 
maintaining a client 
base. 
Interviewing clients to 

determine financial 

status and objectives, 

risk tolerance and 

other information 

needed to develop 

financial plans and 

investment strategies. 

 

9.5.3 Observations 
A pattern also emerged of a strong bias of OFO finance occupations to be customer and externally 

focused. Many accountants for instance do work with clients on a daily basis but in large 

organisations with complex structures many accountants (and other finance professionals, managers 

and technicians and associate professionals) are mainly internally orientated and do not interact 

with clients on a daily basis. 

 Further examination and analysis will be required but at present it seems that finance occupations 

on the OFO are outdated and do not accurately reflect the true nature of finance occupations in the 

world of work. In order to ensure that finance occupations are updated to reflect the changing 

nature of the occupations more broadly inter-SETA collaboration will be required. This is crucial to 

ensure that a state of affairs does not arise where there is a banking bias in terms of how finance 

occupations are constructed and articulated on the OFO. 

Of the three jobs mapped to occupations above the best match was for the first job, Accountant 

Financial Group Financial Reporting, which was mapped to General Accountant (Bank Accountant) 

241101.  

The other two jobs were difficult to match to occupations and the matches less than ideal and 

potentially inaccurate. There does exist the possibility that there are other occupations on the OFO 

that would be more suitable and accurate matches.  

Portfolio Monitoring and Reporting Specialist was especially difficult to find a match for on the OFO. 

At the level of title, the final match, Investment Manager (Portfolio Manager) 241202, seems 
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appropriate but, as has been well established in this report as well as others, mapping primarily or 

solely at the level of job titles is deeply problematic. Examining the tasks of this role as outlined by 

employer, and comparing them to the tasks shows there is a clear disjuncture. One clear difference 

is that the role as defined by the organisation is very much internally focused whereas the OFO tasks 

at unit level are very much externally facing and client orientated. Depending on the severity of the 

mismatch it indicates the need for either revision of the tasks at unit level or the creation and 

addition of a new occupation on the OFO.  

In the BANKSETA SSP occupations such as Investment Manager, Investment Analyst, Actuary, Credit 

Manager, and Management Accountants were grouped under ‘Data Analytics (Quantitative, 

Mathematical and Investment)’. In this report such occupations were clustered under Finance.  Data 

Analytics was seen as cross-cutting and integrated into several occupational groupings and thus 

requires further investigation.  

9.5.4 Recommendations 
1. Inter-SETA collaboration is required to update and/or add finance occupations to the OFO. 

2. Further research is required to determine the nature and extent of the changing finance 

occupational landscape. Inter-SETA collaboration on this is recommended.  

3. When mapping finance roles to the OFO expert consultation is required. Meaning finance 

professionals should be consulted during the process to determine the core focus of their 

roles.  

4. Research is required to determine what role data analytics plays in finance occupations.  

9.6 Sales and Marketing cluster 

9.6.1 Introduction 
Sales and marketing are critical for banks in South Africa operating in a very competitive 

environment. Sales and marketing is evolving as the business models within banking changes and 

technology advances allowing for more innovation. Increasingly using big data to inform the bank’s 

marketing and sales strategy allows for improved targeting of market segments and offering better, 

more customised products and services. At its core, however sales is still about identifying and 

exploring business opportunities based on the overall organisation and market strategy, closing 

deals, and meeting the sales targets. Relationship management is key in sales. Marketing is typically 

about understanding the market and its needs and buying habits, sparking interest through many 

channels, creating an experience for the potential customer and about branding.   

9.6.2 Mapping jobs to OFO 2017 
The majority of sales and marketing jobs, based on the job descriptions received from banks, 

mapped to Major Groups Manager (01).  Of relevance to sales and marketing within banking are 

occupations within the Professional (02) Major Group and the Clerical Support workers (04).   

Within the Managers, the Unit Group, Sales and Marketing Managers (2017-1221) fall within Minor 

Group, Sales, Marketing and Development Managers (2017-122) and Sub-Major Group, Business 

Services and Administration Managers (2017-12).  There are five occupations within Sales and 

Marketing Managers, viz Sales and Marketing Manager, Sales Manager, Director of Marketing (no 

jobs mapped to this occupation, hence it is not depicted below), Interactive and Direct Marketing 

Strategist, and Customer Service Manager.  
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Diagram 7: Managers: Sales and Marketing-related occupations 

 

The Descriptors, Tasks and Specialisations are provided in the table below. 

Table 7: Sales and Marketing Managers within Sub-Major Group 12 of OFO 2017 

2017-12: Business Services and Administration Managers 

Business services and administration managers plan, organize, direct, control and coordinate the financial, 

administrative, human resource, policy, planning, activities of organizations, or of enterprises that provide such 

services to other enterprises and organizations. 

Tasks include: 

Establishing and directing operational and administrative procedures 

Controlling selection, training and performance of staff 

Ensuring compliance with relevant legislation, regulations and standards 

Implementing, monitoring and evaluating strategies and policies 

Representing the organization in negotiations, and at conventions, seminars, public hearings and forums 

Consulting with the chief executive and with managers of other departments or sections 

Controlling expenditure and ensuring the efficient use of resources 

Preparing budgets and overseeing financial operations 

Providing advice to senior managers and board members on financial, administrative strategic, policy, program and 
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legislative issues 

Formulating and administering policy advice, strategic and financial planning 

2017-122: Sales, Marketing and Development Managers 

 Sales, marketing and development managers plan, organize, direct, control and coordinate the advertising, public 

relations, research and development, and sales and marketing activities of enterprises and organizations, or of 

enterprises that provide such services to other enterprises and organizations. 

Tasks include: 

Marketing, public relations and advertising campaigns 

Determining and directing sales activities, product mix, customer service standards and merchandising methods 

and distribution policy 

Establishing and managing budgets and controlling expenditure to ensure the efficient use of resources 

Overseeing the selection, training and performance of staff 

Setting prices and credit arrangements 

Directing the development of initiatives for new products or scientific research 

Formulating and implementing policies and plans for advertising, public relations, product development, sales and 

marketing in consultation with other managers 

Representing the enterprise or organization at conventions, trade exhibitions and other forums 

2017-1221: Sales and Marketing Managers 

Sales and marketing managers plan, direct and coordinate the sales and marketing activities of an enterprise or 

organization, or of enterprises that provide sales and marketing services to other enterprises and organizations. 

Tasks include: 

Planning and directing daily operations 

Determining price lists, discount and delivery terms, sales promotion budgets, sales methods, special incentives and 

campaigns 

Establishing and directing operational and administrative procedures related to sales and marketing activities 

Establishing and managing budgets and controlling expenditure to ensure the efficient use of resources 

Overseeing the selection, training and performance of staff 

Leading and managing the activities of sales and marketing staff 

Planning and organizing special sales and marketing programmes based on sales records and market assessments 

Representing the enterprise or organization at sales and marketing conventions, trade exhibitions and other forums 

2017-122101 

Sales and 

Marketing 

Manager 

2017-122102 

Sales Manager 

2017-122103 

Director of 

Marketing 

 

2017-122104 

Interactive and Direct 

Marketing Strategist 

2017-122105 

Customer Service 

Manager 

Plans, organises, 

directs, controls 

Plans, organises, 

directs, controls, 

Plans, organises, 

directs, controls, 

Plan, organize, direct, 

control and evaluate 

Plans, administers 

and reviews 
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and coordinates 

the sales and 

marketing activities 

of an organisation. 

analyses and 

coordinates the 

sales strategy 

activities and the 

organisational 

integration thereof. 

analyses and 

coordinates the 

marketing strategy 

activities and the 

organisational 

integration thereof. 

the design, 

development and 

maintenance of 

interactive and direct 

marketing strategies, 

this includes internet 

and intranet sites to 

manage an 

organization's internet 

presence, public 

relations, 

communications and 

commercial activities. 

customer services 

and after-sales 

services and 

maintains sound 

customer relations. 

Specialisations: 

Key Account 

Manager 

Insurance Sales 

and Marketing 

Manager 

Business 

Development 

Manager 

Business Support 

Manager 

Specialisations: 

Sales Executive 

Sales Director 

Specialisations: 

Marketing Manager 

Marketing Director 

Market Research 

Manager 

Specialisations: 

Interactive Direct 

Marketing Compliance 

Officer 

Specialisations: 

Client Services 

Advisor 

Client Services 

Manager / 

Representative 

Client Service 

Manager 

Customer Services 

Engineer 

Customer Care 

Manager / 

Representative 

 

Research and Development Manager (2017-122301) falls under Minor Group Sales, Marketing and 
Development Managers (2017-122) and then Unit Group Research and Development Managers 
(2017-1223). Specialisations listed on the OFO are Research Manager, Product Development 
Manager and Research Director. 

 

Contact or call centres both service customers and capitalise on sale opportunities. The OFO 

occupation, Call or Contact Centre Manager (2017-143905) ‘Manages the performance of call centre 

workers, processes and technology against financial and non-financial operational targets’. This 

occupation falls within Unit Group Services Managers not Elsewhere Classified (2017-1439,). In Unit 

Group 4, Call or Contact Centre Agent (2017-422206) ‘Conducts inbound and/or outbound calls, 

responds to, or communicates with customers on a variety of products or services’. 

Sales is core to banking and hence is cross-cutting and evident in many job descriptions. Growing the 

business and the client base through increased sales features prominently in many jobs within 

banking, such as Bank Manager.  Many of the front-office jobs within banking, such as those that fall 

within Unit Group, Bank Tellers and Related Clerks, Teller and Bank Worker OFO occupations, have a 

significant customer relations and sales focus.  
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In addition to those occupations reflected in the table above, of relevance to banking within the 

category of Sales and Marketing Managers, could be OFO occupations Advertising and Public 

Relations Managers.  Advertising and Public Relations Managers (2017-122201), the tasks of whom 

are ‘Plans, organises, directs, controls and coordinates the advertising and public relations activities 

of an organisation’.   

While there are a range of occupations within the Advertising and Marketing Professionals Unit 

Group (2017-2431), no jobs were mapped to these occupations. There could also be jobs within the 

Unit Group, Public Relations Professionals (2017-2432), who ‘plan, develop, implement and evaluate 

information and communication strategies that create an understanding and a favourable view of 

businesses and other organizations, their goods and services, and their role in the community’. 

Occupations include Communication Coordinator (2017-243201), Communication Strategist (2017-

243202) and Corporate Communication Manager (2017-243203). 

Table 8: Sales and Marketing related job titles mapped against OFO Sales and Marketing Manager 

occupations  

OFO Occupation & 

Code 

OFO Occupation 

Descriptor 

Job Titles and purpose Comments 

MANAGERS 1    

Sales and Marketing 

Manager (2017-

122101) 

Plans, organises, 

directs, controls and 

coordinates the 

sales and marketing 

activities of an 

organisation 

General Manager / Head: 

Communications/Marketing & Events: 

Managing and coordinating the strategic 

marketing, communications, public 

relations and corporate relations functions 

of the organisation. 

Area Manager: Provides leadership of a 

defined number of branches within a 

Region, owning & delivering on all 

performance targets for the allocated area 

within the region and identifying, 

developing and growing the business in 

the defined area, inclusive of sales growth, 

financial performance, customer 

attraction and retention and brand 

reputation. 

Business Development Manager: Develop, 

manage and grow the investment business 

of CBB in accordance with the segment’s 

strategy and policies through business 

development and sales, service delivery, 

ensuring compliance with all relevant 

legal, regulatory and governance 

requirements and governance 

requirements and helping to build an 

effective team. 

Business Development Manager: To 

search and explore local and international 

markets for new products and trademarks 

Business Development 

Manager, currently a 

specialisation of Sales and 

Marketing Manager on the 

OFO, generally appears to 

be a broader role. 

Consideration should be 

given to this being a 

separate occupation.   
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OFO Occupation & 

Code 

OFO Occupation 

Descriptor 

Job Titles and purpose Comments 

in order to expand and strengthen the 

company position in the market. 

Branch Delivery Sales and Service 

Manager: Take accountability for the 

management of sales and service. Ensure 

the attainment of sales targets by 

managing team effectively and efficiently. 

Facilitates Branch interactions with 

customers and prospective customers. 

Ensures the effective management of all 

service aspects in the branch and 

customer query resolution. Key 

accountabilities are the achievement of 

sales results, maintenance of service 

standards and equality of customer 

experience. 

Business Development Head: To manage 

market positioning, market intelligence, 

new business, advances, reporting and 

structuring of more complex deals. 

Sales Manager (2017-

122102) 

Plans, organises, 

directs, controls, 

analyses and 

coordinates the 

sales strategy 

activities and the 

organisational 

integration thereof. 

Sales Manager: To advise and provide 

input with regards to the design, 

development and implementation of sales 

strategy and activities in the respective 

Rest of Africa (ROA) countries. 

Area Manager|Sales and Client Services: 

To translate the regional strategy into a 

tactical area strategy and drive 

performance of the area through effective 

management and collaboration with 

relevant stakeholders. 

Business Development Manager: To 

search and explore local and international 

markets for new products and trademarks 

in order to expand and strengthen the 

company position in the market. 

Deal Maker: To generate and sustain new 

revenue streams across the banking 

product suite. Originate and grow market 

share across the business as well as 

creating a network to originate new 

business. Maximise Business Portfolio 

cross sell opportunities and strengthen 

client relationships 

Tasks very operational 

Interactive and Direct Plan, organize, Digital Marketing Manager: Design,  
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OFO Occupation & 

Code 

OFO Occupation 

Descriptor 

Job Titles and purpose Comments 

Marketing Strategist 

(2017-122104) 

direct, control and 

evaluate the design, 

development and 

maintenance of 

interactive and 

direct marketing 

strategies, this 

includes internet 

and intranet sites to 

manage an 

organization's 

internet presence, 

public relations, 

communications and 

commercial 

activities 

develop and drive the implementation of 

integrated digital marketing and media 

strategies through application of 

professional standards, practices and 

governance which are aligned to the 

segment marketing strategy and 

ultimately result in profitable growth of 

the segment across all product houses and 

digital channels. 

Customer Service 

Manager (2017-

122105) 

Plans, administers 

and reviews 

customer services 

and after-sales 

services and 

maintains sound 

customer relations 

Customer Service Manager: To manage 

and drive the team of client service 

consultants to deliver a proactive, 

consistent quality service to all Clients.  

The main focus of the role is post 

settlement query resolution across cash 

and custody accounts as required. 

(Unit Group descriptor better than 

occupational one) 

 

Research and 

Development 

Manager (2017-

122301) 

 

Plans, organises, 

directs, controls and 

coordinate research 

and development 

activities within 

organisations. 

Research and Development Manager: 

Lead a team of Research specialists to 

deliver executive search and market 

insights 

 

 

Call or Contact Centre 

Manager 

 Contact Centre Manager: Set the vision for 

the development of the Contact Centre, 

staying abreast of new practices and 

technologies, ensuring that we maintain 

recognition for the quality of client service 

across all servicing channels. Lead contact 

centre 

 

 

  



 

48 
Produced by Centre for Researching Education & Labour (REAL), University of Witwatersrand:  2019: INTERNAL DRAFT  

9.6.3 Observations  
1. Jobs received from banks within the Sales and Marketing cluster were mapped to managers.   

2. Sales is core to banking and hence is cross-cutting and evident in many job descriptions. Growing 

the business and the client base through increased sales features prominently in many jobs 

within banking, such as Bank Manager.   

3. Sales and marketing is evolving as the business models within banking changes and technology 

advances allowing for more innovation.  

9.6.4 Recommendations 
1. Review and, if required, update sales and marketing occupations within the OFO.  

2. Business Development Manager, currently a specialisation of Sales and Marketing Manager on 

the OFO, generally appears to be a broader role. Consideration should be given to this being a 

separate occupation 

3. As part of a study on the future of banking and implications for the nature of work and changes 

in relation to occupations within banking, include a focus on sales and marketing.  

9.7 Managers with specific reference to Corporate General Manager 

9.7.1 Introduction 
Mapping managers can be complex. Given the diverse job titles and functions in the banking sector as well 
as an increasing integration, multi-discipline and complexity of roles. Managers’ primary function is 
managing people and processes, and the line function is secondary. In some cases, they may 
professionals, even when Manager is reflected in the job title.  Junior managers tend to be technical. If 
the core activities conducted in a role is managerial then map as a manager. If most responsibilities are 
technical then map to the technical role.  

For managers (usually middle and senior level) that conduct primarily managerial related activities, 
mapping can follow 3 possibilities: 

1. Mapping to the technical managerial occupations eg Sales Manager 

2. Using the structure of the OFO to find a logical match 

3. Where the OFO does not explicitly cater for a managerial role, most of these managers are 
essentially responsible for running a department /office with a specific mandate. One of the more 
generic titles and descriptors could then be used.  

For example:  2017-1219: Business Services and Administration Managers not Elsewhere Classified:  

Corporate General Manager (2017-121901); Descriptor: Plans, organises, directs, controls and reviews the 
day-to-day operations and major functions of a commercial, industrial or other organisation (excluding 
government or local government) through departmental managers and subordinate executives 

9.7.2 Corporate General Manager 
From the data received of bank job descriptions it was evident that the CGM was being used as a 

‘catch all’ (LGSETA, 2018).  In some cases, the purpose and tasks of the job led to another match. In 

other cases, where there was no other possible match, the job was mapped against the CGM, and 

colour-codes appropriately in Annexure 2. 

The table below shows the Descriptors and Task for the Major, Sub-Major, Minor and Unit Group 

level, the Descriptor and Specialisation of CGM.   
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Table 9: OFO Major Group to OFO occupation (CGM) 

OFO Group & 
code 

Descriptor and tasks 

Manager  
 
2017-1 

Descriptor: 
Managers plan, direct, coordinate and evaluate the overall activities of enterprises, 
governments and other organizations, or of organizational units within them, and 
formulate and review their policies, laws, rules and regulations. 
Tasks include: 

 Authorising material, human and financial resources to implement policies and 
programs 

 Formulating and advising on the policy, budgets, laws and regulations of enterprises, 
governments and other organizational units 

 Ensuring appropriate systems and procedures are developed and implemented to 
provide budgetary control 

 Ensuring compliance with health and safety requirements, planning and directing 
daily operations 

 Establishing objectives and standards and formulating and evaluating programs and 
policies and procedures for their implementation 

 Monitoring and evaluating performance of the organization or enterprise and of its 
staff, selecting, or approving the selection of staff 

 Representing and negotiating on behalf of the government, enterprise or 
organizational unit managed in meetings and other forums 

Administrative 
and 
Commercial 
Managers 
2017-12 
 

Descriptor: Administrative and commercial managers plan, organize, direct, control and 
coordinate the financial, administrative, human resource, policy, planning, research and 
development, advertising, public relations, and sales and marketing activities of 
enterprises and organizations, or of enterprises that provide such services to other 
enterprises and organizations. 
Tasks include: 
Establishing and directing operational and administrative procedures 

Business 
Services and 
Administration 
Managers 
  
2017-121 

Descriptor: Business services and administration managers plan, organize, direct, control 
and coordinate the financial, administrative, human resource, policy, planning, activities of 
organizations, or of enterprises that provide such services to other enterprises and 
organizations. 
Tasks include: 

 Establishing and directing operational and administrative procedures 

 Controlling selection, training and performance of staff 

 Ensuring compliance with relevant legislation, regulations and standards 

 Implementing, monitoring and evaluating strategies and policies 

 Representing the organization in negotiations, and at conventions, seminars, public 
hearings and forums 

 Consulting with the chief executive and with managers of other departments or 
sections 

 Controlling expenditure and ensuring the efficient use of resources 

 Preparing budgets and overseeing financial operations 

 Providing advice to senior managers and board members on financial, administrative 
strategic, policy, program and legislative issues 

 Formulating and administering policy advice, strategic and financial planning 

Business 
Services and 
Administration 
Managers not 
Elsewhere 
Classified 
 
2017-1219 

Descriptor: This unit group covers business services and administration managers not 
classified elsewhere in minor group 121, business services and administration managers. 
For instance, the group includes occupations such as facilities manager, cleaning services 
manager, administrative services manager. 
Tasks include: 

 Leading, managing and developing administrative staff to ensure smooth business 
operations and the provision of accurate and timely information 

 Providing information and support for the preparation of financial reports and 
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OFO Group & 
code 

Descriptor and tasks 

budgets 

 Planning and directing daily operations 

 Establishing and managing budgets, controlling expenditure and ensuring the efficient 
use of resources 

 Overseeing the selection, training and performance of staff 

 Representing the enterprise or organization in negotiations, and at conventions, 
seminars, public hearings and forums 

 Analysing complex resource management issues and initiatives that affect the 
organization, and preparing associated reports, correspondence and submissions 

 Providing administrative, strategic planning and operational support, research and 
advice to senior management on matters such as the management of building 
facilities and administrative services 

 Developing and implementing administrative and procedural statements and 
guidelines for use by staff in the organization 

 Developing and managing the organization's administrative and physical 

Corporate 
Services 
Manager 
 
2017-121902 

Descriptor: Plans, organises, directs, controls and reviews the day-to-day operations and 
major functions of a commercial, industrial or other organisation (excluding government 
or local government) through departmental managers and subordinate executives. 
Specialisations: Business Operations Manager 

 

A selection of the occupations mapped by banks and the REAL to CGM is provided in Table 10 below. 

Table 10: Sample of jobs mapped to GCM occupation 

Job title Job description purpose  

Segment 
Analytics 
Head|Data 
and Analytics 

Purpose: This is a cross segment role which provides a client level credit strategy in 
support of the overall segment strategy. The role includes management of credit related 
client attrition and portfolio asset growth by providing credit related models and 
measures as inputs to client pricing, credit scoring and client value management. The 
ultimate goal is to ensure that the credit products offered in the segment provide 
sustainable long term returns and profitability at a client level by providing the right 
amount of the right product at the right time using analytics to support these decisions. 

Credit Risk 
Modelling 
Head  

Purpose: To manage the effective execution of the Credit Risk Modelling Strategy across 
all asset portfolios 

Chief 
Operating 
Officer 

Purpose: Managing the day-to-day activities of the business and reporting them to the 
Chief Executive Officer as dictated by the overall strategy. Monitoring the daily operations 
of the company. Development, design, operation, and improvement of the systems that 
create and deliver the business products/services and to focus on operations 
improvement. 

Corporate 
Service 
Manager  

Purpose: To plan, lead and optimise the delivery of the Corporate Client Services Teams to 
achieve agreed business objectives for Corporate Banking. To provide excellent service 
and support to Corporate Banking clients/Service Advisory and Relationship Managers 
from an enablement point of view by being a single point of entry for them into 
Operations. To partner with stakeholders to ensure extremely high service levels from all 
areas of the business and drive the achievement of Service Level Agreements and Turn 
Around Times. 

Operations 
Manager 

Purpose: To manage and lead the day-to-day operations, cost and teams that perform the 
Command Centre function, 

Africa 
Regional Head 
of Legal Entity 

The main purpose of AFS Utility is to be the primary owner of the Annual Financial 
Statements (“AFS”) Process for the Groups Legal Entities (“LEs”) and Special Purpose 
Entities (“SPEs”). This includes maintaining a LEs and SPEs database, preparing AFS for the 
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Reporting LEs and SPEs, formulating and ensuring adherence with the AFS policies, implementing 
and monitoring controls to ensure compliance with the Companies Act as well as providing 
information, analysis and guidance to other areas with regards to matters impacting the 
LEs and SPEs. 

Channel 
Management 
Head 
International 
Banks 

Collaborate and partner with key stakeholders in the countries and the broader Group to 
customise and implement Group channels best practices and innovations across all 
countries. Provide guidance and input into the channel efficiency strategies which 
enhance profit objectives. 

  

In the case of other Managers which banks had mapped to CGM, a possible match at occupation 

Descriptor and/Unit Group task level was found in the examples listed below. Banks had also 

mapped Financial Markets Business Manager and Office Manager to CGM but without providing the 

detail, so this could not be examined. 

Table 11: Sample of manager jobs mapped to occupations (not CGM)   

Job description title from Bank Mapped to OFO Occupation 

Bank Manager 
• To ensure that all customers receive a consistently 
high quality service by effectively managing and 
developing all available resources (staff, systems, 
processes) and ensuring that a strong customer-
focused service culture becomes entrenched in the 
branch.   
• To ensure that cross-selling opportunities are 
actioned and customers are migrated to more 
appropriate and cost effective channels 
• To proactively identify and assess the risks faced 
by the branch and maintain an effective system of 
controls to reduce exposure.  
• To ensure the effective roll-out of change 
management initiatives.   
• To maintain a high level of integrity and ethical 
standards. 
• Keep abreast with trends within the Region. 
• To maximise the opportunities to move market 
share by segment, where applicable, and to focus on 
customer attraction and retention in line with 
Personal and Business Market objectives.  
• To coordinate the day to day activities in both 
Personal and Business Market segments residing 
within the branch across all key goals. 

Bank Manager 2017-134601 
Descriptor: Organises and controls the general 
operational activities of a branch of a bank or similar 
financial institution. 

Sales Manager 
Purpose: To advise and provide input to the country 
Head of Personal and Business Banking (PBB) and 
Heads of Sales with regards to the design, 
development and implementation of sales strategy 
and activities in the respective Rest of Africa (ROA) 
countries. 

Sales Manager 2017-122102 
Descriptor: Plans, organises, directs, controls, 
analyses and coordinates the sales strategy activities 
and the organisational integration thereof. 

Policy and Planning Manager 
Purpose: To manage research projects, conduct 
policy analysis, and prepare actionable reports for 
senior executives in the Group on socio-economic 
developments and related matters. To monitor 

Policy and Planning Manager 2017-121301 
Descriptor: Descriptor: Plans, develops, organises, 
directs, controls and coordinates policy advice and 
strategic planning within organisations. 
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Job description title from Bank Mapped to OFO Occupation 

socio-economic trends and developments and 
assess the implications for the Group, 

Recruitment Manager  
Purpose: To provide enablement and operational 
services and frameworks required to enable the 
Resourcing Function for both permanent and non-
permanent, to also develop and maintain its core 
capability effectively. 

Recruitment Manager 2017-121204 
Descriptor: Manage, plan and evaluate recruitment 
services of the organisation. 

Research and Development Manager 
Purpose: Lead a team of Research specialists to 
deliver executive search and market insights in 
support of business resourcing needs and objectives 
for the Group, by providing value added talent pools 
for resourcing needs; vacancies, succession 
planning, candidate pipelining and talent 
benchmarking. 

Research and Development Manager 2017-121301 
To manage research projects, conduct policy 
analysis, and prepare actionable reports for senior 
executives in the Group on socio-economic 
developments and related matters. To monitor 
socio-economic trends and developments and 
assess the implications for the Group. 

Contact Centre Manager 
Purpose: Set the vision for the development of the 
Contact Centre, staying abreast of new practices and 
technologies, ensuring that we maintain recognition 
for the quality of client service across all servicing 
channels. Lead contact centre; Design and 
implement change initiatives and strategic projects 
including the digital roadmap 

Contact or Call Centre Manager 2017-143905 
Descriptor: Set the vision for the development of the 
Contact Centre, staying abreast of new practices and 
technologies, ensuring that we maintain recognition 
for the quality of client service across all servicing 
channels. Lead contact centre; Design and 
implement change initiatives and strategic projects 
including the digital roadmap; 

 

9.7.4 Observations  
1. The Corporate General Manager (CGM) is used as “a catch-all”.  The reason appears to be two-

fold: firstly, the complexity, seniority and integrated nature of many of the managerial roles 

within banking and the difficulty to locate them within a specifically defined occupation and, 

secondly, at times the lack of rigour in finding an alternate reasonable OFO occupational match. 

Many strategic high level management roles, banks maps to CGM as opposed to the functional 

manager e.g. Sales and Marketing Manager.     

9.7.5 Recommendations 
1. BANKSETA stakeholders must avoid inconsiderate mapping to CGM on the OFO. Where there is 

no other possible match, CGM can legitimately be used, particularly for complex, senior and 
integrated managerial roles within banking that span divisions or even counties. 

9.8 Other 
A smaller number of jobs were mapped to various occupations not located within the above clusters.   

These included: 

9.8.1 Managers 
Unit Group Human Resource Managers (2017-1212):  HR Manager (Job title: General Manager/Head: 

Business Partners), Business Training Manager (Job title: Manager: Learning & Development), 

Recruitment Manager (Job title: Recruitment Manager) 

Unit Group Policy and Planning Managers (2017-1213): Policy and Planning Manager (Job title: Policy 

and Planning Manager) 
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9.8.2 Professionals 
Unit Group Legal Professionals (2017-2611): Legal Manager (Job title: Head: Legislation and 

Research, Legal Services) 

Unit Group Legal Professionals not Elsewhere Classified (2017-2619): Legislation Facilitator 

Unit Group Training and Staff Development Professionals (2017-2424): Training and Development 

Professional 

Unit Group Management and Organization Analysts (2017-2421): Management Consultant (Job title: 

AgriBusiness Bancassurance Integration Lead; Business Analyst; and Business Case Design and 

Standards Manager), Organisation and Methods Analyst (Job title: Customer Insights) 

Unit Group Mathematicians, Actuaries and Statisticians (2017-2121): Statistician (Job title: Demand 

Planner) 

Unit Group Policy Administration Professionals (2017-2422): Policy Analyst (Job title: CIB Markets 

Compliance, Head Equities Compliance) 

Appendix A includes all these occupations and highlight issues requiring consideration in relation to 

these occupations where required. 

9.8.3 Observations  
1. Jobs that were mapped to Unit Group Management and Organisation Analysts (2017-2421) in 

particular were not a good match. 

9.8.4 Recommendations 
1. Jobs mapped to Unit Group Management and Organisation Analysts (2017-2421 require further 

engagement and consideration with BANKSETA and other relevant stakeholders. 

9 Observation and insights from the mapping process  
 

Through the process of mapping job descriptions, the insights and observations contained in this 

report were generated. They represent a partial and inevitably limited perspective but it is believed 

there are insights and recommendations that were generated through the process of mapping and 

stakeholder engagement that can be of utility to the SETA and other stakeholders.  

10.1 Job to occupation mapping challenges  

10.1.1 Challenges experienced by BANKSETA stakeholders in relation to the OFO  
BANKSETA employers reported a range of difficulties with OFO mapping. SDFs at the banks are 

generally not responsible for doing the occupation mapping and there is poor and inconsistent 

understanding within the organisation of the OFO, including by divisional heads and others, who are 

responsible for allocating an OFO code to a job. Skewed data is sometimes provided in WSPs in 

Annexure 2 to the SETA as a result of poor OFO mapping and inadequate banking-related 

occupations on the OFO.  There is an over-reliance on some of the more general occupations, such 

as the Corporate General Manager which is used as “a catch-all” for high level complex roles. 

They further noted that the OFO is an occupation framework, and does not speak to skills as banks 

understand them and that the skills component of the OFO seems minimal and is open to 

interpretation. They noted a different understanding and use of terminology, such skills, skills 
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specialisation, and scarce and critical skills, in the banking environment compared to that of DHET 

and SETAs. The view was expressed that specialisations are inadequate on the OFO but often critical 

within the banking environment.  

The banking environment is changing rapidly with key factors being digitisation and compliance 

which are significantly changing roles within the banking environment.  The changing nature of work 

is also resulting in certain occupations becoming obsolete or their purpose, tasks and skill 

requirements changing significantly and this is not reflected on the OFO. Increasingly roles consist of 

more integrated functions and cut across traditional fields/disciplines which makes finding a suitable 

job to occupation match more complex. 

10.1.2 Challenges experienced by the REAL mapping team   

Some of the mapping challenges experienced by the REAL team include: Inconsistent and 

unconsidered application of the OFO by employers and a lack of understanding in certain instances 

regarding the logic, structure and content of the OFO; Insufficient details contained in some of the 

job descriptions, particularly in relation to tasks; Alternately too much irrelevant information can 

also obstruct and slow down accurate mapping; Integrated, complex, multi-disciplinary roles are 

more difficult to map; Some OFO descriptors and tasks not updated in line with the changing nature 

of work as reflected in jobs, making a logical match difficult;  New and emerging roles are not always 

well represented on the OFO.; Working within the hierarchy of the OFO, a match at task level for 

example but a mismatch at occupation level;  Unable to ensure the information is triangulated with 

subject matter specialists working in the specific field within this mapping study;  At times the OFO is 

extremly specific and at other times extremely general; There is a broader level of tension regarding 

what level of specialisation makes sense on the OFO; Most managerial occupations are very 

operationally defined.   

10.2 Working with the OFO 

10.2.1 Purpose of OFO 
The purpose of the OFO, as stated in the DHET Guidelines, is to establish a common language for 

talking about occupations and to enable labour market dialogue in relation to skills demand and 

supply.  The extent to which the OFO provides a common occupational language in a meaningful way 

is questionable and, in the banking context, it is certainly not adequately doing so.  This needs to be 

addressed for the OFO to provide quality data for skills planning purposes.  

10.2.2 Occupations and skills   
In the OFO context, a skill is defined as “the ability to carry out duties and tasks of a specific job”.  

This is a narrow definition and does not address the real skills and knowledge required in an 

occupation or occupational grouping at different levels of complexity, whether it be acquired 

formally via accredited learning or via non-accredited learning and experience.   Given that the OFO 

is an occupation framework and does not adequately cater for skills and knowledge, a strong 

concern was raised by banking stakeholders that using the OFO to inform skills planning and 

reporting results in inaccuracies that omit the complexities and nuances of occupations and skills 

requirements. The inaccuracies are thus evident in the identification of skills needs, priorities, and 

interventions and grant allocations, and ultimately when aggregated nationally, occupation-based 

lists are used to inform the Department of Home Affairs Critical Skills Visa Lists, impacting negatively 

on banking and other employers needing to import specific skills.  

It is however recognised that the Occupational Learning System (OLS) is aimed at unpacking the 

qualification requirements and the curriculum components relative to the occupation descriptors 
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and tasks as defined in the OFO. Concerns were also raised by banking stakeholders with the 

inadequacy of this OLS process.  

Over 500 job descriptions were received from employers and many of these contained information 

on the preferred and required qualifications for jobs. It was found that as a whole there was a 

relatively weak link between occupation and qualification but a much stronger link between 

occupation and specialised, industry specific experience stretching over 5 years or more. In some 

instances, especially at a more senior professional or managerial level, post graduate 

training/certification and 10 or more years’ experience in one but often more fields of expertise 

were a minimum requirement. Occupations can therefore be utilised as a starting point for 

identifying skills that are required by employers. Solely utilising occupations (especially as articulated 

via the filtering mechanism of the OFO) to identify and supply skills would indeed seem to be 

problematic. 

This issue of occupations and skills requires further consideration by BANKSETA, DHET and other 

relevant bodies. 

10.2.3 Specific vs general 
“Job” and “occupation” are often used interchangeably (McDonald, 2011; Natarajan & Nagar, 2011; 

Grenier & Xue, 2011). In everyday usage this is not problematic but when viewed from the 

perspective of mapping jobs to the OFO this lack of conceptual distinction can and often is 

problematic. A job is narrowly context and organisationally specific. In a large and complex 

organisation such a bank with tens of thousands of employees and multiple revenue generating 

streams (such as retail banking and investment banking) the nature of a job could even differ from 

department to department. An OFO system that contained every single different job for every 

organisation in the banking sector would contain hundreds if not thousands of “occupations”. As the 

OFO is a national system such an approach, of directly matching every job with a single and distinct 

occupation, would be unfeasible. What would the skills provision implications of such an approach 

be? Followed to its logical conclusion it would entail providing very narrowly specific education and 

training for every job found within the sector.  

A single occupation can consist of multiple jobs. In order for a job to be categorised as belonging to a 

type of occupation it must share certain common features of the occupation. How this is determined 

is at present unclear and the criteria for doing so far from explicit. Take for example the occupation 

of “university lecturer”. On the OFO it states that a university lecturer: “Lectures students and 

conducts tutorials in one or more subjects within a prescribed course of study at a university and 

conducts research in a particular field of knowledge.” As can be seen this “descriptor” functions at a 

very high level of generality. Which poses certain challenges. There are substantive differences 

between a physics and drama university lecturer but in essence the purpose of their occupation, and 

the common tasks associated with it, are very broadly similar.  

Due to the difference between an occupation and a job tensions can and do arise. How broad is too 

broad? How narrow is too narrow? When does a set of jobs become distinct enough to be 

categorised as a separate occupation? Although these questions require answers it is clear that a 

more robust understanding of the OFO and higher levels of co-ordination and collaboration between 

stakeholders, facilitated by the SETA, is required to ensure the more accurate mapping of jobs to 

occupations.  
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10.2.4 Working within the limitations of the OFO in its current iteration 
The OFO does indeed have certain limitations. The reality is that it is the dominant system utilised by 

DHET to generate occupational data at a sector and national level that in turn informs skills planning 

and provision.  There is potentially a need to revise, improve or even replace the current OFO with 

an occupational classification system that is better structured, more intuitive, user-friendly and 

responsive to change drivers such 4 IR and the green economy. The inclusion of green occupations in 

the latest iteration of the OFO by DHET must be duly noted and lauded as an indisputably positive 

and pro-active development.  It must be borne in mind that a systems wide improvement or 

replacement of the OFO does have serious practical, systemic and financial implications and could 

take years to research, design and implement. In the interim, or absence of such developments, 

there is a lot that can be done to improve the quality of occupational data provided to SETAs by 

employers.  

Despite its limitations there is space to productively and constructively work with the current OFO 

system at a sector and inter-sector level. The relative success of projects by other SETAs such as 

CHIETA, LGSETA and MQA illustrates that this is not only possible but viable, achievable and 

desirable.  

On a practical level improving the quality and consistency of the mapping to the OFO of jobs taking 

place in a sector can be complex and difficult but in principle can be reduced to one single essential 

requirement: higher levels of collaboration and co-ordination between employers and other 

stakeholders initiated, facilitated and driven forward by the SETA.  

Over and above the before mentioned there are various steps that need to be taken by multiple role 

players before a discernible improvement in the quality of OFO data submitted to the SETA would be 

achieved. 

1) A stronger understanding of the centrality and importance of the OFO needs to be 

developed within the SETA across the organisation right up to an executive and board level. 

Inaccurate data regarding occupations has serious implications in terms of skills planning 

and provision. A worst case scenario to be avoided at all costs is where irrelevant or 

outdated skills are provided to beneficiaries. At present SETAs are adept at and should be 

lauded for providing skills almost exclusively to the right groups that urgently require socio-

economic inclusion and upliftment through ( amongst other  much needed support such as 

better health care and basic education) skills interventions : unemployed youth, historically 

and currently disadvantaged groups such as women, the rural and peri-urban population, 

and racial groups that are still disproportionately excluded from and exploited by the 

dominant economic structures. If, however the wrong skills are provided to these groups as 

a result of an incomplete or incorrect understanding of demand due to employers not 

providing data via the OFO consistently and accurately limited resources generated via the 

skills levies are not utilised to maximum effect. The consequences of this are three fold: 

Employers do not receive the skills they need in order to remain productive and contribute 

to the economy, limited resources are inadvertently wasted despite the best of intentions 

and finally (and most importantly) the socio-economically excluded and marginalised remain 

in their precarious positions.  

2) Employers need to be educated regarding the necessary distinction drawn between the 

concept of “jobs” and “occupations” as well as other matters pertaining to the OFO in terms 

of its terminology, structure, logic and limitations.  
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3) The SETA needs to facilitate a process whereby employers can agree amongst themselves 

(and with input from other stakeholders such as professional bodies and labour 

representatives) on which jobs need to be mapped to which occupations. This can be a time-

consuming and arduous process but is nonetheless essential.  

10.3 Mapping criteria 
Based on the working with the OFO, the following 5 key mapping criteria were developed: 

1) Sufficient quality primary data in the form of job descriptions is required. A purpose that 

expresses the core focus of the job and primary tasks, duties and responsibilities required. 

Too much information can be misleading but a lack of detail can and often does lead to 

inconsiderate and inaccurate mapping.  

2) An understanding of the logic, structure and content of the OFO needs to be developed. 

This needs to be developed horizontally in terms of occupational groupings or families (for 

instance IT) and vertically (IT professionals). 

3) The interlinked value creation process of the sector, sub-sector or industry needs to be 

understood. The location of and contribution to this process by occupational groupings and 

individual occupations should be understood—even if only at a cursory level but preferably 

in as much detail as possible.  This process is called occupational contextual and value chain 

embedding.  

4) Mappers (or occupational cartographers) should not map in an ad hoc fashion but in as 

structured a way as possible. For example: IT managers are mapped for a sub-sector, then IT 

professionals and finally the IT technicians and associate professionals for the sub-sector in 

question. This also facilitates the development of a dual understanding of the OFO and job 

descriptions. 

5) Matching tasks, duties and responsibilities from job descriptions to tasks at unit level on 

the OFO is necessary but insufficient. Utilising the job purpose, qualifications and 

experience as and when required, and input from experts and/or professional and 

occupational bodies is also required. If the job being mapped is more static and less complex 

(such as a lawyer practicing as a lawyer as opposed to a lawyer dealing with compliance in 

banking) and if the job description is clear, concise and contains sufficient detail then the job 

purpose will still be required but the other measures not necessarily. As a rule, the more 

complexity, ambiguity and change over time in terms of an occupation the more there is a 

need for rigorous triangulation and the use of additional data.  

Finally, the mapping of a job to an occupation takes place on a continuum and does not operate on a 

binary basis of match or no match. The aim is to find the best possible match primarily at the level of 

tasks. If there is less than 50% of a match in terms of tasks and more than one or two employers 

indicate that they have the same occupation, it indicates a need to begin the process of adding or 

updating the OFO. The occupation should still be mapped but flagged for further investigation and 

consultation with relevant parties.  
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What constitutes a good enough match on the OFO: Towards developing criteria to add,remove 

and update occupations on the OFO 

In engagement with stakeholders there was a lot of debate regarding what an acceptable match 

would be between a specific job at an organisation and an occupation on the OFO. Certain 

stakeholders seemed to tend towards wanting a 1:1 match between a specific job and an occupation 

on the OFO. This is problematic for multiple reasons, chief of which being that a single organisation 

such a big bank could have well over 300 unique jobs and hence over 300 occupations on the OFO. 

For the banking sector alone this could translate to well over a 1000 occupations for this particular 

sector. As the OFO is a national occupational classfication system such a state of affairs is untenable 

and unmanageble at best. DHET indicated that they are actively avoiding this proliferation of 

occupations on the OFO which is understandable.  

Based on our engagement with the OFO and experience in mapping jobs to occupations a suitable 

middle ground needs to be identified. Just as it is untenable for employers to demand a 1:1 match 

between job and occupation it is equally unreasonable for DHET to reject most of the applications 

for the addition of new occupations in attempt to avoid  an unmanagable prolifieration of 

occupations.  

What would a middle ground look like? Before providing an intial outline of what would consitute 

criteria to add new occupations a few qualifying remarks need to be made. Firstly there is a clear 

need for additional research as the main focus of this project and attendant report was not to 

develop criteria for addition of new occupations on the OFO. Secondly the OFO as a whole requires 

updating and revision. Some relatively  minor changes that would potentially not have major 

financial and operational implications are included in this report. Thirdly extensive consultation with 

DHET, all 21 SETAs and other stakeholders would be required in order for them to provide their 
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input in order to develop suitably accepatable working criteria. This could be a time consuming and 

resource intensive process. 

Herewith initial recommended guidelines for DHET and SETAs to determine how occupations should 

be updated:  

Firstly the SETA would need to engage with stakeholders to determine whether adequate mapping 

to the OFO has taken place.  

Secondly,after the quality of mapping from job to occupation has been quality checked and 

corrected as required, stakeholders would need to construct new occupations using their job 

descriptions. One or two organisations arguing for a new occupation is inadequate and ideally as 

many stakeholders as possible need to be involved and eventually agree on a set of common 

occupations that incorporate mutliple jobs that share common essential features at the level of 

purpose and tasks.  

Thirdly stakeholder engagement and input needs to be provided not only by SDFs and other HR 

personel but also from technical personell working in the the new and/or emergent  occupational 

fields. Preferably managers with extensive experience of the occupations being created and a 

broader overview should be the primary but not neccearily sole source of information. 

 Fourthly and finally the descriptor , 8 to 12 tasks as well as specialisations/alternate titles should 

then be collectively constructed, agreed upon and finalised by the stakeholders with faciliation and 

guidance by the SETA.  

 Removing occupations will potentially be problematic and further research and consultation with 

relevant parties will be required. This process will need to be driven by DHET but will be the 

responsibility of the SETA to implement. By regularly consulting with employers and other relevant 

stakeholders the SETA could inform DHET that an occupation or set of occupations have become 

obsolete. DHET could then inform other SETAs representing sectors in which the occupations could 

potentially be found that they are considering removing an occupation or set of occupations from 

the OFO. If other SETAs inform DHET that these occupations are still common in their sector then the 

process to remove the occupation should be halted.  

11. Recommendations 
 

11.1 BANKSETA recommendations  

11.1.1 Branch of a bank cluster 
BANKSETA needs to convene a suitable group of stakeholders to review and, if required, revise 

Descriptors and Tasks at Sub-major, Minor and Unit Groups levels, update Bank Worker Descriptor 

and review the long list of specialisations, and consider whether Banknote Processor (2017-421104) 

is still required as a separate occupation. 

BANKSETA must ensure that those within the banking sector responsible for mapping understand 

that occupational tasks may include a supervisory function. A suitable occupation mapping needs to 

be considered for the managers within a branch, other than Branch Manager. 

11.1.2 Information and Communication Technology cluster 
A review of all the ICT occupations on the OFO, in collaboration with other relevant SETAs, is 

required to determine how the ICT occupations currently on the OFO need to be updated or where 
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there are substantial absences in terms of data and digital occupations that need to be addressed. 

This must include a focus on cyber security in relation possible new occupations and tasks within 

existing occupations. 

11.1.3 Compliance, Risk and Regulation cluster 
A review of the occupations within the compliance, risk and regulation that had a weak OFO match is 

required with the involvement of relevant stakeholders.   

11.1.4 Sales and Marketing cluster 
Sales and marketing occupations within the OFO should be reviewed and, if required, updated. The 

Business Development Manager, currently a specialisation of Sales and Marketing Manager on the 

OFO, generally appears to be a broader role and consideration should be given to this being a 

separate occupation. 

As part of a study on the future of banking and implications for the nature of work and changes in 

relation to occupations within banking, include a focus on sales and marketing. 

11.1.5 Finance cluster 
Further examination and analysis will be required but at present it seems that finance occupations 

on the OFO are outdated and do not accurately reflect the true nature of finance occupations in the 

world of work. In order to ensure that finance occupations are updated to reflect the changing 

nature of the occupations more broadly, inter-SETA collaboration will be required. This is crucial to 

ensure that a state of affairs does not arise where there is a banking bias in terms of how finance 

occupations are constructed and articulated on the OFO. 

11.1.6 Use of Corporate General Manager cluster 
Where the OFO does not explicitly cater for a managerial role, most of these managers are 

essentially responsible for running a department /office with a specific mandate. One of the more 

generic titles and descriptors could then be used. BANKSETA stakeholders, however, should avoid 

inconsiderate mapping to Corporate General Managers on the OFO. Where there is no other 

possible match, CGM can legitimately be used, particularly for complex, senior and integrated 

managerial roles within banking that span divisions or even counties. 

11.1.7 Other occupations outside of the clusters 
A smaller number of jobs were mapped to various occupations not located within the clusters. Jobs 

mapped to Unit Group Management and Organization Analysts (2017-2421 require further 

engagement and consideration with BANKSETA stakeholders. The Appendix 3 to the final report 

highlights issues requiring consideration in relation to these and other occupations where required. 

11.1.8 Regulated roles 
Regulated designations/roles within the banking environment need to be closely examined by 

BANKSETA, professional bodies and other relevant stakeholders as it is imperative that these are 

accurately reflected in relevant occupations on the OFO and applied consistently across the sector. 

11.1.9 Integrated, complex and changing roles 
As a result of digitisation and technological developments and other changes within banking in South 

Africa and globally, occupations are changing rapidly, with often a greater integration of roles and 

greater degrees of complexity.  Such roles cut across traditional disciplines and occupational 

categories, not necessarily only within a banking environment. 
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Integrated, complex and changing roles needs serious consideration within the OFO context by 

DHET, BANKSETA and other relevant parties.  

Future research is needed on the changing nature of existing occupations, new skills needs across 

occupations and newly emerging occupations, particularly in the context of change drivers such as 

digitisation. 

11.1.10 Taking the process forward 
A BANKSETA hosted collective stakeholder engagement session is proposed to present the mapping 

report and for BANKSETA discuss how they will be taking forward the recommendations. 

 Active involvement of other important BANKSETA stakeholders (who are represented on the Board), 

such as the professional association/s and the South African Society of Bank Officials (SASBO), the 

trade union representing employees in all the major banks, must be ensured in this process. 

This report should enable the BANKSETA to put in place a plan for further analysis of occupations 

critical to the banking sector where required and to propose changes to the OFO to ensure it is 

relevant to the sector, up-to-date and mapping can be done more accurately in future.  

Consultations with targeted subject matter experts, such as in the ICT field, must be undertaken, to 

deepen the occupational understanding and analysis from what seems to be at present a relatively 

low base.  

11.2 DHET policy recommendations 
1) Tasks should not only be located at unit level but also at an individual occupation level. For 

every occupation on the OFO there should be common tasks associated with the given 

occupation. 

2) Specialisation and alternate title should be separated as they are two distinct concepts.  

3) Research is required to determine which categories of information related to occupations 

needs to be added in a future version of the OFO.  

4) DHET must play a strong leadership role in relation to the OFO and centrally drive the review 

and revision of an updated OFO that more accurately reflects the South African labour 

market context.  This process must involve SETAs, employers, subject matter experts, 

professional associations and other interested and relevant parties.  

5) DHET needs to lead the development of sufficient capacity within the skills development 

system to revise, maintain, implement and sustain an up-to-date, relevant OFO.  This 

includes systems, capacity to understand, use, analyse and provide insights to the skills 

planning process based on the OFO occupational and other data. 

6) DHET has standardised terminology however it is not commonly understood across the skills 

development system and this needs to be addressed. For instance: DHET and SETAs use the 

term occupation whereas employers use the term job.  

7) A sustainable training intervention on working with occupations, skills and the OFO should 

be put in place by relevant public institution/s to support DHET in ensuring capacitation 

within the skills system. 

11.3 SETA recommendations 
1) Overall SETAs need to drive the improvement of the quality of occupation and skills data in 

their respective sector.   

2) A stronger understanding of the centrality and importance of the OFO needs to be 

developed within the SETA across the organisation right up to board level. Inaccurate data 

regarding occupations has serious implications in terms of skills planning and provision. 
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3) SETAs need to build and sustain a team within the SETA staff with a deep understanding of 

occupations. 

4) An analysis of the occupational and skills data from Annexure 2 should be undertaken and 

published annually by all SETAs. Engagements with employers on the collective quantitative 

data they have provided to inform sector skills planning should be undertaken with a view to 

addressing data inaccuracies and anomalies. 

5) SETAs need to systematically work with employers on supporting them in accurately 

mapping their jobs to OFO occupations. 

6) Relevant stakeholders and subject matter experts must be brought together by the SETA to 

review and revise occupations core to their sector and motivate changes to the OFO to 

DHET. 

7) The SETAs need to work across sectors on the OFO review and revision with regard to 

occupational clusters which go beyond banking such as for example ICT and Finance 

occupations. 

8) In and of itself the OFO is incapable of generating a common language. Employers must 

collaborate to construct a common language where a consensus regarding which jobs are to 

be mapped to which occupations on the OFO is reached. The SETA will play a central role in 

this process. 

 

11.4 The OFO more broadly: A future perspective 

11.4.1 Reviewing and Reconfiguring the OFO: A future perspective  

If the vision of NSDP 2030 is to be realised a future-orientated perspective of the occupational 

classification system that informs and drives improvement of the quality of occupational data is 

required. There is potentially a need to revise, improve or even replace the current OFO with an 

occupational classification system that is better structured, more intuitive, user-friendly and 

responsive to change drivers such as 4 IR and the green economy. 

What would a comprehensive review and improvement of the OFO entail? The first question that 

would need to be answered would be: What types of information related to occupations needs to be 

included or added to the OFO?  

At present it would seem that the OFO suffers from a lack of information at the individual 

occupational level. Solely providing a purpose is not enough as this research found that is extremely 

difficult to utilise what at times amounted to 6 pages of job description information to map to a line 

or two of descriptor information at the 6-digit occupational level on the OFO. In the short to 

midterm what is required, at the very least, are that common tasks for each and every occupation 

needs to be provided instead of only at unit level as is presently the case. This will lead to additional 

critical information that will greatly improve the accuracy of mapping and hence the accuracy and 

level of detail in terms of data provided to SETAs. Furthermore, a clear distinction needs to be drawn 

between specialisations and alternate titles as the two concepts are distinct. A one or two-line 

description of what the specialisation entails and how it differs from the occupation of which it is a 

specialisation will also provide much needed clarity. Alternate title should still be included and be as 

numerous as possible as this will help employers to link their job to a given occupation. Tasks and 

core purpose should still be the primary data used for mapping from job to occupation. 

How could the above process be operationalised? One way to proceed would be, for the DHET in a 

well-managed and coordinated process, to assign each SETA a number of occupations. Some of 

these occupations would be specific to their sector and hence be the sole responsibility of the given 
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SETA. Other occupations (such as those in finance and ICT) would need to still be the responsibility 

of a single SETA but inter-SETA working groups would need to be established in order to obtain 

cross-sector input and verification. For arguments sake one can assume an even split of the 

approximately 1518 occupations currently on the OFO amongst the 21 SETAs. Each SETA would then 

have 72 occupations but say no more than 100 occupations for which it is responsible. The first step 

would be to review the assigned occupations from an OFO perspective to determine the scope of 

coverage and relevancy of information.  The second step would then be to arrange extensive and 

repeated stakeholder sessions (ensuring in the process that one or two employers or other 

dominant stakeholders do not dominate) where the OFO occupations (the 70 to 100 assigned to the 

SETA) are updated, removed or new occupations are created. At the end of this process each 

occupation should then at the very least have a purpose/descriptor, 8 to 10 tasks and a description 

of specialisations as well as a list of alternate titles. This information can then be provided to DHET 

which should then ideally perform a quality check and verification of the entire new OFO. A 

concerted awareness and training campaign for OFO 2020/OFO 4.0 can then be initiated and 

directed by DHET with the SETAs being responsible for implementation in their sectors.  

An electronic mapping tool is currently being developed as part of the BANKSETA research chair and 

could form the basis of eventually migrating the OFO to a digital platform or at least serve as a pilot 

from which valuable lessons can be learnt. There are multiple benefits to migrating to an online 

system chief of which being that additional categories of occupational information can easily be 

added. The updating of the OFO will also be a much easier process if a user friendly interface is 

created with DHET being in charge of gate keeping and verification.  

Once the OFO has been updated in its entirety and been migrated to an online platform the process 

of adding additional categories of occupational information can begin. A good starting point would 

be to critically examine leading occupational classification systems internationally and then adapt 

what is relevant and applicable to the South African context. One of the leading occupational 

classification systems and data bases is that O-Net in the United States. Some have argued that 

despite its clear strengths and benefits the O-Net system tends to be overly complex, jargon laden 

and often contains duplicate information (Handel, 2016). Such critiques should be borne in mind 

when considering which categories of occupational information should be added to the South 

African occupational classification system. As can be seen from the circled block in the O-Net 

content model the South African system at present only contains occupation specific information—

with the notable exclusion of technology, skills and tools. At present experience requirements, skills 

and education would seem to be suitable candidates for addition as occupational information 

categories. Entry requirement licensing would also be highly relevant for many occupations although 

regulated occupations were not examined in-depth for this research report.  

To transition from the OFO as it stands to a more sophisticated and responsive system will indeed be 

resource intensive and disruptive if undertaken suddenly and at once. If, however undertaken in 

stages (as recommended above) it can be achieved without utilising excessive resource or cause 

undue disruption. Considering the central role, the OFO needs to play in aligning skill supply with 

demand, in order to achieve the goals of NSDP 2030, an investment of time, energy and resources in 

altering and improving it seems warranted.  
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Diagram 8: O-Net Content Model 

 

https://www.onetcenter.org/content.html 

 

11.5 Proposed future research 
1) BANKSETA should undertake a comprehensive study of the future of banking in South Africa 

in a global context, examining the changing nature of work within banking, the implications 

for jobs and occupations and the entire skills pipeline.  Specific areas highlighted in other 

sections of the report, such as the changing role of branches, would need to be examined. 

2) There is however still a need to construct detailed value chains (or interconnected value 

chains forming value webs) for the banking sector. This will assist in developing a more 

comprehensive understanding of the context at meso and micro level in which occupations 

develop and function. 

3) In terms of the above an area for future research would be the examination (at an in-depth 

qualitative level) of the career pathways of ICT professionals from an intersectional 

perspective utilising the interrelated lenses of race, gender and class.   

4) Research studies on key occupations or occupational clusters examining labour supply and 

demand in order to inform appropriate interventions, inclusive of skills development, should 

be undertaken.   
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12. Conclusion   
 

This report of the jobs to occupations mapping phase should provide the basis for BANKSETA to 

package a user-friendly guide on OFO mapping against OFO 2017 to enable stakeholders to improve 

their mapping within the existing structure of the OFO.  The guide could be updated once the 

electronic tool has been developed in the next phase of this assignment. Over and above a guide, or 

in the absence thereof, regular OFO mapping training workshops should be organised and facilitated 

by BANKSETA in order to develop employer’s mapping ability and deepen their understanding of the 

OFO. This should take place on a regular basis and especially before WSP submissions as 

organisational changes often results in changes in terms of who undertakes mapping within the 

organisation.  

As part of the skills planning process, BANKSETA would need to ensure, that in addition to using OFO 

data as it currently stands, adequate opportunities need to be created for qualitative stakeholder 

input, which captures the complexities and nuances of skills needs in the banking sector. BANKSETA 

needs to organise and implement stakeholder input sessions before the next SSP submissions to 

DHET.  

Within the context of the skills development system with the OFO as a basis for skills planning and 

reporting, an improved OFO, together with other initiatives, should lead to more accurate 

identification of skills needs and priorities, more accurate identification of skills interventions and 

their implementation, monitoring and reporting, and ultimately, the BANKSETA delivering more 

effectively on its mandate. 

If the vision of the NSDP 2030 is to be realised and more accurate demand side planning realised, it 

is crucial that a concerted effort is made under the leadership of DHET, involving all sectors and 

relevant stakeholders, to significantly improve the OFO and the quality of data being submitted by 

employers. 
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Annexures 
Annexure 1: Major Group Descriptors 

Code Major Group 

Title 

Major Group Title Descriptors 

1 Managers Managers plan, direct, coordinate and evaluate the overall activities of 

enterprises, government and other organizations, or of organizational units 

within them, and formulate and review their policies, laws, rules and 

regulations  
 

2 Professionals Professionals increase the existing stock of knowledge, apply scientific or artistic concepts and 

theories, teach about the foregoing in a systematic manner, or engage in any combination of 

these activities. 

3 Technicians and 

Associate 

Professionals 

Technicians and associate professionals perform mostly technical and related tasks connected 

with research and the application of scientific or artistic concepts and operational methods, and 

government or business regulations. 

4 Clerical Support 

Workers 

Clerical support workers record, organise, store, compute and retrieve information related, and 

perform a number of clerical duties in connection with money-handling operations, travel 

arrangements, requests for information, and appointments. 

5 Service and 

Sales Workers 

Service and sales workers provide personal and protective services related to travel, 

housekeeping, catering, personal care, or protection against fire and unlawful acts, or 

demonstrate and sell goods in wholesale or retail shops and similar establishments, as well as at 

stalls and on markets. 

6 Skilled 

Agricultural, 

Forestry, 

Fishery, Craft 

and Related 

Trades Workers 

Skilled agricultural, forestry, fishery craft and related trades workers apply specific knowledge 

and skills to construct and maintain buildings, form metal, erect metal structures, set machine 

tools, or make, fit, maintain and repair machinery, equipment or tools, carry out printing work 

produce or process foodstuffs, textiles, or wooden, metal and other articles, including handicraft 

goods and grow and harvest field or tree and shrub crops, breed, tend or hunt animals, produce a 

variety of animal husbandry products, cultivate, conserve and exploit forests and breed or catch 

fish. 

7 Plant and 

Machine 

Operators and 

Assemblers 

Plant and machine operators and assemblers operate and monitor industrial and agricultural 

machinery and equipment on the spot or by remote control, drive and operate trains, motor 

vehicles and mobile machinery and equipment, or assemble products from component parts 

according to strict specifications and procedures. The work mainly calls for experience with and 

an understanding of industrial and agricultural machinery and equipment as well as an ability to 

cope with machine-paced operations and to adapt to technological innovations. 

8 Elementary 

Occupations 

Elementary occupations involve the performance of simple and routine tasks which may require 

the use of hand-held tools and considerable physical effort. 
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Annexure 2 – List of jobs mapped to OFO codes and occupations  
Note: 

1. Jobs were mapped to occupations by comparing details provided by banks in job descriptions/part thereof to OFO occupations, in particular descriptor and tasks 

(unit level) and where it appears in the OFO structure (Major Group, Sub-major Group, Minor & Unit Group).  

2. Mapping was not done by mere word search of the job title.   

3. The job descriptions that were mapped to occupations were colour-coded as follows:  Good match – Green; Poor match – Yellow; and Weak/no match – Red. 

No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

1 Corporate 
Services 
Manager 

2017-
121902  

Plans, organises, directs, controls and coordinates 
the overall administration of an organisation. 

Branch Delivery Operations 
Manager 

Branch 

 Team Leader, Branch  

2 Sales Manager 2017-
122102 

Plans, organises, directs, controls, analyses and 
coordinates the sales strategy activities and the 
organisational integration thereof. 

Team Leader, Personal Markets    Branch 

3 Customer 
Service Manager 

2017-
122105 

Plans, administers and reviews customer services 
and after-sales services and maintains sound 
customer relations. 

Team Leader, Service Consultants   Branch 

 Team Leader, Service     

4 Bank Manager 2017-
134601 

Organises and controls the general operational 
activities of a branch of a bank or similar financial 
institution. 

Branch Manager Branch 

5 Teller 2017-
421101 

Process customer cash deposits and withdrawals, 
cheques, transfers, bills, credit card payments, 
money orders, certified cheques and other related 
banking transactions. 

Team Leader, Teller Branch 

Teller Bulk  Cash  

Teller Express   

Teller Secure 

Team Leader, Bureau de Change 
(BDC) and Telling 
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

6 Bank Worker 2017-
421102 

Making records of all transactions and reconciling 
them with cash balance. 

Consultant, Customer Information Branch 

Consultant, Customer Service    

Consultant, Frontline  

 Consultant, Self Service    

Consultant, Service   

Consultant, Service Representative  

Custodian, Assets   

 Custodian, ATM    

Custodian, Vault   

Customer Consultant     

Express Enquiries    

Officer, Frontline Support  

Officer, Sales Support (Branch 
Banking)  

Prestige Banker  

Team Leader Bulk Cash Processing 
Centre  

Team Leader, Enquiries  

Cash Consultant  

Leader, Cash  

Leader, Customer Experience 

Universal Banker (level 1) 
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

Universal Banker (level 2) 

Universal Banker (level 3) 

Personal Banking Consultant 

 Bank Customer Services Officer 

Credit or Loan Officer 

Branch Consultant  

Customer Service Solutions 
Specialist/Sales & Client Services 

7 Currency 
Exchange Officer 

2017-
421103 

Changing money from one currency to another, as 
requested by clients. 

Consultant, Bureau de Change and 
Forex  

Branch 

8 Chief 
Information 
Officer 

2017-
133101 

Plans, organises, directs controls and coordinates 
the ICT strategies, plans and operations of an 
organisation to ensure the ICT infrastructure 
supports the organisation's overall operations and 
priorities. 

Head: ICT ICT 

Information Technology Manager 

9 Data 
Management 
Manager 

2017-
133103  

Plans, coordinates, and supervises all activities 
related to the design, development, and 
implementation of organizational data base 
systems. 

Data Management Manager ICT  

Data Management Manager 

10 Application 
Development 
Manager 

2017-
133104 

Plans, coordinates, and supervises all activities 
related to the design, development, and 
implementation of organizational information 
systems and software applications. 

DevOps Engineer  ICT 
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

11 
  

ICT Systems 
Analyst 
  

2017-
251101 
  

Evaluates processes and methods used in existing 
ICT systems, proposes modifications, additional 
system components or new systems to meet user 
needs as expressed in specifications and other 
documentation. 
  

ICT Business Systems Analyst ICT 
 

Data Modeller 

12 Software 
Developer 

2017-
251201 

Researches, analyzes and evaluates requirements 
for existing or new software applications and 
designs, develops, tests and maintains software 
solutions. 

Developer  ICT 

  Developer   

13 Programmer 
Analyst 

2017-
251202  

Designs, develops, modifies documents and tests, 
implements, installs and supports software 
applications and systems. 

Architect Analyst: Networks ICT 

14 Developer 
Programmer  

2017-
251203  

Interprets specifications, technical designs and 
flow charts, builds, maintains and modifies the 
code for software applications, constructs 
technical specifications from a business functional 
model, and tests and writes technical 
documentation. 

ICT Developer  ICT 

Applications Developer 

Platform Lead, CIB Digital 

15 Multimedia 
Specialist 

2017-
251301 

Creates and manipulates computer animation, 
audio, video and graphic image files into 
multimedia programs to produce data and content 
for information kiosks, multimedia presentations, 
web sites, mobile telephone resources, electronic 
gaming environments, e-commerce and e-security 
solutions, and entertainment and education 
products. 

Data Visualization Specialist ICT 
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

16 Database 
Designer and 
Administrator 

2017-
252101 

Designs, develops, controls, maintains and 
supports the optimal performance and security of 
databases. 

Data Quality specialist ICT 

Cyber Security Specialist 

 Database Architect 

Data warehouse specialist 

Database Administrator 

Data Analyst 

Data Analyst 

Database support specialist 

17 Systems 
Administrator 

2017-
252201 

Develops, controls ,maintains and supports the 
optimal performance and security of information 
technology systems. 

Application Manager (Level 1) ICT 

18 Computer 
Network and 
Systems 
Engineer 

2017-
252301 

Plans, develops, deploys, tests and optimises 
network and system services taking responsibility 
for configuration management and overall 
operational readiness of network systems, 
especially environments with multiple operating 
systems and configurations, and provides 
troubleshooting and fault finding services for 
network problems. 

Systems Engineer ICT 

19 ICT Security 
Specialist 

2017-
252901 

Establishes, manages and administers an 
organisation's ICT security policy and procedures 
to ensure preventive and recovery strategies are 
in place, and minimise the risk of internal and 
external security threats. 

Specialist Digital Fraud Rel Banking ICT 
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

20 ICT 
Communications 
Assistant 

2017-
351201 

Provides technical assistance to users, including 
diagnosing and resolving issues and problems with 
software, hardware, computer peripheral 
equipment, networks, databases, systems and the 
internet. 

Administrator IT Technical Support  ICT 

21 Computer 
Network 
Technician 

2017-
351301 

Establishes, operates and maintains network and 
other data communications systems  

Information Governance 
Administrator, Business Systems 
and Technology 

ICT 

Entry level System Developer 

21 Computer 
Network 
Technician 

2017-
351301  

Establishes, operates and maintains network and 
other data communications systems. 

Africa Technology – GIS Shared 
Services Junior Security Engineer 

ICT 

22 
  
  
  

Finance 
Manager 
  
  
  

2017-
121101 
  
  
  

Plans, organises, directs, controls and coordinates 
the financial and accounting activities within an 
organisation. 
  
  
  

 Finance Manager Finance 
 

Head: Financial Accounting  

Chief Financial Officer (CIBW 
Africa) 

Debtor Finance Head 

23 Credit Manager 2017-
121103 

Plans, organises, directs, controls, & coordinates 
the credit allocation, billing and settlement plan of 
clients. 

Credit Manager Finance  

24 General 
Accountant 

2017-
241101  

Plans and provides systems and services 
relating to the financial dealings of 

Accountant Performance Analysis 
MI (CA) 

Finance 
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

organisations and individuals, and advises on 
associated record-keeping and compliance 
requirements. 

Accountant: Financial (Group 
Financial Reporting) 

25 Management 
Accountant 

2017-
241102 

Plans, reviews and administers accounting systems 
and procedures, analyses the financial information 
needs of organisations, provides advice on 
financial planning and risk management, and 
provides management with reports to assist in 
decision-making. May provide insight into cost 
performance and support the implementation of 
benchmarking and improvement initiatives. 

Costing Business Analyst Finance 

Manager, Cost Reporting 

Principal Investment Officer 

26 Tax Professional 2017-
241103  

Analyses, reports and provides advice on taxation 
issues to tax entities, prepares and reviews tax 
returns and reports and handles disputes. 

Africa RBB Tax Risk Manager Finance 

27 Accountant in 
Practice 

2017-
241106 

Produces, prepares and analyses financial 
statements in support of a businesses as a going 
concern and provides advisory services in this 
regard. 

Senior Investment Officer Finance 

MI Accountant Performance 
Analysis MI (CA) 

28 Financial 
Accountant 

2017-
241107 

Contributes to the development and 
implementation of the organisation's accounting 
systems, policies and procedures. 

Investment Controller Finance 

Financial Analyst 

29 Investment 
Manager 

2017-
241202 

Manages a portfolio of securities, in which he/she 
may exercise his/her own discretion, on behalf of 
clients described at occupation level) 

Portfolio Manager Finance 
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

Portfolio Monitoring and 
Reporting Specialist 

30 Financial 
Investment 
Advisor 

2017-
241301 

Develops and implements financial plans for 
individuals and organisations, and advises on 
investment strategies and their taxation 
implications, securities, insurance, pension plans 
and real estate. 

Financial Analyst Finance 

Project Preparation Fund Specialist 

31 Credit or Loans 
Officer 

2017-
331201  

Analyses, evaluates and processes credit and loan 
applications. May work in a call centre. 

Recoveries Analyst Finance 

32 Bookkeeper 2017-
331301 

Maintains and evaluates records of financial 
transactions in account books and computerised 
accounting systems. 

Administrator IT and Operations 
Support 

Finance 

33 Accounting 
Technician 

2017-
331302  

Prepares budgets, financial statements, monitors 
the financial performance of an organisation and 
maintains internal financial control and accounting 
systems. 

Account Executive ‐ Corporate 
Insurance 

Finance 

34 Director 
(Enterprise / 
Organisation) 

2017-
112101  

Determines, formulates and reviews the general 
policy program and the overall direction of an 
organisation, within the framework established by 
a board of directors or a similar governing body. 

Africa COO Risk and Control Chief 
Officer 

Compliance, Risk & 
Regulation  

35 Policy & Planning 
Manager 

2017-
121301 

Plans, develops, organises, directs, controls and 
coordinates policy advice and strategic planning 
within organisations. 

 CIB Markets Compliance, Head 
Equities Compliance 

Compliance, Risk & 
Regulation  

36 External Auditor 2017-
241104 

Designs and operates information and reporting 
systems, procedures and controls to meet external 
financial reporting requirements. 

Africa Financial Compliance Anti 
Bribery and Corruption(ABC) 
Manager 

Compliance, Risk & 
Regulation  
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

37 Compliance 
Officer 

2017-
242207 

Provides compliance services to assist 
management to discharge their responsibilities by 
complying with applicable regulatory 
requirements. 

Anti Money Laundering 
Correspondent Banking Officer 

Compliance, Risk & 
Regulation  

Compliance Manager 

Compliance Monitoring Manager 

Compliance Monitoring Specialist 

Compliance Officer  

Customer Service Compliance 
Specialist 

 CIB Markets Compliance, Head 
Equities Compliance 

 CIBW Central Compliance Officer: 
Employee Compliance 

Credit Support Officer 

38 Organisational 
Risk Manager 

2017-
242208 

Advises organisations on assessment processes to 
determine actual and potential risks pertaining to 
the organisation as a total entity. 

Anti Money Laundering Head Compliance, Risk & 
Regulation  

Anti Money Laundering Manager 

39 Fraud Examiner 2017-
242215 

Prevents, Detects and deters fraud by identifying 
unusual trends and fraud indicators in 
organisation' processes and operations, 
determines whether organizations have adequate 
internal control and foster and adequate control 
environment to mitigate fraud risk. Conducts 
investigations of civil or criminal fraud, white-
collar crime and identified fraud indicators. 

Specialist Digital Fraud Rel Banking Compliance, Risk & 
Regulation  
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

40 Sales and 
Marketing 
Manager 

2017-
122101 

Plans, organises, directs, controls and coordinates 
the sales and marketing activities of an 
organisation. 

General Manager / Head: 
Communications/ Marketing & 
Events 

Sales & Marketing 

Area Manager 

Business Development Manager 

Manager/Head: Business 
Development 

Branch Delivery Sales and Service 
Manager 

Business Development Manager 

Business Development Head 

41 Sales Manager  2017-
122102 

Plans, organises, directs, controls, analyses and 
coordinates the sales strategy activities and the 
organisational integration thereof. 

Sales Manager Sales & Marketing 

Area Manager|Sales and Client 
Services 

Deal Maker 

42 Interactive and 
Direct Marketing 
Strategist 

2017-
122104 

Plan, organize, direct, control and evaluate the 
design, development and maintenance of 
interactive and direct marketing strategies, this 
includes internet and intranet sites to manage an 
organization's internet presence, public relations, 
communications and commercial activities. 

Digital Marketing Manager Sales & Marketing  
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No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

43 Customer 
Service 
Manager 

2017-
122105  

Plans, administers and reviews customer 
services and after-sales services and maintains 
sound customer relations 

Customer Service Manager Sales & Marketing 

44 Research and 
Development 
Manager 

2017-
122301 

Plans, organises, directs, controls and coordinate 
research and development activities within 
organisations. 

Research and Development 
Manager 

Sales & Marketing 

45 Call or Contact 
Centre Manager 

2017-
143905 

Manages the performance of call centre workers, 
processes and technology against financial and 
non financial operational targets. 

Contact Centre Manager Sales & Marketing 

46 
  
  

Corporate 
General 
Manager 
  
  

2017-
121901 

Plans, organises, directs, controls and reviews the 
day-to-day operations and major functions of a 
commercial, industrial or other organisation 
(excluding government or local government) 
through departmental managers and subordinate 
executives. 

Credit Risk Modeling Head Corporate General 
Manager  
  

    Segment Analytics Head|Data and 
Analytics 

    General Manager / Head: 
Operations 

Chief Operating Officer 

Corporate Services Manager 

 Operations Manager 
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OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

Africa Regional Head of Legal 
Entity Reporting 

Channel Management Head Int 
Banks 

47 Recruitment 
Manager 

2017-
121204 

Manage, plan and evaluate recruitment services of 
the organisation 

 Recruitment Manager 2017-1212 Human 
Resource Managers 

48 Human Resource 
Manager 

2017-
121201 

Plans, organises, directs, controls and coordinates 
human resource and workplace relations activities 
within an organisation. 

General Manager / Head: Business 
Partners 

2017-1212 Human 
Resource Managers 

49 Business Training 
Manager 

2017-
121202 

Descriptor: 
Plans, directs, organises, controls and coordinates 
training policy, provides advice, training and 
administrative support to trainers and learners. 

Manager: Learning & Development  2017-1212 Human 
Resource Managers 

50 Policy and 
Planning 
Manager 

2017-
121301 

Plans, develops, organises, directs, controls 
and coordinates policy advice and strategic 
planning within organisations. 

Policy and Planning Manager 2017-1213 Policy 
and Planning 
Managers 

51 Programme or 
Project Manager 

2017-
121905 

Plans, organises, directs, controls and coordinates 
special programmes or projects. 

Architectural Manager 2017-1219  
Business Services 
and Administration 
Managers not 
Elsewhere 
Classified 

52 Actuary 2017-
212101 

Analyses mathematical, statistical, demographic, 
financial or economic data to predict and assess 
the long-term risk involved in financial decisions 
and planning. 

Actuary 2017-2121 
Mathematicians, 
Actuaries and 
Statisticians 
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53 Statistician 2017-
212103  

Designs and applies statistical principles and 
techniques for collecting, organising and 
interpreting quantifiable data, and uses statistical 
methodologies to produce statistical reports and 
analyses for government, commercial and other 
purposes. 

Demand Planner 2017-2121 
Mathematicians, 
Actuaries and 
Statisticians 

54 Organisation and 
Methods Analyst 

2017-
242102 

Assists organisations to achieve greater efficiency 
and solve organisational problems. 

Customer Insights 2017-2421 
Management and 
Organization 
Analysts 

55 Management 
Consultant 

2017-
242101 

Assists organisations to achieve greater efficiency 
and solve organisational problems. 

Business Case Design and 
Standards Manager 

2017-2421 
Management and 
Organization 
Analysts 

Business Analyst 

AgriBusiness Bancassurance 
Integration Lead 

56 Training and 
Development 
Professional 

2017-
242401 

Training and staff development professionals plan, 
develop, implement and evaluate training and 
development programs to ensure management 
and staff acquire the skills and develop the 
competencies required by organizations to meet 
organizational objectives. 

Learning & Development 
Consultant 

2017-2424 Training 
and Staff 
Development 
Professionals Learning & Development 

Consultant: Talent Management 

Learning & Development 
Consultant: Mentoring and 
Coaching 
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57 Legal Manager 2017-
261107 

Provides legal advise and /strategic direction on 
the interpretation and application of relevant 
legislation, investigations into proposed merger 
and alleged and competitive conduct and the 
implementation of business plans for the legal 
service division.  Define performance measures to 
evaluate the success of strategies.  Monitor and 
evaluate the success of strategies.  Manage and 
review all monthly and quarterly reports of 
divisional administration policies and procedures.  
Oversee complience with systems and processes 
for efficient funtioning of the legal Service 
Division.  Oversee the allocation of Divisional 
resources and tasks.  Conduct regular feedback 
and status meetings with Legal Services Division 
staff. 

Head: Legislation and Research, 
Legal Services 

2017-2611 Lawyers 

58 Legislation 
Facilitator 

2017-
261902 

Initiates and facilitates law-making processes. Senior Legal Counsel (Legislation 
and Research) 

2017-2619 Legal 
Professionals not 
Elsewhere 
Classified 

59 Property 
Manager 

2017- 
333401 

Supervises the leasing of rental properties on 
behalf of owners. 

Property Leasing Manager 2017-3334 Real 
Estate Agents and 
Property Managers 

60 Supply Chain 
Practitioner 

2017-
333905 

Organises, manages, controls and coordinates the 
supply chain management function including 
demand, acquisition ,logistics, disposal, 
performance and risk management. 

Procurement Sourcing Specialist  2017-3339 Business 
Services Agents not 
Elsewhere 
Classified 



 

84 
Produced by Centre for Researching Education & Labour (REAL), University of Witwatersrand:  2019: INTERNAL DRAFT  

No 
OFO Occupation 
Title OFO Code Descriptor Job Title Cluster 

61 Business Support 
Coordinator 

2017-
333910 

Implements non-financial business support 
strategies and policies, quality controls service 
providers and supports interventions. Controls 
expenditure within agreed budgets. 

Wealth Management Assistant 2017-3339 Business 
Services Agents not 
Elsewhere 
Classified 

 

 


