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1. Executive Summary and High Level Findings
Preface
The South African Broadcasting Corporation (SABC) is a public entity mandated in terms of the Broadcasting Act 4 of 1999 to, inter alia, provide sound and television broadcasting services, whether by analogue or digital means, and to provide sound and television programmes of information, education and entertainment funded by advertisements, subscriptions, sponsorship, licence fees or any other means of finance. 

Aligned to its mandate, the SABC has, over the past year, implemented various turnaround initiatives aimed at improving the delivery of public value, operating more efficiently and preparing channels and stations for the digital age.  The migration from analogue to digital broadcasting is a global phenomenon with the ITU determining that all migration should be completed by 2015.  This will see the television broadcast industry take a very different shape, with more broadcasters entering into the market, and citizens of South Africa having an even greater variety of free and subscription channels to choose from.  A key performance area within the SABC’s strategic goal of putting broadcasting at the forefront (audience attraction and retention) is the DTT migration and New Channel Roll-out.  As part of this important journey to embedding changes and ensuring sustainability, the broadcaster embarked on a Skills Audit which determines the adequacy of skills to effectively implement the migration to digitisation.

In view of the above, the Skills Assessment Project Report is aimed at directing and prioritising areas of significant improvement  with the following strategic objectives:

Develop a skills and competency framework for all workforce segments;

Determine skills and competency gaps between future skill requirements and current employee skill sets;

Determine scarce and critical skills for the entire SABC;

Determine personal development plans;

Develop a training plan based on the outcomes of the skills and competency assessment process; and

Verify authenticity of employee qualifications.

The findings, conclusions and recommendations of the 2013 Skills Assessment Project Report will further assist and enable the Executive Leadership Team of the SABC to continue embracing transformational change thus enabling the SABC with a high performing culture with the right people with the right skills to usher a whole new broadcasting environment for the entity.
Background

The South African Broadcasting Corporation (SABC) undertook a Skills Audit  project which aims to ensure that the entity is effectively and efficiently aligned in terms of structure, processes, skills and competencies and organisational change.  This project commenced in April 2013 and was completed in September 2013.

The envisaged outcomes of the Skills Audit  Project were the following:

List of critical and scarce skills per division and workforce segment

Development of personal development plans (PDPs);

Organisational training plan to address the skills gaps identified for digitisation and current needs;

Skills and competency assessment report for the entire organisation; and

Qualifications verification report based on current records database.

Project Challenges and limitations
The primary challenge experienced during the Skills Audit 2013 project centred on access and integrity of information:

Poor quality and lack of information available in personnel files;

Lack of job specifications and associated tasks not standardised;

Core business processes not mapped
Unavailability of executive and senior managers to honour scheduled assessment appointments due to busy and tight schedules
Lack of and inaccurate job profiles

Absence of performance management information
51% sign off on job profiles by managers on technical competencies per job family.

Response rates of manager to verify competency data impacted on the ability to perform 180 degree surveys.

Structure of the report
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Methodology overview
The methodology for this Skills Audit was designed and tailored specifically for the SABC environment. 

The approach adopted was aimed to achieve an organisation wide view, within a limited timeframe and build on recent work addressing SABC’s skills requirements in the broadcasting industry. In order to provide an organisation wide view required that the SABC be first defined and the definition applied is one which covers the SABC and broadcasting industry segments and identifies the functions which are carried out in the industry. 

Three parallel streams of work were undertaken to provide a preliminary view of the SABC, skills requirements and gaps as well as the critical skills segments that exist within the organisation.
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«As part of the project it was required to authenticate at least a Senior
Certificate and one other relevant qualification for all SABC
permanent employees to ensure that SABC permanent employees
meet the minimum requirements.

«Determining the authenticit[y ofa ?ualiﬁcation is a vital step in the
assessment of the individual's profile pertaining not only to
competency but it also provides insight into the candidate’s integrity.

+The assessment process was designed to assess the demands placed on SABC
Executives and Senior Management in strategic leadership roles within the
organisation.

+Our approach included thoroughly researched competencies and competency
models, which has resulted in the development of a comprehensive
competency dictionary. Competencies are defined according to their
applicability at different organisational levels. The assessment batteries used
are registered as Psychological tests with the Health Professions Council of
South Africa, and in all instances South African norm groups were used when
generating the assessment results.

« As partof the SABC’s journey to migrate from analogue to digital, a skills
auditwas initiated to

«Identify and verify organisational skills requirements;

«Identify employee skills levels; and

«Pinpoint the skills gaps in an effort to address them through various
integrated skills development initiatives/interventions.

+In order to achieve the above, the following three-phased approach was
followed: Data Collection, Data Capturing and Data Analysis.




The applied methodologies followed a structured process and approach and are detailed in section 2 “Approach and Methodology” from page 11 onwards.

High Level Findings
Skills Audit – High level findings
The SABC’s migration from analogue to digital will impact the skills used during the different stages of content production. More specifically, the SABC’s digitisation will create demands for skills in areas such as digitisation equipment, software-related skills, archiving and retrieving digital content and metadata skills.

The SABC will initially require a hybrid of analogue and digital skills while the SABC gradually phases out analogue content. This will demand multi-skilling – individuals will have to understand both analogue and digital platforms and their impact on content development and workflow. 

Digitisation will have a significant impact on the SABC’s archive system and the ability to archive and retrieve digital content. This will revolutionise the workflows of the SABC. However, since the requirements for the digital archive system have not been established yet, the exact impact cannot be determined at this stage. 

Digitisation will require specific equipment and software, which will require re-skilling and up-skilling: 

Digital equipment and technology will be needed to (a) convert content from analogue to digital, (b) playback content in digital format, and (c) transfer audio and visual content in digital formal to the transmitter station(s). 
Digital software will be required to ingest digital content files into the SABC archive system and to manage digital content. 
Technical skills will remain important, because digitisation will increase the technical content of the SABC’s processes, products and services. The demand for the following technical skills will increase as a result of the SABC’s migration to digitisation:

Expert metadata skills, so that metadata can be built into the digital content; 

Broadcast/IP network skills;

Re-versioning and repurposing skills;

Digital broadcast architecture and digital equipment skills; and

Ingest skills.
	
	Finding
	Gap Analysis
	Recommendation

	1
	The most scarce and critical skills are ‘soft skills’, namely communication, time management, strategic thinking, budgeting, creative writing and scripting and business management skills. Data from the skills audit indicate that participants have generally rated their level of proficiency against these skills – the behavioural competencies – as high, i.e. at an advanced to expert level.
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	Scarce and critical skills should be addressed through a combination of skills programmes and short courses. Short courses play a particular important role in broadcasting, because the industry experiences continuous changes in technology

	2
	Based on the Skills Audit and benchmark against subsectors of MICT, the following list represents the top twelve scarce occupations in the broadcasting industry in the next two to three years:

Author and writer

Radio and television journalists

Director

Camera operator

Sound technician

Radio station operator

Financial accountant and manager

Film and video editor

Graphic designer

Programme and project manager
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	The SABC should implement strategies such as bursaries, learnerships and especially internships to attract and retain individuals in the scarce occupations.

	3
	The SABC will initially require a hybrid of analogue and digital skills while the SABC gradually phases out analogue content. This will demand multi-skilling – individuals who will have to understand both analogue and digital platforms and their impact on content development and workflow.
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	Work flows and processes must enable employees to combine their expertise in their own area with some degree of skilling in other areas and then applying their specialist expertise across those areas in teams.

Multi-skilling should be encouraged, but not at the expense of reducing the pool of specialists the SABC has in some disciplines.

	4
	Digitisation will have a significant impact on the SABC’s archive system and the ability to archive and retrieve digital content.
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	The requirements for the digital archive system have not been established yet and as a result, the exact impact cannot be determined at this stage. It is important to finalise the requirements for the SABC’s digital archive system as soon as possible, to ascertain the exact impact on workflow and skills needs in this area.

	5
	Digitisation will require specific equipment, technology and software, which would impact on skills requirements:

Digital equipment and technology will be needed to (a) convert content from analogue to digital, (b) playback content in digital format, and (c) transfer audio and visual content in digital format to the transmitter station(s); and 

Digital software will be required to ingest digital content files into the SABC archive system and to manage digital content. 
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	Digital equipment, technology and specialised software will require the re-skilling and up-skilling of people in areas such as:

Compression technologies/skills;

Converting and playback of digital content;

Advanced coding techniques; and

Advanced modulation techniques. 

It is important that individuals understand the digital platforms and required skills. 

The breadth and depth of the SABC’s re-skilling and up-skilling will be determined by the scale of its digital transformation, e.g. it has not yet been decided whether new channels will be prepared/packaged in-house.

	6
	The demand for the following technical skills will increase as a result of the SABC’s migration to digitisation:

Expert metadata skills, so that metadata can be built into the digital content;

Broadcast/IP network skills;

Re-versioning and repurposing skills;

Digital broadcast architecture and digital equipment skills;

Ingest skills; and

Skills in post-production of digital content.
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	The technical skills gaps and priorities as outlined in the skills audit results can be addressed by interventions such as the following:

Increased training activity;

Increase in trainee programmes;

Performance reviews and feedback;

Mentorship/coaching programme;

Change in work practices;

Improved job-matching or deployment;

Better utilisation of skills; and

Improved recruitment practices.


2. Approach and Methodology
Methodology and Approach for the Skills Audit 
As part of the SABC’s journey to migrate from analogue to digital, a skills audit was initiated to:

Identify and verify organisational skills requirements;

Identify employee skills levels; and

Pinpoint the skills gaps in an effort to address them through various integrated skills development initiatives/interventions.  

In order to achieve the above, the following three-phased approach was followed:
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Limitations of the Skills Audit

The primary challenge experienced during the Skills Audit 2013 project centred on access and integrity of information:  

Lack of and inaccurate job profiles;

Absence of performance management information;

51% sign off on job profiles by managers on technical competencies per job family; and

Response rates of manager to verify competency data impacted on the ability to perform 180 degree surveys.

The initial intention in relation to the skills audit was that the scope of the project would cover 180 degree assessment with individuals plus their respective manager’s assessments.  The challenge of inaccurate or no job profiles meant that the project team had to validate technical competencies across 444 job families with respective line managers. The scope in relation to the skills audit was then limited to 90 degree assessments.  

The consortium, however, has analysed the outcomes of the self-assessments and have made deductions in relation to the skills requirements of all participating individuals and conclusions do not detract from the quality and depth and breadth of skills findings.  

3. Skills Audit

Introduction

As part of the SABC’s journey to migrate from analogue to digital, a skills audit was initiated to:

Identify and verify organisational skills requirements;

Identify employee skills levels;

Pinpoint the skills gaps in an effort to address them through various integrated skills development initiatives/interventions.  
The aim of the SABC skills audit was to define measure and record the skills/competencies of individuals, teams, divisions and the organisation. The outcome of the skills audit will serve as input to the SABC’s skills planning process, the establishment of a learning culture and the optimisation of the organisation as a public broadcaster. More specifically, the skills audit will enable the SABC to:

Adequately address the skills shortages that are likely to arise due to the changes in the technological landscape;

Identify self-assessed skills and knowledge within the SABC and provide an understanding of existing skills gaps;

Provide guidance on areas where training is needed and new talent is required;

Assist in the identification of learning and development needs that will inform a learning and development strategy for all staff; and 

Provide a framework for organisational development strategies.
Approach

PwC, in partnership with Vutivi Management Services and LTS Industrial Engineers, pulled together a team of experienced consultants, each one of whom are experts in their respective HR domain areas and has successfully conducted skills audits for multiple clients around the country. 
The skills audit was aimed at all permanent and fixed-term contract staff at the SABC. For purposes of the SABC skills audit, 842 job titles were grouped into 429 job families. A job family represents a group of jobs that have similarities in any of the following areas:

The jobs require similar knowledge, skills and abilities;

The jobs possess associated and relative key behaviours; and

The jobs have a continuum of knowledge, skills and abilities that represent a career path from the lowest to the highest level;
The skills audit questionnaires were specific to the SABC job families and a questionnaire was developed for every job family. A total of 444 skills audit questionnaires were developed of which 429 were used. Fifty one per cent of job families’ technical competencies were signed off by line managers. 
The questionnaires were administered in electronic and paper-based formats to the SABC employees in all regions, departments and at all levels of the organisation. 

Paper-based questionnaire: a pen-and-paper version of the questionnaire that needed to be completed in ‘hard copy’. Individuals received either a paper copy of the questionnaire or a PDF version that was emailed to them. 

Electronic (online) questionnaire: these questionnaires were accessed and completed via a link that was emailed to individuals. 

Limitations of the Skills Audit

The primary challenge experienced during the Skills Audit 2013 project centred on access and integrity of information:  

Lack of and inaccurate job profiles;

Absence of performance management information;

51% sign off on job profiles by managers on technical competencies per job family; and

Response rates of manager to verify competency data impacted on the ability to perform 180 degree surveys.

The initial intention in relation to the skills audit was that the scope of the project would cover 180 degree assessment with individuals plus their respective manager’s assessments.  The challenge of inaccurate or no job profiles meant that the project team had to validate technical competencies across 444 job families with respective line managers. The scope in relation to the skills audit was then limited to 90 degree assessments.  

The consortium, however, has analysed the outcomes of the self-assessments and have made deductions in relation to the skills requirements of all participating individuals and conclusions do not detract from the quality and depth and breadth of skills findings.  

Purpose of this section
The purpose of this section of the report is to present the findings of the skills audit and uses graphs to summarise participants’ assessment data. 
The Skills Audit findings are presented as follows:
Findings of the investigation into the skills requirements for digitisation;

Findings of the current skills levels in the SABC, based on the analysis of the skills audit data;

Findings of the skills gaps and priorities;

Analysis of the skills audit response rate;

Analysis of the characteristics of participants;

Conclusions based on the findings; and

Recommendations on how to address current challenges and the possible way forward.

The skills audit questionnaires provided participants with the opportunity to list three learning interventions that are critical to their current positions, as well as general comments. 

The following project deliverables are not included in this report, but are presented as separate documents:

Personal Development Plans, which lay the foundation for developing plans to address employees’ knowledge and skills needs/gaps. 
The Competency Framework, which defines the behavioural, contextual and technical competencies, to ensure that a consistent approach to human competence and proficiency are applied throughout the organisation. 
Skills requirements for digitisation

The migration from analogue to digital broadcasting will impact the SABC in any of the following ways:
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DTT will allow the SABC more channels to be 

broadcast and although the nature of the 

work might remain the same, the volume 

might increase (e.g. news presenters). 

Increase in volumes 

in some areas 

Staff will be required to operate and 

maintain digital equipment and work 

innovatively and creatively with new 

technologies and software. 

Use of digital 

technology, 

equipment and 

software 

As a whole, digitisation will require the 

SABC staff to multi-skill and work across a 

variety of platforms. 

Multi-skilling 


The diagram below indicates the various stages of content production and shows in which stages the skills will be impacted most by the migration to digitisation.
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The table below summarises the implications that digitisation will have on the SABC and its skills, as the different stages of content publishing migrate from analogue to digital broadcasting.
	Stage
	Impact on the process
	Skills required

	Pre-production


	Access to digital storage would require low-browsing editing workstations in a network configuration allowing producers and researchers to gain access to centrally stored digital archives.


	Software-related skills. 

Metadata skills and using the metadata framework to retrieve digitally archived content.

	Acquisition and production


	The format in which content is purchased, sold and distributed will change.

Conversion equipment would be needed to change or playback digital format material.


	Operate software to ingest digital content files into the SABC archival system.

	Post-production


	The packaging of digital content will have to cater for metadata to be built into the content so that information about the programme can be used to direct processes either during transmission or through audience interactivity.


	Metadata skills.

Software and equipment related skills to package digital content for broadcast.

	Play out and FCC


	Preparing digital content for play out, final quality control and managing on air broadcasting using digital equipment and software.  


	Operate equipment to broadcast audio and visual content in digital format to the transmitter station(s).

	Storage


	Content will be stored in digital format.


	Maintain and retrieve digital repositories.  Metadata skills will play an important role.



	Transmission and emission
	Metadata incorporated during the production phase of content will be ‘read’ into electronic programme guides and other relevant processes. Encryption, the must-carry-all rule and maintenance of the customer base may require a fundamental shift in thinking.


	Most of these skill sets will reside outside of the SABC, e.g. at Sentech.


The impact of digitisation on the SABC’s skills sets requires and overview on what technical skill sets the SABC currently has and what skills sets are required for digitisation. The diagram below provides a high level overview of the technical skills sets that the SABC currently has (“as-is”) versus the skill sets it will require for digitisation (“to-be”). 

The SABC’s migration to digital will create demands for skills in areas such as digitisation equipment, software-related skills, archiving and retrieving digital content and metadata skills.
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“As-Is” skill sets 

 

“To-Be” skill sets 

 

Operate and maintain analogue equipment 

Use software to classify content stored on 

analogue media 

Basic metadata skills in selected areas 

Maintain and retrieve physical archives (e.g. 

tapes, records) 

Operate and maintain digitisation equipment 

Software skills to manage digital content 

Expert metadata skills across post-production 

Maintain and retrieve digital repositories 

Convert content from analogue to digital 

format 

Transfer digital files 


Current skills and skills levels

Scarce and critical skills 

A variety of professional roles in the broadcasting industry (e.g. web developers, programmers, audience analysts, system analysts) require specific technical skills at a basic, intermediate and advanced level. Job specific technical and creative skills are essential to the future success of the SABC. 

Twenty one skills were listed in the skills audit questionnaire and participants were asked to indicate which skills they regard as scarce and critical. These were defined as follows:

Scarce skill: a skill whereby the pool of people who possess the required skill or qualification are limited within the SABC.

Critical skill: a skill that is critical to the functioning of a unit, division, department or the SABC.

Participants rated similar skills as scarce and critical, namely communication skills, time management, strategic thinking, broadcast engineering, budgeting, creative writing and scripting skills, and business management. This may be due to the fact that they did not understand the difference between scarce and critical skills, or because they believe that the same skills are both scarce and critical within the SABC.

When comparing the critical and scarce skills, as indicated by participants, with the Global benchmark for the Creative Media and Entertainment Sector and the subsectors of MICT, management skills are well represented in the list of skills. Sales and technical skills are, however, also dominant skills across the MICT subsectors.

The SABC should address the scarce and critical skills needs – communication, time management, strategic thinking, broadcast engineering, budgeting, creative writing and scripting, and business management – through a combination of skills programmes and short courses. Short courses play a particular important role in broadcasting, because the industry experiences ever changing technology.
	Most scarce skills
	
	Most critical skills

	Communication skills;

Strategic thinking;

Time management;

Broadcast engineering;

Budgeting;

Creative writing and scripting skills; and

Business management.
	
	Communication skills;

Time management;

Strategic thinking;

Budgeting;

Broadcast engineering;

Creative writing and scripting skills; and

Business management.


Benchmark:

	Most critical skills across all subsectors of MICT
	Most critical skills

	Sales skills (37%);

Technical skills (34%)

E.g.

Software development;

Product skills;

Software; programming;

Networking;

ICT generic skills.
	IT and software skills;

Oral and written communication;

Customer handling skills;

Team working skills;

Problem solving skills;

Planning and organisation skills; and

Strategic management skills.
	Management skills (14%);

Software development and software programming (6%);

Marketing skills (1%);

Financial skills (1%); and

End user skills (1%).




Scarce skills
Scarce skills as indicated by respondents in the skills audit questionnaire.
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Critical skills
Critical skills as indicated by respondents in the skills audit questionnaire.
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Scarce and critical occupations 

Nineteen occupations were listed in the skills audit questionnaire and participants were asked to indicate which occupations they regard as scarce and critical. These were defined as follows:

Scarce occupation: an occupation in which the pool of people who possess the required skill or qualification are limited within the SABC.

Critical occupation: an occupation which is critical to the functioning of a unit, division or department.

Although there were slight differences, participants mostly rated the same occupations as scarce and critical, namely Analyst, Researcher/developer, Broadcast Engineering, Producer, and Content Manager. This may again be due to the fact that they did not understand the difference between scarce and critical occupations, or because they believe that the same occupations are both scarce and critical within the SABC.

When comparing the critical and scarce occupations, as indicated by participants, with the Global benchmark for the Creative Media and Entertainment Sector and the subsectors of MICT, Journalist, Sales Manager and Graphic Designer are listed in both the Global and MICT lists, but do not appear in the SABC’s list.

The following list represents the top twelve scarce occupations in the broadcasting industry between 2012 and 2015. The SABC should develop strategies to attract and retain individuals in these occupations for at least the next two to three years. These strategies should include, but not be limited to, bursaries, learnerships and internships. Internships are known to be a popular route in the broadcasting industry for the development of skills.
The following list represents the top twelve scarce occupations in the broadcasting industry between 2012 and 2015. The SABC should develop strategies to attract and retain individuals in these occupations for at least the next two to three years. These strategies should include, but not be limited to, bursaries, learnerships and internships. Internships are known to be a popular route in the broadcasting industry for the development of skills.
	Scarce occupations in the broadcasting Industry

	Author and writer;

Radio and television journalists;

Director;

Camera operator;

Sound technician;
	
	Radio station operator;

Financial accountant and manager;

Film and video editor;

Graphic designer; and

Programme and project manager.

	
	
	

	Most scarce occupations (SABC)
	
	Most critical occupations (SABC)

	Analyst;

Researcher/developer;

Broadcast engineer;

Producer;

Content manager; and

Reporter.
	
	Analyst;

Broadcast engineer;

Researcher/developer;

Producer;

Content manager; and

Executive producer.

	Benchmark:
	
	

	Scarce occupations in MICT’s Electronic Media and Film subsector (SA)

	Programme/project administrator and manager;

Sales manager;

Electrical and electronic engineering technicians;

Camera operator;

Film and video editor;

Television journalist; and

Graphic designer.


Scarce occupations
Scarce occupations
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Scarce occupations as indicated by respondents in the skills audit questionnaire.
Critical occupations
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Critical occupations as indicated by respondents in the skills audit questionnaire.
Current skills levels

Participants assessed their own level of competence against a set of job-specific technical competencies and twelve behavioural competencies.

Technical competencies are the technical knowledge, skills and abilities that are relevant – now and in the future – to a specific job. Technical competencies are usually acquired through specific learning or work experience in applying the knowledge and skills. 

Behavioural competencies refer to the way a person acts, thinks or feels and represent the key interpersonal and personal attributes that are required for jobs across the SABC.
Technical competencies

Technical skills are a high priority for the SABC in the digital environment and therefore, it can be expected of an individual to perform the technical competencies in their jobs at least at an advanced level. An advanced level is represented by 75% and above.
The graph below shows participants’ consolidated level of proficiencies against the technical competencies per Division. The highest level of proficiency is measured in Finance and Human Capital Services. Development needs to exist in the Provinces and Stakeholder Relations Divisions. Although Sport, Radio, News and Television all scored between 80% and 85%, participants will benefit from technical training focused on the SABC’s digitisation goals and priorities. These would include, but not be limited to, skills such as the conversion of content from analogue to digital and metadata skills. 
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The table below lists the job families in which participants have rated their level of proficiency against most of the technical competencies as either competent or basic. Participants in these job families have indicated that they require development in at least 50% of the skills required in their jobs. If participants in any job family indicated that their level of proficiency against more than one-third of technical competencies are at a basic level, then the job family has been ‘flagged’ as a high development need (red). Some ratings were validated by available line mangers and some were not due to busy schedules.
	Job family
	Number of participants
	% of competencies at competent level
	% of competencies at basic level
	Development need

	Accounts Manager
	5
	40%
	20%
	

	Artisan: Refrigeration
	1
	100%
	0%
	

	Audio Specialist
	1
	50%
	50%
	

	Building Supervisor
	3
	50%
	2%
	

	Booking Coordinator
	1
	44%
	6%
	

	Building Maintenance Officer
	1
	50%
	6%
	

	Correspondence Supervisor
	1
	79%
	0%
	

	Camera Manager/Supervisor
	1
	45%
	18%
	

	DTT Lab Technician
	1
	50%
	0%
	

	Draughtsman
	2
	67%
	25%
	

	Digital Radio Specialist
	1
	50%
	3%
	

	Executive Manager
	3
	61%
	3%
	

	Finance and Revenue Manager
	1
	50%
	0%
	

	Head of Application Management
	1
	48%
	10%
	

	Instrument Technician
	1
	47%
	18%
	

	Internal Relations Manager
	1
	50%
	50%
	

	Internal Auditor
	4
	50%
	0%
	

	Junior Integrations Developer
	2
	53%
	0%
	

	L&D Manager: Training Delivery
	1
	38%
	38%
	

	Manager: RBF
	1
	40%
	60%
	

	Media Relations Officer
	1
	78%
	6%
	

	Mobile Media Specialist
	1
	50%
	50%
	

	National Technical Coordinator
	1
	32%
	55%
	

	Network Controller
	1
	92%
	0%
	

	Network Specialist
	1
	50%
	0%
	

	Network Technician
	1
	48%
	10%
	

	Office Manager
	1
	50%
	0%
	

	On-Air Manager
	1
	17%
	33%
	

	Occupational Safety Officer
	1
	56%
	33%
	


	Job family
	Number of participants
	% of competencies at competent level
	% of competencies at basic level
	Development need

	Protection Services Manager
	1
	58%
	0%
	

	Project Manager
	14
	61%
	11%
	

	Project Coordinator
	11
	42%
	8%
	

	Presenter/Translator
	1
	67%
	11%
	

	Regional Manager
	4
	50%
	5%
	

	Remuneration Officer/Analyst
	1
	38%
	15%
	

	RPS Remote Manager
	1
	83%
	2%
	

	Research and Speech Writing Specialist
	1
	64%
	0%
	

	Special Projects and Events Manager
	1
	67%
	0%
	

	Specialist Analyst and Programmer
	1
	100%
	0%
	

	Specialist Solutions Architect
	1
	46%
	51%
	

	Sales Manager Executive
	1
	50%
	38%
	

	Security Supervisor
	4
	48%
	5%
	

	Sound Archives and Audio Library Manager
	1
	50%
	0%
	

	Scheduling Manager
	1
	30%
	20%
	

	Support Services Manager
	4
	42%
	22%
	

	Systems Software Specialist
	1
	85%
	10%
	

	Switchboard Operator
	1
	31%
	54%
	

	Supervisor Electrical and Mechanical
	1
	63%
	0%
	

	Tax Consultant
	2
	50%
	15%
	

	Web and Technical Manager
	1
	50%
	8%
	


Behavioural competencies

The majority of participants rated their level of skills against all behavioural competencies at an advanced and/or expert level. There are no significant development needs identified in any of the behavioural competencies. Individual development needs against behavioural competencies will form part of the personal development plans, which will be presented as separate documents.
The graph below shows participants’ consolidated level of proficiencies against the behavioural competencies per division. The highest level of proficiency is measured in Finance, Human Capital Services, News and Radio. Although all divisions’ scores are above 75%, participants will benefit from ‘soft skills’ training as per their individual needs that are outlined in their personal development plans. 

Skills gaps and priorities 

Skills and talent development are vital to the SABC to secure growth within the broadcasting industry. Any skills gaps that exist could result in critical jobs not being filled with employees who have the right knowledge, skills and abilities. This could in turn create barriers that would negatively impact on the SABC’s ability to grow or remain competitive. 

The following pending decisions will impact on the skills gaps and priorities in the SABC:

•  While it is envisaged that the SABC will be launching additional channels, the skills required will be determined by whether the new channels will be prepared/packaged in-house, or whether this function will be outsourced. If the new channels are outsourced, then the jobs and skills will be with the independent sector. The information in this section is based on the assumption that at least two channels – a News and Sport Channel – will be packaged in-house by the SABC.

•  The SABC’s requirements of the digital archive system will determine how workflows and skills will be impacted. At this stage, these requirements have not been finalised. 

A skills gap – in the context of this study – is defined as the difference between an employee’s actual level of proficiency and the level of proficiency required in the job, based on benchmarking. 

The stages of content production that will be impacted most by digital broadcasting in the SABC is Post-production and Play out and FCC. 


The diagram below illustrates the skills sets that are required to perform Post-production  successfully.


Performance at a competent or basic level would not meet the SABC’s future requirements in the above listed skills sets. 

The MICT’s competency segmentation  provides the following benchmark for Technicians and Associate Professionals in the Electronic Media and Film subsector: 

	Trainees

(Basic)
	Juniors

(Competent)
	Intermediate

(Advanced)
	Seniors

(Expert)

	34
	1.29%
	729
	27.73%
	1506
	57.28%
	360
	13.69%


In the graphs presented below, the SABC’s current levels of proficiency are compared to the MICT’s Electronic Media and Film Subsector’s benchmark for Technicians and Associate Professionals, to identify the SABC’s skills gaps and priorities.

Compared to the MICT benchmark:
More SABC employees are at a basic and expert level of proficiency; and

Fewer SABC employees are at an advanced level of proficiency.
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Compared to the MICT benchmark, the following skills gaps are present:
Metadata skills;

Broadcast/IP network skills; and

Re-versioning and repurposing skills.
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Based on the findings of the skills audit and benchmarking, the following skills gaps and priorities need to be addressed to support the SABC in its migration from analogue to digital broadcasting:

	Skills
	Level of proficiency
	Development need

	Metadata
	60%
	

	Broadcast/IP network
	64%
	

	Re-versioning and repurposing
	69%
	

	Digital broadcast architecture/equipment
	73%
	

	Ingest
	78%
	

	Post-production of content
	79%
	


If skills gaps like the ones listed above are not addressed, it could result in the following:

Increase in workload for other staff;

Increase in operating costs;

Difficulties in meeting quality standards;

Difficulties in introducing new working practices;

Losing business to competitors;

Delay in the development of new products/services; and

Increase in outsourced work.
Analysis of the skills audit response rate

2,811 employees participated in the Skills Audit. This represents a 78.28% response rate, which is higher than the 67% response rate that was achieved during the previous skills audit at the SABC. The response rate meets the requirements of the Skills Audit project and is sufficient to make meaningful conclusions that are supported by data.
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Response rate per region

The highest response rate was received from the Northern Cape (93%). High response rates were also received from Free State (86%), Eastern Cape (83%), Mpumalanga (83%) and Gauteng (Jnb) (80%). The lowest response rate was received from Tshwane (62%).
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Response rate per department/division

Response rate per scale code

The graph below summarises the response rate per scale code. The SABC scale codes can be defined as follows:

110 – 115

:
Top management

120 

:
Senior management

125 – 200
:
Middle management

300 

:
Junior management

401 – 403
:
Senior, principal and specialist staff

404 – 406
:
Entry level staff

407 – 409
:
Semi-skilled staff

More than 80% of participants represent the scale codes 300, 401, 402, 403 and 404. The highest response rates were received from scale codes 110, 125, 200, 403, 404 and 405. The lowest response rate was received from scale code 115 (40%).  

Response rate per scale code
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Characteristics of participants to the skills survey

The following sections present our analysis of information as provided to us by participants of the skills survey.  As such only information provided by the actual participants are included and therefore excludes members of staff who did not participate in the survey.

Gender of participants
Women represent 49.30% of the participants; this is similar to women’s representation in the South African Electronic Media and Films industry (MICT Sector) (47%), and slightly higher than women’s representation in the Global benchmark for Creative Media and Entertainment Sector (43%).

Data from the skills audit indicate that male participants are dominant in the technical roles, i.e. 34% versus 19%, while female participants are dominant in the administrative roles (i.e. 18% versus 7%). Males and female participants are almost equally represented in management roles (i.e. 11% versus 12%). Male participants are also dominant in scale codes 115 to 300, while female participants are dominant in scale codes 403, 404, 405 and 407.

Although women are well represented in the group of participants, the data shows that they are not that well represented in technical roles in the SABC. This may be due to the fact that in these roles, working hours can be very flexible and irregular due to the nature of the work and therefore, these roles are less suitable for women, especially for older women with family responsibilities. Female participants are also not well represented in the higher ranks of the SABC (e.g. scale codes 115, 120, 125 and 130) and the SABC needs to develop specific strategies that will promote gender transformation at these levels in the SABC.
	Gender of participants
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	Gender of Participants in Administration, Management and Technology Roles
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	Gender per Scale Codes
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Benchmark:
	
	SABC (participants)
	MICT Sector, Electronic Media and Film (SA)
	Creative Media and Entertainment (Global)

	Male
	51%
	53%
	57%

	Female
	49%
	47%
	43%


Race distribution of participants
81% of participants are Black (African, Coloured and Indian). This is higher than Black people’s representation in the South African Electronic Media and Films industry (MICT Sector) (75%).

The representation of Coloured, Indian and White participants are similar across the Administration, Management and Technology groups. African participants are however very well represented in the Technology group.

Based on the data from the skills audit and if one assumes that this is a reflection of the SABC’s employment figures, then it seems that in terms of race equity, the SABC is progressing well and has almost reached the DoL’s target of 85%.
	Race Distribution
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	Race Distribution in Administration, Management and Technology Roles
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Benchmark:

	
	SABC (participants)
	MICT Sector, Electronic Media and Film (SA)
	Creative Media and Entertainment (Global)

	Black (African, Coloured and Indian)
	81%
	75%
	7%

	White
	19%
	25%
	93%


Age distribution of participants
12% of participants are older than 56 years, while 32% of participants are younger than 35 years.  The latter is similar to the Global benchmark for the Creative Media and Entertainment Sector (34%), but significantly lower than the South African Electronic Media and Films industry (MICT Sector) (51%).

The majority of participants in the Administrative, Management and Technology groups are consistently the group that is older than 35 years.

Millennials represent almost one-third of participants in the skills audit and in order for the SABC to drive these employees’ emotional connection and retention, factors such as balance and workload, development and opportunities, and competitive pay and job opportunities will become increasingly important. The SABC would need to develop formal retention strategies that will identify and retain ‘high potential’ or talented employees, especially within the Technology group.

	Age Distribution
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	Age Distribution in Administration, Management and Technology Roles
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Benchmark:

	
	SABC (participants)
	MICT Sector, Electronic Media and Film (SA)
	Creative Media and Entertainment (Global)

	Under 35
	32%
	51%
	34%

	Over 35
	68%
	49%
	66%


Disability segmentation of participants
There are 3.3% of participants with disability.  This is more than double the people with disability employed in the South African Electronic Media and Films industry (MICT Sector) (1.2%)

Based on the data from the skills audit and if one assumes that this is a reflection of the SABC’s employment figures, then it seems that in terms of disability equity, the SABC is progressing well and has almost reached the DoL’s target of 4% of people with disability to be employed within the country.
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Benchmark:

	
	SABC (participants)
	MICT Sector, Electronic Media and Film (SA)

	People with disability
	3.3%
	1.2%


Qualification levels of participants
24% of participants indicated in their surveys that they have a Matric certificate as a highest qualification and almost half (47%) of participants indicated that they have either a Certificate or a Diploma as highest qualification. The percentage of participants with low level or no qualification is low; more than half of the participants have indicated formal post-matric qualifications and therefore, the workforce at the SABC may be considered well qualified. This finding is consistent with what is generally known of the occupational structure of the broadcasting industry, with its occupations requiring high levels of skills and knowledge.

The majority of participants in scale codes 120 and 125 indicated either a Degree or post-graduate qualification. Participants with a degree are well represented in scale code 130, while a significant number of participants in scale codes 300, 401, 402 and 403 indicated a Diploma as highest qualification. Participants with Matric are also well represented in scale codes 300, 401, 402, 403 and 404.
It is estimated that there will be a slight oversupply of diploma and degree graduates in the MICT’s Electronic Media and Film subsector. However, a word of caution that highly qualified graduates are not necessarily ‘job ready’ and therefore, the SABC would need to invest in either on the job training or create on-going training opportunities, especially in areas such as advanced skills in software packages, skills to develop content for multiple platforms, and production skills.
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Qualification Levels reported per Scale Codes
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Conclusions

The results from the skills audit have provided the SABC with a clear assessment of the current skills and demand on future skills with the migration from analogue to digital broadcasting.

The following conclusions are based on the findings from the skills audit:

The most scarce and critical skills are ‘soft skills’, e.g. communication, time management and strategic thinking. However, data from the skills audit indicate that participants have generally rated their level of proficiency against these skills – the behavioural competencies – as high, i.e. advanced to expert.

The following list represents the top twelve scarce occupations in the broadcasting industry in the next two to three years:

Author and writer;

Radio and television journalists;

Director;

Camera operator;

Sound technician;

Radio station operator;

Financial accountant and manager;

Film and video editor;

Graphic designer; and

Programme and project manager.

The SABC will initially require a hybrid of analogue and digital skills while the SABC gradually phases out analogue content. This will demand multi-skilling – individuals will have to understand both analogue and digital platforms and their impact on content development and workflow. 

Digitisation will have a significant impact on transmission. Most of the infrastructure and skills for transmission reside outside the SABC.

Digitisation will have a significant impact on the SABC’s archive system and the ability to archive and retrieve digital content. This will revolutionise the workflows of the SABC. However, since the requirements for the digital archive system have not been established yet, the exact impact cannot be determined at this stage. 

Digitisation will require specific equipment and software:

Digital equipment and technology will be needed to (a) convert content from analogue to digital, (b) playback content in digital format, and (c) distribute audio and visual content in digital format to the transmitter station(s). All of this will require re-skilling and up-skilling; and 

Digital software will be required to ingest digital content files into the SABC archive system and to manage digital content. This will also require re-skilling and up-skilling in digital software skills.

Technical skills will remain important, because digitisation will increase the technical content of the SABC’s processes, products and services.

The demand for the following technical skills will increase as a result of the SABC’s migration to digitisation:

Expert metadata skills, so that metadata can be built into the digital content; 

Broadcast/IP network skills;

Re-versioning and repurposing skills;

Digital broadcast architecture and digital equipment skills;
Ingest skills; and

Skills in post-production of digital content.

Recommendations

Technological changes will be one of the central drivers within the SABC and this will always require higher levels of theoretical and practical knowledge and skills of new broadcasting technology.

The following recommendations are made to ensure that the SABC meets its skills needs over the next three to five years:

	Key Issue
	Recommendation

	Scarce and critical skills
	The following scarce and critical skills should be addressed through a combination of skills programmes and short courses:

Communication;

Time management;

Strategic thinking;

Budgeting;

Creative writing and scripting; and

Business management.

It is recommended that SABC use the 70-20-10 principle for skilling of employees: 

70% of resources invested in on-the-job training, 20% in coaching/mentoring and 10% in classroom training.

	Scarce and critical occupations
	The SABC should implement strategies such as bursaries, learnerships and especially internships to attract and retain individuals in the following scarce and critical occupations:

Author and writer;

Radio and television journalists;

Director;

Camera operator;

Sound technician;

Radio station operator;

Financial accountant and manager;

Film and video editor;

Graphic designer; and

Programme and project manager.

Also more specifically to the SABC: Commissioning Editors, Programme Schedulers and Digital Archivists.

	Digital equipment, technology and software


	Digital equipment, technology and specialised software will require the re-skilling and up-skilling of people in areas such as:

Compression technologies/skills;

Converting and playback of digital content;

Advanced coding techniques; and

Advanced modulation techniques. 

It is important that individuals understand the digital platforms and required skills. The breadth and depth of the SABC’s re-skilling and up-skilling will be determined by the scale of its digital transformation, e.g. it has not yet been decided whether new channels will be prepared/packaged in-house.

	Technical skills gaps
	The technical skills gaps and priorities as outlined in the skills audit recommendations can be addressed by any of the following types of interventions:

Increased training activity;

Increase in trainee programmes;

More performance reviews and feedback;

A mentorship programme;

A change in work practices;

Better job-matching or deployment;

Better utilisation of skills; and

Increase in recruitment practices.

	Digital archiving
	It is important to finalise the requirements for the SABC’s digital archive system as soon as possible, to ascertain the exact impact on workflow and skills needs in this area.

	Multi-skilling
	Employees at the SABC will in future be required to become more productive whilst working within tight budgets. Work flows and processes must enable employees to combine their expertise in their own area with some degree of skilling in other areas and then applying their specialist expertise across those areas in teams.

Although multi-skilling should be encouraged, it should not be at the expense of reducing the pool of specialists the SABC has in some disciplines. 


4. Concluding remarks and way forward
With ever increasing complexity, compliance, cost pressure, quality and agility needs, large organisations such as the  SABC are realising that adopting an integrated and systemic view of their enterprise is the only way to build sustainable and flexible delivery capability aligned and responsive to the external environment.  Having analysed and synthesised the findings and recommendations contained in this report, it is recommended that the SABC implements the following activities categorised in terms of time-lines spanning short, medium and long-term.

The dimensions to be given priority are the areas of strategy and leadership, organisational structure, processes, talent management and culture and values.  The journey map is provided below.
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Skills Audit Process





Data is collected through PwC’s Skills Audit Tool (SAT), which is customised to include competencies relevant to SABC occupations.


Questionnaires are developed in both electronic and paper-based format.





Data gathered through electronic questionnaires are available immediately for analysis.


Paper-based questionnaires are captured to enable data analysis.





Reports are generated to map profiles of existing skills and skills needs.


Reports form the basis for identifying SABC specific training needs and learning requirements.
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