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SKILLS AUDIT: INTRODUCTION, PURPOSE, OBJECTIVES
Introduction
In 2019 the SABC embarked on a Skills Audit in order to determine skills levels within the corporation. SPT Consulting was contracted by the SABC for professional services to conduct a skills audit.
Purpose of the Skills Audit
· To determine the current level of proficiency of each employee against pre-identified competencies (ii) determine the individual competence gaps for development purposes only.
· To determine competence gaps across the entire SABC that can be addressed through collaborative training and development interventions and (ii) to identify Scarce and Critical Skills within the SABC Objectives of the Skills Audit
· To determine the skills and competencies of the current employees in the organisation
· To determine the skills, competencies required to effectively deliver on the operational requirements of the organisation
· To determine the skills and competence gaps between the skills requirements and the current employee skills set
· To determine competence gaps that will enable the SABC to determine training and development requirements that can be used as the baseline for the development of the SABC Training Plan and the Workplace Skills Plan
· To determine the critical and scarce skills for the SABC
· To serve as a baseline to gauge the effectiveness of the training and development interventions when future skills audits are conducted to determine the growth in competence levels and to serve as a Developmental Instrument to the SABC in terms of current competence levels across the entire organisation
SKILLS AUDIT COMPLETION
Individual Response Rate
2 988 employees received links to the individual skills audit questionnaire, presenting a response rate of 88.22% individual completions.
Direct Line Manager/Supervisor Response Rate
A 180° skills audit assessment formed part of the Skills Audit to determine the perceived competence differences between the direct Line Manager/ Supervisor and that of the Individual.
1071 direct Line Managers/Supervisors participated and completed the assessment of the Job Incumbents. This presents a response rate of 35.84%. 
SKILLS AUDIT COMPLETION: DIVISIONAL RESPONSE RATE
[image: ]
It should be noted that a response rate of 70% for skills audits specifically is deemed sufficient to provide an accurate picture of the competence levels of the Job Incumbents participating in the skills audit. The completion rate per Division is well within the statistical benchmark of 70% for skills audit completions. The skills audit results can thus be accepted as an accurate reflection of the competence levels within the SABC.
COMPETENCY OUTCOMES – MANAGEMENT (SC 125 & 130)
[image: ]
• For the SABC Management (Scale 125 & 130) level there are no group competencies skills gaps identified. Intrapersonal, Interpersonal and Organisational Generic Competencies skills should be considered as relative strengths.
COMPETENCY OUTCOMES – MANAGEMENT/SUPERVISORY (SC 300 &401)
[image: ]
• For SABC Managerial and Supervisory (Scale 300 & 401) level, Functional / Technical Competencies and Business Competencies should be considered as skills gaps. Intrapersonal Competencies, Organisational Generic Competencies and Management and Leadership Competencies can be considered a relative strength.
COMPETENCY OUTCOMES – OPERATIONAL (SC 300-900)
[image: ]
• For SABC Operational (Scale 300 & 900) level, Functional / Technical Competencies should be considered as a skills gap. Organisational Generic Competencies can be considered a relative strength.
	SAMPLE AREAS OF STRENGTH
	
	SAMPLE AREAS OF DEVELOPMENT

	Management
	

	Confidentiality
	
	Commercialisation & Entrepreneurship

	Self-Management
	
	Commercial Indicators

	Language Proficiency
	
	Occupational Health and Safety

	Honesty and Integrity & Ethical
	
	Research and Investigation

	Management and Supervisory
	

	Application of SOP, Broadcasting Standards, and Policy
	
	Treasury and Payroll

	Advisory Services
	
	Inspection of Tools and Facilities

	Regulatory Complaints Management
	
	Coordination of Tools and Facilities

	Representation. Planning and Coordination
	
	Systems Engineering

	Operational
	

	Advisory Services
	
	Regulation Impact on Revenue

	Self-Management
	
	Treasury

	Application of SOP, Broadcasting Standards, and Policy
	
	ETD Practices

	Confidentiality	and	Co-ordination	of	Equipment
Facilities
	&
	Taxation Laws


SKILLS AUDIT OUTCOMES – STRENGTH AND DEVELOPMENT AREAS
NOTE: For a detailed list of Strengths and Areas of Development please refer to the specific graphs
SELECTED HIGH LEVEL SPT SKILLS AUDIT RECOMMENDATIONS
Short-Term Recommendations
· Link competencies and their development with performance discussions.
· Scrutinize the current skills and proficiency levels with scarce skills in the broadcasting industry to ensure such skills are acquired or developed.
· Plan for training interventions based on organisational needs and budget allocation.
· Develop an action plan for each employee with a timeframe for addressing the gaps.
Medium/Long-Term Recommendations
· Conceptualise succession plans and career framework in line with the skills outcomes to ensure a pipeline of skills for the immediate and long-term future.
o Integration of the Skills Audit Results into the SABC Workplace Skills Plan.
· Use a top-down approach to assess, coach, and develop talent within SABC.
PROPOSED HIGH LEVEL SABC SKILLS AUDIT RECOMMENDATIONS
· Integrate competency development into performance contracting, to enable employee to deliver greater results;
· Align competency development to Talent Transition towards next levels of work; as such activate Talent Development. In addition, identify platforms for preparing Talent ahead of Organisational needs – which shall always be fair and accessible to everyone.;
· Refine talent competency framework for specific jobs and position each discipline for improving their capacity to deliver;
· Translate the skills audit results into learning interventions and integrate into SABC Workplace Skills Plan for next cycle;
· Engage stakeholders to explore further alternatives to utilise skills audit outcomes, as well as how to accelerate organisational performance.
ADDITIONAL OUTCOME SLIDES 
PER SUB-COMPETENCY
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Management (Scale 125 & 130) 
Organisation Generic Competencies	Cognitive Competencies 

· For the Management (Scale 125 & 130) level of SABC, • For the Management (Scale 125 & 130) level of SABC, Occupational Health and Safety should be considered Research and Investigation skills should be considered a a generic competency skills gap. cognitive competency skills gap.
· Language Proficiency, Business Objectives and Decision • Conceptual Thinking, Analytical and Business Acumen Making can be considered relative strengths. should be considered relative strengths.
Intrapersonal Competencies	Interpersonal Competencies

· For the Management (Scale 125 & 130) level of SABC • For the Management (Scale 125 & 130) level of SABC there are no Intrapersonal skills gaps identified. there are no Interpersonal skills gaps identified.
· Self-Management, Confidentiality, Honesty & Integrity • Communication, Cultural Sensitivity and Writing skills and Ethical skills should be considered strengths. should be considered strengths.
Management and Leadership Competencies	Business Competencies

SKILLS AUDIT OUTCOMES cont.
SKILLS AUDIT OUTCOMES cont.
SKILLS AUDIT OUTCOMES cont.
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· For the Management (Scale 125 & 130) level of SABC • there are no Management and Leadership skills gaps identified.
· Accountability,	Adaptability	and	Coordination	skills
should be considered relative strengths.	• For the Management (Scale 125 & 130) level of SABC, Commercialisation, Commercial Indicators, Business Modelling and Entrepreneurship skills should be considered a Business competency skills gap. Persuasion, HIV/AIDS and Business Management should be considered relative strengths.
	Management and Supervisory (Scale 300 & 401)
Organisation Generic Competencies 	Cognitive Competencies



· For the Management and Supervisory (Scale 300 & 401) • level of SABC, Corporate Social Investment should be considered as a Generic competency skills gap.
· Computer, Decision Making and Language Proficiency
can be considered relative strengths.	• For the Management and Supervisory (Scale 300 & 401) level of SABC, Research & Investigation and Research skills should be considered as Cognitive competency skills gaps.
Analytical, Conceptual Thinking and Business Acumen should be considered as relative strengths.

Intrapersonal Competencies	Interpersonal Competencies 
· For the Management and Supervisory (Scale 300 & 401) • For the Management and Supervisory (Scale 300 & 401) level of SABC there are no Intrapersonal skills gaps level of SABC there are no Interpersonal skills gaps identified.	identified.
· Self-Management, Confidentiality, Ethical and Honesty • Communication, Cultural Sensitivity and Writing skills & Integrity skills should be considered strengths. should be considered strengths
Functional / Technical Competencies 
· [image: ]For the Management and Supervisory (Scale 300 & 401) level of SABC there are a number of
key
Functional/Technical skills gaps identified.
· Further analysis of these areas may be required.
Functional / Technical Competencies 
· [image: ]For the Management and Supervisory (Scale 300 & 401) level of SABC there are a number of
key
Functional/Technical skills gaps identified.
· Further analysis of these areas may be required.
Functional / Technical Competencies 
· [image: ]For the Management and Supervisory (Scale 300 & 401) level of SABC there are a number of
key
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Functional / Technical Competencies 
· [image: ]For the Management and Supervisory (Scale 300 & 401) level of SABC there are a number of
key
Functional/Technical skills gaps identified.
· Further analysis of these areas may be required.
Functional / Technical Competencies 
· [image: ]For the Management and Supervisory (Scale 300 & 401) level of SABC there are a number of
key
Functional/Technical skills gaps identified.
· Further analysis of these areas may be required.

Management and Leadership Competencies 
· For the Management and Supervisory (Scale 300 & 401) level of SABC Business Continuity Management and Strategic Management skills can be regarded as Management and Leadership skills gaps.
· Accountability, Adaptability and Coordination skills should be considered relative strengths.
Business Competencies
· For the Management and Supervisory (Scale 300 & 401) level of SABC a number of Business competency skills gaps have been identified.
· Technology	Management,	Commercialisation, Commercial Indicators and Entrepreneurship can be regarded as the main gaps identified.
· Persuasion, HIV/AIDS and Stakeholder Management should be considered relative strengths.
Operational (Scale 402 – 900) 
Organisation Generic Competencies
[image: ]
· For the Operational (Scale 402 - 407) level of SABC, Corporate Social Investment, Quality Management, Occupational Health & Safety and Legislation and Regulation skills should be considered Generic skills gaps.
· Computer,	Language	Proficiency	and	Time
Management can be considered relative strengths.

Functional / Technical Competencies 
[image: ]
Functional / Technical Competencies 
[image: ]
Functional / Technical Competencies 
[image: ]
Functional / Technical Competencies 
[image: ]
Functional / Technical Competencies 
· [image: ]For	the	Operational
(Scale 402 - 407) level of
SABC there are a number of key
Functional/Technical skills gaps identified.
· Deeper analysis of these areas may be required.
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Legal Fees (R*000)
The SABC’s Employee Relations (ER) 
Unit within Human Resources consists 
of three (3) employees (one an 
administrator and the other two are 
ER practitioners), all of whom are not 
practicing attorneys. The ER Unit i
s 
primarily responsible for advising on 
internal disciplinary matters, as well 
as representing the SABC at the 
CCMA. They cannot also initiate, 
chair and advise on the same cases. 
)LEGAL COSTS EXPENDITURE
· The SABC is dealing with many historic cases caused by years of governance failures and litigation is by its nature expensive and time consuming. The SABC is therefore no different to other SOEs currently seeking financial and legal redress for past malfeasance and corrupt activities;
· Nonetheless, we have seen a significant decrease in legal costs, as shown in the graph above, and expect further reductions in the future on account of the measures put in place to manage this cost.
· It is important to note that not all legal costs relate to labour matters, 
(Further details are available in Annexures E and P of our comprehensive response to the PCC)
MEASURES PUT IN PLACE TO MANAGE LITIGATION COSTS
· An SOP was put in place that deals with the process of effective and efficient litigation management from receipt of instructions from internal client, until the matter is settled or finalized in court, including handling of service providers’ invoices. 
· It is now standard practice for the Division to conduct a cost-benefit analysis to determine value for money prior to engaging in litigation
· On receipt of instructions from client, Legal Services provides a legal opinion on the prospect of success. This will assist the institution to avert engaging in unnecessary litigation at great cost. 
· Prior to engaging external service providers and where feasible, all possible avenues aimed at settling matters without necessarily resorting to litigation are explored. 
· Whilst the institution has a panel of attorneys to provide legal services that can only be done by practicing Attorneys, there are matters that require the services of practicing Advocates (Counsel) as well. As and when a need arises, the Unit will utilize the services of Counsel subject to the Counsel Tariffs or Fees Guidelines set by the Division. Attorneys are instructed on the basis that the briefing of Counsel can only happen with the SABC’s approval. 
MEASURES PUT IN PLACE TO MANAGE LITIGATION COSTS (cont.)
· We have conducted benchmarks with other SOE’s on rates paid for legal services rendered. The exercise included the Office of the State Attorney in Johannesburg, as representatives of the biggest litigator (the State). The benchmark exercise helped us to adopt reasonable rates which the SABC now pays Attorneys and Advocates who receive instructions from us;
· SCM has stopped the practice of sending attorneys the purchase order number which shows the amount budgeted for in each matter. 
· Legal Advisors now conduct due diligence on every invoice received from attorneys. Where we are unhappy with any aspects of the invoices, we engage Attorneys to reach a settlement of fees. Failing which, we request attorneys to have the Bill of Costs taxed by a Taxing Master of the Magistrate’s or High Court. Settlement negotiations are mainly done internally. 
The measures are yielding positive results.
 (
SIGNAL DISTRIBUTION COSTS
)
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INTRODUCTION
· Signal distribution costs are the second largest cost for the SABC after salaries;
· Over the past five years Sentech has cost the SABC over R3.2b and this prohibitive cost is set to continue without urgent intervention;
· Prohibitive policies and regulations which mandates an unsustainable high use of DTT vs DTH has a severe adverse impact on the SABC;
· This section of the presentation sets out the financial, technological and the governance imperatives that will make the SABC’s operations unsustainable in the future
UNSUSTAINABLE SENTECH COSTS
	Financial Year
	Amounts excl. VAT
	Financial Year
	Proposed DTT + 5% increase pa

	2014/2015
	561,669,301
	2021/2022
	640,815,000

	2015/2016
	606,182,399
	2022/2023
	672,855,750

	2016/2017 
	641,918,567
	2023/2024
	706,498,537

	2017/2018
	687,577,989
	2024/2025
	741,823,464

	2018/2019
	717,498,007
	2025/2026
	778,914,637

	Total
	R3,214,846,263
	Total
	R3,540,907,389


UNSUSTAINABLE DTT COSTS
	TV Services
	SENTECH
	PRIVATE 3rd PARTY 

	DTH Cost
	R100 million
	R25 million (94 % saving)


Section 7.2. of BDM Policy: 84% DTT Enforcement vs Current Analogue
	TV Services
	DTT
	Analogue 

	TV Total
	R387,000,000
	R 474,279,433

	Difference 
	R87,297,433
	18 % saving


SABC’s DTT REQUIREMENTS IS only 60% (82 less transmitters)
	TV Services
	60-DTT/40-DTH
	Analogue 

	TV Total
	R287,000,000
	R 474,279,433

	Difference 
	R187,279,433
	40% saving


DTT vs 100% DTH – Technology agnostic as per ECA 
	TV Services
	DTH
	Analogue 

	TV Total
	R100,000,000
	R 474,279,433

	Difference 
	R387,297,433
	74 % saving


COST PER VIEWER
	
	SABC ANALOGUE vs DTT tarifs
	
	

	TRANSMITTER
	PROVINCE
	POPULATION
	Analogue Cost pa
	DTT
Cost pa
	ANALOGUE
Cost /viewer
	DTT
Cost / viewer
	DTH SENTECH Cost / viewer
	DTH 3RD PARTY Cost / viewer

	Bethlehem
	FS
	106 393 
	R8 082 180
	R3 421 848
	R75
	R32
	R1,60
	R0,80

	Schweizer Reneke
	NW
	189 509 
	R8 526 780
	R3 955 536
	R44
	R20
	R1,60
	R0,80

	Middleburg
	MP
	770 867 
	R8 321 508
	R4 370 628
	R10
	R5
	R1,60
	R0,80

	Grahamstown / Makhanda
	EC
	27 665 
	R9 286 728
	R4 176 792
	R335,68
	R150
	R1,60
	R0,80

	Villiersdorp
	WC
	166 270 
	R7 484 856
	R4 176 792
	R45
	R25
	R1,60
	R0,80

	Tzaneen
	LP
	1 389 214 
	R9 333 012
	R5 710 980
	R6
	R4
	R1,60
	R0,80

	Thabazimbi
	LP
	1 473 155 
	R8 567 112
	R4 176 792
	R5
	R2,8
	R1,60
	R0,80

	Mokopane
	LP
	1 626 719 
	R9 479 388
	R6 033 600
	R5
	R3,7
	R1,60
	R0,80

	Durban
	KZN
	3 394 678 
	R9 748 296
	R6 033 600
	R2,8
	R1,7
	R1,60
	R0,80

	Pretoria
	GP
	3 416 699 
	R10 151 676
	R6 033 600
	R2,9
	R1,7
	R1,60
	R0,80

	Johannesburg
	GP
	7 780 513 
	R10 151 676
	R6 033 600
	R1,3
	R0,70
	R1,60
	R0,80

	Hoedspruit
	MP
	930 230 
	R7 135 908
	R1 885 956
	R7,6
	R2,0
	R1,60
	R0,80
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[image: ]DTH – 100% COVERAGE WITH NO INFRASTRUCTURE COSTS

RECOMMENDATIONS
· Sentech current cost must be reduced by R500m immediately
· Sentech and SABC must align with the DTT/DTH coverage for the country, based on “best technology for terrain” criteria and not a forced % split of DTT vs DTH
· The SABC must be exempted from the unsustainable and uncompetitive DTT policy and regulations while these are being revised
 (
SABC CONTRACTS
)

ACTIVE CONTRACTS – GOODS AND SERVICES
	Province
	Sum of Contract Value
	Percentage

	EC
	                 2,339,710.03
	0.16%

	FS
	                    670,566.97
	0.05%

	GP
	           1,246,658,048.52
	87.13%

	KZN
	                 2,118,983.51
	0.15%

	LP
	               28,491,848.15
	1.99%

	MP
	                    500,000.00
	0.03%

	NC
	                 8,612,468.74
	0.60%

	NW
	               43,608,116.29
	3.05%

	WC
	               97,789,537.85
	6.83%

	Total
	1,430,789,280.06
	100%


The SABC currently has 212 active ‘goods and services’ contracts:
· 12 of these contracts are denominated in either EURO, GBP or USD (approx, R266m combined);
· The remaining 200 contracts are all denominated in ZAR;
· The total value of all ZAR denominated contracts is R1,430,789,280 (excluding TV content contracts):
·  (
83
%
9
%
%
2
%
6
Contract Value by BBBEE Level
Goods & Services
)
(
1
 - 
2
3
 - 
4
5
 - 
6
7+
)83% of the value of these contracts is with service providers that have either a Level 1 or Level 
2 BBBEE status;
· A further 9% is with service providers with either Level 3 or Level 4 BBBEE status;
· 87% of the value of these contracts is with service providers from Gauteng, 6.8% is with service providers from the North West, and 3% is with service providers from the Western Cape.
(Further details are provided in Annexure 1)
 (
152
contracts
BBBEE
L1 
–
% 
53
L2 
–
%
19
L3 
–
7
%
L4 
–
16
%
Total Value
R982,437,498
___________________
2019
–
R689,752,005
2020
–
R292,685,493
PROVINCE
GP 
–
79
%
WC 
–
%
18
EC 
–
2
%
GENRE
Entertainment 
–
28
%
Factual 
–
15
%
Drama 
–
%
20
Children 
–
%
8
Education 
–
%
11
Religion 
–
7
%
Soapies
–
11
%
More details in Annexure 2
)CONTENT CONTRACTS – 1 APRIL 2019 – 30 SEPTEMBER 2020

THANK YOU
[image: ]
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SABC availability on different Satellite platforms
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SABC INDIVIDUAL SKILLS AUDIT 2020
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