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SABC »

Executive Summary

Skills Development is not only a national priority, but that of the SABC at large. The
technological landscape that keeps on evolving calls for the SABC to continually equip its
employees with the necessary skills in order to remain competitive and sustainable. Learning
and Development needs to be strategically aligned to business needs thus ensuring a return on
investment which translates itself into positive business impact and increased productivity
levels at large. Learning as its name suggests cannot be limited to formal courses only but
includes implementing those interventions that are work-based such as internal exchange
programmes, job rotations, seminars, conferences and benchmarking.

This is the approach that the SABC has taken to adapt to the changes and challenges in the
Broadcasting mdusny In the year 2011/12, there were quite a number of positive
developments in response to the myriad challenges posed by the change in technology
{(migration from analogue to a digital space) in the tmme_d_late future.

In brief some of the highlights of the SABC leammg and development mltlatwes in the last
financial year are as follows: -

s Spent approximately R23 million for leamfng _aﬁ_d development. (This excludes
related costs such as transport, subsistence, accommodation printing and stationery)

s A total of 2049 employees attended learning programmes that were linked to their
personal developmental plans (PDP), of which 17 completed ABET training

s A total of 174_bursa1"iés'were award_é_cl t_c.).SABC .e'mployees, of which 91 were for

undergraduate studies and 30 for post gl'?dtlate studies

s The SABC Foundation provided 15 bursaries for undergraduate studies for deserving
learnets with bursaries for engineering, nature conservation, finance, medical sciences
and information technology qualifications

* 44 bursaries were éwarded to SABC employees children for undergraduate studies.

s SABC’s Group Learning and Development in partnership with the MICT SETA and
National Skills Fund hosted 278 graduates for various internship and Learnership
programmes in various business units within the SABC of which 60% have been
retained in the employ of the SABC. (in line with the NSDS3, HRDSSA, ASGISA
and JIPSA initiatives)

e 95% competency achieved in all the Learnership programmes implemented,

The purpose of the Skills Audit is to assess skills provision against set skills requirements in
order to develop strategies that will meet its human capital needs both current and future
thereby ensuring business sustainability. This process would also provide the organization
with an idea of where the critical skills segments are locate and how they can best be aligned
to the needs of the organization.
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Human Resource practises and policies are interdependent and therefore when the team
commenced its planning for the audit in 2012 there where strategic and structural business
factors that were taken into consideration:

The approval of the Top Management Structure by the Board

The realignment of the Divisional structures in line with the Top structure
The incorporation of Content Enterprises into Television

The roll out of Digital Terrestrial Technology

The launch of the 24 hour News Channel

The centralization of services in Human Capital Services and Finance.

The above factors influenced the approach that the team to_ok' in planning the Skills Audit by
rolling out the consultation on the realigned structures simultancouslywith the skitls audit
process, The approach that was rolled out is represented in the diagram below:
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Progress with respect to the project is outlined in the table below:

Updated Board approved To align Structure with the The Top level structure has been
organogram - Alignment of all organisation’s strategy approved by the Board,
divisional structures Divisional Structures up to level
3 (GMs/Middle Management
levels) have been consulted on
with the divisional GE’s and
awaits final approval.
The remaining levels are yet to
be approved
2. Verify SAP Employee database | - To update Employees’ - .~ Verify SAP Employee database
and update employee records information in line with the with respect to validation of
approved structure and current data captured from the
roles. o Questionnaires completed by
: the employees
3. Update Job Profiles/Skills - Confirm number of positions in - 816 positions are confirmed
Requirements the SABC - : on SAP
- Confirm that job profiles exists for | - Skills Matrixes developed
all positions R for varions divisions
- Determine Skills Requirement - Only Technology and HCS
- Identify new positions in fine with have updated job profifes
the new structural requirements - Other divisions are yet to
- Develop Job Profiles for develop / update job
additional positions profiles
4, Develop Qualification and - To assess qualifications levels - Skills Profiling Fool was
Skills Audit Tool .~ - To determine Skills Progranunes developed on internally to
e attended - assess the level of skifl and
- To audit technical and generic qualification in the
skills against skills requirements organisation
5. Conduct Skills Auditusing © ° | - Audit skills and qualifications - Template circulated to all
template developed L against required information employees for completion.
SRR ERE - Consolidated Report
finalised and submitted to
the GCEO
6. Verification of data captured on | - Verify job profiles versus the - 10% sampie drawn from
SAP (app 10% sample) determined skills employees® completed
S o - Verify the existence of the questionnaires against
- Collection of outstanding qualifications captured on the tool employees’ records
qualifications not found in | - Ensure that employee information | - Verification is underway
file/SAP is up to date
7. Assess and compare skills and - To verify the vatidity of - To be verified as part of the
qualification to job qualifications with the help of an ongoing work in Phase 2
requirements/business needs external provider
{Further verification)
8. Final Report - Report on the development gaps, |-  Will be done asa
reconumendations and conclusion to the work
implementation plan done in Phase 2

[Employee Skills & Quatifications Profiie - August 2012
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The team, in planning the process, also included some risk mitigation strategies in order to
ensure the integrity of data thereby guaranteeing the veracity of the information that is used
to inform the SABC training plan that is developed.

The following limitation and challenges where experienced as the process unfolded:

o The non availability of some of the qualification categories on SAP resulted in
the failure to capture employee information fully
Capturing of questionnaires has been done manually
Margin of error expected is high however ongomg veuﬁcat:on of data is part
of the process -

o Inflexibility of reconfiguration of SAP and questionnaue used

¢ SAP training and qualification catalogue has over 130 different categories, and
more than a 1000 training interventions. This sample needs to be narrowed to
provide sensible and user friendly reports -

¢ The Catalogue cleansing process has resumed in consultation w1th SAPCCC

There has been varying levels of understanding of the purpose of the Skills Audit
and this has resulted in some suspicion of the process and the purpose for which
the information will be used

It should be noted that the SABC has made progress in determining skills levels within the
organisation. Further work, as described in Phase 2 is, however, necessary to ensure that the
SABC has the right skills in place to achicve its strategies into the future. To ensure that
phase 2 does take place, Executive support is required for this initiative.

JEmployee Skills & Qualifications Profile - August 2012
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Training Report 2011

Commél"(::ia.l.Enterprises B 240
Content Enterpriée_é s 87
Corporate Affairs o 25
' IGCEO, Office of COO & Provinces 128
| Grbup Services (Group Finance, Legal, Internal
\Auedit, Risk and Governance) 42
Group Human Capital Services 93
o [News 702
[Public Broa.dcasting Services 175
Public Commercial Broadcasting Services 23
Techﬁology 534
Grand Total 2049

Of the total SABC employee population2049 employees were trained in the
respective division as depicted on the table below. Over a thousand training
interventions were carried out in the Technology division alone, this in
preparation for the impending DTTlaunch. Most of these interventions were
in Final Control Centre (FCC) and Master Control Room (MCR).

The introduction of R45 million newsroom c_;pniputer system in the second
half of 2011 within News Division meant t_hat'zip;'imximate[y 700 employees
underwent the Essential News Production System training (ENPS). This is
part of the newsroom server development in prepara'tion_ for 24hour News
Channel. - o

The total expenditure on training amounted to approximately'R23 million
spread across various divisions for 4612 training interventions which
included Learnershipsand Internships as outlined in the table below.

|JEmployee Skills & Qualifications Profile - August 2012
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SABC employee population was trained in various areas as depicted below

& Broadcasting
@ Business

Administration
B Finonce

’iCT

# Marketing

- B Media/ Journatism

B Other

The total expenditure dn training amounted to approximately R23 million
(R22, 908, 763) spread across various divisions for 4612 interventions
which included Learnerships/Internships. -

Total number of employees trained 2049
Average Unit Cost per employee R11200

. trained
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Training On analysis of the gender distribution of training recipients 47% are female
conducted per o4 5307 ave male. The charts below provide a breakdown of this gender and
race &gender C e

race distribution

Female B Male

53%

Training

conducted per [blank)
occupation / 4%
faculty

Craft and related
trades workers
1%

Legislators, senlor
plant and officlals and
machine Managers
= operators and 10%
assemblers

10
Professionals
Service and sales 29
workers

6%
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Bursary
Allecation

SABC Group Learning and Development also hosted some 278 graduates
for a 12 to 16 months internship programme in various business units within
the SABC, The amount invested into this initiative was a little over R10
million (R10, 300,000) and was funded by the National Skills Fund (NSF).
Majority of these graduates were placed in areas such as Radio, Technology
and News Journalism which is indicative and consistent to the current
turnaround strategy which advocates for a focus in core business of the
SABC which is broadcasting, 55% of these graduates were employed by
various organizations including the SABC.

A total of 89 new bursaries were awarded in 2011-2012, bringing a total
number of bursars to 231, which includes bursaries awarded under the
SABC foundation. The amount invested to maintain these new and existing
bursaries was R3, 200 000. Bursaries were awarded in line with the critical
and scarce skills identified within the broadcast industry. -

The following table indicates the number _df bursars that were allocated in
2011-2012 R

Total number of Bursars per race
100
80
80
o 70
-qn_p 60
: 0
< 30
20
10
0 CI Disaht
Black 0'0UT | 1dian | White 530! Total
ed d
% 77.50%| 6.70% | 1.10% |11.30%| 3.40% | 100%
t4 Total 69 6 1 10 3 89
& Children of Employees 28 4 1 9 2 44
# Employees 11 A 0 1 1 45

[Employee Skills & Quatifications Profile - August 2012
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Bursary
allocation per
gender &
disability Gender and Disability
B Total Males awarded
bursaries
B Total females awarded
bursaries
0O Total disabled awarded
hursares
Bursaries
supported per
field 3:: Monogement
Stud) acu]ty A Bsiness Adminkskafon

ApedicolHedth Scierces
MedioCormmurication

B Engneeing
fireorece

atogistes

B AiomnationTechnlog

B Hurnon Resources
Joumnatizin

dlcry

BMorkeling
Broodoisting
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Other key programines delivered which are in line with the SABC strategic
focus are Election Computer Systems training (500 employees), On-air
presentation, scripting and packaging for Radio and Television News, News
Interviewing Skills, Media Law, SAP, TVBMS, Leadership Development
Programme (LDP), Management Development Programme (MDP) and
Adult Basic Education (ABET), as well as Health and Safety training as part
of regulatory and compliance training,

[Employee Skills & Qualifications Profile - August 2012
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Background to the Current Skills Audit 2012

In February 2012 the SABC Executive Committee mandated a skills audit to
be conducted across the SABC to ascertain the level of skills and
qualifications that exist within the organisation and identify the skills needed
for future operations of the SABC. Once these needs have been identified an
appropriate training plan will be developed to ensure the sustainability of the
organisation from a human capital point of view. .This process would also
provide the organization with an idea of where their current skills are situated
and would allow for alignment of the skills set to the needs of the
organization. N

Work on the audit commenced under the auspices of the GE: Group Human
Capital Services. To this end a multi-disciplinary team was constituted in
order to ensure cohesion within the project.. The team comprised of the
following functionaries: Divisional Training Managers; Human Capital
General Manager’s / Managers from various divisions across the SABC and
the Organizational Development team. The team was tasked to develop a tool
and approach to be used for the audit, as well as a project and communication
plan. The team discussed in detail the recommended and most appropriate
process to follow for a Skills Audit and the information plan in response to
the needs as identified by the Executive Committee.

The _hiéh level skil_ls audit prdcess is outlined in the diagram below:

- '_"'S.tr_ate.gies ]
. Interventions to
address this gap .

In brief a Skills Audit is a process of identifying and measuring available
skills and or talent required by the organisation to deliver on its strategic
goals. The main objective of the process is to identify skills gaps so as to
develop strategies and interventions in order to address these gaps

1Empl'oyee Skills & Qualifications Profile - August 2012
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Methodology

In developing the methodology it was decided that given the interdependent
nature of human resource practices, not adhering to or taking into
consideration the impact that these practices would have on the outcome of
the skills audit would in the long run defeat the purposes of the audit and
would not result in the achievement of 1equned outcomes for the skills audit
process.

It is for this reason that a two pronged approach was agreed upon and that
both of these approaches would run simultancously. The First Phase of the
implementation would focus on - the organizational strategy and the
organizational structure required to support the achievement of the strategy.
In conjunct:on with this the Employee Skills and Qualifications audit
commenced in order to determine the current skills ‘available in the
organization, ' B

The conclusion of these processes would put the organization in a position to
confirm whether the current structure and current employee skills sets do
position the organization cotrectly for the achievement of its long term
strategic objectives and goals, or it would identify the skills gap which would
then inform the training agcnda f01 the organization in order to develop the
Lequned skllls

|Emp|'6'yee Skifts & Qualifications Profile — August 2012
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Implementation Phase

Phase 1: The Pillars of the Turnaround Strategy (depicted below), which have been in
Alignment to place and communicated in 2010 were key drivers that led to changes in the
Organisational  puginess operations. These pillars have also been instrumental in guiding key
technical training interventions undertaken by various divisions across the
SABC.

Strategy

Pillars of the Turnaround Strategy

Ensuring Effective Leadership that ensure governance of the erganisation

Provide improved cash flows; balance sheel restructuring, strict profit &
{oss control and tight working capital management

Ensure enhanced management reporting that can provide business units
with information that is beth accurate and relevant

Enhanced operational efficiency

Creating a more efficient, effective & economical enterprise, through
o Review of IT systems 1o ensure alignment with business needs
o Embedding a performance management cullure linked 1o reward
o Ensure human capital alignments into digital future

Focusing on core business of the SABC, broadcssting, and the
improvement lhereon

To Highlight, develop & implement specific interventions that will effectively
position the SABC for its digital fulure

\

0 e
A enterprise stakeholder management to more effectively manage al |

|

stakeholders %

«  Restoraticn of the SABC brand and reputation ¢f the SABC %
Crealing public value and thereby delivering on public service §

These changes amongst others included changes to business operations -
incorporation of Content Enterprises into Television, the roll out of Digital
Tetrestrial Technology (DTT), the launch of the 24 Hour News Channel and
the focus on centralization throughout the organization. The divisions most
affected by these strategic initiatives were Television, Radio, News
Technology, Human Capital Services and Finance. The team too all this into
consideration when embarking on the Skills Audit Project.

[Employee Skills & Qualifications Profile -~ August 2012
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Skills Audit

This exercise resulted in the following activities being undertaken:

All divisional structures were aligned to the strategic direction of the SABC
including the approved top structure;

o The levels of all the positions in the new structure were verified through
consultation with the relevant division and job descriptions were aligned to
outputs.

o The job descriptions for the old positions have been reconfirmed to ensure
alignment to the skills and competencies required of employees given the
realignment of the strategy. R

o Newly created job descriptions are currently being developed in
consultation with line managers as an ongoing requirement for the
finalisation of this process. T

] A .

This process has been completed up to and encompassing levels 1 (Group

Chief Executive Officer) level 2 (Group Executive) and level 3 (General

Managers). The next steps in the process will incorporate levels 4 (Middle

Management to 7 (Junior Employees). . As an outcome of this process the

team has identified 860 designations within the SABC and 608 job profiles.

This database, however, still require cleaning up as some positions have

become obsolete. Within the new top structure there are 22 positions and 14

job profiles. ' IR R

With respect to the Skills Audit process the team developed a brief one page
questionnaire and a list of all possible qualifications and skills which are
applicable and relevant to the SABC. The team also engaged with the SAP
CCC to request them to upload all the requisite qualification categories on the

~_system to_.-izcnsm'e that when the questionnaires were completed by the
"~ employees and captured on the system the data capturers would have the

correct skills ‘categories to select thereby minimizing any errors being
captured onto SAP. -

As part of f_he communication plan that was developed it was ensured that
- communiqués from the Offices of the Group Chief Executive Officer (GCEO)

and GE: Human Capital Services (GE: HCS) were sent out to all employees
within the SABC through various Corporate Communication channels such as
c-mail and rediffusions. Each divisional Group Executive (GE) also
communicated this intent to their respective employees and line management
in the division and where assisted in this process by the Divisional Human
Capital Services Managers.

Out of a total of 3644 SABC employees to date 2457 completed
questionnaires have been received.

[Empioyee Skills & Qualifications Profile — August 2012
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Implementation Phase, Continued

Phase 2:
Verification

The deadline for the completion of this process has been extended three times
to afford employees who may have missed the previous opportunities to
continue to submit their questionnaires. Once the questionnaires had been
completed in the divisions the data was captured onto SAP.

The second phase of the process has commenced with the verification process
which includes:
e Verification of data input into SAP fm cach of the individual
employee; :
e Confirmation of the existence of quallﬁcatlons an employee has
identified on the questionnaire -
e Verification of the qualifications that have been received from the
employees through the selection of a 10% sample per division
o The Assessment of skills levels and authenticity of the qualification
and a comparison will be made with respect to the job requirement
e Identification of skills gaps and development and implementation of
an organizational training plan -

A team of Training Managers were then requested to verify the data captured
on the system and identify the qualification categmies that currently do not
appear on SAP. This verification process is ongoing as the data is currently
being cleaned up. At the same time the Divisional Managers are targeting
employees that ~haven’t completed their forms and are verifying the
qualifications captuned on the quest:onnaue with copies of qualifications that
appear on the ﬁles

Thereafter there_ will be a process which will entail the verification and

assessinent of 'fh_e____skili levels and authenticity of the qualification and a
comparison will be made with respect to the job requirement. As part of this
process multiple assessment tools will be utilized.

Arising out of the information collated in the previous steps of the process the
skills gaps will be identified, recommendations on development strategies
will be made to the organization and if approved will culminate in the
development and implementation of a training plan as the final part of the
skills audit process.

[Employee Skills & Qualifications Profile - August 2012
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Limitations and Challenges

The unfolding Skills Audit process faced a number of limitations and
challenges which may have impacted onthe reliability and validity of the
findings, if mitigation processes had not been included as part of the planning
process. To date some of the limitations have been as follows:

o The captmmg of the questionnaires was pledommantiy done manually
and errors in the capturing of some details have been found, e.g. some
employees have been incorrectly c_aptuled as doctorate or honours
degree holders. A process of verification of the data on SAP has been
undertaken to ensure that all data captured is a correct reflection. Any
anomalies identified are corrected as they are found. Some employees
captured current studied which are yet to be completed.

¢ Another observation has been that due to the non-availability of some
of the qualification categories on SAP the employee information has
not been fully captured. The updating of these qualifications is
currently being addressed with SAP. CCC for amendments to be made
to the quallﬁcatlon categoues

. '-S_ome employees .have been captured as having up to 11
‘qualifications. On review of the data captured it was realized that the
qualifications are in different fields of study or found to be very

~ similar - qualifications (this may be assumed as duplication of
information). These anomalies have been verified and corrected on
the system at divisional level.

e The design_ of the questionnaire and the system used to capture and
report the results were not aligned, which was caused by the
inflexibility of the reconfiguration of SAP and as such has occasioned
the ‘need for the increased number of verification processes that

.. ‘needed to be implemented as part of the process.

¢ There has also been varying degrees of understanding of the purpose
of the Skills Audit and this has resulted in some suspicion of the
process and the purpose for which the information will be used,
especially around the issues related to job security. It is therefore
recommended that caution be exercised when decisions are taken
based on findings pertaining to the audit.

The team will continue to ensure that risk mitigation strategies are in place to
deal with the limitations and challenges as they arise during the ongoing
process.

JEmployee Skills & Qualifications Profile - Augusl 2012
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Employee Participation Findings

In total 2457 employees (67% of employees complement) completed
questionnaires that were received by the various Divisions actoss the SABC.
A detailed analysis of the information captured on SAP is reflected in the
section that follows.

Senior and Middle management level employees have the highest
participation rate levels, with the former at 70% and the latter at a 73%
patticipation rate, Employees at scale code 404 - 407 have a participation rate
level of 62%. SIS

The divisions with the highest levels of participation are Television (96%)
and Radio (81%). The remaining divisions are Commercial Enterprises
(80%), News (51%), Stakeholder and Provinces (67%), Group Services
(71%) and Technology (53%).

% Participation The percentage staff completion rate by Division is reflected in the graph

by Division

below:

Participation % by Division anl S

RS

Cparttions

wCdrod Fatcrste WPatcpwiad

The divisions with the highest levels of participation are Television (96%),
Radio (81%). The remaining divisions are Commercial Enterprise (80%),
News (51%), Stakeholder and Provinces division (67), Group Services
division (71), Technology (53%).
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Employee Participation Findings, Continued

% Participation

Rate by Level Participation by Level SABC 7

HoEx

B

abdnatFatorse
ufwtoptted

2.00%

FEtie]

Ll

Tep WackpemEnt  SEres Mirspace WS e Mot oo Menmgment 401- 203 AR

T
Senior and middle management . level employees have the highest
participation rate levels, with the former at 70% and the latter at 73%
participation rate. -Employees at scale code 404 - 407 have a participation rate
level of 62%. e
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Findings: Formal Qualifications

The qualifications have been captured on SAP according to the National
Qualifications Framework as explained in the diagram below

¢ All Doctorates

» Masters Degrees

* Honours Begrees, T.Tech, some professlonal,
postgraduate and work-based qualification

« First degrees, seme professional post graduate
and work-based Qualifications

» Undergraduate, Diplomas/rertificates, wark-
based qualifications

+ Hational Certifkcate ar schoo! leve! grade 12

* National certificate or school level grade 11

= National certificate or school fevel grade 10

+ Natlonz| certificate or schoo! level grade 9

Summary of
NQF Levels

Fron . e L

0

b = S I

RN bl AtF wid L8 33t [N XA - PN

WTew

According to the results above, over 80% of people who participated in the
audit have qualifications between NQF level 5 and NQF 7.

{Employee Skills & Qualifications Profile - Augusi 2012
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Findings: Formal Qualifications, Continued

Analysis on The exercise helped in identifying a lot of work which is still nceded in
Categorised correcting the NQF levels of qualifications within SAP. Some qualifications
NQF Levels

are not categorized according to the correct levels while some not at all
categorized. Amongst some of the qualifications found to be affected by this
are qualifications such as Masters in Business Administration (MBA), LLB,
and LLM.

Observation In spite of the above, the results of the  exercise against the SABC’s
Qualifications Catalogue as currently populated on SAP are discussed in the
remainder of the report. ' '

A number of professional qualifications not categorized on a specific NQF
Level on SAP, are reflected in the table below: IR

Analysis on
Non-
Categorised
NQF Level

No NQF Level

1 t 1 L 1 1 1 1 1
| Stsans ] [T Eid | siaary J Somir |  Somrriee 3 Bt | eeree | e 3
& & xy 3 . ey &
& 5 @é\\ 4&& +* é&? \“‘& 5 &
& ¥ < & & &F S 4 &
i ol & N 55 S & &
& B o 3F P & 8 &
«&F R 18 P A o > &
P S L A F
* & 4 RGN Ry
Ry A \\9 )
S A
o *3‘0‘
1 &
o hosd
&
£
&

B Totat
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Details of National Diploma Qualifications are reflected in the graph below

Analysis of
NQF Level 5
NQF Level 5

uTotal

The following National Diplomas are most represented:

] Electric_af Engineering

¢ Advertising

* Bookkeeping

o Information Technology

« Human Resources Management

|[Employee Skills & Qualifications Profile - Avgust 2012
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ions, Continued
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Ifica

Formal Quali

Findings

Details of Qualifications in this category are reflected in the graph below
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SABC »°

Findings: Formal Qualifications, Continued

Analysis of

NQF Level 8 NQF Leve! 8
ot
The most common areas of study in this category is Accounting, Psychology,
Com1m_mication and Human Resources '
Analysis of

NQF Level 6 — Thé.'h_.umber of NQF Level 6 _—'.89uaﬁﬁcations by division is reflected in the

8 by Division table below - -

NOF tevel 6 - 8 by Divislon

Commertizt Coctergfntsrpeises  Group Senvces

Techadlogy
Erterprises Operations

aTotsl
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SABC »

Findings: Formal Qualifications, Continued

Analysis of News, Radio, and Commercial Enterprises have relatively high numbers of
NQF Level 6—  employees with qualifications in NQF Level 6 - 8.
8 by Division

The results and findings discussed above reflect generally well qualified

employees in a variety of areas within a population that has participated in the
exercise.

Findings: Acquired Skills

Training interventions and acquited skills depicted in the following graphs are
not indicative of the number of employee who participated in the exercise;
they depict a collection of skills and training interventions held by all
individual employees who participated in this exercise. It should also be noted
that one employee may have more than one acquired skill/competency and
have attended more than one training intervention,

SABC Skills The detailed SABC Skills Profile (Top 30 Skills) is reflected in the graph
Profile below o R

Analysis of Skills (SABC) -

REIR-S
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Commercial
Enterprises
Skills Profile

The top five skills (a skill that most employees indicated that they had across
the SABC) are as follows: team work, handling of pressure, self motivation
skills and keeping confidential information and they are detailed orientated.

The programming content creation skills, news reporting, auditing skills,
performance management and entertainment skills are in the bottom 10 of the

graph, Given the nature of the business of the SABC this anomaly needs
immediate attention.

Analysis of acquired skills per division is represe_nt_é.d in the graphs below

Commaercial Enterprises Skills Profile

50 17y

uTota!
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News Skills Profile

147] 146§ 1467 445

43

300

250

u Total

Lz98ed

[Employee Skills & Qualifications Profite - August 2012



Provincial Operations Skills Profile
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Technology Skills Profile
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Television Skills Profile
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SABC

Findings: Courses/Programmes

There are over 130 different course categories on the SABC Qualifications
Catalogue with well over 1,000 different interventions. To make sense of the
results of this exercise, the document only concentrates on the top 30 courses

or training interventions attended in each division as well as across the
SABC.

The top 30 training courses attended by employees across the SABC are
reflected in the graph below:

The areas in which staff members are most__tre_iined i1_1 are the following:

General courses (without SpeCiﬁC field of study)
Self - Management

General Management

SAP

Communications Skills

Research SR

Learning & Dev_elopm_ent

The General Area meludes over 200 different courses which are not classified
into a specific field of study hke Selvme Excellence 1SO14001, bookkeeping,
teiephone ethuette etc. '

Commercial The tdp'30_trai_;f1_'ing courses attended by employees in Commercial Enterprise
Enterprise . are reflected in the graph below:

Top Courses - Commercial Enterprises
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Top Courses - Radio
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SABC

Technology The top 30 training courses attended by employees in Technology are
reflected in the graph below:
Top Courses - Technology
. m
Television

The top 30 training coutses attended by employees in Television are
reflected in the graph below:

Top Courses - Television

[t is observed that training interventions differ substantiaily between
divisions; this is possibly due to different functional needs found in each
division,

A number of functional training courses are however included in the
General category on the SABC’s Qualifications Catalogue
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