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What is the process of implementing skills 
development within an organisation? 
 
With the implementation of the amended B-BBEE ‘codes of good conduct’, new 
scorecard criteria have caused great concern across numerous industries. With the 
requirements to maintain and increase B-BBEE levels substantially in most areas of 
compliance, the adjusted weighting sections, especially Skills Development, 
becomes more attractive to businesses. 

Skills Development is one of the three priority elements, and if an organisation fails 
to obtain at least 40% of the points allocated in any of these elements, its rating will 
be dropped by one level. 

How to score: 

1. Businesses must comply with the Skills Development and Skills Development 
Levies Act 
2. The business’ workplace Skills Plan, Annual Training Report including the Pivotal 
Training Report must be submitted to the business’ registered SETA for approval 
3. Businesses should implement priority skills for black people 
4. One positive change to the new amended codes, is that training on all black 
people counts towards points under this element with a high emphasis on 
unemployed and disabled Learnership Programmes. 

A challenging part of the new amended codes is the introduction of the EAP 
demographic representation targets. This means that you not only have targets for 
black people, but that targets are split between African, Coloured and Indian 
demographics and further into male and female respectively, all based on South 
African demographical figures. Another challenge is the high target of 6% of the 
company’s payroll to be paid towards Skills Development. This makes this the most 
expensive elements on the scorecard. 

SKILLS DEVELOPMENT ROADMAP 
 
See Skills Development Infographic for more information. 
 
See Skills Development Roadmap for more information. 
 

SETA’s require Generic organisations to appoint a Skills Development Facilitator 
(SDF) to facilitate skills planning, development and reporting within their 
organisations. 

The appointment of an SDF and Training Committee (training committee only 
required where the organisation has more than 50 employees) within an 
organisation is necessary to ensure that a proper Needs & Skills Gap Analysis is 
done to determine the skills gaps not only within the organisation but also in 
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addressing the Sector Skills Plan, the upskilling of employees through progressive 
training and personal development plans (lifelong learning/career paths) as well as 
applying for and managing grants received for funding these programmes, 
learnerships and internships. 
 
Once a Needs & Skills Gap Analysis has been completed a Skills Matrix is compiled 
that clearly highlights the training needs within an organisation per employee and 
the required training intervention. 
 
An Analysis Report is submitted to management and the training committee. 
An Analysis Report would contain the following content: 

Based on the Analysis Report, a Training and Development Plan will be developed 
that will include all planned training interventions per employee. The Training and 
Development Plan will form the basis of the Skills Development Plan (SDP) that 
each levy paying organisation is required to submit to their relevant SETA’s by no 
later than the 30th April each year.  Organisations submitting their Skills 
Development Plan for the 2nd year are required to also submit an Annual Training 
Report (ATP) of the actual training that was provided the previous year. Variances 
between the Skills Development Plan and the Annual Training Report need to be 
justified when submitting. This is to ensure organisations take training seriously and 
encourage them to give thoughtful consideration to the planning and 
implementation of their Skills Development Plan prior to submission. 
 

The submission of a Skills Development Plan doesn’t stop at submission but requires 
constant monitoring and evaluation throughout the year. Best practice would be for 
an organisation to review the plan on a quarterly basis and re-align the 
organisations training objectives accordingly. An organisation’s return on 
investment can be measured by the trained employees change in behaviour, 
productivity and ultimately increased profitability of the organisation. 


