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Definition of Concepts 

ACH Sub-sector A sub-sector within CATHSSETA’s scope covering artwork and media 
production, creative and cultural events, and historic venues. 

ATR A report submitted annually by employers to SETAs, outlining the training 
and development activities completed by said employer in the past year 

Change Driver Key factors that change a sector and cause it to develop in a specific way, 
impacting skills demand and supply within said sector 

Digital 
Transformation 

The process of integrating digital technologies into all areas of an 
organisation to improve operations, enhance customer experiences, and 
create new business models, ultimately driving efficiency, innovation, and 
competitiveness. 

Discretionary Grant Funding allocated by SETAs to support the provision of PIVOTAL or learning 
programmes, including learnerships, WIL, internships, bursaries, skills 
programmes and artisans. 

Emerging 
Occupations  

New or evolving occupations that arise from factors driving change in the 
sector, such as technological innovation, changing consumer preferences, 
or shifts in industry practices.  

Fourth Industrial 
Revolution (“4IR”) 

An era where people are using smart, connected and converged cyber, 
physical and biological systems and smart business models to define and 
reshape the social, economic and political spheres. 

HTFV A vacancy (occupation) that an employer was unable to fill within 12 months, 
or where it took longer than 12 months for the employer to find a suitably 
qualified and experienced candidate. 

Mandatory Grant A grant paid to levy-paying employers for submitting Workplace Skills Plans 
(“WSPs”) and Annual Training Reports (“ATRs”). 

Monitoring and 
Evaluation 

A systematic process of collecting, analysing, and using information to track 
progress, measure outcomes, and assess the effectiveness of programmes, 
projects, or strategies. 

Occupation A set of job tasks characterised by such a high degree of similarity that they 
can be grouped together for the purposes of the classification. 

Qualitative Data  Qualitative data refers to non-numerical information that is descriptive in 
nature. 

Quantitative Data  Quantitative data, consists of numerical information or data that can be 
measured and expressed using numbers. 

Skills Gaps Discrepancies between the skills an employee has available and the skills 
required by said employee to undertake specific roles and job tasks 
successfully. 

Soft Skills  Soft skills, also known as interpersonal skills or personal attributes, are non-
technical skills that are valuable in the workplace and contribute to an 
individual's effectiveness in performing their job duties and interacting with 
others. 
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SPOI List A list of priority occupations identified as occupational shortages by the 
sector through research and which are planned to be addressed through a 
variety of interventions in a specific financial year. 

Strategic Skills 
Priority Actions  

Targeted interventions and programmes identified by a SETA to address 
critical skills gaps, respond to sectoral change drivers, and support national 
development priorities. 

Technical Skills  Specific abilities, competencies, and proficiencies that allow employees to 
perform specific tasks related to their role. 

Upskilling To provide someone (such as an employee) with more advanced skills 
through additional education and training. 

WSP A plan submitted annually by employers to SETAs, outlining skills 
development needs and planned training. 
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Executive Summary  

Chapter 1: Sector Profile: This chapter provides an overview of the Arts, Culture and 
Heritage (“ACH”) sub-sector, including the scope of coverage, key role players, employer and 
employee profiles, labour market analysis and skills implications resulting from the profile and 
conditions of the sector. The sector predominantly comprises small enterprises, with 98.5% of 
levy-paying entities classified as small, with a predominance of informal employment also 
being noted. The predominance of SMMEs in the sub-sector highlights the need for 
CATHSSETA to prioritise SMME support and development. Within the sub-sector, it is noted 
that the arts industry has the largest number of employers, followed by culture and then the 
heritage industry. The Employer Profile and employment patterns reveal regional disparities, 
with Gauteng, KwaZulu-Natal, and the Western Cape exhibiting the highest job density. 
Workforce demographics show that Black African employees form the majority across all 
industries, followed by White employees, with lower representation of Coloured and 
Indian/Asian individuals. Gender representation is relatively balanced. Currently, people with 
disabilities account for less than 2% of the workforce across each of the industries, indicating 
a need for targeted advocacy and inclusive skills development interventions to improve their 
participation in the sub-sector. The chapter concludes by highlighting the skills development 
initiatives for the labour market to keep abreast  of economic developments and industry 
trends. 

Chapter 2: Key Skills Change Drivers: This chapter identifies the key skills change drivers 
and national strategies and plans that are impacting skills demand and supply in the ACH sub-
sector. Key change drivers identified include; the growth of social media platforms, 
globalisation and internationalisation, enhancements in digital technologies, increased calls 
for inclusivity and representation in content, economic pressure, entrepreneurship and the gig 
economy and climate change and sustainability. These change drivers have various 
implications for skills planning, increasing the need for various competencies such as social 
media marketing, digital literacy, entrepreneurship and business skills, cultural sensitivity and 
community engagement and green production skills. To respond to the changing skills needs, 
CATHSSETA will need to consider funding relevant upskilling initiatives, partnerships with 
other SETAs and training providers, and qualification framework updates to ensure they 
remain relevant. The chapter also outlines relevant national policies and strategies that guide 
CATHSSETA’s skills planning efforts. This includes policies such as the Revised White Paper 
on Arts, Culture and Heritage, the National Development Plan (“NDP), the Mzansi Golden 
Economy (“MGE”) Strategy and the Cultural and Creative Industries Masterplan, amongst 
others. Aligning skills development initiatives with the national priorities identified in the various 
policies and strategies, as well as with the evolving skills needs will be key. 

Chapter 3: Sectoral Skills Demand And Supply Analysis: This chapter presents an 
analysis of the sectoral skills demand and supply, including HTFVs,  skills gaps, emerging 
occupations as well as the current educational profile of ACH employees and the state of 
education and training provision. The analysis reveals skills gaps across various occupational 
levels within the various industries. In the arts industry, prominent skills gaps include 
communication skills, conflict management and advanced computer, IT and software skills, in 
the culture industry skills gaps identified included first aid, occupational health and safety and 
entrepreneurship whilst communication, digital literacy and cultural sensitivity were identified 
in the heritage industry. Prominent HTFVs include sound technicians (arts industry), hotel 
managers (culture industry), and non-manufacturing operations managers (heritage industry). 
Emerging occupations driven by technological advancements and digitalisation and national 
strategies include social media managers, digital media designers, arts and costume 
administrators, digital graphic designers, digital marketing specialists, marketing and 
distribution specialists and live streaming and digital conferencing coordinators. Supply-side 
analysis reveals both opportunities and constraints in the potential pipeline of talent coming 
into the sub-sector. Addressing throughput and aligning the curricula to industry needs will be 
key. The chapter underscores the need for industry-responsive training and better alignment 
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between qualification supply and occupational demand to close skills gaps and strengthen the 
workforce for current and future needs. 

Chapter 4: SETA Partnerships: This chapter explores potential partnerships that can be 
pursued in the ACH sub-sector to advance CATHSSETA’s mandate. Proposed collaborations 
include engagements with MICT SETA and other training providers  to support skills 
development in response to emerging technologies and ensure ACH qualifications remain 
aligned with evolving sector needs. Stakeholder feedback emphasises the need to extend 
CATHSSETA’s reach in rural areas and enhance support for graduates and SMMEs, 
prompting partnerships with community-based organisations (“CBOs”) and social enterprises 
as well as partnerships with sector-specific incubators. Additionally, to improve the low 
representation of people with disabilities, partnerships with organisations promoting workplace 
integration for people with disabilities are recommended. These recommended partnerships 
aim to integrate relevant skills training into ACH qualifications and broaden access, inclusivity, 
and opportunities across the sub-sector. 

Chapter 5: SETA Monitoring And Evaluation: This chapter highlights CATHSSETA's 
current approach to M&E and notes how sub-sectoral nuances may be accounted for. While 
the SETA employs a standard M&E framework ensuring consistent data collection and 
reporting, tailoring elements like Theories of Change to sub-sector contexts is essential to 
capture each sub-sector’s unique conditions. The chapter captures potential challenges 
limiting CATHSSETA’s M&E and recognises approaches that may be adopted to overcome 
these challenges. 

Chapter 6: Strategic Skills Priority Actions: This chapter summarises the key skills 
implications from each chapter and outlines the SETA's strategic skills priorities, including 
providing support and regulatory protections for freelancers and gig workers, addressing 
provincial disparities in training access, providing specialised training in cultural sensitivity and 
community engagement, promoting the inclusion of youth and persons with disabilities in the 
sector and ensuring foundational digital literacy skills amongst individuals in the sector. The 
chapter also discusses planned measures in response to change drivers and national 
strategies and plans. 
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Research Methodology 

This section outlines the research process followed in developing this sub-sectoral skills plan 
for period 2025 to 2030 for the ACH sub-sector. As part of the project both primary and 
secondary research was conducted in order to gather the qualitative and quantitative data 
used to inform the findings presented in this Report. The figure below illustrates the process 
adopted. 

Figure 1: SSP Development Process 

 

As can be seen above, a variety of sources were consulted as part of the Project. Initially, 
desk-based research was conducted to gather information on the economic performance of 
the sub-sector, labour market and employment trends,  provincial or sub-sector employment 
patterns, and the number of people employed within the sector. Additionally, research was 
conducted on key skills change drivers affecting the sector, as well as the state of education 
and training provision. Secondary data sources consulted included economic and employment 
figures from Statistics South Africa (“Stats SA”), the South African Cultural Observatory 
(“SACO”), the International Labour Organisation (“ILO”), and National Treasury, amongst 
others.  

In addition to the desk-based research, Mandatory Grant (“MG”) data submitted for the 
2025/2026 financial year was analysed. The MG applications contain Workplace Skills Plan 
(“WSP”) data, which provides insights into the employee profile, skills gaps, hard-to-fill 
vacancies, and skills needs of employers in the sector. Furthermore, the employer profile data 
was obtained from the South African Revenue (“SARS”) file, which details the number of SETA 
levy payers by sub-sector, size of entity and geographical location.  

Lastly, and in order to validate insights obtained through desk-based research and from the 
analysis of the MG data, consultations were conducted with key stakeholders in the ACH sub-
sector, including Employers, Training Providers and other key informants such as industry 
associations and CATHSSETA representatives. Overall, a total of 176 stakeholder 
consultations were done across online surveys, interviews and focus groups. Insights from 
these consultations were analysed and included where relevant in the SSP. 
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Stakeholder 
Engagement 
(qualitative 
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1 Chapter 1: Sector Profile  

1.1 Introduction 

The scope of CATHSSETA encompasses six sub-sectors, including the Arts, Culture, and 
Heritage (“ACH”) sub-sector. The ACH sub-sector comprises organisations in the artwork and 
media production, creative and cultural, and heritage industries. Organisations within these 
industries play a critical role in the socio-economic and cultural development of South Africa. 
Drawing on a range of data sources such as Workplace Skills Plans (“WSPs”), national 
statistics, economic projections, and research findings, this chapter is aimed at defining the 
ACH sub-sector's profile. This includes defining the coverage of the sub-sector (in terms of 
the Standard Industrial Classification (“SIC”) codes), as well as highlighting key stakeholders, 
evaluating the economic performance, and examining the impact of economic shifts on labour 
dynamics within the sub-sector. 

1.2 Scope of Coverage  

Each sub-sector within the broader scope of CATHSSETA is categorised according to the SIC 
codes, this also applies to the ACH sub-sector. The table below outlines the scope of the ACH 
sub-sector according to allocated SIC codes of primary activities.  

Table 1: ACH Industry Scope by SIC Code  

Industry SIC Code SIC Description 

Arts 96140 Dramatic arts, music and other arts activities 

96141 Activities of artists and entertainers 

96142 Activities of theatre and entertainment technicians 

96143 Production of ‘live’ theatrical and artistic events 

96144 Activities of arts councils and other related institutions 

96492 Activities of casting for motion pictures, television and theatre productions 

9005 Production of Designer Goods  

9006 Production of Functional Wares  

Culture  9003 Production of craft art  

9004 Production of traditional art 

9007 Production of souvenirs 

96190 Other entertainment activities N.E.C. 

Heritage  96323 Management and operation of museum, cultural and heritage activities 

96320 Museum activities and preservation of historical sites 

96322 Provision for management and operation of monuments, historical sites 
and buildings 

1.3 Key Role-Players in Sector  

The South African economy's skills development needs demand for a cohesive and integrated 
Post School Education and Training (“PSET”) system. This system is guided by the National 
Skills Development Plan (“NSDP”), which outlines strategic priorities and outcomes to 
enhance skills development across all economic sectors, including the arts, culture, and 
heritage industries. 

The table below illustrates the key role players that operate within the realm of CATHSSETA’s 
ACH sub-sector. These role players collaborate within the PSET system to support 
CATHSSETA in fulfilling its mandate and support the achievement of key NSDP outcomes. 



Final ACH Sector Skills Plan 

 

 

P a g e  15 | 103 

They also engage in strategic partnerships and skills development initiatives to assist 
CATHSSETA in achieving its skills needs and drive economic growth by 2030.  

Table 2: Key Role-Players in the ACH Sub-Sector 

Stakeholder 
Group Role-Player 

Role in Skills 
Development/Education and 
Training  

NSDP Outcome Alignment 

Government 
and Public 
Entities  

Department of 
Sports, Arts and 
Culture (“DSAC”) 

Promotes skills development by 
supporting education and training 
initiatives that preserve and 
advance South Africa’s cultural, 
heritage, and linguistic diversity. 
Also facilitates sector 
transformation through 
programmes that contribute to 
nation building, social cohesion, 
and inclusive participation in the 
ACH sub-sector (South African 
Government, 2023). 

By promoting access to learning programmes and 
encouraging sector participation in critical skills 
development, DSAC contributes directly to improving 
the level of skills in the South African workforce 
(Outcome 3). DSAC also supports initiatives that 
encourage worker-led training interventions, fostering 
partnerships with industry organisations to better 
identify and address sector-specific skills gaps 
(Outcome 7). 

Department of Higher 
Education and 
Training (“DHET”) 

Oversees skills development, 
qualification frameworks, and 
PSET institutions (DHET, 2025). 

The DHET drives national skills planning by setting 
priorities for occupations in high demand and 
supporting the development of responsive 
qualifications, directly contributing to identifying and 
increasing the production of priority occupations 
(Outcome 1). 

South African 
Qualifications 
Authority (“SAQA”) 

Oversees the registration and 
recognition of qualifications on the 
NQF (SAQA, 2025). 

SAQA supports career development services through 
the maintenance of the National Qualifications 
Framework (“NQF”), which provides clear articulation 
and recognition of learning achievements (Outcome 8). 
SAQA also promotes access to career information and 
qualification pathways, helping learners and workers 
make informed decisions about education, training, 
and employment opportunities, thereby enhancing 
lifelong learning and career progression (Outcome 4). 

Quality Council for 
Trades and 
Occupations 
(“QCTO”) 

Develops occupational 
qualifications and ensures quality 
in occupational learning (QCTO, 
2025). 

QCTO contributes to Outcome 1 by developing 
occupational qualifications that address high, 
intermediate, and elementary skill levels, the QCTO 
supports the identification and increased production of 
occupations in high demand. Through its mandate to 
develop occupational qualifications, the QCTO 
increases access to occupationally directed 
programmes, especially at intermediate and high skill 
levels (Outcome 4). The QCTO also enhances skills 
development support for entrepreneurship by ensuring 
qualifications include entrepreneurial competencies 
that can lead to the establishment of new enterprises 
and cooperatives (Outcome 6).  

National Skills Fund 
(“NSF”)  

Provides funding for priority skills 
development programmes, 
including bursaries, learnerships, 
and infrastructure support for 
PSET institutions, with a focus on 
inclusion and national development 
priorities (DHET, 2025).  

By supporting bursaries, learnerships, and targeted 
sector programmes, the NSF contributes directly to 
improving the level of skills in the South African 
workforce (Outcome 3), increasing access to 
occupationally directed programmes (Outcome 4), and 
identifying high-demand occupations (Outcome 1). Its 
role in funding training infrastructure and public college 
initiatives also supports the growth of the public 
college system (Outcome 6), while its support for 
career guidance initiatives contributes to strengthened 
career development services (Outcome 8). 
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Stakeholder 
Group Role-Player 

Role in Skills 
Development/Education and 
Training  

NSDP Outcome Alignment 

National Skills 
Authority (“NSA”)  

Advises the Minister on national 
skills policy and strategy, monitors 
NSDP implementation, and 
promotes inclusive skills 
development across sectors 
(National Skills Authority, 2022). 

The NSA supports the identification and increased 
production of occupations in high demand (Outcome 
1), particularly by ensuring that skills planning 
mechanisms consider the needs of the ACH sector. It 
also contributes to Outcome 7 by encouraging worker-
led training initiatives that promote participation from 
underrepresented groups. In addition, the NSA 
strengthens career development services by facilitating 
stakeholder collaboration and oversight of SETA and 
institutional performance (Outcome 8). 

Department of Trade, 
Industry, and 
Competition (“DTIC”) 

Supports economic development 
by investing in skills programmes 
across sectors, including cultural 
and creative industries, through 
partnerships and policy initiatives 
(DTIC, 2022).  

By identifying and supporting high-demand 
occupations within the creative economy, the DTIC 
contributes to Outcome 1. Through sector-specific 
partnerships that strengthen workforce capacity in the 
ACH sub-sector, it also supports Outcome 3. 
Additionally, the DTIC's investment in industry-linked 
training infrastructure and collaboration with TVET 
institutions aligns with Outcome 6 by supporting the 
growth of the public college system. 

National Lotteries 
Commission (“NLC”) 

Provides grant funding for arts, 
heritage, and cultural projects 
(NLC, 2025). 

NLC supports sectoral growth and capacity building 
through its funding initiatives. By investing in projects 
that promote community development, cultural 
enrichment, and social well-being, the NLC helps 
foster economic growth and enhances the capacity of 
organisations within the nonprofit and public sectors 
(Outcome 3).  

Commission for the 
Promotion and 
Protection of the 
Rights of Cultural, 
Religious and 
Linguistic 
Communities (“CRL 
Rights Commission”) 

Promotes the preservation and 
advancement of cultural, religious, 
and linguistic rights by supporting 
inclusive education and the 
recognition of indigenous 
knowledge systems. Through its 
advocacy, the Commission 
encourages the incorporation of 
diverse cultural practices into 
education and training frameworks 
(CRL Rights Commission, 2024) 

The CRL Rights Commission contributes to Outcome 3 
by promoting inclusive, community-based approaches 
to skills development through its mandate to protect 
and advance the rights of cultural, religious, and 
linguistic communities. It engages directly with these 
communities to recognise and support indigenous 
knowledge holders and traditional practitioners, 
helping to expand participation in learning among 
historically marginalised groups. It supports Outcome 5 
by advocating for the formal recognition of indigenous 
knowledge systems within the national education and 
training framework. This includes working to ensure 
that public institutions, such as community education 
and training (“CET”) colleges, acknowledge and 
incorporate local cultural practices and community-
driven learning into their programmes, thereby 
broadening access to, and increasing the inclusivity of 
learning opportunities. 

Employer 
Organisations  

National Arts Council 
(“NAC”) 

Plays a crucial role in funding and 
facilitating artistic and cultural 
initiatives that contribute to the 
country’s creative economy and 
heritage preservation (NAC, 2025). 

The NAC supports the development of skills in the arts 
sector by funding education and training initiatives, 
which improves the level of skills in the South African 
workforce (Outcome 3) and by promoting partnerships 
with TVET and CET Colleges to grow opportunities for 
young and emerging artists, thus contributing to 
supporting the growth of the public college system 
(Outcome 5). The NAC also increases access to 
occupationally directed programmes by funding 
structured learning opportunities such as bursaries, 
internships, and sector-specific training projects for 
emerging artists and cultural workers (Outcome 4).  

National Heritage 
Council (“NHC”) 

Drives the preservation and 
promotion of heritage through 

The NHC promotes inclusive participation in the 
heritage sector by supporting community-based 
projects, internships, and heritage education 
programmes that create pathways into employment, 
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Stakeholder 
Group Role-Player 

Role in Skills 
Development/Education and 
Training  

NSDP Outcome Alignment 

policy advocacy and funding (NHC, 
2023). 

thereby helping to address the low level of youth 
employment (Outcome 4). The NHC also contributes 
to career awareness and development by collaborating 
with institutions and stakeholders to promote heritage-
related career opportunities and lifelong learning, 
aligning with efforts to strengthen career development 
services (Outcome 8). 

National Film and 
Video Foundation 
(“NFVF”) 

Promotes film industry 
development through funding, 
training, and policy implementation 
(NFVF, 2025). 

The NFVF leverages its networks to support the 
identification and production of high-demand 
occupations within the film industry (Outcome 1). 
Through partnerships and strategic collaborations, 
NFVF enhances workforce development by promoting 
relevant qualifications and training pathways that 
directly address sectoral skills shortages. In addition, 
NFVF facilitates opportunities for workplace-based 
learning and internship programs, supporting Outcome 
3 by improving the level of skills in the South African 
workforce and creative sector. 

South African 
Heritage Resources 
Agency (“SAHRA”) 

Facilitates skills development in the 
heritage sector by supporting 
training, workplace-based learning, 
and collaboration with stakeholders 
to advance heritage resource 
management. Through its mandate 
to preserve the national estate i.e., 
all heritage resources of cultural 
significance or other special value, 
including archeological sites, 
historical buildings and structures, 
and cultural objects etc.), SAHRA 
helps build capacity and skills 
within the heritage industry 
(SAHRA, 2025) 

SAHRA plays a critical role in preserving cultural 
heritage through effective management of heritage 
resources. Furthermore, by facilitating the 
development of specialised qualifications and skills 
pathways, SAHRA identifies high-demand occupations 
(Outcome1). The agency also fosters workplace-based 
learning and collaboration with stakeholders in the 
heritage sector, ensuring sustainable development and 
the advancement of cultural heritage management 
practices across South Africa (Outcome 4). Moreover, 
SAHRA is committed to skills development and mainly 
within the heritage sector, thereby creating 
employment opportunities for graduates entering the 
job market as well as experienced professionals 
(Outcomes 1 and 3). 

Arts and Culture 
Trust (“ACT”) 

Provides grants and capacity-
building support for arts 
organisations and practitioners, 
including skills development and 
entrepreneurship training (Arts and 
Culture Trust, 2025). 

ACT contributes to Outcome 3 by improving the level 
of skills in the arts sector through training and 
mentorship initiatives. It also supports Outcome 6 by 
enhancing the institutional capacity of small 
organisations and encouraging sustainable career 
development in the creative economy. 

Independent 
Producers 
Organisation (“IPO”) 

Represents, protects and promotes 
the interests of independent film, 
TV, and digital producers; 
advocates for industry 
development (IPO, 2025). 

The IPO supports Outcome 1 by identifying emerging 
occupations within the film and media industry, 
ensuring that production skills align with market 
demands. IPO also contributes to Outcome 2 by 
facilitating workplace-based learning and offering 
mentorship, creating pathways for skills development 
and career progression in film production. Overall, 
through collaboration with educational institutions, IPO 
plays a vital role in ensuring a pipeline of qualified 
professionals within the sub-sector. 

Organised 
Labour  

Creative Workers 
Union of South Africa 
(“CWUSA”) 

Advocates for the rights, fair 
working conditions, and 
professional development of 
creative workers (CWUSA, 2019) 

CWUSA contributes to Outcome 7 by promoting 
worker-led training and development. It also supports 
Outcome 8 by advancing career progression through 
advocacy, skills recognition, and sector representation. 

South African Guild 
of Actors (“SAGA”) 

Advocates for fair working 
conditions, contracts, and 
professional development for 
performing artists (SAGA, 2025). 

The Guild fosters socio-economic opportunities by 
advocating for better working conditions, fair wages, 
and professional growth opportunities, creating a more 
sustainable creative sector (Outcome 7). It further 
supports career development services through 
mentorship, workshops, and industry connections, 
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Stakeholder 
Group Role-Player 

Role in Skills 
Development/Education and 
Training  

NSDP Outcome Alignment 

ensuring actors and artists are equipped with the skills 
and resources to advance their careers (Outcome 8). 

Education and 
Training 
Institutions  

Technical and 
Vocational Education 
and Training(“TVET”) 
Colleges  

Deliver occupationally directed 
programmes to develop technical 
skills relevant to the ACH sector, 
particularly in craft, design, and 
production (Mail and Guardian, 
2023).  

TVET colleges contribute to Outcome 4 by increasing 
access to occupationally directed programmes. They 
also support Outcome 6 by strengthening the public 
college system through partnerships with ACH 

organisations. 

Private Training 
Providers  

Offer accredited and non-
accredited short courses, skills 
programmes, and practical training 
relevant to industry needs (World 

Bank Group, 2020) 

Private providers support Outcome 3 by addressing 
specific skills gaps and improving workforce 
capabilities. They also contribute to Outcome 4 by 
offering flexible access to occupationally relevant 

training. 

Universities and 
Universities of 
Technology (“UoTs”) 

Deliver academic and professional 
qualifications relevant to arts, 
culture, and heritage, and support 
research, innovation, and 
postgraduate skills development. 

UoTs contribute to Outcome 1 by supporting high-level 
skills and research in ACH disciplines. They also 
advance Outcome 4 by offering occupational 
qualifications and structured learning pathways. 

Community 
Education and 
Training (“CET”) 
Colleges  

Provide foundational and 
community-based learning that 
supports second-chance education 
and pathways into vocational or 
higher learning (DHET, 2025) 

CET colleges contribute to Outcome 4 by providing 
access to occupational programmes. They also 
promote Outcome 8 through career awareness and 
foundational skills development in underserved 
communities. 

Sub-sector specific 
Training Institutions 
(e.g., AFDA, BASA 
etc)1 

Deliver specialised training in film, 
performing arts, and cultural 
management tailored to ACH sub-
sector needs. 

These institutions contribute to Outcome 3 by 
enhancing the skills base in the ACH sub-sector 
through industry-relevant curricula and partnerships. 

1.4 Levy-Paying Employer Profile  

The ACH sector comprises a diverse range of employers, including large institutions, small 
and medium enterprises (“SMEs”), and individual practitioners. While, outside of CATHSSETA 
levy paying companies, precise data on employer size is limited, the sector is characterised 
by a significant number of SMEs and independent artists who contribute to its vibrancy and 
diversity (CCI, 2022). Insights from the 2022 Mapping Study of the Cultural and Creative 
Industries conducted by the South African Cultural Observatory (“SACO”) (SACO, 2022), and 
the South African Yearbook for Arts and Culture published by the Government Communication 
and Information System (“GCIS”) (GCIS, 2019) which that there are approximately 27 700 
organisations in the creative sectors overall, split across various sub-sectors. By aligning these 
sub-sectors to the ACH industry, it may be estimated that there are approximately 14 404 
employers in the Arts industry, 7 285 in the Culture industry and around 350 in the Heritage 
Industry. 

The table below delineates the distribution of levy-paying entities within the ACH sub-sector 
for the 2025/26 period.  

 

1 See Appendix A for a full list of sector specific training institutions.  
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Table 3: ACH Sub-Sector - Number of Levy Paying Companies  

Industry 
Small 
(1- 49) 

Medium 
(50 - 149) 

Larger 
(150+) 

Number of 
Levy Paying 
Employers  

% in the 
Sub-

Sector  

Arts  586 7 3 596 48.4% 

Culture  582 3 3 588 47.8% 

Heritage  45 1 1 47 3.8% 

Total  1213 11 7 1231 100% 

Source: SARS Levy File (2025) 

From a total of 1 231 levy-paying companies in the ACH sub-sector, 596 belong to the arts 
industry, while 588 and 47 align with the culture and heritage industries, respectively. The data 
further demonstrates that most levy-paying entities in the ACH sub-sector are classified as 
small, with 98.5% of entities having less than 50 employees. 

In the arts industry it can be seen that of the 596 levy-paying companies, 586 of these are 
small, 7 are medium and 3 are large. The 3 larger organisations in this industry include Altius 
Trading 282, Original Cape Talent and Glenart Trading. In the culture industry, 582 of the levy-
paying companies are small, whilst 3, namely; KwaZulu-Natal Philharmonic Orchestra, 
24.Com Online Studio and Tiger Tiger are medium and 3, namely; Mmabana Arts, Culture 
and Sports Foundation, Gecosports and Grovedale Farm Enterprises are large. The heritage 
industry represents the industry with the fewest levy-paying organisations at 47, including 45 
small, 1 medium and 1 large. The medium sized organisations in this industry is the Robben 
Island Museum, whilst the large organisation is the Northern Flagship Institution. 

As part of the primary data collection process, respondents who participated in the survey 
were requested to provide an indication of the size of the organisation that they represented. 
The table below illustrates these results2. 

Table 4: ACH Sub-Sector – Size Distribution of Survey Respondents 

Industry Small 
(1- 49) 

Medium 
(50 - 149) 

Larger 
(150+) 

Arts  93% 5% 2% 

Culture  71% 5% 24% 

Heritage  75% 17% 8% 

The table below outlines the geographical distribution of levy paying companies per ACH 
industry.   

Table 5: ACH Sub-Sector – Provincial Distribution of Levy Paying Companies 

 
Industry 

Arts Culture Heritage 

Province 
Number of 
Companies 

% 
Number of 
Companies 

% 
Number of 
Companies 

% 

Gauteng   322 54% 271 46.1% 11 23.4% 

 
2 In considering the data received from the survey as it pertains to the profile of employers in the Sector is it important to note that this 
Study was not designed as a market sizing study. As a result, the input collected through survey respondents may be considered illustrative 
but does not necessarily reflect the complete employer composition of the industry. However, as a result of the data triangulation that was 
undertaken as well as the reaching of a point of saturation, further insights from primary research cited within other chapters of the Report 
may be considered reliable.  
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Industry 

Arts Culture Heritage 

Province 
Number of 
Companies 

% 
Number of 
Companies 

% 
Number of 
Companies 

% 

KwaZulu-Natal 49 8.2% 53 9% 5 10.6% 

Limpopo 2 0.3% 7 1.2% 0 0% 

Western Cape  172 28.9% 182 31% 20 42.6% 

Eastern Cape  23 3.9% 30 5.1% 3 6.4% 

Free State  4 0.7% 14 2.4% 5 10.6% 

Mpumalanga  7 1.2% 11 1.9% 1 2.1% 

North West  13 2.2% 17 2.9% 1 2.1% 

Northern Cape  4 0.7% 3 0.5% 1 2.1% 

Total  596 100% 588 100% 47 100% 

Source: SARS Levy File (2025) 

As shown above, amongst levy paying companies in the arts and culture industries, the largest 
proportion of organisations can be found in Gauteng (54% for arts and 46.1% for culture), 
highlighting its role as a hub for activity in the arts and culture industries across diverse creative 
domains including music production and licensing, theatre and performing arts, dance 
education, visual and digital arts, event technical services, and film and media production. In 
the case of the arts industry, the largest proportion of organisations in Gauteng are involved 
in activities of artists and entertainers, followed by dramatic arts, music and other arts 
activities. In the culture context, the majority of organisations are involved in other 
entertainment activities. In the arts industry, this is followed by organisations located in the 
Western Cape (28.9%) and KwaZulu-Natal (8.2%), with the largest proportion of organisations 
in both these provinces representing artist and entertainer activities. Similar trends were noted 
amongst survey respondents in the Arts industry, with the largest proportions of respondents 
representing organisations in Gauteng, Western Cape and KwaZulu-Natal. The remaining 
provinces each represent less than 5% of organisations in the arts industry. In the culture 
industry a significant concentration of organisations can be found in the Western Cape (31%). 
Similar to Gauteng, the majority of these organisations are involved in other entertainment 
activities. For the heritage industry, most companies are from the Western Cape (42.6%) and 
Gauteng (23.4%), with a significant majority of organisations in these provinces undertaking 
museum activities and the preservation of historical sites and buildings. A similar trend was 
noted in the survey with the largest proportions of respondents representing organisations in 
Gauteng.   

The concentration of organisations in certain provinces likely reflects provincial differences 
regarding access to infrastructure, resources, and institutional support. Insight from desk-
based research indicates that organisations within the cultural and creative industries often 
cluster in urban centres, where conditions for organisations in the sector to thrive are more 
prevalent. These include better infrastructure, increased access to markets and access to 
specialised skills (SACO, 2022). For example, cities offer the necessary resources for creative 
production, including access to equipment suppliers, rehearsal spaces, post-production 
facilities, and skilled freelance labour. In addition, cities offer larger, more diverse audiences 
and stronger demand for cultural goods and services  (SACO, 2022). 

As part of the primary data collection process, respondents who participated in the survey 
were requested to provide an indication of the province in which the head office of their 
organisation is located. The table below illustrates these results. 
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Table 6: ACH Sub-Sector – Provincial Distribution of Survey Respondents 

Province 
Industry 

Arts Culture Heritage 

Gauteng   35.5% 33.3% 25% 

KwaZulu-Natal 21.5% 42.9% 25% 

Limpopo 3.7% 14.3% 8.3% 

Western Cape  18.7% 0% 16.7% 

Eastern Cape  8.4% 4.8% 16.7% 

Free State  5.6% 0% 0% 

Mpumalanga  1.9% 0% 0% 

North West  4.7% 0% 8.3% 

Northern Cape  0% 4.8% 0% 

Source: Employer Survey (2025) 

As can be seen, across the various industries, similar to the levy-paying employer data, 
respondents that participated in the survey were typically found in more urban centres and 
provinces such as Gauteng and KwaZulu-Natal. 

1.5 Labour Market Analysis  

Developing a highly skilled workforce is essential for driving economic growth, reducing 
unemployment, and tackling poverty and inequality in the country. This section analyses the 
ACH sub-sector’s role in the national economy and labour market, highlighting its importance 
and the challenges it encounters in closing skills gaps.  

The ACH sub-sector is a significant contributor to South Africa’s economy. According to the 
South African Cultural Observatory (“SACO”) (2024), the cultural and creative industries 
contributed R161 billion to the country's GDP in 2020, representing just under 3% of South 
Africa’s total economic production. This positions the ACH sector on par with other key sectors 
such as agriculture. In terms of employment, the creative economy accounted for 
approximately 6% of all jobs in South Africa, translating to just under 1 million jobs. This 
underscores the sector's role not only in cultural enrichment but also in job creation and 
economic development (SACO, 2022). 

From a broader perspective, over the past three years, the South African economy has faced 
significant challenges and has shown relatively weak performance. Efforts have been directed 
toward addressing structural constraints, implementing the Economic Reconstruction and 
Recovery Plan (“ERRP”), and strengthening state capacity to enable sustainable growth 
(National Treasury, 2024). Despite these initiatives, economic growth has remained sluggish. 
Over the past decade, South Africa's GDP expanded by an average of just 0.7% per year. 
This slow growth trend has persisted in recent years. In 2024, the economy grew by only 0.6%, 
slightly down from the 0.7% recorded in 2023 (StatsSA, 2024). Furthermore, in the first quarter 
of 2025 the GDP was seen as just “keeping its head above water”, experiencing a marginal 
growth of 0.1% (StatsSA, 2025). Sustained long-term growth will largely depend on enhancing 
capacity in critical sectors such as energy, freight rail, and ports, and on removing structural 
obstacles that hinder economic activity (National Treasury, 2024).  

While the medium-term outlook has shown a slight improvement, with an average growth 
forecast of 1.6% over the next three years compared to the previous estimate of 1.4%, 
challenges such as load shedding, operational failures at major state-owned entities, and high 
living costs are still expected to negatively impact economic performance (National Treasury, 
2024). This broader economic context presents notable challenges for the ACH sub-sector, 
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which relies heavily on public investment, donor funding, and household discretionary 
spending (DSAC, 2017). Economic constraints may, therefore, limit the availability of public 
funding for ACH related training initiatives and infrastructure development, while lower 
consumer spending reduces demand for cultural products and experiences.  

In addition to funding constraints, the nature of employment in the ACH sub-sector poses 
further challenges. The sector is heavily reliant on freelance, project based, and event driven 
work, making it particularly vulnerable to economic shocks and downturns. While international 
literature and previous mapping studies suggest that the creative economy tends to grow more 
rapidly than other sectors during periods of economic expansion, the industry also contracts 
more sharply during downturns (SACO, 2022). For instance, SACO (2022) reported that 
between Q4 2019 and Q4 2020, employment in South Africa’s broader cultural and creative 
industries declined by approximately 85,000 jobs, representing a 30% drop in employment. In 
the same period, the live performance sector experienced revenue losses exceeding 70%, 
primarily due to lockdown restrictions that led to the cancellation of festivals, concerts, and 
theatre productions, as well as the closure of museums, cinemas, galleries, and heritage sites, 
and the suspension of other venue-based economic activities (DSAC, 2021). In contrast, other 
economic sectors experienced comparatively smaller declines. According to Statistics South 
Africa (StatsSA, 2020), total formal sector employment decreased by 6.6% (approximately 
671,000 jobs) between June 2019 and June 2020. Specifically, the trade industry lost 180,000 
jobs (8% decline), business services shed 140,000 jobs (6% decline), and manufacturing saw 
a reduction of 100,000 jobs (8.2% decline). These comparisons underscore the 
disproportionate impact of broader economic disruptions on the ACH sub-sector, highlighting 
its heightened vulnerability to economic shocks and the resulting volatility in employment 
prospects for artists, cultural workers, and heritage practitioners. 

Furthermore, in addition to the sub-sector’s vulnerability to economic shocks, employment 
within the ACH sub-sector is increasingly precarious and marked by high levels of informality. 
While the cultural and heritage industries reported high levels of full-time employment in 2017, 
with 88% of workers in permanent roles, more recent data indicates a broader shift toward 
part-time, contract-based, and freelance work across the sector. Currently, 43% of cultural 
jobs in South Africa are classified as informal, and 32% of individuals work as freelancers or 
independent contractors (ILO, 2022). This reflects a trend of growing employment instability, 
shaped by limited institutional support and inconsistent income streams.  

Despite these challenges, the ACH sector holds considerable potential for future growth and 
competitiveness. New areas such as digital content creation and creative services are 
reshaping labour demand and may offer opportunities for more sustainable forms of cultural 
employment (South African Cultural Observatory, 2025). Furthermore, the DSAC has 
identified the sector as a catalyst for economic growth and job creation, referring to it as the 
"new gold" of South Africa. Initiatives such as the Mzansi Golden Economy (“MGE”) 
programme aim to unlock this potential by facilitating job opportunities and supporting 
interventions designed to stimulate the sector (SACO, 2022). Furthermore, the NAC has 
reported significant achievements in promoting the arts industry. In the 2023/2024 fiscal year, 
the NAC supported 928 beneficiaries through various programmes, resulting in the creation of 
13,063 jobs. These jobs included positions for artists, performers, technical staff, and arts 
administrators, and were created through initiatives such as the Presidential Employment 
Stimulus Programme (“PESP4”), Annual Project Funding, and the Arts Organisation Support 
Funding (“AOSF”). These programmes enabled the implementation of community-focused 
projects, production of new artistic works, and capacity building in arts entrepreneurship. 
These achievements contributed to enhancing the sector's sustainability and competitiveness 
currently, with similar achievements being expected in the short-term future (NAC, 2024).  

1.6 Employee Profile  

This section provides an overview of the profile of employees in the ACH sub-sector. In the 
CATHSSETA and ACH sub-sector context it is noted that the sub-sector is predominantly 
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made up of small organisations (i.e. organisations with between 1 and 49 employees). As a 
result of this, the majority of organisations fall below the R500 000 threshold and are, 
therefore, not required to pay a Skills Development Levy. Furthermore, CATHSSETA faces a 
challenge with low submission rates amongst employers for Mandatory Grants. As a result of 
this, the data received through the WSP submissions is not always representative of the 
broader arts, culture and heritage industries. In light of this, and in order to supplement the 
data received from the WSP, a desk-based research and primary research exercise was 
conducted to provide an estimate of the number of employees and profile of employees in the 
ACH sub-sector. The results from this exercise are presented alongside the data from the 
WSP submissions. 

To estimate the number of and the profile of employees in the arts, culture, and heritage 
industries in South Africa, various steps were followed, drawing on both secondary and 
primary data sources. The process began with an estimation of the number of employers 
within each industry, based on desk-based research. Key references included the 2022 
Mapping Study of the Cultural and Creative Industries conducted by the South African Cultural 
Observatory (“SACO”) (SACO, 2022), and the South African Yearbook for Arts and Culture 
published by the Government Communication and Information System (“GCIS”) (GCIS, 2019). 
These sources were analysed and their data was apportioned to relevant sectors within the 
broader arts, culture, and heritage domains. In the second step, the total number of employees 
in each sector was estimated by considering the total number of organisations in each 
industry, their distribution by size (small, medium, and large), and average employee counts 
per company size category. Data from the SARs file was used as a proxy for determining 
average employment by organisation size, with the distribution in size across the industries 
estimated to be as follows: 

Table 7: Estimated Size Distribution per Industry 

Industry 
Estimated Distribution 

Small Medium Large 

Arts 98% 1% 1% 

Culture 99% 0.5% 0.5% 

Heritage 96% 2% 2% 

Source: SARS Levy File (2025) 

Finally, primary data obtained through a survey was used to profile the composition of the 
workforce. The profile derived from survey respondents was extrapolated to the broader 
industry using the total employee estimates developed in the preceding steps. 

The following table illustrates the number of employees in the arts, culture and heritage 
industries, as per the CATHSSETA WSP data. As can be seen organisations in the ACH sub-
sector that submit WSP data currently have 2778 employees, with most of these (48%) 
operating in the Arts industry. 

Table 8: Number of Employees in ACH Sub-sector – WSP Data 

Industry 
Number of 
Employees 

% in the 
Sub-

Sector  

Arts  1337 48% 

Culture  866 31% 

Heritage  575 21% 

Total  2778 100% 

Source: CATHSSETA WSP Data, 2025/26 
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The following table illustrates the total number of employees in the arts, culture and heritage 
industries as estimated using the methodology described above.  

Table 9: Number of Employees in ACH Sub-sector – Primary Research 

Industry 
Number of 
Employees 

% in the 
Sub-Sector  

Arts  70709 74% 

Culture  20878 22% 

Heritage  4394 5% 

Total  95981 100% 

Source: SARS Levy File, 2025; SACO, 2022; GCIS 2019 

The following table provides an indication of the geographical distribution of employees within 
the sector, as per the CATHSSETA WSP data.  

Table 10: Geographical Distribution of Employees in ACH Sub-sector – WSP Data 

Province 
Industry Total 

Arts Culture Heritage 

Eastern Cape 24 72 1 97 

Free State 10 0 0 10 

Gauteng 855 147 131 1133 

KwaZulu-Natal 78 437 0 515 

Limpopo 17 0 0 17 

Mpumalanga 28 0 0 28 

North West 0 3 0 3 

Western Cape 302 207 443 952 

Source: CATHSSETA WSP Data, 2025/26 

As can be seen, within the arts industry, the majority of employees are located in Gauteng 
(855), followed by the Western Cape (302). In the culture industry, the majority of employees 
are located in KwaZulu-Natal (437), the Western Cape (207) and Gauteng (147). In the 
heritage industry, employees can be found in the Western Cape (443), Gauteng (131) and the 
Eastern Cape (1). 

The following table provides an illustration of the geographical distribution of employees within 
the ACH sub-sector, using insights reported in the survey and the estimated number of 
employees in the industry.  

Table 11: Geographical Distribution of Employees in ACH Sub-sector – Primary Research3 

Province 
Industry Total 

Arts Culture Heritage 

Eastern Cape 1073 650 115 1838 

Free State 1794 304 192 2290 

Gauteng 21448 5876 2469 29793 

KwaZulu-Natal 7878 3005 192 11075 

 
3 Numbers in the table may not total the exact number of employees per industry due to rounding 
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Province 
Industry Total 

Arts Culture Heritage 

Limpopo 93 152 0 245 

Mpumalanga 327 238 38 603 

North West 606 2205 38 2849 

Northern Cape 187 65 38 290 

Western Cape 22422 8548 1475 32445 

Source: Employer Survey, 2025 

The following table provides an illustration of the gender of employees within the ACH sub-
sector, as per the CATHSSETA WSP data. As can be seen, there is a fairly equal distribution 
between males and females within the ACH sub-sector, with male employees being slightly 
more prominent.  

Table 12: Gender Distribution of Employees in ACH Sub-sector – WSP Data 

Industry Male Female  

Arts  696 641 

Culture  420 446 

Heritage  282 293 

Total  1398 1380 

Source: CATHSSETA WSP Data, 2025/26 

The following table provides an illustration of the gender of employees within the ACH sub-
sector, using insights reported in the survey and the estimated number of employees in the 
industry. As can be seen, similar to the WSP data, there is a relatively balanced gender 
distribution within the ACH sub-sector. 

Table 13: Gender Distribution of Employees in ACH Sub-sector – Primary Research 

Industry Male Female  

Arts  29623 41086 

Culture  8687 12191 

Heritage  1919 2475 

Total  40229 55752 

Source: Employer Survey, 2025 

The table below expands on the WSP analysis by providing an indication of the gender of 
employees within the ACH sub-sector, by major occupational group. 

Table 14: Gender Distribution of Employees by Occupational Group – WSP Data 

Occupational Group 
Arts Culture Heritage 

Male Female Male Female Male Female 

Clerical Support Workers 39 112 21 33 38 58 

Elementary Occupations 46 102 61 76 23 24 

Managers 177 93 64 96 29 42 

Plant and Machine Operators  

and Assemblers 
33 0 21 1 21 5 
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Occupational Group 
Arts Culture Heritage 

Male Female Male Female Male Female 

Professionals 173 166 48 30 51 56 

Service and Sales Workers 57 64 96 157 72 69 

Skilled Agricultural, Forestry, Fishery, 

Craft and Related Trades Workers 
23 3 20 2 9 1 

Technicians and Associate 
Professionals 

148 101 89 51 39 38 

Total 696 641 420 446 282 293 

Source: CATHSSETA WSP Data, 2025/26 

The tables below provide an indication of the equity distribution of employees by occupational 
group for the arts, culture and heritage industries, respectively, based on WSP data. As can 
be seen across all industries the majority of employees are Black: Africans, generally followed 
by White employees with the exception of the heritage industry where Black: Coloured 
individuals are more prominent. 

Table 15: Equity Distribution of Employees by Occupational Group – Art – WSP Data 

Occupational Group 
Black: 
African 

Black: 
Coloured 

Black: Indian/ 
Asian 

White 

Clerical Support Workers 105 24 3 19 

Elementary Occupations 136 10 0 2 

Managers 88 38 21 123 

Plant and Machine Operators and Assemblers 33 0 0 0 

Professionals 182 22 14 121 

Service and Sales Workers 101 8 0 12 

Skilled Agricultural, Forestry, Fishery, Craft  

and Related Trades Workers 
19 5 0 2 

Technicians and Associate Professionals 156 54 9 30 

Total 820 161 47 309 

Source: CATHSSETA WSP Data, 2025/26 

Table 16: Equity Distribution of Employees by Occupational Group – Culture – WSP Data 

Occupational Group 
Black: 
African 

Black: 
Coloured 

Black: Indian/ 
Asian 

White 

Clerical Support Workers 32 6 7 9 

Elementary Occupations 128 6 0 3 

Managers 78 18 11 53 

Plant and Machine Operators and Assemblers 19 1 1 1 

Professionals 32 11 7 28 

Service and Sales Workers 226 14 6 7 

Skilled Agricultural, Forestry, Fishery, Craft  

and Related Trades Workers 
20 1 0 1 

Technicians and Associate Professionals 93 16 6 25 
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Occupational Group 
Black: 
African 

Black: 
Coloured 

Black: Indian/ 
Asian 

White 

Total 628 73 38 127 

Source: CATHSSETA WSP Data, 2025/26 

Table 17: Equity Distribution of Employees by Occupational Group – Heritage – WSP Data 

Occupational Group 
Black: 
African 

Black: 
Coloured 

Black: Indian/ 
Asian 

White 

Clerical Support Workers 77 11 0 8 

Elementary Occupations 26 21 0 0 

Managers 42 21 2 6 

Plant and Machine Operators and Assemblers 17 9 0 0 

Professionals 63 31 4 9 

Service and Sales Workers 112 29 0 0 

Skilled Agricultural, Forestry, Fishery, Craft  

and Related Trades Workers 6 4 
0 0 

Technicians and Associate Professionals 57 17 0 3 

Total 400 143 6 26 

Source: CATHSSETA WSP Data, 2025/26 

The table below expands on the above by providing an estimation of the equity distribution of 
employees for the broader arts, culture and heritage industries, using data from the survey 
and the estimation detailed above. As can be seen, similar to the WSP data, across all 
industries the majority of employees are Black: Africans, generally followed by White 
employees. 

Table 18: Equity Distribution of Employees in ACH Sub-sector – Primary Research 

Industry 
Black: 
African 

Black: 
Coloured  

Black: 
Indian/ Asian 

White 

Arts 43747 6516 5304 15142 

Culture  12308 2508 2106 3957 

Heritage 3304 322 196 571 

Total 59359 9346 7606 19670 

Source: Employer Survey, 2025 

The tables below provides an indication of the age distribution of employees by occupational 
group for the arts, culture and heritage industries, respectively. As can be seen the largest 
proportion of employees within the various industries are between the ages of 35 and 55. In 
the arts industry this is closely followed by employees under the age of 35 indicating a 
relatively young workforce in this space. 

Table 19: Age Distribution of Employees by Occupational Group - Art – WSP Data 

Occupational Group Below 35 
Between 35 

and 55 
Above 55 

Clerical Support Workers 76 69 6 

Elementary Occupations 80 57 11 
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Occupational Group Below 35 
Between 35 

and 55 
Above 55 

Managers 40 179 51 

Plant and Machine Operators and Assemblers 6 23 4 

Professionals 184 133 22 

Service and Sales Workers 56 59 6 

Skilled Agricultural, Forestry, Fishery, Craft  

and Related Trades Workers 11 13 2 

Technicians and Associate Professionals 114 118 17 

Total 567 651 119 

Source: CATHSSETA WSP Data, 2025/26 

Table 20: Age Distribution of Employees by Occupational Group – Culture – WSP Data 

Occupational Group Below 35 
Between 35 

and 55 
Above 55 

Clerical Support Workers 27 26 1 

Elementary Occupations 58 76 3 

Managers 42 111 7 

Plant and Machine Operators and Assemblers 6 13 3 

Professionals 51 21 6 

Service and Sales Workers 119 125 9 

Skilled Agricultural, Forestry, Fishery, Craft  

and Related Trades Workers 
8 14 0 

Technicians and Associate Professionals 64 70 6 

Total 375 456 35 

Source: CATHSSETA WSP Data, 2025/26 

Table 21: Age Distribution of Employees by Occupational Group – Heritage – WSP Data 

Occupational Group Below 35 
Between 35 

and 55 
Above 55 

Clerical Support Workers 54 36 6 

Elementary Occupations 15 26 6 

Managers 8 50 13 

Plant and Machine Operators and Assemblers 6 12 8 

Professionals 40 49 18 

Service and Sales Workers 51 62 28 

Skilled Agricultural, Forestry, Fishery, Craft  

and Related Trades Workers 
3 5 2 

Technicians and Associate Professionals 18 47 12 

Total 195 287 93 

Source: CATHSSETA WSP Data, 2025/26 



Final ACH Sector Skills Plan 

 

 

P a g e  29 | 103 

The table below expands on the above by providing an estimation of the age distribution of 
employees for the broader arts, culture and heritage industries, using data from the survey 
and the estimation detailed above.  

Table 22: Age Distribution of Employees in ACH Sub-sector – Primary Research 

Industry Below 35 
Between 
35 and 55 

Above 55 

Arts 33420 26938 10352 

Culture  7232 9469 4177 

Heritage 2441 1536 416 

Total 43093 37943 14945 

Source: Employer Survey, 2025 

As can be seen across all industries the majority of employees are under the age of 35, 
followed by employees that are between the age of 35 and 55. It may be further noted that the 
culture industry has the largest proportion of employees that are above 55, whilst also having 
the smallest proportion of employees who are below 35. This indicates that there may be an 
aging workforce in this industry, potentially signalling the need to promote careers in the 
culture industry to school leavers. 

The table below outlines the number of people with disabilities (“PwD”) in the sector, as per 
WSP data. As can be seen, in the ACH sub-sector, a total of 0.7% of employees are currently 
living with a disability, with the largest number operating within the arts industry. 

Table 23: Disability Status of Employees in ACH Sub-sector 

Industry None PWD  

Arts  1328 9 

Culture  862 4 

Heritage  568 7 

Total  2758 20 

Source: CATHSSETA WSP Data, 2025/26 

The table below expands on the above by providing an estimation of the number of people 
with disabilities operating in the broader arts, culture and heritage industries, using data from 
the survey and the industry size estimation. As can be seen, a total of 1.08% of employees 
are currently living with a disability, with the largest number operating within the arts industry, 
whilst the largest proportion is represented in the culture industry. 

Table 24: Disability Status of Employees in ACH Sub-sector – Primary Research 

Industry None PWD  

Arts 70181 529 

Culture  20420 457 

Heritage 4346 48 

Total 94947 1034 

Source: Employer Survey, 2025 

1.7 Skills Implications 

The prevalence of informality, particularly in the arts and culture industries, necessitates 
upskilling and formalisation efforts for improving working conditions and access to support 
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services. The sector's vulnerability to external factors, such as economic instability, 
necessitates skills in adaptability, crisis management, and resilience.  

The composition of the sector shows that the majority of levy-paying entities in the sub-sector 
continue to be small (0-49 employees), indicating a need for CATHSSETA to continue 
supporting and prioritising SMME development in the sector.  

Activities and organisations in the ACH sub-sector appear to be largely concentrated in 
Gauteng, the Western Cape and KwaZulu-Natal, with less representation being noted in other 
provinces of South Africa. The absence of culture-related organisations in large parts of the 
country may result in potential access and equity gaps. This may signal a need for more 
targeted development efforts in underrepresented provinces, particularly in rural and semi-
rural areas, to foster broader participation and representation.  

Moreover, it may be noted that there is low representation of people with disabilities across 
the arts, culture and heritage industries. This, therefore, calls for targeted advocacy and 
inclusive skills development. CATHSSETA can address this by partnering with organisations 
such as the NCPD, disability-focused NGOs or organisations in the ACH sub-sector such as 
African Sinakho Arts and the Remix Dance Company, and inclusive training providers. These 
partnerships can support accessible learning, workplace integration, and employer 
awareness, ultimately improving access, representation, and retention of people with 
disabilities in the sector.  

1.8 Conclusion  

This chapter has detailed the scope of the sector, including a description of key role players, 
an analysis of the sector's economic performance and its competitive positioning. It also 
examined employer and employee characteristics, revealing trends and patterns of 
employment. The chapter's findings have also been used to highlight key labour market skill 
implications. 
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2 Chapter 2: Key Skills Change Drivers  

2.1 Introduction  

This chapter explores the factors (i.e. technological, social and economic shifts) that are 
driving change and influencing skills demand and supply in the ACH sub-sector and its 
industries. Using insight from research conducted and stakeholder engagements, the chapter 
highlights the impact of the growth in social media platforms, globalisation and urbanisation, 
inclusivity and representation, enhancements in digital technologies (such as Automation and 
Artificial Intelligence (“AI”)), the rising gig economy, and sustainability. In addition to the 
change drivers identified, policy frameworks such as the National Development Plan (“NDP”) 
2030, Revised White Paper on Arts, Culture and Heritage, the Mzansi Golden Economy 
Strategy, the Draft National Policy for Heritage Memorialisation and the Economic 
Reconstruction and Recovery Plan (“ERRP”) provide strategic guidance for skills planning and 
have an impact on skills demand and supply within the sector. The impact of these policies 
are, therefore, also discussed as part of this chapter. Overall, this chapter offers insights 
crucial for stakeholders navigating the changing dynamics of the ACH sub-sector. 

2.2 Factors Affecting Skills Demand and Supply and their Skills 
Implications 

The ACH sub-sector is experiencing change driven by technological advancements, an 
increased growth in social media platforms, socio-economic developments such as informal 
economy growth or youth unemployment, increased business competitiveness, enhanced 
globalisation and urbanisation, and shifts in both environmental and educational contexts. 
These changing dynamics collectively shape the demand for skills. This sub-section outlines 
the primary change drivers influencing skills development within the ACH sub-sector. 
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Table 25: Change Drivers Affecting Skills Demand and Supply 

Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

Growth of Social 
Media Platforms 

• Social media platforms 
such as TikTok, 
Instagram, Facebook, 
and YouTube are 
transforming how content 
is created, distributed, 
and consumed (Hulley, 
2024). 

• Rising internet use and e-
commerce are driving 
digital advertising growth 
in South Africa, with 
platforms like TikTok, 
Instagram, and Facebook 
becoming vital for ACH 
creatives to market their 
work and engage 
audiences, as social 
media marketplaces gain 
traction (Hulley, 2024) 

• Young African creatives, 
particularly in the arts and 
culture industries, are 
leveraging platforms like 
TikTok to create and 
share their content. 
These platforms are 
easing entry into the 
market and facilitating 
growth of their 
businesses by connecting 
these creatives with 
potential collaborators, 
investors and consumers. 

• Increased demand 
for digital and social 
media 
marketing, social 
media analytics, 
and personal 
branding competencies 
such as skills and 
knowledge to protect 
your public image 
online, across the ACH 
industries  

• Increased demand for 
knowledge of 
copyright, content 
ownership, online 
safety, and the 
monetisation of content 
on social media 
platforms. 

• Emerging roles such 
as social media 
influencer, digital 
content curator are 
becoming viable career 
paths in the ACH 
industries.   

• Skills in influencer 
partnership, social 
media management, 
and digital 
engagement are 
critical for artists and 
heritage professionals. 

• Increased need for 
training in digital 
marketing, digital 
advertising and social 
media marketing and 
management 

• Museums and 
heritage organisations 
to be capacitated with 
skills for virtual 
exhibitions, interactive 
online outreach, 
and digital programme 
delivery, especially via 
platforms like TikTok 
and Instagram.  

• "Artists are already using 
technology to market 
themselves, especially 
through social media, 
which is a big part of the 
tech space. They just 
need to keep developing 
their skills and take it 
even further." (Employer 
Interview 2, Culture, 
2025) 

• "I think social media does 
play a huge role in driving 
change, and it’s also a 
powerful marketing 
platform—but it really 
depends on how 
effectively it’s used. So 
yeah, I’d say it can 
definitely be a change 
driver, but that depends 
on how well it’s utilised.” 
(Employer Interview 5, 
Arts, 2025)  

• But honestly, more than 
AI, what we’ve really 
seen—and it’s not new—
is how much the digital 
media space has 
expanded. The tools for 
producing content have 
become really affordable, 
which means media 
production has kind of 

• Partner with 
SETAs, like MICT 
SETA, to provide 
funding for 
qualifications and 
training in digital 
marketing, digital 
advertising and 
social media 
marketing and 
management 

• Allocate 
discretionary 
grants to support 
digital literacy and 
computer skills 
upskilling 
initiatives 
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Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

The use of social media 
platforms further allows 
creatives to expand the 
reach of their content 
beyond their local 
borders and into global 
markets (African 
Business , 2024). 

• Furthermore, to attract 
younger audiences in the 
arts and culture 
industries, there is a 
growing need for 
professionals who can 
design and promote free 
or low-cost cultural 
events that build 
excitement and social 
appeal around festivals 
(SACO, 2025). 

• In the heritage industry, it 
can be seen that 
museums and heritage 
organisations are 
increasingly using social 
media for virtual 
exhibitions, online 
engagement, and 
educational outreach 
(Iziko Museums of South 
Africa, 2022) 

• Social media has also 
become a powerful tool 
in tourism promotion, with 
influencers shaping 

turned into a cottage 
industry. On top of that, 
mobile phone companies 
have become an 
important part of 
distribution—especially 
across the African 
continent. So for 
performers, there’s now 
this whole opportunity to 
create their own media 
and distribute it 
themselves—whether 
that’s through being 
influencers, podcast 
hosts, presenters, or 
making news content or 
short sketches. It’s a 
space with a lot of 
earning potential. That’s 
why I think skills like 
working on camera are 
becoming more important 
than ever. But those 
aren’t being properly 
addressed by many 
formal performing arts or 
drama programmes run 
by government. Digital 
platforms have changed 
the game, and that’s 
created demand for a 
new kind of skill. I’ve 
worked with really 
committed artists—but 
often, people coming from 
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Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

perceptions of heritage 
destinations and 
impacting travel-related 
expenditure decisions 
(Mqwebu, 2024) 

• Heritage is constantly 
being redefined, with 
institutions using social 
media to boost public 
engagement. Promotional 
campaigns and themed 
events have proven 
effective in increasing 
online visibility and 
interaction for heritage 
sites (Cui, et al., 2023). 

that background don’t 
understand the technical 
side of acting for the 
camera. Their 
performances can be too 
big, too physical, and they 
struggle to adjust. And 
that seriously affects their 
employability. So for me, 
it’s not so much about AI 
right now—it’s more 
about the rise of digital 
platforms and the shift in 
what kinds of 
performance skills are 
actually needed." (Key 
Informant Interview 1, 
Arts, 2025) 

• “Increased access to 
digital platforms is shifting 
how craftspeople and 
designers market and sell 
their products.” (Survey 
Respondent 5, 2025) 

• “Social media platforms 
[are driving change]” 
(Survey Respondent 8, 
2025) 

Globalisation & 
Internationalisation  

• The rise of digital 
platforms has allowed 
South African creatives in 
animation, gaming, and 
digital arts to reach global 
audiences. The digital art 
market continues to 

• Increased demand 
for globally competitive 
creative professionals 
and mid-level 
specialists with skills 
in animation, gaming, 

• Collaborate with 
training providers to 
ensure programmes in 
arts, animation, film 
and video production 
are aligned to global 
standards.  

• “Our organisation is 
adopting online tools (e.g. 
Instagram, WhatsApp 
Channels, online 
marketplaces) to build 
brand visibility, connect 
with wider audiences, and 

• Partner with 
training providers 
aligned with 
global standards 
(e.g. AFDA) to 
facilitate a 
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Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

thrive, while 
advancements in AI 
technology are believed 
to be simplifying the 
process of creating digital 
art (Corrigall, 2023) 

• With the SABC and 
private broadcasters no 
longer commissioning 
local animation, studios 
like Triggerfish, South 
Africa’s leading producer 
of intellectual property 
(“IP”), have turned to 
global markets, opening 
offices abroad, such as in 
Ireland, highlighting the 
globalisation of arts and 
animation (Corrigall, 

2023). 

• The National Film and 
Video Foundation 
ensures a South African 
presence at international 
film markets, festivals 
and exhibitions, and 
supports projects aimed 
at appealing to broader 
international audiences 
(South African Embassy 
in The Netherlands, 
2021). 

• Crafts and cultural 
tourism (e.g., heritage 
routes, cultural villages, 

and digital content 
creation.   

• Growth in demand for 
professionals in film, 
theatre, literature, and 
crafts who can engage 
with international 
audiences and 
standards.  

• Cultural and heritage 
tourism development 
requires skills to create 
and manage offerings 
attractive to foreign 
visitors.  

• Local tourism 
operators in the 
heritage industry must 
now also incorporate 
sustainability principles 
and understand 
UNESCO heritage site 
requirements.  

• Heritage professionals 
must combine deep 
local knowledge with 
customer service and 
even foreign language 
skills to cater to global 
visitors. 

• Cultural and heritage 
sites need personnel 
skilled in guiding tours, 
multilingual 
communication, and 
visitor engagement. 

• Heritage programmes 
to incorporate training 
on UNESCO heritage 
site requirements and 
sustainability 
principles.  

drive sales beyond 
traditional craft markets” 
(Survey Respondent 5, 
2025) 

• “Languages that other 
countries speak are 
important for us, if people 
don’t have knowledge of 
international languages 
then they can’t engage 
internationally” (Focus 
Group Respondent, 
Culture, 2025) 

broader rollout in 
the sector 

• Allocate 
discretionary 
grants to support 
the upskilling of 
heritage 
employees in 
foreign languages 
such as Shona, 
Ndebele, 
Portuguese, 
German and 
French to cater 
for global visitors, 
such as visitors 
from African 
countries i.e., 
Zimbabwe and 
Mozambique as 
well as overseas 
countries i.e., 
Germany and 
France, which 
make up large 
proportions of 
South Africa’s 
tourists (National 
Department of 
Tourism, 2025)  
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Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

arts festivals) are 
promoted as areas that 
can benefit from South 
Africa’s tourism industry, 
which includes 
international visitors 
(South African Embassy 
in The Netherlands, 
2021).   

Enhancements in 
Digital 
Technologies 

• Enhancements in digital 
technologies (e.g. 
Automation, AI, Virtual 
Reality, Augmented 
Reality) are enabling new 
ways of creating, 
preserving and sharing 
art, cultural and heritage 
content, replacing 
traditional ways of work 
with more digitalised, 
automated and 
computerised forms of 
work. These technologies 
are driving a digital 
revolution within the 
creative industry. 

• In the art industry, AI and 
Large Language Models 
can assist artists in 
creating or automatically 
generating content and 
can streamline production 
by undertaking time-
consuming or difficult 
tasks (dtic, 2022) 
(Davenport & Mittal, 

• Increased demand for 
skills that will enhance 
familiarity with and 
allow users to take full 
advantage of the digital 
technologies that are 
being implemented 
across the arts, culture 
and heritage 
industries. This 
includes digital literacy, 
3D scanning and 
modelling, 
photogrammetry 
(Buragohain, et al., 
2024), as well as 
technology integration 
skills (e.g. skills related 
to the development of 
VR and AR content, 
the creation of digital 
worlds, how to use 
robotic cameras etc.) 
Presswire, 2025) 
(Stopper, 2024) 

• The occupation of 
“Prompt engineer” or 

• Enhanced need for 
skills related to the 
emerging digital 
technologies 

• Capacitate existing 
training providers, 
employers and 
instructors to 
effectively deliver 
learning interventions 
and training related to 
new digital 
technologies (currently 
only 31% of employers 
in the ACH sub-sector 
are actively 
developing 4IR-related 
skills) (CATHSSETA, 
2023) 

• Increased need for the 
workforce to have a 
basic level of digital 
literacy and  technical 
abilities  

 

• “For crafters, most of 
them run their own 
business, so they have to 
manage the business and 
do all of the marketing 
themselves. Handing 
some of these things over 
to technology and certain 
AI tools can help as it will 
give crafters more time to 
focus on other, important 
things.” (Employer 
Interview 2, Culture, 
2025) 

• "When it comes to crafts 
and business, technology 
has really taken over, and 
one of the challenges is 
that we’re struggling to 
keep up with how fast it’s 
moving. I’ve seen what 
the Craft and Design 
Institute (CDI) is doing, 
they’ve got this studio 
where they teach people 
how to use tools like 3D 
printing to make 

• Partner with the 
MICT SETA to 
formulate a 
response to the 
emerging skills 
needs. This may 
include providing 
qualifications in 
new digital 
technologies, 
aligned with the 
qualifications they 
have developed 
as part of their 
response to 
digital and future 
skills gaps and 
identifying where 
any further 
qualifications 
related to new 
technologies may 
need to be 
developed 
(MICTSETA, n.d). 

• Allocate 
discretionary 
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Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

2022). Many art and 
design tools are 
integrating AI image 
generators into their 
functionalities to allow for 
the generation of digital 
images from text prompts 
(Marr, 2024) 
(Oppenlaender, et al., 
2024) 

• Increased focus on the 
adoption of technologies 
in artistic performances, 
as seen through the 
launch of the Smart 
Theatre Programme, 
which makes use of AI, 
VR and advanced 
broadcast technology, 
allowing artists and 
storytellers to reach 
global audiences virtually 
(EIN Presswire, 2025) 

• In the cultural and 
heritage context, digital 
technologies have 
created new opportunities 
for the preservation of 
culture and heritage sites 
as well as for the 
dissemination of culture 
(Yiqing Zhai et al., 2025).  

• VR and AR in particular 
have transformed the 
way content is 

“prompt engineering” 
as a skill is likely to 
gain traction due to the 
increased use of AI 
and generative models 
(Davenport & Mittal, 
2022) (Oppenlaender, 
et al., 2024) 

• Enhanced importance 
of skills related to 
attention to detail and 
quality, to ensure 
accuracy in the digital 
replication and 
recreation of cultural 
and heritage sites. 
Skills related to cultural 
sensitivity and 
communication, and 
collaboration are also 
important to avoid 
misrepresentation of 
cultural heritage 
(Buragohain, et al., 
2024) 

• Various occupations 
that may emerge 
including; AI 
developer, digital 
graphic designer, 
digital arts 
professional; digital 
archivist; digital 
marketing specialist; 
digital media designer; 
digital media editor, 

prototypes. Then, crafters 
take those prototypes and 
use them as templates for 
their handmade work. 
This is especially helpful 
when products are being 
made in bulk, because 
you need to keep things 
like size and colour 
consistent. That’s how 
technology is starting to 
change the way crafts are 
made." (Employer 
Interview 2, Culture, 
2025) 

• "It’s all about how 
technology and digital 
tools are coming together. 
For example using data 
analytics to better 
understand and engage 
audiences. There’s also a 
growing focus on digital 
marketing and creative 
entrepreneurship, which 
covers things like building 
a brand, writing grant 
proposals, developing 
your business, managing 
it day-to-day, and even 
fundraising." (Employer 
Interview 1, Culture, 
2025) 

• "Heritage preservation is 
really moving in the 
direction of digitization, 

grants to support 
digital literacy and 
computer skills 
upskilling 
initiatives 
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Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

experienced (dtic, 2022). 
In the heritage industry, 
VR and AR technologies 
have allowed for the 
development and 
maintenance of digital 
heritage sites. These 
digital heritage sites allow 
people globally to explore 
and experience heritage 
sites and artefacts using 
VR, without entering the 
sites. This increases the 
reach of such sites whilst 
also ensuring their 
preservation (Mpedi, 
2024) (Yiqing Zhai et al., 
2025).  

• In the culture industry, 
digital platforms such as 
the Metaverse allow for 
the digital archiving of 
cultural artefacts, while 
virtual avatars can 
perform traditional 
dances and individuals 
can participate in 
language learning 
sessions or virtual 
ceremonies to facilitate 
the preservation of 
cultural practices 
(Buragohain, et al., 
2024).  

AR/VR specialist 
solutions architect, 
AR/VR developer, 
digital content creator, 
3D architects and 
designers (Department 
of Communications 
and Digital 
Technologies, 2020). 

that’s where things are 
headed. It’s about 
preserving and recording 
history in digital formats." 
(Employer Interview 3, 
Heritage, 2025) 

• "What we’re doing on our 
side with the interns, if 
you remember before, 
there was some 
information that was 
stored on older devices, 
like old cassettes and 
videos. So what we 
actually do is we convert 
that information, we 
digitise it so it can be 
accessed in a more 
modern way. People use 
USBs now, and there’s a 
certain software we use 
to convert that old 
information that was 
historically stored into 
something more current. 
It’s a bit of a challenge 
because it’s quite 
expensive to do, 
especially if the aim is to 
preserve heritage and 
history. It needs data and 
updated equipment to 
make it happen. Some of 
the information we get 
from libraries has already 
changed or moved, and 
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Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

sometimes the old 
devices just don’t work 
anymore, they’ve been 
shut down. So our goal is 
to take that old 
information and transfer it 
into a modern format, so 
the new generation can 
still access and 
understand what 
happened in the past." 
(Employer Interview 4, 
Heritage, 2025) 

• "AI is probably the 
biggest challenge and 
opportunity for our sector, 
and you’ll hear that 
especially from people in 
creative occupations. 
When someone thinks 
they don’t need a 
scriptwriter because they 
can just use AI to write a 
script… well, sure, you’ll 
get a movie, but it’s 
probably not going to be 
very good and you’re 
probably not going to 
enjoy it. But people are 
going to do it anyway, 
and that’s a real threat. 
There are also a lot of 
legal issues. Some artists 
signed away their digital 
avatars early on, without 
fully understanding the 
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Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

implications. Now those 
avatars can be used for 
anything like advertising, 
fake news, fake media. 
It’s really concerning. Our 
sector tends to be one of 
the first hit by new digital 
technologies, and AI, 
blockchain, the Internet of 
Things… those are all 
having a big impact on 
us. But at the same time, 
there’s opportunity. The 
kinds of soft skills that the 
Fourth Industrial 
Revolution demands—
like presentation, 
storytelling, creativity—
those are the things our 
sector does best. We’re 
about resilience, 
adaptability, and finding 
new ways to express and 
connect. That’s who we 
are and what we do." 
(Employer Interview 6, 
Arts, 2025) 

• "The other big one is just 
how much technology has 
changed—like moving 
from halogen lights to 
LED. That shift has 
brought a lot more 
efficiency, better data 
storage, and overall, 
more effective sound and 
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Change Driver Description 
Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

lighting on stage. There’s 
been a lot of innovation in 
theatre and stage lighting 
through LED tech, and 
also some really exciting 
developments, like using 
digital sets instead of 
physical ones. These are 
definitely the kinds of 
changes our sector needs 
to keep up with, and of 
course, the skills in the 
industry need to evolve 
along with them." 
(Employer Interview 6, 
Arts, 2025) 

• “We are currently seeing 
a rise in AI generated 
music mixes and short 
video editing by AI which 
is creative and artistic it 
may cause my 
organization to adopt AI 
into our creative writing 
and production.” (Survey 
Respondent 29, 2025) 

Inclusivity and 
Representation 

• Arts and cultural events 
often create spaces in 
which individuals and 
communities can share 
their social and political 
viewpoints (Aol, 2024). 
Shifting social and 
cultural dynamics are 
creating an increasing 
demand for inclusivity 

• Enhanced need for 
skills related to cultural 
sensitivity and 
inclusive content 
development skills to 
allow for the accurate 
portrayal of 
underrepresented 
groups or the 

• Broaden access to 
training to ensure 
individuals from 
marginalised 
communities and 
underrepresented 
communities are able 
to access training in 
this space to promote 

• “While global trends 
influence aesthetics, 
there is a strong 
movement toward 
preserving and 
reinterpreting indigenous 
and local craft traditions. 
We are seeing a 
resurgence in demand for 
products that tell 

• Partner with 
TVET colleges 
and other relevant 
stakeholders to 
provide skills 
bridging 
programmes to 
promote access 
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Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

and representation in 
artistic products 

• In the arts industry, 
various movements, such 
as the #RhodesMustFall 
movement have served 
as inspiration for artists 
and have resulted in the 
challenging of colonial 
legacies, race-based 
exclusions and class 
divisions through various 
artistic mediums (Darries, 
2022) (ROAPE, 2025) 

• The increasing demand 
for inclusivity and 
representation is being 
seen through more 
individuals calling for 
artistic content that 
reflects all people 
realistically and 
accurately (Dias, 2022) 

• In the heritage industry, a 
move towards more 
inclusive and decolonised 
exhibitions is being seen 
amongst museums. To 
facilitate the incorporation 
of local narratives and 
perspectives, 
engagements with local 
communities, scholars 
and cultural leaders are 
being held (Iziko 

representation of 
sensitive social issues 

• Increased need for 
community 
engagement skills, 
negotiation skills and 
conflict management 
skills to facilitate the 
involvement of 
communities in 
decision-making and 
ensure their views are 
reflected 

representation in the 
arts and media.  

• Update curricula to 
include modules on 
diversity and inclusion 
and ensure educators 
are trained on 
inclusive practices 

authentic African stories 
through craft, which 
drives us to balance 
innovation with cultural 
preservation.” (Survey 
Respondent 5, 2025) 

• “Transformation is the key 
in our institution at the 
moment” (Survey 
Respondent 9, 2025) 

• “How societies record, 
remember, and own their 
histories is being rewritten 
via data ownership.” 
(Survey Respondent 14, 
2025) 

to ACH-related 
courses 

• Conduct 
roadshows, 
particularly in 
more remote 
communities, to 
promote 
awareness of arts 
and media as a 
career path. 

• Update 
qualification 
frameworks to 
include modules 
on diversity and 
inclusions 
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Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

Museums of South Africa, 
n.d.) 

Economic 
Pressure, 
Entrepreneurship 
& the Gig Economy 

• Across a variety of 
sectors, an increase in 
gig work has been 
experienced in South 
Africa. This is particularly 
prominent in the arts and 
craft industries, with 
musicians, graphic 
designers, freelance 
writers, technical writers, 
photographers, crafters 
all being susceptible to 
freelance work (SACO, 
2024) (Hanna, 2025). 
This increase has been 
further exemplified by a 
rise in online gig 
platforms, which have 
increased the access to 
freelancing opportunities 
(Roebert, 2025). 
Engagements with 
stakeholders further 
highlighted that many 
graduates in the ACH 
sub-sector are short-term 
contractors working for 
big production 
companies. 

• The expanding gig 
economy has resulted in 
an increase of 
“solopreneurs”, with 
many individuals 

• Increased need for 
professionals operating 
in the arts and culture 
industries to possess 
entrepreneurship skills 
to assist them in 
managing their solo 
businesses (SACO, 
2024). Business and 
financial management 
skills are also key. 

• The rise in online 
platforms enhances 
the need for digital 
literacy skills amongst 
gig workers, to allow 
these workers to take 
advantage of the 
freelancing 
opportunities available 
online (The Creative 
Brief, 2025) 

• In order to be 
successful in the gig 
economy, individuals 
need to be able to 
promote themselves, 
market their work and 
understand how to 
monetise and protect 
their Intellectual 
Property – skills such 
as self-promotion and 

• Training provided in 
schools and 
universities continues 
to be focused on 
preparing individuals 
for more traditional 
employment. Training 
programmes and 
interventions focused 
on preparing 
individuals to operate 
in the gig economy 
should be provided. 
These may include 
freelancing 
workshops, courses 
on how to package 
and sell digital skills, 
or incubator 
programmes focused 
on the “business of 
art” (The Creative 
Brief, 2025) 

• Offer short-courses or 
micro credentials to 
allow individuals in the 
creative industry to 
upskill themselves in 
areas such as 
business skills, 
entrepreneurship skills 
and IP (DTIC, 2022) 

• "In the creative industry, 
there are lots of 
opportunities but you 
can’t just focus on one 
thing. You can’t only be a 
textile designer or a 
screen printer; you have 
to be flexible and know 
how to present yourself in 
different ways to grab 
different opportunities. 
That’s what we tell our 
graduates at Imbali: once 
they finish training, they’ll 
need to explore different 
areas in the sector. That 
might mean selling at 
markets, applying for 
internships at bigger 
companies, or 
collaborating with other 
artists and even 
businesses in different 
industries. The creative 
industry is very dynamic, 
it’s not like you graduate 
and walk straight into a 
job. You’ve got to hustle, 
stay agile, and be open to 
every opportunity that 
comes your way. It’s not 
just about having specific 
skills in craft or business, 
it’s also about having an 

• Introduce short 
skills programmes 
to provide 
business-related 
skills to 
individuals in the 
ACH sub-sector 

• Allocate 
discretionary 
grants to support 
entrepreneurship, 
business and 
financial upskilling 
initiatives 

• Update 
qualification 
frameworks to 
include modules 
on business 
related, 
entrepreneurship 
and basic finance 
skills 
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Demand Skills Planning 
Implications   

Supply Skills Planning 
Implications 

Primary Research Insight What Should 
CATHSSETA Do 

operating in the gig 
economy having to 
operate in a similar way 
to small businesses. 
Operating as a freelancer 
requires individuals to 
manage their own 
schedules, market 
themselves and their 
service offerings and 
build client bases (Booth, 
2025) (Atlantic 
International University, 
2025).  

• In the arts industry, 
projects such as the 
Grassroots Art Project 
are being run to assist 
youth in rural and 
township areas make a 
decent living for 
themselves through art 
entrepreneurialism. This 
project assists artists 
reach the market or art 
community to facilitate 
the sale of their products 
(Cooper, 2017) 

client networking as 
well as an 
understanding of IP 
rights are, therefore, 
key (Cooper, 2017) 
(The Creative Brief, 
2025). 

• Engage with training 
providers and TVETs 
to incorporate 
entrepreneurship, 
business-related and 
finance-related 
modules in creative 
degrees and courses. 

entrepreneurial mindset 
and being willing to 
explore and build your 
network and reputation." 
(Employer Interview 2, 
Culture, 2025) 

• “In the creative industry in 
general there are very 
few vacancies, creatives 
have to create their own 
employment, have to find 
gigs, have to do it 
themselves. There are 
not a lot of jobs out there 
to begin with, you have to 
create your own 
employment/ jobs.” 
(Employer Interview 2, 
Culture, 2025) 

• "So probably the biggest 
thing that impacts our 
sector is the economic 
context. We’re really 
driven by disposable 
income and when the 
money dries up, the jobs 
dry up too. COVID hit us 
unbelievably hard. We 
were one of the last 
industries to reopen after 
nearly two years of total 
lockdown. The recovery 
has been incredibly slow, 
and we’ve lost a lot—not 
just in terms of lives and 
skills, but also because 
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people had to go find 
work in other sectors. We 
lost companies, people 
had to sell off stock, and 
musicians even had to 
sell their instruments just 
to survive. And it’s very 
hard to be a jazz 
musician without your 
saxophone. So yes, the 
economic climate is a 
huge factor (Employer 
Interview 6, Arts, 2025) 

• “High youth 
unemployment rates are 
prompting a shift toward 
skills-based training in 
craft and design. Our 
programmes are 
responding by 
incorporating 
entrepreneurship, 
business development, 
and production training to 
empower young women 
and emerging Craft 
designers to become self-
reliant.” (Survey 
Respondent 5, 2025) 

• “Economic circumstances 
are constraining 
employment, upward 
mobility and training 
opportunities, causing 
skilled workers to leave 
the sector for other 
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CATHSSETA Do 

opportunities. Short term 
work (gigs), such as live 
events often cannot 
sustain livelihoods.” 
(Survey Respondent 15, 
2025) 

• “We need business 
management skills and 
finance skills. However, 
training needs to be 
provided by individuals 
who know the craft 
context” (Focus Group 
Respondent, Culture, 
2025) 

Climate Change & 
Sustainability 

• Increased interest has 
been noted in terms of 
organisations and 
consumers alike 
operating more 
sustainably (Craft & 
Design Institute, 2023). 
Sustainability speaks to 
the dual global concern of 
climate change and the 
loss of biodiversity 

• From an arts industry 
perspective, in addition to 
implementing sustainable 
operations themselves, 
organisations and 
professionals in the 
industry also hold the 
power to create 
awareness of and inspire 

• Emerging niche for 
artists who are able to 
work with recycled or 
organic materials 

• Increased demand for 
green production skills 
(i.e. experts who can 
manage events with 
minimal carbon 
footprint) 

• Increased demand for 
conservation science 
skills and need for 
heritage professionals 
to understand the 
basics of climate 
science as well as an 
increased need for 
individuals who can 
use geospatial and 

• Integrate 
environmental 
sustainability into 
curriculums of art 
training programmes 

• Introduce new 
qualifications and 
expand the available 
training related to 
green production skills  

• Update curricula in 
heritage related 
courses and 
qualifications to 
include topics around 
environmental 
awareness and 
sustainable practices 

• “There is a growing 
demand for eco-
conscious and ethically-
made products. This is 
influencing how we 
source materials, design 
products, and position 
ourselves. Natural fibres, 
upcycled materials, and 
low-impact production 
processes are becoming 
central to our design 
philosophy.” (Survey 
Respondent 5, 2025) 

• “As climate changes and 
the Information Age 
ushers we create new 
necessary changes to 
offer and fit suitably in the 
master plan of 2030.” 

• Update 
qualification 
frameworks to 
include modules 
sustainability in 
art, managing 
events in a 
sustainable 
manner and 
environmental 
awareness and 
sustainable 
practices 

• Develop new 
learning 
programmes 
related to eco-
conscious artistic 
production 
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action in response to 
issues such as climate 
change and other 
environmental issues 
through the products of 
their work (GIZ, 2024) 
(WWF, 2023). An 
example of this is an 
artist in South Africa who 
is using plastic waste in 
their artwork to depict the 
damage of plastic on the 
environment and the 
oceans (South African 
Toursim, 2022). 

• In the music industry, 
increasing pressure is 
being placed on artists 
and concert organisers to 
ensure sustainable 
practices such as 
reducing carbon 
footprints, reducing waste 
and improving energy 
efficiency during concert 
tours (Safdie, 2023) 

• In the heritage and 
cultural industries, 
climate change poses a 
threat to heritage and 
cultural sites and their 
unique ecosystems and 
artwork (e.g. rock art). 
Museums and 
organisations in these 
spaces have a key role to 

monitoring 
technologies to track 
climate impacts on 
heritage sites 

(Survey Respondent 1, 
2025) 
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play in terms of 
undertaking research to 
assess the potential 
impact of environmental 
change and inform 
conservation efforts (Iziko 
Museums of South Africa, 
n.d.) (Chapungu, et al., 
2022) 
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As part of the primary research conducted survey respondents were requested to provide an 
indication of the impact that they believed the above-mentioned change drivers are having on 
the ACH sector. The table below illustrates these results. 

Table 26: Impact of Change Drivers 

Change Driver Impact of Change Driver 

No 
Impact 

Increased 
Need for 

Soft 
Skills 

Increased 
Need for 

Technical 
Skills 

New 
Skills 

Required 

Skills 
Becoming 
Redundant 

Growth of Social Media 
Platforms 

14% (6) 33% (14) 50% (21) 36% (15) 7% (3) 

Globalisation and 
Internationalisation 

27% (11) 27% (11) 32% (13) 39% (16) 10% (4) 

Enhancements in Digital 
Technologies 

22% (10) 46% (21) 50% (23) 37% (17) 2% (1) 

Inclusivity & Representation 38% (16) 38% (16) 24% (10) 29% (12) 5% (2) 

Economic Pressure, 
Entrepreneurship & the Gig 
Economy 

25% (11) 41% (18) 36% (16) 36% (16) 7% (3) 

Climate Change & 
Sustainability 48% (21) 30% (13) 23% (10) 18% (8) 5% (2) 

Source: Employer Survey, 2025 

As can be seen above, across all change drivers, less than half of the respondents selected 
“no impact”. This indicates that a significant proportion of respondents appear to believe that 
the change drivers are having an impact on the ACH sub-sector. The change driver where the 
largest number of respondents cited as having “no impact” was climate change and 
sustainability. On the other hand, the change drivers where the smallest number of 
respondents cited “no impact” were the growth of social media platforms and enhancements 
in digital technologies, with 50% of respondents citing an increased need for technical skills 
as a result of these change drivers. Taking this into account and considering the percentage 
of people who cited these change drivers as having an impact, CATHSSETA may consider 
prioritising providing training and implementing initiatives as outlined in the table above to 
respond to the skills needs being created by these two change drivers. 

The findings from primary research conducted broadly reinforce the change drivers identified 
through desk-based research. 

2.3 Evolution of Occupations due to Technological Advancements 

The ACH sub-sector in South Africa is experiencing significant occupational shifts driven by 
rapid technological advancements. The emergence of digital platforms, 4IR tools and other 
new technologies has the potential to reshape traditional roles and introduced new 
occupational demands. 

New technologies such as Automation, AI, VR and AR are enabling new ways of creating, 
preserving and sharing art, cultural and heritage content. Generative AI is allowing artists to 
create artworks through these technologies or automate time-consuming aspects of the 
creative workflow (Adobe, 2025). Additional, virtual reality and augmented reality are 
revolutionising live performances, visuals arts and heritage tours by allowing users to have an 
immersive experience and interact with digitally enhanced or fully simulated environments 
(Yiqing Zhai et al., 2025); (UJ, 2024); (Buragohain, et al., 2024). 

While the digital transformation of the ACH sub-sector continues to shape demand for new 
skills, CATHSSETA’s current suite of learning programmes does not yet fully address the 
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emerging occupational requirements, upskilling the workforce in areas such as digital literacy 
and basic computer skills as well as providing training for new occupations that may emerge 
will be key. Various occupations are expected to emerge as a result of the advancements in 
technology such as AI developer, digital graphic designer, digital arts professional; digital 
archivist; digital marketing specialist; digital media designer; digital media editor, AR/VR 
specialist solutions architect, AR/VR developer, digital content creator, 3D architects and 
designers as a result of technological advancement (Department of Communications and 
Digital Technologies, 2020). 

It is noted that the MICT SETA offers several occupational qualifications and skills 
programmes aligned to Fourth Industrial Revolution (“4IR”) demands. Cross-SETA 
partnerships or recognition of learning could, therefore, be explored to meet the sector’s 
evolving skills needs. Addressing these new needs will require CATHSSETA to both leverage 
existing national provision where possible and invest in the development of sector-specific 
occupational qualifications that are responsive to digital disruption within the sub-sector. 

2.4 Policy Framework Affecting Skills Demand and Supply  

This section summarises the major national plans and strategies that guide CATHSSETA. The 
skills planning implications of the relevant policies and CATHSSETA are highlighted in the 
table below. 

Table 27: Key Plans and Strategies Impacting CATHSSETA’s Skills Planning 

National Plans/Strategies 
Demand‐side Skills 

Implications  

Supply‐side Skills 

Implications 

CATHSSETA’s Response 
to Skills Implications 

Revised White Paper on 
Arts, Culture and 
Heritage: integrating new 
policies for the sector in the 
National Development 
Plan: Vision 2030, the 
National Strategy of Nation-
Building and Social 
Cohesion as well as African 
Knowledge Systems to 
enable the sector to 
contribute to the elimination 
of poverty, inequality, 
unemployment and the 
building of a cohesive and 
united society in which the 
diverse artistic, cultural and 
heritage traditions of the 
society flourish (South 
African Government, 
2017) 

• Need for qualified 
practitioners, 
administrators, and 
educators in the ACH 
sector. 

• Emphasis on skills 
development for 
educators, 
administrators, 
and ACH 
professionals. 

• CATHSSETA must 
fund accredited training 
aligned to priority 
occupations, such as 
those identified in 
Chapter 3 and support 
targeted groups. 

The National 
Development Plan 2030 
(“NDP”):  Emphasises 
building a capable and 
developmental state, able 
to address the causes of 
poverty and inequality in 
South Africa 
(CATHSSETA, 2023). 

• Recognises the 
creative and cultural 
industries as significant 
economic contributors 
and job creators if 
properly promoted and 
therefore, highlights the 
need for skilled 
professionals to grow 
these industries 

• Calls for 
strengthening 
education and 
training in the arts 
and culture 
industries to build 
a talent pipeline. 

• Recognises need 
for support 
(including ICT 
support) to be 

• The NDP’s vision aligns 
directly with 
CATHSSETA’s 
mandate to develop 
skills in the arts, 
culture, and heritage 
industries.  

• CATHSSETA should 
facilitate the relevant 
training initiatives to 
address skills gaps, 
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National Plans/Strategies 
Demand‐side Skills 

Implications  

Supply‐side Skills 

Implications 

CATHSSETA’s Response 
to Skills Implications 

• Notes that arts and 
heritage are vital for 
social cohesion and 
nation building 

provided to artists 
to create content 
and leverage 
digital platforms.  

HTFVs and emerging 
occupation and skills 
requirements to 
facilitate the production 
of a skilled workforce to 
realise the vision of the 
NDP 

The National Skills 
Development Plan 2030 
(“NSDP”): Sets the 
strategic direction for 
national skills development 
and SETA performance. 
(Department of 
Communications and 
Digital Technologies, 
2020) 

• Emphasises a demand-
driven skills ecosystem 
across all sectors, 
including the ACH sub-
sector, whereby 
occupations in high 
demand are identified 
and their supply 
increased 

• The NSDP outcomes 
stress workplace 
relevance. Therefore, 
an alignment between 
the needs of employers 
with the training that is 
conducted in the sector 
is key. 

 

• Included amongst 
the 8 NSDP 
outcomes is an 
outcome focused 
on expanding 
access to 
occupational 
programs and 
work integrated 
learning and 
supporting 
entrepreneurship.  

• Also calls for 
supporting skills 
development in 
SMMEs, co-ops 
and the informal 
sector 

• Encourages 
partnerships 
between training 
providers and 
industry, quality 
curriculum 
development and 
improved provider 
capacity to ensure 
training institutions 
can deliver the 
volume and 
quantity of skills 
required by the 
industry 

• Ensure funding 
priorities are aligned to 
the NSDP goals of 
producing priority skills, 
facilitating workplace 
learning, supporting 
entrepreneurship and 
training for occupations 
and skills that are in 
demand in the industry, 
as identified in this SSP 

Mzansi Golden Economy 
(“MGE”) Strategy:  

This strategy recognises 
the potential of the arts, 
culture and heritage sub-
sector and therefore, aims 
to enhance job creation and 
productivity within the 
sector, whilst enhancing its 
global competitiveness 
(DSAC, 2025). The 
strategy drives economic 
growth by supporting 
programmes aimed at 
increasing demand and 
market access for the 

• Recognises the 
potential of the arts, 
culture and heritage 
sub-sector in terms of 
job creation and 
economic contribution, 
thereby highlighting the 
need for skilled 
professionals to grow 
these industries 

• The objectives of 
the MGE Strategy 
include the early 
identification and 
development of 
talent within the 
relevant sectors as 
well as the 
development of 
the skills, products 
and services of 
cultural 
entrepreneurs 
(DSAC, 2024). 
Key programmes 
will need to be 
implemented in 

• CATHSSETA must 
ensure its programs 
(bursaries, internships, 
skills programs) offered 
and support provided 
help fulfil the objectives 
and focus on skills 
development in the 
ACH sub-sector.  
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National Plans/Strategies 
Demand‐side Skills 

Implications  

Supply‐side Skills 

Implications 

CATHSSETA’s Response 
to Skills Implications 

sector as well as 
developing audiences and 
skills. The strategy further 
looks to showcase creative 
products to broader 
markets and audiences, 
helping to promote artists 
and expand access to 
opportunities (National 
Treasury, 2024) 

order to achieve 
these objectives. 

• Places focus on 
the development 
of the pedagogical 
capabilities of art 
practitioners to 
ultimately improve 
the education of 
learners in this 
space. 

Cultural and Creative 
Industries Masterplan: to 
develop an innovative and 
sustainable creative 
Industry through this 
Master Plan, with the aim of 
outlining key interventions 
in an inclusive manner, that 
it effectively contributes to 
the creation of decent work 
in the South African 
economy (CCI, 2022). 

• Demand for visual, 
design, and creative 
arts professionals. 

• Increased need for 
qualifications in 
multimedia, digital 
arts, and creative 
sectors. 

• CATHSSETA must 
allocates funding to 
multimedia, arts, and 
digital media 
qualifications. 

The Economic 
Reconstruction and 
Recovery Plan (ERRP) 
and The Economic 
Reconstruction and 
Recovery Plan Skills 
Strategy (“ERRP SS”): 
strategy designed to ensure 
that skills are available to 
support the implementation 
of the ERRP 
(CATHSSETA, 2023).  

• The ERRP, developed 
in response to the 
economic crisis 
(exacerbated by 
COVID-19), identifies 
priority sectors and job 
drivers for reigniting 
growth. 

• The accompanying 
ERRP Skills Strategy 
pinpoints occupational 
shortages across 
sectors and seeks to 
fast-track skills supply 
so that economic 
opportunities can be 
seized. 

• The ERRP Skills 
Strategy lays out 
interventions to 
expand and 
refocus training  

• Calls for skills 
programmes and 
upskilling/reskilling 
initiatives, 
especially 
targeting 
unemployed youth, 
to support the 
ERRP sectors.  

• Emphasises 
workplace-based 
learning and 
apprenticeships to 
improve 
employability 

• Requires CATHSSETA 
to be responsive and 
provide funding support 
for qualification-based 
programmes identified 
in the strategy 

• Conduct research to 
identify retraining and 
upskilling of employees 
to preserve jobs in the 
cultural and creative 
industries in line with 
the above-mentioned 
changes that are 
occurring and to 
support the ERRP 

Human Resource 
Development Strategy for 
South Africa 2010-2030 
(“HRD-SA”): national 
strategy aimed at improving 
the supply of educated, 
skilled, and capable South 
Africans. It focuses on the 
alignment of education and 
training systems with labour 
market needs, enhancing 
employability, and fostering 

• Addresses broad skills 
requirements for 
national development 
and indicates that 
critical skills shortages 
must be overcome to 
enable growth 

 

• Places focus on 
improving the 
quality of 
education and 
training, expanding 
access, and 
promoting lifelong 
learning.  

 

• CATHSSETA must 
ensure its programs 
(bursaries, internships, 
skills programs) help 
fulfil the national 
commitments.  
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National Plans/Strategies 
Demand‐side Skills 

Implications  

Supply‐side Skills 

Implications 

CATHSSETA’s Response 
to Skills Implications 

a developmental state 
(HRDC, 2022). 

Draft National Policy 
Framework for Heritage 
Memorialisation: aims to 
continue to transform the 
heritage landscape through 
heritage infrastructure 
development and 
improvement, depending 
on availability of resources, 
through memorialisation 
and to better coordinate 
and articulate the linkages 
among the existing forms of 
memorialisation to 
maximise their impact 
(DSAC, 2025); (DSAC, 
2025). 

• New heritage 
memorialisation 
projects (monuments, 
museum exhibits, etc.) 
will require, 
conservators, curators 
and heritage educators.  

• The policy 
emphasises heritage 
infrastructure 
development that 
promotes social 
cohesion, national 
identity and economic 
upliftment 

• Increased need for 
formal heritage‐
training pipeline.  

• Museums, 
archives and 
monuments will 
need training 
programs in 
heritage 
management, 
conservation 
techniques, and 
community 
engagement to 
meet the policy’s 
aims. 

• CATHSSETA  fund 
training aligned to the 
skills gaps identified in 
the Heritage industry, 
as outlined in Chapter 3 

Presidential Employment 
Stimulus Programme 
(“PESP”):  
aims to provide economic 
stimulation to support 
sector initiatives that create 
jobs in the creative and 
cultural sectors through an 
open call for proposals, 
while striving to meet the 
government’s job creation 
objectives, with a clear 
focus on targeted groups 
(women, youth and people 
living with disabilities) 
(NAC, 2024); (DSAC, 
2024) 

• The PESP, geared 
towards employment 
creation initiatives for 
artists, creatives and 
heritage industry, 
identifies job drivers for 
reigniting growth. 

• Increased need for 
upskilling 
unemployed youth  

• Encourage 
innovation in 
creating and 
disseminating 
digital content and 
using e-commerce 
in the arts 
ecosystem. 

• CATHSSETA supports 
PESP’s objectives by 
funding internships and 
learnerships in arts, 
culture and heritage 
institutions. 

• Continue to disburse 
discretionary grants for 
emerging artists and 
heritage graduates to 
support PESP projects. 

 

2.5 Conclusion  

Chapter 2 outlined the key skills change drivers and the respective skills implications that are 
relevant to the CATHSSETA ACH sub-sector and its industries, to assist in the SETA’s skills 
planning efforts. The change drivers identified through desk based research were validated in 
consultations with key stakeholders in the sector through interviews and surveys. As illustrated 
through the insights provided from primary research above, it may be noted that the 
respondents appear to agree that the identified change drivers are having an impact on the 
ACH sub-sector. Respondents noted that these change drivers are influencing the sector in a 
variety of ways, highlighting things like how social media is changing how people design and 
sell their products, noting that digital technologies are changing the way arts and crafts are 
produced and made and indicating that challenging economic conditions are resulting in 
people having to become more flexible and self-reliant in terms of how they earn a living. 
These impacts are ultimately requiring people to upskill and reskill themselves. This chapter 
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also identified the national plans and strategies relevant to the sector and reflected on how 
the SETA has responded to some of these in the previous planning cycle.  
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3 Chapter 3: Sectoral Skills Demand and Supply 
Analysis  

3.1 Introduction  

This chapter delves into the skills landscape within the ACH sub-sector, analysing both 
demand and supply dimensions. Leveraging the 2025/26 WSP data received from levy paying 
organisations within the arts, culture, and heritage industries, key occupational shortages, 
skills gaps, and emerging occupations shaping the sector's talent needs are identified. The 
state of education and training provision is analysed using data from the DHET’s Higher 
Education Management Information System (“HEMIS”) and Technical and Vocational 
Education and Training Management Information System (“TVETMIS”). By examining 
enrolment figures and completion rates across various qualifications, insights into the talent 
pipeline feeding the ACH sub-sector are gained. Additionally, research studies conducted by 
CATHSSETA shed light on the state of education and training, zooming into some of the 
challenges experienced in implementing learning programmes in the sub-sector.   

3.2 Occupational Shortages and Skills Gaps  

3.2.1 Hard-To-Fill-Vacancies  

A hard-to-fill vacancy (“HTFV”) is defined as a vacancy that an employer is unable to fill for 12 
months or longer. The table below depicts the identified HTFVs for each ACH industry based 
on the analysis of the 2025/26 WSP data and survey data. It further provides the reasons why 
the occupation is hard to fill, as well as insights from survey respondents in terms of what 
training interventions may be required to assist in addressing the gaps identified.  

Table 28: ACH Sub-Sector - HTFVs 

Industry 

 

OFO Code Occupation Number of 
Orgs 

Reporting 
HTFV 

Number 
of 

HTFVs 

Reason Hard to Fill 

Arts (2021- 
352103) 

Sound 
Technician 

25 48 • Applicants do not meet 
equity requirements  

• Lack of candidates 
with required work 
experience 

• Lack of suitably 
qualified candidates 

(2021-
121206) 

Health and 
Safety Manager 

22 35 • Lack of suitably 
qualified candidates 

• Salary Consideration 

(2021- 
132401) 

Supply and 
Distribution 
Manager 

19 32 • Salary Consideration 

• Lack of candidates 
with required work 
experience 

(2021- 
121901)  

Corporate 
General 
Manager 

21 29 • Lack of candidates 
with required work 
experience 

(2021-
333301) 

Recruitment 
Officer 

19 29 • Lack of suitably 
qualified candidates 

• Lack of candidates 
with required work 
experience 

• Salary Consideration 



Final Sector Skills Plan 

 

 

P a g e  56 | 103 

Industry 

 

OFO Code Occupation Number of 
Orgs 

Reporting 
HTFV 

Number 
of 

HTFVs 

Reason Hard to Fill 

(2021-
441601) 

Human 
Resources Clerk 

22 28 • Lack of candidates 
with required work 
experience 

• Salary Consideration 

(2021-
252901) 

ICT Security 
Specialist 

18 28 • Salary Consideration 

• Lack of candidates 
with required work 
experience 

(2021-
321108) 

Audiometrist 11 13 • Lack of suitably 
qualified candidates 

• Geographical location 
of the position is not 
favourable/ remote 

Culture  (2021-
141101) 

Hotel or Motel 
Manager 

9 21 • Geographical location 
of the position is not 
favourable/ remote 

• Lack of suitably 
qualified candidates 

(2021-
515101) 

Hotel Service 
Manager 

9 21 • Lack of suitably 
qualified candidates 

• Geographical location 
of the position is not 
favourable/ remote 

• Undesirable work 
environment (e.g., 
hours, facilities) 

Heritage  (2021-
134915) 

Non-
Manufacturing 
Operations 
Manager 

3 9 • Lack of suitably 
qualified candidates 

(2021-
122102) 

Sales Manager 6 8 • Lack of suitably 
qualified candidates 

• Lack of candidates 
with required work 
experience 

(2021-
122101) 

Sales and 
Marketing 
Manager 

4 6 • Lack of candidates 
with required work 
experience 

(2021-
862202) 

Handyperson 2 6 • Lack of candidates 
with required work 
experience 

(2021-
263206) 

Heritage 
Consultant 

5 6 • Lack of suitably 
qualified candidates 

• Lack of candidates 
with required work 
experience 

(2021-
262102) 

Gallery or 
Museum Curator 

4 5 • Lack of candidates 
with required work 
experience 
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Industry 

 

OFO Code Occupation Number of 
Orgs 

Reporting 
HTFV 

Number 
of 

HTFVs 

Reason Hard to Fill 

• Geographical location 
of the position is not 
favourable/ remote 

(2021-
141201) 

Café (Licensed) 
or Restaurant 
Manager 

4 4 • Lack of suitably 
qualified candidates 

• Geographical location 
of the position is not 
favourable/ remote 

(2021-
122103) 

Director of 
Marketing 

4 4 • Lack of candidates 
with required work 
experience 

(2021-
112101) 

Director 
(Enterprise / 
Organisation) 

3 3 • Lack of suitably 
qualified candidates 

• Lack of candidates 
with required work 
experience 

(2021-
432201) 

Production 
Coordinator 

2 2 • Lack of candidates 
with required work 
experience 

Source: CATHSSETA WSP Data, 2025/26; Employer Survey, 2025 

The table below illustrates other hard to fill vacancies identified by respondents during 
interviews and as part of the survey. 

Table 29: Additional HTFVs Identified through Primary Data Collection 

Industry Occupation Quotes 

Arts and 
Culture 

Managers • “Difficulty in filling in your very senior positions like your 
heads of departments” (Employer Interview 5, Arts and 
Culture, 2025) 

Technicians and 
Technical Fields  

• “Even the technicians. The reason why we are finding it 
a bit difficult to rebuild this pool is because within the 
industry now as a whole, a lot of the skilled technicians 
had left, gone abroad and came back looking for 
freelance work” (Employer Interview 5, Arts and Culture, 
2025) 

• “Senior technicians (sound, lighting, etc.)” (Employer 
Survey 2025) 

• “Technical occupations are where we tend to see the 
lack production managers, tour managers, 
dramaturgists, scenographers, production managers, 
senior lighting and sound technicians” (Employer 
Interview 6, Arts and Culture, 2025) 

Administration and 
Business 
Management  

• [In the] art sector, the administration part and the 
financial, more specifically the financial management 
[are difficult to fill]” (Employer Interview 8, Arts and 
Culture, 2025) 

Arts Administrative 
Managers 

• “Arts Administrative Managers - Lack of relevant 
qualifications/ suitably qualified candidates” (Employer 
Survey Respondent 1, Arts, 2025) 
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Industry Occupation Quotes 

Culture and 
Heritage 

Assessors and 
Moderators 

• “Assessor and moderators for Craft Enterprise 
qualification” (Employer Survey, 2025) 

Heritage 
 

Heritage Trail 
Practitioner / Guide 

• “Heritage Trails [are hard to fill], look at the OFO code 
for Heritage Trail people” (Employer Interview 3, 
Heritage, 2025) 

Marine Diver • “We needed a marine diver. So it is very scare to get 
that person here in South Africa, we ended up getting 
someone from Australia” (Employer Interview 7, 
Heritage, 2025) 

3.2.2 Reasons for Hard-To-Fill-Vacancies  

As outlined above a number of HTFVs have been identified within the ACH sub-sector. 

In the arts industry occupations that have been identified as “hard to fill” due to a lack of 
suitably qualified candidates include; ‘Sound Technician’, ‘Health and Safety Manager, 
‘Audiometrist’, and ‘Recruitment Officer’. The roles of ‘Corporate General Manager’, ‘Sound 
Technician’, ‘Supply and Distribution Manager’, ‘Recruitment Officer’, ‘ICT Security Specialist’ 
and ‘Human Resources Clerk’ remain vacant due to a lack of candidates with the necessary 
work experience. Additionally, salary considerations are hindering recruitment for ‘ICT 
Security Specialists’, ‘Health and Safety Manager’, ‘Recruitment Officer’, ‘Human Resources 
Clerk’ and ‘Supply and Distribution Managers’.  

In the culture industry the roles of ‘Hotel or Motel Manager’ and ‘Hotel Service Manager’ were 
both noted as hard to fill, with reasons cited including the jobs being located in remote or 
unfavourable areas and a lack of suitably qualified applicants.  

The heritage industry has the highest number of occupations that are hard-to-fill. The reason 
cited most frequently is due to a lack of work experience, which was cited across eight of the 
occupations flagged as hard to fill. This is followed by a lack of suitably qualified candidates 
which was cited across five of the HTFVs.  

The following table provides insight from primary research conducted regarding the various 
reasons for vacancies being hard to fill in the sector. 

Table 30: Reasons for HTFVs: Primary Research Insights  

Reason Hard to Fill Quotes 

• Lack of candidates 
with required work/ 
sector experience 

• “Leadership is difficult to get, [because] we do have people finishing 
their grade 12, but they are interns, [but] then it is hard to fill that 
particular position” (Employer Interview 4, Culture and Heritage, 
2025) 

• “Third of our workforce had leave due to COVID… and 90% to 95% 
of them took contracts abroad after that we have been finding it a bit 
difficult to rebuild that talent pool” (Employer Interview 5, Arts and 
Culture, 2025) 

• “Our hard to fill vacancies tend to very much be about experience, 
so the extent to which you find senior lighting technicians, sound 
technicians, dramaturgist, scenographers” (Employer Interview 6, 
Arts and Culture, 2025) 

• “I very seldom indicated a lack of formal training as the reason for 
HTFV. Bulk of it is about the lack of work experience, and the 
availability of those skills in any pool at any given time” (Employer 
Interview 6, Arts and Culture, 2025) 
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Reason Hard to Fill Quotes 

• “Our sector needs an executive person who has knowledge in the 
arts. They would need to understand the sector needs” (Key 
Informant Interview 2, Arts, 2025) 

• Lack of suitably 
qualified candidates 

• “Reasons occupations are hard to fill is because it is an education 
issue. History must be introduced [from the beginning]. It starts right 
at the bottom. It starts at home.” (Employer Interview 3, Heritage, 
2025) 

• “I think that course is expensive, hence our marines here in South 
Africa, they do not have the certificate to dive” (Employer Interview 
7, Heritage, 2025) 

• Misalignment in 
terms of salary 
expectations 

• Reason being is remuneration that's offered not what people are 
looking for. A lot of these guys have went abroad and earned more 
money” (Employer Interview 5, Arts and Culture, 2025) 

 
3.2.3 Skills Gaps in Sector  

The table below depicts the skills gaps across major occupational levels within the arts 
industry (where skills gaps for a specific occupational level has been identified).  

Table 31: Skills Gaps per Major Occupational Level in the Arts Industry  

Major Occupations Top 3 Most Common Skills Gaps4 Number of Skills Gaps 

Managers Communication  16 

Conflict Management 16 

Finance for non-financials  14 

Professionals Business Acumen 15 

Finance for non-financials  15 

Analytical skills  14 

Advanced Computer, IT and software  14 

Technicians and Associate 
Professionals 

Communication 15 

Problem-Solving  9 

Advanced Computer, IT and software  8 

Clerical Support Workers Communication 6 

Attention to Detail  6 

Conflict Management  6 

Service and Sales 
Workers 

Communication 11 

Advanced Computer, IT and software 8 

 
4 More than 3 skills gaps were documented in some instances due to a tie in the ranking between the skills gaps. 
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Major Occupations Top 3 Most Common Skills Gaps4 Number of Skills Gaps 

Conflict Management 7 

Skilled Trade Workers Adaptability  5 

Digital literacy 4 

Attention to Detail  4 

Analytical Skills 4 

Plant and Machine 
Operators and 
Assemblers 

Advanced Computer, IT and software 2 

Conflict Management 2 

Finance for non-financials 2 

Communication 2 

Elementary Occupations Communication 5 

Conflict Management 4 

Advanced Computer, IT and software 4 

Source: CATHSSETA WSP Data, 2025/26, Employer Survey, 2025 

A review of skills gaps in the arts industry as identified through WSP and primary data shows 
that communication is the most common gap cited across various occupational levels, 
indicating the need for improved interpersonal and information-sharing skills. When asked 
what training programmes are required to address communication as a skills gap, the largest 
proportion of respondents indicated skills programmes or short courses. 

Other commonly cited skills gaps across the occupational levels included conflict management 
and advanced computer, IT and software. Considering the advances in technology that are 
likely to impact the sector going forward, placing a focus on advanced computer, IT and 
software skills will be key to avoid this gap widening any further and to allow people to keep 
pace with advancing technology. Survey respondents indicated that skills programmes would 
be a key training intervention to assist in filling this gap. Similar insights were noted for conflict 
management, with respondents also citing short courses as a key training intervention 
required.  

In addition to the above skills gaps identified based on WSP data and primary research, 
desktop research also highlighted various skills gaps in the arts industry. As illustrated in 
Chapter 2, the rise of the gig economy has subsequently resulted in an increase in the number 
of entrepreneurs operating in the arts industry. This has created a need for individuals to 
possess various skills include entrepreneurship, business and financial management and 
monetising intellectual property. Research indicates, however, that there is currently a 
shortage of formalised training programmes in creative business skills and intellectual property 
(“IP”), limited mentoring and internship opportunities related to financial and business 
management and few training providers that offer programmes in cross-cutting areas such as 
entrepreneurship, management and industry development for individuals in the arts industry. 
This, therefore, creates a potential gap in this space (The DTIC, 2022) (ILO, 2023). Business 
acumen and finance for non-financials were further noted as key skills gaps that currently exist 
amongst managers in the arts sector. 
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As mentioned, across various occupational levels, the need for advanced computer, IT and 
software skills was noted. This aligns with the enhancements in digital technologies which was 
noted as a key change driver in the industry. Further research found that digital skills will be 
key as various industries and occupations continue to embrace new technologies (Department 
of Communications and Digital Technologies, 2020). In addition to digital skills, other skills 
that will be required in order to assist individuals navigate a world of work dependent upon 
technology will include agility, critical thinking and problem-solving (Department of 
Communications and Digital Technologies, 2020). Further to the above, international research 
indicates that analytical thinking, creativity, and flexibility are key skills required for the future 
workforce, particularly in sectors disrupted by technology and innovation. In the context of 
ACH, these skills are increasingly important as many roles demand the ability to create, 
manage, and distribute content across multiple digital platforms (World Economic Forum, 
2021). Based on WSP data and primary research, gaps in analytic skills, adaptability and 
problem solving were noted. Placing a focus on training for these skills will, therefore, be key 
to avoid these gaps becoming more prominent as the industry changes and new technologies 
are implemented.  

The following table provides insights on the skills gaps in the arts industry reported by interview 
respondents. 

Table 32: Skills Gaps in the Arts Industry: Primary Research Insights  

Theme Quotes 

Administration, 
Management and 
Entrepreneurship 
Skills Shortages 

• “Artists are craft people and they are more into their work (the craft) 
rather than into the administration part or the business side” 
(Employer Interview 1, Arts and Culture, 2025) 

• “Gap between [Artists] being arty and the administration that is required 
for them to sell their art or monetise their art” (Employer Interview 1, 
Arts and Culture, 2025) 

• “Need a general mindset of entrepreneurship and taking advantage of 
every opportunity” (Employer Interview 2, Arts and Culture, 2025) 

• “In terms of Entrepreneurship, need these skills” (Focus Group 
Respondent, Arts, 2025) 

Sales, Marketing and 
Branding Skills 
Shortages 

• “[The Art sector] need access to international market, but if [Artists] 
do not have the skills to brand the skills to package their product and 
the skills to sell and market their product” (Employer Interview 1, Arts 
and Culture, 2025) 

• “[Artists] have products that get produced, but there's no monetisation 
or there's no business of actually ensuring that the artists are making 
money from the craft” (Employer Interview 1, Arts and Culture, 2025) 

Digital and 
Technological Skills 
Shortages  

• “There is more space for technological skills, and computer literacy is 
not what it should be. Some people who joined the Imbali programme 
sometimes don’t even have an email” (Employer Interview 2, Arts and 
Culture, 2025) 

• “Need for computer, basic literacy skills” (Focus Group Respondent, 
Arts, 2025) 

Lack of Literacy and 
Numeracy Skills  

• “Basic literacy and basic numeracy skills [are lacking], people are 
creative and can work with their hand, but people come out of matric 
and often lacking some more basic communication skills” (Employer 
Interview 2, Arts and Culture, 2025) 
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The table below depicts the skills gaps across major occupational levels within the culture 
industry. 

Table 33: Skills Gaps per Major Occupational Level in the Culture Industry 

Major Occupations Top 3 Most Common Skills Gaps Number of Skills Gaps 

Managers First Aid 5 

Entrepreneurship 4 

Business Acumen 4 

Creativity 4 

Professionals Networking 6 

Digital Literacy 4 

Occupational Health and Safety 4 

Technicians and Associate 
Professionals 

Finance for non-financials 5 

First Aid 4 

Occupational Health and Safet 4 

Entrepreneurship 4 

Personal Brand Management 4 

Clerical Support Workers Business Acumen 3 

Digital Literacy 3 

Creativity 3 

Service and Sales Workers Business Acumen 3 

Occupational Health and Safety 3 

Entrepreneurship 2 

First Aid 2 

Digital Literacy 2 

Skilled Agricultural, Forestry, 
Fishery, Craft and related 
Trades Workers 

First Aid 3 

Occupational Health and Safety 2 

Entrepreneurship 2 

Plant and Machine Operators 
and Assemblers 

Occupational Health and Safety 2 

First Aid 1 

Entrepreneurship 1 
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Major Occupations Top 3 Most Common Skills Gaps Number of Skills Gaps 

Business Acumen 1 

Elementary Occupations First Aid 2 

Occupational Health and Safety 2 

Entrepreneurship 1 

Finance for non-financials 1 

Source: CATHSSETA WSP Data, 2025/26, Employer Survey, 2025 

In the cultural industry, the most prominent skills gaps noted across the various occupational 
levels included first aid, occupational health and safety and entrepreneurship.  

Desktop research further indicated that within the culture industry, similarly to the arts industry, 
many cultural producers lack structured training and mentoring to support the development of 
their business skills, with training generally being focused on the creation of cultural products 
rather than the distribution of this product to the market (SACO, 2017). 

Similar to the arts industry, the growing gig economy also impacts individuals who operate in 
the culture industry, with many individuals who operate in this industry operating on a 
freelancer basis. This highlights the need for these individuals to possess improved 
entrepreneurship skills, financial and business acumen, market access and networking skills 
(Green, 2024). Similarly, findings from an international research study conducted by the World 
Bank (2023) point to significant skills gaps in the areas of business development, financial 
management, digital, and entrepreneurship skills. These gaps are particularly pronounced in 
the gig-driven ACH sector, where individuals often operate independently and must manage 
both creative and business functions. This further highlights the need for expanded training 
opportunities that blend artistic skills with entrepreneurial and digital capabilities to improve 
job readiness and income stability in freelance and project-based environments (World Bank, 
2023). A focus should, therefore, be placed on providing skills like entrepreneurship to 
individuals in the culture sector. Key training programmes cited by survey respondents that 
may be used to address this gap includes skills programmes and mentorships 

The following table provides insights on the skills gaps in the culture industry reported by 
interview respondents. 

Table 34: Skills Gaps in the Culture Industry: Primary Research Insights 

Theme Quotes 

Administration, 
Management and 
Entrepreneurship 
Skills Shortages 

• “Project management and fundraising skill. It's another challenge that 
[people in the culture sector] are facing” (Employer Interview 1, Arts 
and Culture, 2025) 

• “Project managers, administrators, facilitators tend to be on a on a 
short term basis or contract basis” (Employer Interview 6, Arts and 
Culture, 2025) 

• “Creative entrepreneurship and business development skills, those are 
gaps [as well as] leadership in the arts, culture and heritage sector” 
(Employer Interview 1, Arts and Culture, 2025) 

• “Consider skills programmes in entrepreneurship and business 
management that is specific to creatives” (Employer Interview 1, Arts 
and Culture, 2025) 
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Theme Quotes 

• “Business mentors, people who understand the culture industry/ 
industry around the craft business” (Focus Group Respondent, 
Culture, 2025) 

Sales, Marketing and 
Branding Skills 
Shortages 

• “Most of creatives are born before technology, so they basically 
struggle with technology which also makes it very hard to tap into 
new ways of actually marketing and new ways of promoting their 
work” (Employer Interview 1, Culture and Heritage, 2025) 

• “Research and the marketing, is a problem in our organisation, 
[because we are] in a rural area we are quite far from resources and in 
terms of the guys to come to us to do the site visit, it's quite big with a 
challenge” (Employer Interview 4, Culture and Heritage, 2025) 

Curation and 
Preservations Skills 
Shortages  

• “Curatorial and preservation expertise skills are challenging” 
(Employer Interview 1, Arts and Culture, 2025) 

Linguistic Skills • “We work with other countries and our employees should have 
experience with other languages in order to make deals” (Focus Group 
Respondent, Culture, 2025) 

The table below depicts the skills gaps across major occupational levels within the heritage 
industry. 

Table 35: Skills Gaps per Major Occupational Level in the Heritage Industry 

Major Occupations Top 3 Most Common Skills Gaps Number of Skills Gaps 

Managers Strategic Planning 3 

Leadership 3 

Communication 2 

Digital literacy 2 

Cultural Sensitivity 2 

Organisation 2 

Research 2 

Project Management 2 

Professionals Strategic Planning 3 

Digital literacy 3 

Cultural Sensitivity 3 

Organisation 3 

Project Management  3 

Technicians and Associate 
Professionals 

Digital literacy 1 

Cultural Sensitivity 1 
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Major Occupations Top 3 Most Common Skills Gaps Number of Skills Gaps 

Teamwork 1 

Clerical Support Workers Problem-Solving 3 

Service and Sales Workers Communication 4 

Attention to Detail 2 

Fieldwork 2 

Skilled Agricultural, 
Forestry, Fishery, Craft 
and related Trades 
Workers 

Problem-solving 1 

Communication 1 

Teamwork 1 

Plant and Machine 
Operators and Assemblers 

Adaptability 1 

Project Management 1 

Creativity 1 

Elementary Occupations Attention to Detail 2 

Source: CATHSSETA WSP Data, 2025/26, Employer Survey, 2025 

The heritage industry shows diverse skills gaps across different occupational levels based on 
WSP data and primary research. The most prominent skills gaps identified include 
communication, digital literacy and cultural sensitivity.  

Gaps in leadership skills and problem-solving skills were noted across managers and clerical 
support workers and Skilled Agricultural, Forestry, Fishery, Craft and related Trades Workers, 
respectively. The need for problem-solving and leadership skills were further noted in desktop 
research where it was highlighted that these skills would be key for individuals to possess as 
we move into a world of work more dependent on digital technology (Department of 
Communications and Digital Technologies, 2020). Other key skills noted as being required by 
heritage professionals included; strong communication skills, attention to detail, cultural 
sensitivity, research abilities, creativity, collaboration, problem-solving, organisational skills, 
and adaptability (Freedom Park Museum, 2023). The gaps of communication and cultural 
sensitivity cited across a variety of occupational levels indicates a need to place focus on and 
provide training for these areas. Key training interventions that were noted by survey 
respondents to assist in addressing these gaps included, skills programmes for 
communication skills and cultural sensitivity as well as short courses for cultural sensitivity.  

Desktop research further noted that heritage students worldwide must develop a diverse set 
of skills that enable them to work effectively in the heritage field, balancing theoretical 
knowledge with practical expertise to meet the demands of heritage practice. An impact 
assessment conducted on the heritage industry revealed that there appears to be gaps 
between skills provided during training and those required in the workplace. It was noted that 
there is, therefore, a need for heritage education to include aspects of practical training to 
equip students with the necessary skills and tools to function efficiently. Important skills 
identified include project management, marketing, fundraising, fieldwork, leadership, and 
analytical, ethnographic observation, communication and ethical skills. Additionally, soft skills 
such as problem-solving, teamwork, and creativity were noted as critical skills required for the 
future (SACO, 2021).  
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In line with enhancements in digital technology, it is noted that a key focus amongst 
government organisations is the digitisation of archives and heritage items (National Treasury, 
2024). This indicates a need for skills related to digital archiving and heritage preservation. It 
may be noted that skills development programmes focused on heritage preservation are 
currently being implemented (DSAC, 2025). Digital literacy and digital archiving were cited 
across a number of occupational groups as skills gaps. Placing focus on developing these 
skills will, therefore, be important to avoid them becoming more prominent as the adoption of 
digital technology becomes more wide spread. 

The following table provides insights on the skills gaps in the heritage industry reported by 
interview respondents. 

Table 36: Skills Gaps in the Heritage Industry: Primary Research Insights 

Theme Quotes 

Digital and 
Technological 
Skills Shortages 

• “[We are] lacking in terms of technology, we're not very familiar with it 
and the industry demands it, but we are very far to comply or to compete 
with the people in the industry” (Employer Interview 4, Heritage, 2025) 

History 
Preservation and 
Written 
Communication 
Skills  

• “Educate our kids more on the history, and if they're going on to learn 
more about history, then we should learn how to talk about it” (Employer 
Interview 3, Heritage, 2025) 

• “Writing is an issue in heritage space and where you draw your material 
from. Write simply, people must understand what you're saying” 
(Employer Interview 3, Heritage, 2025) 

• “Research, editing, copy editing, the art of writing, writing skills, getting 
that message across is things to be look into” (Employer Interview 3, 
Heritage, 2025) 

• “Oral history is very important” (Employer Interview 3, Heritage, 2025) 

3.2.4 Emerging Occupations  

The section includes a list of emerging occupations from the ACH sub-sector as well as its 
associated industries and outlines the interventions to be supported by the CATHSSETA. The 
table below organises these occupations by the ACH sub-sector and provides a rationale for 
how each occupation emerged. The list is informed by an analysis of the WSP data. 

Table 37: Emerging occupations in the ACH sub-sector 

Sub-sector Occupation Rationale 

Arts, Culture 
and Heritage  

Arts & Costume Administrator The emergence of these occupations is 
driven by national strategies and plans 
aimed at revitalising the creative economy, 
promoting cultural preservation, and 
supporting job creation through 
professionalised roles within the ACH sub-
sectors. 

Associate Producer 

Dramaturge 

Musical Director 

Set Designer 

Live Streaming and Digital 
Conferencing Coordinators 

The emergence of these occupations is 
driven by technological advancements that 
require skilled professionals to help 
businesses adapt, navigate, and leverage 
digital technologies for innovation, 

Marketing and Distribution 
Specialists 
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Sub-sector Occupation Rationale 

efficiency, and competitiveness in an 
increasingly digital world. 

Source: CATHSSETA WSP Data, 2025/26 

Based on the table above, the sector is witnessing the emergence of several new occupations, 
driven by digitalisation, national strategies/plans and operational requirements. In line with the 
findings of the preceding chapter, the growing digitalisation and use of digital technology within 
the ACH sub-sector has resulted in a substantial number of emerging occupations. These 
occupations include roles such as Marketing and Distribution, as well as Live Streaming and 
Digital Conferencing positions. The National Digital and Future Skills Strategy emphasises the 
importance of digital skills across all sectors of the economy. The strategy outlines the 
necessity for skills in areas like digital marketing and data analytics, which are essential for 
roles such as Online Marketing Analytics Specialists and Social Media Managers 
(Department of Communications and Digital Technologies, 2020). The digitalisation of 
processes, services, and marketing efforts has created a demand for professionals with 
expertise in areas like digital marketing, online platforms, social media, and information 
technology. Other occupations that may emerge across the ACH sub-sector as a result of the 
growing use of digital technologies include prompt engineer, AI developer, digital graphic 
designer, digital arts professional; digital archivist; digital marketing specialist; digital 
media designer; digital media editor, AR/VR specialist solutions architect, AR/VR 
developer, digital content creator, 3D architects and designers (Department of 
Communications and Digital Technologies, 2020). 

Other emerging occupations are driven by the implementation of national strategies and plans 
related to the sector, including Arts & Costume Administrator, Associate Producer, 
Dramaturge, Musical Director and Set Designer roles in the ACH sub-sector. These 
occupations are likely aimed at aligning the sector with broader national goals and initiatives.  

In addition to the above and as noted in Chapter 2, there are various other change drivers 
which are impacting skills needs and occupations in the ACH sub-sector including social and 
cultural dynamics and an increased focus on sustainability. These change drivers are 
impacting skills demands and occupations in a variety of ways. 

From a social and cultural dynamics perspective, it was noted that there is an increased 
demand for inclusivity and representation and a move towards more inclusive and decolonised 
exhibitions and displays (Dias, 2022) (Iziko Museums of South Africa, n.d.). As a result there 
is an enhanced need for skills related to cultural sensitivity and an increased need for 
community engagement. This may in turn create the need for occupations such as cultural 
restitution coordinators and community engagement facilitators.  

Furthermore, from a sustainability perspective, it was noted that as a result of the threat posed 
by climate change to heritage and cultural sites there is an increased need to focus on 
protecting these sites from this threat (Iziko Museums of South Africa, n.d.) (Chapungu, et al., 
2022). As a result occupations such as climate adaptation officers may see an increase in 
demand.  

International evidence supports the insights noted above on emerging occupations, 
particularly in terms of how digital transformation, changing labour models, and new 
technologies are influencing occupational shifts within cultural and creative industries. 
Disruptive technologies such as AI, AR/VR, cloud computing, and blockchain are 
fundamentally altering creative production processes and creating a need for new occupations 
(World Bank, 2023). These occupations include digital content creators, 3D modellers and 
animators, AR/VR specialists, AI and machine learning professionals for creative 
applications, SEO and digital marketing specialists, and freelancers operating on 
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digital platforms in fields such as music, design, and media (World Bank, 2023); 
(University of San Diego, 2025).  

Cross-industry research conducted by the OECD (2024) further indicates that technologies 
such as generative AI and automation are expected to significantly affect the labour market, 
particularly due to the impact of these technologies on non-routine cognitive tasks across 
sectors (OECD, 2024). In addition to impacting occupations, there will also be a fundamental 
impact on skills required by individuals in the sector. Ensuring sufficient supply of these skills 
will, therefore, be key in order to avoid these becoming skills gaps. The research highlights 
that, as generative AI tools become increasingly capable of performing tasks such as writing, 
image generation, and decision support, workers across industries will need to rely more 
heavily on uniquely human skills, including interpersonal communication, contextual 
reasoning, and emotional intelligence (OECD, 2024). This underscores an inevitable shift in 
skills demand, with greater emphasis on hybrid skill sets that combine technical, creative, and 
socio-emotional capabilities such as adaptability, collaboration, and problem-solving. These 
competencies can be seen as being particularly relevant for emerging ACH roles that blend 
creative expression with data driven or platform based delivery, such as those involving 
audience engagement, digital storytelling, and participatory cultural production. 

Beyond technological change, labour models in the global ACH sub-sector are also evolving. 
Atypical and gig-based employment arrangements, including short-term, project-based, and 
freelance contracts, are increasingly common among artists, writers, musicians, translators, 
and other creative professionals. These trends are reshaping how work is accessed and 
delivered, and underscore the need for digital fluency, self-marketing, and entrepreneurial 
skills (World Bank, 2023). While not all of these developments may result in new job titles, 
they do reflect an expansion of functions that require new types of training and support, 
particularly in the use of digital tools and platforms. 

The below presents a summarised list of the emerging occupations in the ACH sub-sector as 
discussed above: 

• Digital Marketing Specialists; 

• Social Media Managers; 

• Prompt Engineer;  

• AI Developer; 

• Digital Graphic Designer; 

• Digital Artists;  

• Digital Archivist;  

• Digital Media Designer;  

• Digital Content Creator 

• AR/VR Developer,  

• 3D Modellers, Architects and Designers; 

• AI and Machine Learning Professionals, which may include Big Data Analyst, User 
Experience (“UX”) Designer/Developer, AI and Machine Learning Engineer, Data 
Scientist, Robotics Engineer, Algorithm Developer; 

• Cultural Restitution Coordinator; 

• Community Engagement Facilitator; 

• Climate Adaptation Officers. 
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As part of the primary research conducted, survey respondents were requested to illustrate 
which of the above-mentioned occupations they believed were emerging in the sector. These 
results are illustrated in the figure that follows.  

Figure 2: Emerging Occupations Identified by Survey Respondents 

 

Source: Employer Survey, 2025 

As can be seen, 50% of respondents indicated “Social Media Managers” as an emerging 
occupation. This was followed by Digital Media Designer (42%), Arts and Costume 
Administrator (40%) Digital Graphic Designers (38%), Digital Marketing Specialists (35%), 
Marketing and Distribution Specialists (31%) and Live Streaming and Digital Conferencing 
Coordinators (31%). The emergence of the occupations identified in the graph above should 
therefore be considered in the skills planning process. 

The table below provides further insight from stakeholders regarding emerging occupations in 
the ACH sub-sector. 
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Table 38: Emerging Occupations in the ACH sub-sector based on Primary Data Collection 

Emerging Occupation Quotations 

Digital Archivist  • “Heritage preservation and digitisation, that is where [the 
heritage sector] is going, preserving of history, recording of 
history, having trails that enhance tourism” (Employer Interview 
3, Heritage, 2025) 

Digital Content Creator • “Lots of different sort of transdisciplinary works emerging like 

amapiano...and they are digital natives. They are no longer 

looking to formal record labels and all of the big gatekeepers that 
stopped them from innovating” (Employer Interview 6, Arts and 
Culture, 2025) 

Live Streaming and 
Digital Conferencing  

• “There are some very interesting developments like  
Substack/podcasts and those kinds of things which we think will 
be in future very powerful mechanisms for us [arts and culture 
sector]” (Employer Interview 6, Arts and Culture, 2025) 

Art and Costume 
Administrator  

• “The digital animators, and honestly, like every 10 seconds, 
there's a new role that one of them is doing. One of them is kind 
of monster hair specialist working on a small, animated film” 
(Employer Interview 6, Arts and Culture, 2025) 

Occupations Related to 
Digital Technology  

• “Digital and technology integration are emerging and this include 
data analytics and audience engagement [in the sector]” 
(Employer Interview 1, Arts and Culture, 2025) 

Other Emerging 
Occupations  

• “Digital marketing, creative entrepreneurship incl. business 
development/ branding, grand writing proposals, business 
management and fund raising [are emerging in the sector]” 
(Employer Interview 1, Arts and Culture, 2025) 

• “This is really where you should touch in with film. Almost every 
film I watch, when I look at the credits, there's some kind of role 
that I've never seen or have needed to be introduced to, for 
example, intimacy coordinators” (Employer Interview 6, Arts and 
Culture, 2025) 

 
3.3 Extent of Occupational Skills Supply 

The following table provides an overview of the educational profile of employees in the ACH 
sub-sector. 

Table 39: Educational Profile of Employees 

Education 
Level 

Arts Culture Heritage Total 

Employees % Employees % Employees % Employees % 

Below NQF 
1 

9 1% 7 1% 0 0% 16 1% 

NQF 1 51 4% 30 3% 4 1% 85 3% 

NQF 2, 3 107 8% 71 8% 11 2% 189 7% 
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Education 
Level 

Arts Culture Heritage Total 

Employees % Employees % Employees % Employees % 

NQF 4 499 37% 356 41% 191 33% 1046 38% 

NQF 5, 6 281 21% 364 42% 107 19% 752 27% 

NQF 7, 8, 9, 
10 

390 29% 38 4% 262 46% 690 25% 

TOTAL 1 337 100% 866 100% 575 100% 2778 100% 

Source: CATHSSETA WSP Data, 2025/26 

The educational profile of employees within the ACH sub-sector reveals a workforce 
predominantly qualified at NQF Level 4 or above, with NQF Level 4 representing 38% of the 
total 2778 employees and above NQF Level 4 representing 52%. Lower qualification levels, 
including below NQF Level 1 and NQF Levels 1 to 3, collectively make up a minimal share, 
indicating a relatively skilled base.  

3.4 Supply-Side Analysis  

3.4.1 State of Education and Training Provision/ TVET Colleges  

This section provides an analysis of skills supply from both TVET colleges and universities. 
Enrolment trends and completion rates were analysed across all educational levels.  

The table below provides an overview of enrolment data for various National Certificate 

(“Vocational”) (“NC[V])” programmes in 2023, sourced from the TVETMIS. 

Table 40: Enrolment cycle count of students in TVET colleges by NC(V) programmes and 
gender, 2023 

Programme  

 

NC(V) Level 2 - 4 

Female  Male  Total 

Management 
4 294 1 248 5 542 

Marketing 
3 839 1 341 5 180 

Office Administration 
23 010 3 964 26 974 

Total  
31 143 6 553 37 696 

Source: TVETMIS, 2023 

The 2023 enrolment data from the TVETMIS reveals significant gender disparities across 
relevant NC(V) programmes in public TVET colleges. Overall, female students accounted for 
the majority of enrolments across the programmes, reflecting a strong female presence in 
vocational education. 

Office Administration programmes had the highest overall enrolment figures, with 26,974 
students. Of the total number of enrolments for these programmes, 23,010 (85%) were female 
students.  

These enrolment trends have significant implications for addressing emerging 
occupations, identified skills gaps, and HTFVs, as they highlight potential mismatches 
between current student training pathways and the evolving demand for skilled professionals 
in areas such as digital media, technical production, safety, and strategic management within 
the ACH sub-sector and its mini-industries. 
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3.4.2 State of Education and Training Provision/ Higher Education Institutions  

The table below, displays university enrolment and throughput statistics. Data was sourced 
from DHET for the 2023 academic year. The table below presents not only qualifications 
directly related to the ACH sub-sector, but also includes those linked to HTFVs and emerging 
occupations highlighted above. This integrated view allows for a more informed assessment 
of whether certain occupations should continue to be classified as HTFVs, and whether there 
is sufficient enrolment and graduate output to support the anticipated demand for emerging 
roles within each industry. 

Table 41: University enrolment and graduations per sub-sector by qualification 

Qualification NQF 
Levels  

2022 2023 

Total 
Enrolments 

Total 
Graduates 

Total 
Enrolments 

Total 
Graduates 

Arts 

Dance  6-9 169  49 127  29  

Design and Applied Arts  6-10 3 919 869 3 915  924  

Drama/ Theatre Arts  6-10 3 148 732 3 235  770  

Film/ Video and 
Photographic Arts  

6-10 1 254 316 1 252  337  

Fine and Studio Arts  6-10 3 711 679 3 923  764  

Music  5-10 2 164  621 1 917  529  

Visual and Performing Arts, 
Other  

8-10  44  13 52  17  

Culture 

Communication and Media 
Studies 

5-10 11 945 1 976 12 167  2 059  

Radio, Television and Digital 
Communication 

5-10 373 106 393  107  

Public Relations, Advertising 
and Applied Communication 

6-10 11 983 1 706 10 455  1 867  

Communication, Journalism 
and Related Studies, Other 

7-10 24 24 155  30  

Linguistic, comparative and 
related language studies and 
practices 

6-10 5 590  1 446 5 551  1 272  

 

Classics and classical 
languages and literature 

7-10  167 54 169  48  

South African sign language 
(sasl) 

7-9 51 24 29  7  

Comparative African 
languages and literatures 

6-10 1 180 14 1 270  20  
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Qualification NQF 
Levels  

2022 2023 

Total 
Enrolments 

Total 
Graduates 

Total 
Enrolments 

Total 
Graduates 

Languages, linguistics and 
literature, other 

7-10  220 28  236  42  

Heritage 

Anthropology 5 & 7-
10 

3 738  887  3 744  829  

Archaeology 7-10 279  64  295   65  

History 6-10 4 199  829  4 301   743  

Museology/museum studies 5 & 7-
10 

83  32  209  83  

Political science and 
government 

5 & 7-
10 

14 665  2 479  14 319  2 393  

Source: HEMIS Data, 2022, HEMIS Data 2023 

The university enrolment and graduation trends across the ACH  industries between 2022 and 
2023 provide key insights into higher education participation and output aligned to industry 
needs. In the arts industry, there is a notable decline in enrolments and graduates for fields 
such as Dance, Music, and Film/Video and Photographic Arts, reflecting shifting student 
interests or limited access to specialised institutions. However, areas such as Design and 
Applied Arts and Drama/Theatre Arts continue to record high enrolment and graduation 
figures, suggesting sustained demand for, and relevance of, these qualifications within the 
creative economy. 

In the culture industry, qualifications in Communication and Media Studies, and Public 
Relations consistently show strong enrolment, though the gap between enrolments and 
graduate outputs points to potential throughput challenges. The increase in graduates in 
Public Relations and Applied Communication in 2023 suggests improvements in completion 
rates in this field, which is vital for meeting sectoral demands in marketing and digital 
communication. 

For the heritage industry, Museology/Museum Studies saw a significant increase in 
enrolments and graduations from 2022 to 2023, indicating a growing interest in specialised 
heritage preservation roles. However, areas such as Anthropology, Archaeology, and History 
show relatively low graduation numbers. 

Overall, the enrolment and graduation patterns reflect both opportunities and constraints in 
building a pipeline of talent for emerging occupations and HTFVs across the ACH sub-sector. 
Addressing throughput and aligning curricula with industry needs; especially in digital, 
managerial, and technical domains, will be essential to mitigating skills gaps and ensuring 
sector readiness. 
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3.5 Sectoral Priority Occupations and Interventions List (“SPOI”) 

The table below lists the identified scarce and priority occupations for the ACH sub-sector. 

Table 42: Sectoral Priority Occupations and Interventions List 

SETA NAME PERIOD 
SUB-

SECTOR 
OFO MAJOR 

GROUP 
OCCUPATION 

CODE 
OCCUPATION 

SPECIALISATION/ ALTERNATIVE 
TITLE 

INTERVENTION PLANNED BY 
THE SETA 

NQF 
LEVEL 

NQF 
ALIGNED 

Y/N 

QUANTITY 
NEEDED 

QUANTITY 
TO BE 

SUPPORTED 
BY SETA* 

CATHSSETA 2025/26 

Arts, 
Culture 

and 
Heritage 

Technicians 
and 
Associate 
Professionals 

(2021-352103) 
Sound 
Technician 

Audio Technician; Video and Sound 
Recorder; Audio Operator; Sound 
Effects Person; Re-recording Mixer; 
Dubbing Machine Operator; Dubbing 
Projectionist (Sound Mixing); Sound 
Editor / Mixer / Recordist / Operator / 
Specialist 

Learnership: National Certificate: 
Music Industry: Sound 
Technology Level 4 

4 Y 

48 48 

Learnership: National Certificate: 
Music Industry: Sound 
Technology Level 5 

5 Y 

Further Education and Training 
Certificate in Sound Technology 

4 Y 

Certificate in Sound Technology 5 Y 

Diploma in Sound Technology 6 Y 

Managers (2021-121206) 
Health and 
Safety 
Manager 

Safety, Health and Environmental 
(SHE) Manager 

National Diploma in 
Environmental Health 

6 Y 

35 35 

Bachelor of Medicine and 
Surgery 

7 Y 

Advanced or Postgraduate 
Diploma in Occupational Health 

8 Y 

Bachelor of Technology in 
Environmental Health 

7 Y 

Master of Technology in 
Environmental Health 

9 Y 

Managers (2021-132401) 
Supply and 
Distribution 
Manager 

Procurement Manager; Freight 
Manager; Supply Lead Manager; 
Supply Chain Executive; Purchase 
Manager; Parts Manager; Storage and 
Distribution Manager; Acquisitions 
Manager; Goods Clearance Manager; 
Supply Chain Manager; Depot 
Manager; Freight Forwarding 
Customs Clearing Manager 

Diploma in Supply Chain 
Management 

6 Y 

32 32 

Advanced Diploma in Supply 
Chain Technologies 

7 Y 

Bachelor of Supply Chain 
Management 

7 Y 

Honours in Supply Chain 
Management 

8 Y 

Managers (2021-121901)  
Corporate 
General 
Manager 

Business Operations Manager 

Master in Business 
Administration 

9 Y 
29 29 

Honours in Management 8 Y 
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SETA NAME PERIOD 
SUB-

SECTOR 
OFO MAJOR 

GROUP 
OCCUPATION 

CODE 
OCCUPATION 

SPECIALISATION/ ALTERNATIVE 
TITLE 

INTERVENTION PLANNED BY 
THE SETA 

NQF 
LEVEL 

NQF 
ALIGNED 

Y/N 

QUANTITY 
NEEDED 

QUANTITY 
TO BE 

SUPPORTED 
BY SETA* 

Bachelor of Commerce in 
Management 

7 Y 

Professionals (2021-252901) 
ICT Security 
Specialist 

Security Administrator; ICT Security 
Architect; Information Technology 
Security; Internet Security Architect / 
Engineer / Consultant Manager; 
Database Security Expert 

Certificate in Information Systems 5 Y 

28 28 

Diploma in Information 
Technology 

6 Y 

Bachelor of Technology in 
Information Technology 

7 Y 

Bachelor of Information 
Technology 

7 Y 

Managers (2021-141101) 
Hotel or Motel 
Manager 

Duty Manager (Hotel); Boarding 
House Manager; Innkeeper; 
Backpackers Manager; Hotelier; 
Lodge Manager; Hostel Manager; 
Resort Manager 

National Certificate in Food and 
Beverage Services (NQF Level 2) 

2 Y 

21 21 

National Certificate in Food and 
Beverage Services (NQF Level 3) 

3 Y 

National Certificate in Food and 
Beverage Services (NQF Level 4) 

4 Y 

Diploma in Hospitality 
Management 

6 Y 

Bachelor of Technology in 
Hospitality Management 

7 Y 

Bachelor of Management 7 Y 

Honours in Management 8 Y 

Master of Technology in 
Hospitality Management 

9 Y 

Managers (2021-134915) 

Non-
Manufacturing 
Operations 
Manager 

Farm Produce Processing Manager; 
Pet Food Mill Manager; Abattoir 
Veterinarian; Seed Processing Plant 
Manager; Feed Mill Manager; Field 
Production Manager (Seed); Mill 
Manager; Sugar Mill Manager; Food 
and Beverages Processing Manager; 
Abattoir Manager; Farm Produce 
Packhouse Manager; Fresh Produce 
Packhouse Manager 

Diploma in Management 6 Y 

9 9 Advanced Diploma in 
Management 

7 Y 

Managers (2021-122103) 
Director of 
Marketing 

Marketing Director; Market Research 
Manager; Marketing Manager 

Bachelor of Marketing 7 Y 

4 4 

Honours in Marketing 8 Y 

Master in Business 
Administration 

9 Y 

Master in Marketing 9 Y 
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SETA NAME PERIOD 
SUB-

SECTOR 
OFO MAJOR 

GROUP 
OCCUPATION 

CODE 
OCCUPATION 

SPECIALISATION/ ALTERNATIVE 
TITLE 

INTERVENTION PLANNED BY 
THE SETA 

NQF 
LEVEL 

NQF 
ALIGNED 

Y/N 

QUANTITY 
NEEDED 

QUANTITY 
TO BE 

SUPPORTED 
BY SETA* 

Professionals (2021-263206) 
Heritage 
Consultant 

Not Applicable  

Bachelor of Heritage Studies 7 Y 

6 6 
Postgraduate Diploma in Heritage 
and Museum Studies 

8 Y 

Honours in Heritage and Tourism 
Studies 

8 Y 

Managers (2021-112101) 
Director 
(Enterprise/ 
Organisation) 

Senior / Lead Independent Non-
executive Director; Executive Director; 
Company Director; Independent Non-
executive Director; Alternative 
Director; Managing Director 
(Enterprise / Organisation); Chief 
Executive Officer (CEO); Deemed 
(Shadow) Director; Non-executive 
Director; Managing Director 

Master in Business 
Administration 

9 Y 3 3 

The Sectoral Priority Occupation List (“SPOI”) identifies key occupations within the ACH sub-sector that are considered critical for skills 
development and addressing current and future labour market demands. It serves as a strategic tool to guide targeted training and resource 
allocation. The SPOI list was informed by data trends from Workplace Skills Plans (“WSPs”) and validated through insights gathered during 
fieldwork, including surveys and interviews. As part of the WSP process and primary research process, organisations were requested to indicate 
occupations that are hard-to-fill in their organisation, as well as the number of vacancies for the respective occupation. In defining the SPOI list, 
the quantity of vacancies cited by organisations were considered, alongside the number of organisations reporting said vacancy (to understand 
if the vacancy is a sector-wide or organisation-focused issue) as well as the nature of the vacancy (to understand the potential impact the vacancy 
may be having on a respective organisation). These three aspects were considered and used to define the priority occupations outlined in the list 
above. This approach ensures that the identified occupations reflect the needs of the sector. The list highlights roles requiring focused skills 
development to mitigate shortages and strengthen overall sector capacity. 
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3.6 Conclusion  

This chapter focused on understanding occupation-specific skills mismatches identified by 
employers and examined the key skills demand and supply trends in the ACH sub-sector, 
highlighting scarce and hard-to-fill vacancies, emerging occupations, and supply challenges 
such as qualification mismatches and limited workplace integration. It also reviewed enrolment 
and graduation data and outlined CATHSSETA’s planned interventions to address identified 
gaps. The findings underscore the need for better alignment between education and industry 
to meet the evolving skills needs of the sector. 

 



Final Sector Skills Plan 

 

 

P a g e  78 | 103 

4 Chapter 4: SETA Partnerships 

4.1 Introduction  

This chapter explores potential partnerships that can be pursued in the ACH sub-sector to 
advance CATHSSETA’s mandate. In line with the Skills Development Act 97 of 1998, which 
emphasises the importance of collaboration across both public and private sectors, this 
chapter identifies opportunities for enhancing stakeholder alignment to support skills 
development within the arts, culture and heritage industries (Skills Development Act, 1998). 
Information was gathered through discussions with key stakeholders in the sector including 
CATHSSETA regional managers, key informants and employers within the respective 
industries. 

4.2 Proposed Partnerships  

To address skills mismatches and promote inclusive sector development, CATHSSETA must 
cultivate new partnerships, particularly those that align employer needs with training provision. 
Stakeholders from the arts, culture and heritage industries have emphasised the importance 
of targeted partnerships that enable more effective coordination, support work-integrated 
learning opportunities, strengthen occupational pathways, and upskill unemployed individuals 
for entry into the sector. 

The table below proposes potential partnerships relevant to the ACH sub-sector. 

Table 43: Proposed CATHSSETA ACH Partnerships 

Proposed New 
Partnerships 

Rationale Strategic Focus 

Partnerships with 
organisations and 
other SETAs, 
such as MICT 
SETA  to promote 
the development 
of skills in 
response to new 
technologies 

• To respond to emerging digital and technology-related 
skills needs in the ACH sub-sector by leveraging the 
MICT SETA’s established digital qualifications, sector 
expertise, and resources and working together to 
identify additional qualifications required to respond to 
future digital technology-related skills gaps.  

Integrate future 
digital 
competencies (e.g. 
AI, AR/VR, content 
creation) into ACH 
qualifications and 
microlearning 
pathways  

Partner with 
public and private 
training providers 
to align ACH 
qualifications to 
changing skills 
needs in the 
sector 

• To facilitate the regular updating of ACH qualifications 
and curricula to ensure said qualifications are aligned 
with and responsive to the changing skills needs of 
ACH graduates (e.g. the increased need for business 
and entrepreneurship skills), enhancing the relevance 
of these qualifications and ensuring they are future-
focused 

Integrate cross-
cutting 
competencies (e.g., 
business, 
entrepreneurship, 
digital skills) into 
ACH curricula. 

Partnerships with 
organisations that 
focus on the 
promotion of 
workplace 
integration for 
people with 
disabilities, e.g. 
NCPD, disability-
focused NGOs, 
African Sinakho 
Arts 

• To enhance the representation of people with 
disabilities in the ACH sub-sector by supporting 
accessible learning, workplace integration and 
employer awareness. 

 

 

Promotion of 
people with 
disabilities in the 
ACH sub-sector 
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Proposed New 
Partnerships 

Rationale Strategic Focus 

Partnerships with 
CBOs and Social 
Enterprises, 
particular in rural 
communities 

• To assist in addressing the need to foster broader 
participation and representation in the ACH sub-
sector across the country, particularly in more rural 
and semi-rural areas. 

Expanding access 
to formal learning 
pathways and 
programmes 

Partner with 
Sector-Specific 
Incubators to 
provide access to 
opportunities and 
support 
entrepreneurship 

• To enhance access to infrastructure and market 
opportunities for organisations in the sector who 
currently face challenges operating effectively.  

• To assist “solopreneurs”, SMMEs, and small 
enterprises operating within the sub-sector by 
providing tailored business support and mentorship 
support through sector-specific incubators.  

Promotion of 
entrepreneurs and 
small businesses in 
the ACH sub-sector 
to enhance their 
sustainability  

 

4.3 Conclusion 

This chapter outlined the proposed partnerships that CATHSSETA may enter into to assist 
CATHSSETA adequately respond to the skills needs of and developments within the arts, 
culture and heritage industries. 
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5 Chapter 5: SETA Monitoring and Evaluation 

5.1 Introduction  

CATHSSETA’s Monitoring and Evaluation (“M&E”) Framework is guided by a Theory of 
Change (“ToC”) structured around CATHSSETA’s organisational impact statement: “a 
transformed and growing sector, with the requisite skills that respond to the needs of the South 
African economy.” It aligns with the eight outcomes of the National Skills Development Plan 
(“NSDP”). 

5.1 CATHSSETA’s Approach to Monitoring and Evaluation 

CATHSSETA currently employs a uniform M&E approach across all its sub-sectors, including 
Gaming and Lotteries (“G&L”), Arts, Culture and Heritage (“ACH”), and Sports, Recreation 
and Fitness (“SRF”). This consistency is appropriate, as monitoring and evaluation processes 
benefit from standardisation in data collection, analysis, and reporting. However, while the 
M&E approach itself remains the same  the development of Theories of Change, which form 
a key part of the M&E framework adopted by CATHSETA, should be tailored to the needs and 
context of each sub-sector. Each sub-sector presents unique operating conditions and 
developmental priorities, which require differentiated Theories of Change.  

A key limitation identified is the low participation rate in M&E-related studies, especially among 
learners. This affects the ability to fully assess programme impact and effectiveness. Although 
many learners, including those in more informal sub-sectors, can be reached via mobile and 
digital technologies, meaningful inclusion often requires more proactive, community-based 
engagement strategies. Diagnostic studies can help identify and formalise engagement with 
hard-to-reach groups, ensuring that all relevant voices are captured. 

At present, data collection is primarily manual, with the Skills Development Department and 
regional managers playing a central role. Data is gathered on the ground using paper forms 
and then consolidated via spreadsheets. While a central system does exist, functionality 
issues have limited its use. Encouragingly, a partnership with the MICT SETA is underway to 
support the development of a digitised M&E infrastructure, which will significantly improve 
efficiency, data quality, and accessibility. 

Monitoring data is compiled into scorecards aligned to the Annual Performance Plan (“APP”) 
and submitted quarterly to the Department of Higher Education and Training (“DHET”), with 
findings summarised annually in CATHSSETA’s Annual Report. Recent improvements include 
disaggregating data to better reflect sub-sector-specific dynamics. However, there remains a 
disconnect between findings from evaluation studies and their translation into implementation 
changes. While some critical issues are addressed—especially where they may result in audit 
findings—routine and constructive use of evaluation insights to improve programme design 
and delivery is limited. Strengthening these feedback loops will be essential for promoting 
evidence-based decision-making.  

5.2 Conclusion 

In conclusion, CATHSSETA’s M&E system is well aligned with national priorities but digitising 
data collection will assist in tracking outcomes across the sector. However, the planning 
processes that underpin this framework must reflect the diversity of the sub-sectors. This can 
be achieved by developing sub-sector-specific Theories of Change that guide intervention 
logic and expected outcomes. Doing so would enable the SETA to better cater to sectoral 
realities while maintaining a coherent, organisation-wide M&E approach. 
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6 Chapter 6: Strategic Skills Priority Actions 

6.1 Introduction  

This chapter brings together the key findings from the preceding chapters and outlines priority 
actions for the CATHSSETA ACH sub-sector and its industries. The chapter builds on the 
analyses previously presented to propose practical, coherent, and attainable 
recommendations. These priority actions will guide the formulation of the Strategic Plan (“SP”) 
and Annual Performance Plan (“APP”). National strategies and policy frameworks have also 
been taken into account to ensure alignment with broader government priorities. 

6.2 Key Skills Findings from Previous Chapters  

6.2.1 Findings from Chapter 1  

Chapter 1 revealed that the ACH sub-sector has the potential to serve as a catalyst for 
economic growth and job creation. Currently, the sector is marked by a predominance of 
informal employment. This structural profile presents both a challenge and an opportunity: 
while it enables diverse and grassroots creative expression, it also means that most workers 
operate outside of stable or formal employment. The sector's vulnerability to external factors, 
such as economic instability, necessitates skills in adaptability, crisis management, and 
resilience. 

In terms of employer profile, the ACH sub-sector is largely made up of small enterprises, with 
98.5% of levy-paying entities in the ACH sub-sector being classified as small. This indicates 
a need for CATHSSETA to continue supporting and prioritising SMME development in the 
sector. 

Based on the WSP data, regional disparities in employment emerged. Provinces like Gauteng, 
KwaZulu-Natal, and the Western Cape dominate in terms of job density, underscoring the 
importance of decentralised training efforts and locally relevant curriculum development in 
underserved provinces. These trends point to a need for geographically tailored interventions 
and increased mobility support for skills practitioners. 

Across the industries, Black African employees constitute the majority workforce in each 
industry, typically followed by White employees, with comparatively lower representation of 
Coloured and Indian/Asian individuals. There is a relatively balanced representation of male 
and female employees with the ACH sub-sector. 

In terms of people with disabilities, currently less than 2% of the workforce in the ACH sub-
sector are living with a disability. This, therefore, calls for targeted advocacy and inclusive 
skills development in order to increase the representation of people with disabilities in the sub-
sector. 

6.2.2 Findings from Chapter 2  

Chapter 2 outlines a series of key drivers of change that are influencing skills demand and 
supply within the ACH sub-sector. Central to these are enhancements in digital technologies 
which are reshaping content creation, preservation, and dissemination across the arts, culture 
and heritage industries. There is growing demand for digital competencies in areas such as 
digital literacy, 3D scanning and modelling, photogrammetry and technology integration skills.  

In addition to enhancements in digital technologies, a growth in the use of social media 
platforms has also been noted, with artists using this to distribute their content as well as other 
organisations like heritage organisations using social media to market themselves and their 
site. This is driving a need for increased social media marketing, the monetisation of social 
media and personal branding competencies. It is also resulting in an increased demand for 
occupations such as social media manager and digital content creator. 

The growing adoption of social media and digital technologies has also paved the way for 
enhanced globalisation and internationalisation, with digital platforms allowing South African 
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creatives to reach global audiences. This shift has created the need for individuals in the 
market to ensure they align with global standards and requirements, and has created a need 
for enhanced knowledge and skills to cater to foreign audiences. 

The chapter also highlights the rise of entrepreneurship and the gig economy as a result of 
economic pressures as a major force transforming employment structures in the sub-sector. 
This expansion of the gig economy has resulted in an increase in “solopreneurs”, requiring 
individuals to manage their own businesses and build client bases. This, in turn, has created 
an increased need for these professionals to possess entrepreneurship, business 
management and financial management skills.  

The need for enhanced inclusivity and representation is also shaping skills requirements 
across the ACH sub-sector. In the arts industry, these dynamics manifest through demand for 
socially engaged art practices that reflect diverse identities and promote participation. In the 
heritage industry a move towards a more inclusive and decolonised exhibitions is being seen 
amongst museums, requiring enhanced engagements with local communities and cultural 
leaders. This increased call for diversity has enhanced the need for skills related to cultural 
sensitivity, community engagement, negotiation and conflict management  

Climate change and sustainability has also emerged as a critical driver influencing the ACH 
sub-sector, with distinct implications across the three industries. In the arts industry, 
sustainability relates to eco-conscious design, reduced touring footprints, and the use of 
recycled materials in the creation of visual art. In the heritage and cultural industries, it includes 
mitigating the effects of climate change on heritage and cultural sites and archives, applying 
green conservation techniques, and digitising collections to protect against physical 
degradation. These developments are creating demand for skills in green production skills as 
well as heritage professionals that understand the basics of climate science. 

6.2.3 Findings from Chapter 3 

Chapter 3 provides a detailed analysis of occupational demand and supply trends within the 
ACH sub-sector, offering insights into sector-specific skills shortages and talent pipeline 
dynamics. The analysis draws on WSP data from levy-paying employers, insights from primary 
research conducted with employers and other key role players in the sub-sector, as well as 
national higher and vocational education statistics, to map out critical issues affecting 
workforce development.  

HTFVs were identified across all industries. In the arts industry, sound technicians were noted 
as the most prominent HTFV. It was noted that candidates to fill this role are in short supply 
due to candidates lacking the required experience or qualifications or not meeting employment 
equity requirements. In the culture industry, two key occupations were noted as hard to fill, 
namely, Hotel or Motel Managers and Hotel Service Managers. In the heritage industry, non-
manufacturing operations manager was the occupation with the higher number of vacancies, 
due to a lack of suitably qualified candidates. These shortages reflect both experience gaps 
and institutional mismatches in training provision. Additional occupations that were noted as 
hard to fill based on insight from the primary research included managers, technicians, 
assessors and moderators, heritage trail practitioners and marine divers. 

As part of Chapter 3 the SPOI list is provided to indicate the priority areas where training and 
funding should be focused in order to address the skills needs of the sector. 

In terms of skills gaps, in the arts industry the most prominent skills gaps included 
communication, conflict management and advanced computer, IT and software. Considering 
the advances in technology that are likely to impact the sector going forward, placing a focus 
on advanced computer, IT and software skills will be key to avoid this gap widening any further 
and to allow people to keep pace with advancing technology. In the cultural industry, key skills 
gaps noted included first aid, occupational health and safety and entrepreneurship. The need 
for entrepreneurship skills was also noted as key as a result of the rising gig economy. In the 
heritage space the most prominent skills gaps included communication, digital literacy and 
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cultural sensitivity. Across all sub-sectors, there is a clear demand for both technical and soft 
skills to support sustainability and innovation in the ACH landscape. 

The chapter also identifies a range of emerging occupations across the sub-sector. Digitally 
driven roles such as live streaming technicians and digital conferencing professionals have 
grown in prominence, especially in response to virtual participation trends and the demands 
of the digital economy. Other roles, such as arts and costume administrators, dramaturges, 
and associate producers, are emerging in line with national policy strategies to revitalise the 
creative economy and professionalise niche occupations in the sector. Other occupations 
noted as emerging, based on desk-based research include; Online Marketing Analytics/ Digital 
Marketing Specialists; Social Media Managers; Prompt engineer; AI developer; Digital graphic 
designer; Digital arts professional; Digital archivist; Digital media designer; AR/VR developer/ 
specialist solutions architect, 3D modellers, architects and designers; AI and Machine 
Learning professionals; Cultural restitution coordinator; Community engagement facilitator; 
and Climate adaptation officers. 

The supply-side analysis confirms systemic challenges in aligning education with industry 
needs. TVET enrolments are concentrated in administrative programmes, with women 
comprising the majority of students. While high in volume, these qualifications may not directly 
address critical shortages in digital media, production, or technical roles. Similarly, university 
enrolment and graduation trends reveal high participation in arts and communication 
disciplines, yet relatively low throughput in heritage-related fields such as archaeology, 
anthropology, and museology. This gap limits the pipeline for specialised roles such as 
curators, archivists, and heritage educators. 

Overall, Chapter 3 highlights the need for industry-responsive training and a stronger match 
between qualification supply and occupational demand. Addressing these will be key to 
closing persistent skills gaps and ensuring the sector is equipped for both current and future 
workforce needs. 

6.2.4 Findings from Chapter 4 

Chapter 4 outlines the need for new partnerships to strengthen skills development in the ACH 
sub-sector.  

A number of partnerships are proposed to assist CATHSSETA respond to factors that are 
driving change in the sector. This includes partnerships with organisations such as MICT 
SETA and other training providers to promote the development of skills in response to new 
technologies, as well as partnerships with training providers to ensure ACH qualifications are 
aligned to changing skills needs. 

Feedback from stakeholders indicated that there is a need to further enhance CATHSSETA’s 
reach, particularly in rural areas and to expand the support provided to graduates entering the 
sector and SMMEs. In response to this, partnerships with CBOs and Social Enterprises, 
particularly in rural areas are proposed as well as partnerships with Incubators to promote 
access to the sector and access to opportunities. 

It was further noted that currently, the representation of people with disabilities in the sub-
sector is low. Therefore, to assist in enhancing this representation, partnerships with 
organisations focused on the promotion of workplace integration for people with disabilities 
are proposed. 

6.2.5 Findings from Chapter 5 

Chapter 5 outlines CATHSSETA’s consistent approach to monitoring and evaluation (M&E) 
across all sub-sectors, including the ACH sub-sector. While a standard M&E framework 
ensures coherence in data collection and reporting, aspects such as the development of 
Theories of Change should be tailored to each sub-sector’s unique conditions. Low 
participation in M&E studies, particularly from learners, limits the system’s effectiveness. 
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Digital outreach can help, but deeper engagement often requires on-the-ground strategies to 
reach marginalised or informal groups. 

Currently, data is collected manually by regional managers and consolidated via 
spreadsheets, as functionality issues have limited the use of CATHSSETA’s central system. 
However, a promising partnership with MICT SETA is underway to develop a digital M&E 
platform, which could significantly enhance data quality and responsiveness. Monitoring data 
is compiled into quarterly scorecards aligned to the Annual Performance Plan and shared with 
DHET, with annual findings published in the Annual Report. 

Despite these strengths, the feedback loop between evaluation findings and programme 
improvements remains weak. While issues that may lead to audit concerns are addressed, 
broader evaluation insights are not routinely used to guide decision-making. Strengthening 
this feedback process and adapting planning frameworks to reflect sub-sector differences will 
help CATHSSETA drive more targeted, evidence-based interventions. 

6.3 Planned Key Skills Priority Actions 

Key skills priority actions are summarised in the table below. 

Table 44: SETA Strategic Skills Priorities 

# Skills Priority Programme/ 
Project 

Planned Action Arts Culture Heritage 

1. Support and 
regulatory 
protections for 
freelancers 
and gig 
workers 

• Upskilling and 
Protection of 
Freelancers 
and Gig 
Workers 
Initiative  

• Implement flexible 
training courses (e.g. 
short accredited and 
non-accredited 
programmes) on basic 
business and financial 
management to 
freelancers and gig 
workers 

• Facilitate structured 
peer mentorships by 
partnering with sector 
bodies and training 
providers, and include 
informal networking 
support through events 
or online platforms to 
improve income stability 
and access to work 
opportunities 

• Develop training 
sessions on creating 
basic contracts, 
negotiating fair rates, 
and financial self-
management to build 
resilience 

• Partner with social and 
legal partners to explore 
advocacy for stronger 
regulatory frameworks 
and protections for 
creative gig workers 

✓ ✓  

2. Addressing 
provincial 

• Expanding 
Access to 

• Deliver training in 
provinces with low 

✓ ✓ ✓ 
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# Skills Priority Programme/ 
Project 

Planned Action Arts Culture Heritage 

disparities in 
training 
access 

Training 
Initiative  

sector representation 
like Limpopo, North 
West, and Mpumalanga 
using community 
centres, CET colleges 
and mobile classrooms 

• Provide offline learning 
alternatives such as 
printed guides and pre-
loaded USBs or tablets 
for offline access, 
ensuring no region is 
excluded to mitigate 
against digital 
accessibility challenges 

3. Specialised 
training in 
cultural 
sensitivity and 
community 
engagement 

• Cultural 
Sensitivity 
and 
Community 
Engagement 
Initiatives 

• Integrate cultural 
sensitivity and 
community consultation 
into arts, culture and 
heritage curricula by 
including short modules 
in arts, culture, and 
heritage courses that 
address respectful 
storytelling, inclusive 
narratives, and cultural 
representation 

• Raise awareness 
among practitioners 
about inclusive 
representation practices 

✓ ✓ ✓ 

4. Inclusion of 
youth and 
persons with 
disabilities 

• Sector 
transformation 
initiative  

• Prioritise recruitment of 
youth and persons with 
disabilities by, for 
example, setting 
participation targets in 
funded programmes, 
working with disability 
and youth organisations 
for outreach, and 
requiring training 
providers to report on 
demographic enrolment.  

• Ensure training is 
accessible by providing 
assistive tools and 
support within CET or 
community-based 
learning environments 
to promote broader 
sector participation and 
transformation. 

✓ ✓ ✓ 
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# Skills Priority Programme/ 
Project 

Planned Action Arts Culture Heritage 

5. Foundational 
digital literacy 

• Digital 
Literacy 
Academy 

• Fund entry-level digital 
skills training across all 
ACH industries 

• Make digital skills a core 
component of all 
learning pathways 

• Deliver training on using 
email, online job 
platforms, cloud 
storage, and content 
sharing tools to help 
workers access the 
digital economy 

• Support development of 
AI-based tools (e.g., 
chatbots, virtual tours) 
and train workers in 
VR/AR design for digital 
arts, cultural and 
heritage storytelling. 

✓ ✓ ✓ 

 

6.4 Planned Measures in Response to Change Drivers Identified 

Below is a completed table aligned to the change drivers and policies presented in Chapter 2 
of the SSP, reflecting measures planned for each category  
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Table 45: Planned Measures in Response to Change Drivers and Policies 

Change Drivers Industry Planned Measures 

Enhancements in Digital 
Technologies 

Arts • Implement training and upskilling programmes in digital literacy, the use of AI tools (including related 
skills such as prompt engineering), and VR/AR for art creation and performance to ensure artists can 
participate in the digital revolution and use new creative tools as highlighted in Chapter 2.  

• Fund access to hardware (e.g. VR headsets) and promote digital adoption for artists to overcome the 
access and infrastructure barriers identified in the findings.  

Culture • Implement skills development programmes in digital archiving, AR/VR content development, metaverse-
based events (such as virtual ceremonies), and digital storytelling, to enable the preservation and wider 
dissemination of cultural practices, as digital technology is transforming cultural experiences.  

Heritage • Develop capacity-building programmes in digital literacy, photogrammetry, 3D modelling, and VR/AR for 
digital heritage site preservation, to support the maintenance and global access to heritage assets 

• Promote partnerships with technology-focused SETAs to address shortages in digital delivery capacity 
among heritage organisations. 

Inclusivity and 
Representation 

Arts • Facilitate training in inclusive content creation, diversity, cultural sensitivity, and representation, including 
modules reflecting social movements such as #RhodesMustFall, to address the demand for more 
inclusive and realistic artistic content.   

• Broaden access for underrepresented groups through targeted training and curricula updates, in 
response to findings of ongoing exclusion in Chapter 2.  

Culture • Provide skills development in diversity, decolonisation, community engagement, negotiation, conflict 
management, and change leadership, to ensure organisational practices reflect the changing social 
context and demands for representation and participation  

• Support curriculum updates to include diversity and inclusion  

Heritage • Introduce training in community engagement, negotiation, conflict management, and co-curation of 
exhibitions with stakeholders, responding to the need for museums and heritage bodies to involve 
communities and local narratives.  

Economic Pressure, 
Entrepreneurship & the Gig 
Economy 

Arts • Deliver short courses and support programmes for freelancers on self-employment, self-promotion, 
business and financial management, client networking, IP rights, and digital skills, as freelancers must 
increasingly operate as 'solopreneurs’.  

• Support incubator initiatives such as the Grassroots Art Project and integrate entrepreneurship modules 
into training to help youth and emerging artists access markets. 
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Change Drivers Industry Planned Measures 

Culture • Develop and deliver training for freelance cultural workers on business and financial management, self-
marketing, digital literacy for online platforms, and entrepreneurship, as gig work and short-term 
contracting are increasing in this industry. Support upskilling through micro-credentials and focused 
'business of art' programmes to address the lack of relevant training for freelancers 

Climate Change & 
Sustainability 

Arts • Integrate training in sustainable art production, use of recycled/organic materials, and climate and 
environmental awareness through creative work, to enable the sector to address and depict 
environmental issues 

• Promote adoption of sustainable practices in events and performances, and include environmental 
sustainability in all relevant training programmes, as consumer and industry demand for green practices 
grows. 

Culture • Offer skills development in green production, sustainable event/festival planning, and environmental 
awareness, as climate change and sustainability are shaping new requirements for cultural event 
organisers.  

• Embed sustainability into cultural training curricula and develop new qualifications addressing 
environmental challenges, as recommended for long-term sector resilience. 

Heritage • Develop training for heritage professionals in climate risk assessment, conservation science, and the 
use of geospatial monitoring for heritage sites, to address direct threats to heritage sites and assets  

• Update heritage training curricula to include environmental awareness and sustainable management 
practices, responding to the demand for new skills in conservation and monitoring. 

Growth of Social Media 
Platforms 

Arts • Develop accredited training programmes in social media marketing, content monetisation, and personal 
branding tailored for creatives.  

• Partner with MICT SETA to develop platform-specific curricula covering digital safety, copyright, and 
content ownership in support of artists entering or expanding their presence in digital marketplaces. 

Culture • Facilitate training for young cultural producers in social media storytelling, digital promotion of cultural 
events, and online audience engagement. This should include accredited programmes that equip 
cultural professionals with the ability to promote festivals and cultural events that appeal to younger 
audiences, as well as build networks via social platforms.  

• Partner with relevant SETAs and stakeholders to integrate modules on influencer collaboration, 
campaign analytics, and digital content design into existing cultural qualifications 

Heritage • Introduce targeted training programmes to upskill museum and heritage professionals in the use of 
social media for virtual exhibitions, online educational campaigns, and public engagement. 
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Change Drivers Industry Planned Measures 

• Collaborate with heritage institutions and digital media experts to develop short courses and CPD 
modules focused on digital outreach and social media marketing for heritage promotion. 

Globalisation & 
Internationalisation 

Arts • Develop training programmes focused on IP development, international content distribution and 
streaming monetisation strategies to help local artists reach international audiences.  

• Promote collaboration with international creative hubs to enable local studios and practitioners to access 
global value chains. 

• Develop qualifications in digital arts and animation that support creation of locally rooted content with 
global appeal, supporting competitiveness and sustainability. 

Culture • Promote collaboration with international creative hubs to enable local studios and practitioners to access 
global value chains. 

Heritage • Promote inclusion of customer service, guiding tours, multilingual communication, and visitor 
engagement skills in heritage site training to improve readiness for global tourism markets. 

• Develop training modules on UNESCO heritage requirements and sustainable heritage site 
management to align with international standards and tourist expectations. 

• Support upskilling of local guides and site managers in cross-cultural communication, ethical 
representation, and engaging international tourists. 
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6.5 Planned Measures to Support National Strategies and Plans 

The table below reflects planned measures for CATHSSETA to implement in response to 
relevant National Strategies and Plans. 

Table 46: Planned Measures in Response to National Strategies and Plans 

National Plan/ 
Strategy 

Planned Measures 

National Development 
Plan 2030 

• Continue implementing training initiatives aligned with the needs 
identified throughout this Report in the ACH sub-sector to foster the 
production of a skilled workforce that supports economic growth 

• Deliver training in provinces with low sector representation using 
community centres, CET colleges and mobile classrooms to enhance 
access to training initiatives and foster the development of a talent 
pipeline 

• Conduct roadshows in more remote communities to promote 
awareness of arts and media as a career path  

• Offer skills bridging programmes and bursaries to promote access to 
ACH-related course and enhance access to training initiatives and 
expand opportunities for individuals in rural and underdeveloped areas 

National Skills 
Development Plan 
2023 

• Partner with other SETAs such as MICT SETA to develop and 
implement training and upskilling programmes focused on preparing 
individuals in the ACH sub-sector for the enhanced adoption of digital 
technologies and respond to the NSDP Outcome focused on producing 
high-demand skills. This may include training interventions to provide 
individuals with enhanced digital literacy, VR/AR for art and content 
creation, 3D modelling, digital archiving, etc. 

• Deliver short courses and support programmes for freelancers on self-
employment, self-promotion, business and financial management and 
client networking and consider implementing micro-credentials and 
programmes on the ‘business of art’ to promote entrepreneurship and 
small business growth in the arts and culture industries 

• Partner with public and private training providers to develop new 
qualifications and training interventions in response to the high-demand 
skills needs and emerging occupations, such as eco-conscious artistic 
production 

Mzansi Golden 
Economy Strategy 

 

• Partner with Sector-Specific Incubators to assist entrepreneurs and 
SMMEs in the sector access market opportunities and necessary 
infrastructure for their business 

• Work with training providers who’s training programmes are currently 
aligned with global standards to facilitate a broader rollout in the sector 
and enhance the global competitiveness of skills provided to graduates 
in the ACH sub-sector 

• Partner with SETAs like MICT SETA to provide funding for 
qualifications and training in social media marketing and management 
to assist in broadening the reach of artists and creators in South Africa 
and promoting cultural exports 

Culture and Creative 
Industries Masterplan 

• Partner with other SETAs such as MICT SETA to develop and 
implement training and upskilling programmes focused on preparing 
individuals in the ACH sub-sector for the enhanced adoption of digital 
technologies to respond to the drive to develop an innovative and 
sustainable creative industry, as outlined in the Masterplan 
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National Plan/ 
Strategy 

Planned Measures 

The ERRP and ERRP 
SS 

• Fund training interventions to respond to skills gaps and HTFVs 
identified in the ACH sub-sector to respond to the priority of addressing 
occupational shortages and skills gaps 

• Promote entrepreneurship in the ACH sub-sector by delivering short 
courses and support programmes for freelancers on self-employment, 
self-promotion, business and financial management and client 
networking and consider implementing micro-credentials and 
programmes on the ‘business of art’  

• Partner with Sector-Specific Incubators to assist entrepreneurs and 
SMMEs in the sector access market opportunities and necessary 
infrastructure for their business 

• Partner with public and private training providers to update 
qualifications in the ACH sub-sector to include modules on 
sustainability in arts, managing events in a sustainable manner and 
environmental awareness in response to the focus on green economy 
interventions 

Human Resource 
Development Strategy 
2010 - 2030 

• Partner with public and private training providers to ensure 
qualifications and curricula align with the skills needs of the industry to 
promote employability and improve the supply of educated, skilled 
graduates in the ACH sub-sector 

Draft National Policy 
Framework for 
Heritage 
Memorialisation 

• Provide training in heritage management, conservation techniques and 
community engagement aligned with the aim of the policy 

Presidential 
Employment Stimulus 
Programme 

• Ensure training is accessible by providing assistive tools and support 
within CET or community-based learning environments to promote 
broader sector participation and transformation to promote the Inclusion 
of youth, women, and persons with disabilities in the ACH sub-sector 

 

6.6 Conclusion  

CATHSSETA plays a pivotal role in advancing skills development across its various sub-
sectors. Strengthening human capital through education, training, and knowledge-building 
yields substantial economic returns. The development of skills is essential to enhancing both 
sectoral performance and broader national economic growth. As the SETA embarks on a new 
strategic planning phase, it aims to accelerate progress toward the objectives outlined in the 
NDP and NSDP through focused and impactful skills development interventions. 
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8 Appendix A: List of Sub-Sector Specific Training 
Institutions   

The table below shows the sub-sector specific training institutions that are relevant to ACH 
industries. 

# Industry Name of Institution Description 

1 Arts Business and Arts 
South Africa 

Offers accredited training programmes to facilitate skills 
development in the arts sector, such as the Cultural 
Producers Programme and the Debut Programme 
(BASA, 2024). 

2 Sibikwa Arts Centre Offers accredited courses in artistic and cultural 
domains, such as the Inclusive Creative Arts 
Programme, and offers experiential training through its 
Arts Academy (Sibikwa Arts Centre, 2024).  

3 Academy of Sound 
Engineering 

Offers specialised qualifications in music production and 
live sound (Academy of Sound Engineering, 2025). 

4 Open Window Institute Provides accredited degrees, diplomas, and certificates 
in visual communication, film arts, animation, and 
creative technologies (Open Window, 2019). 

5 Creative Arts College Institution that specialises in vocational and 
occupational training within the Creative Media sector. 
Offers industry-relevant programmes accredited by 
SETAs, including MICT-SETA and CATHSSETA, in 
animation, audio/film production, music, etc. (Creative 
Arts College, 2025). 

6 SAE Institute South 
Africa 

Provides hands-on, accredited training in audio, film, 
and animation, with programmes designed to meet 
industry standards. Offers internationally accredited, 
industry-relevant education and skills to help you thrive 
in the global marketplace (SAE, n.d.). 

7 Boston Media House Offers accredited diplomas and degrees in advertising, 
animation, graphic design, journalism, public relations, 
radio, and TV & film production (Boston Media House, 
2025). 

8 AFDA (The School for 
the Creative Economy) 

Provides accredited higher certificates, undergraduate, 
and postgraduate degrees in film, television, 
performance, business innovation, and related fields 
(AFDA, 2025). 

9 Act Cape Town (ACT 
Film Academy) 

Offers full-time acting programs for film and television, 
providing practical on-camera acting training. Offers 
CHE-accredited higher certificates in acting for film (Act 
Cape Town, 2025).  

10 Campus of Performing 
Arts (COPA) 

Offers diplomas and certificates in music performance, 
sound engineering, and music business, accredited by 
CATHSSETA (COPA, 2025). 

11 Moving into Dance 
Mophatong (MIDM) 

Provides accredited Performing Arts certificates 
focusing on Afrofusion, African, and contemporary 
dance (MIDM, 2022). 
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# Industry Name of Institution Description 

12 Oakfields College Provides a fully accredited 3-year Diploma in Musical 
Theatre & Dance, along with courses in acting for 
camera, sound engineering, and arts-related fields 
(Oakfields College , 2020). 

13 Waterfront Theatre 
School 

Offers internationally accredited qualifications, including 
Trinity College London Performance Diplomas and 
ISTD teaching certifications (Waterfront Theatre School, 
n.d.). 

14 Ruth Prowse School of 
Art 

Private art school with accredited diplomas in Fine Art, 
Graphic Design, Photography, and Jewelry (Ruth 
Prowse, 2025). 

15 AAA School of 
Advertising 

Provides higher certificates, diplomas, and BA degrees 
in marketing communication and creative brand 
communication, accredited by the CHE and SAQA (AAA 
School of Advertising, n.d.). 

16 Vega School (IIE 
Vega) 

Offers degrees, diplomas, and certificates accredited 
and approved by the CHE in graphic design, digital 
marketing, branding, and creative communications (IIE-
Vega, 2025). 

17 Culture 

 

Drum Beat Academy Accredited by CATHSSETA, offers culture and nature 
guide qualifications with practical training. Personnel 
are experienced professionals with practical expertise in 
guiding and hands-on hospitality (Drum Beat Academy, 
2012).  

18 Livingstone Tourism 
Academy 

CATHSSETA-accredited academy offering national 
certificates in Culture and Nature Site Guiding 
(Livingstone, n.d.). 

19 Heritage South African Institute 
for Heritage Science 
and Conservation 

Offers a CHE-accredited one-year postgraduate 
diploma in conservation of heritage objects. Is dedicated 
to advancing the understanding and preservation of 
heritage through the application of scientific methods 
(SAIHS&C, 2025). 

 


