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A sub-sector within CATHSSETA covering gaming activities, betting operations, and
lottery services regulated under national and provincial legislation.

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

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

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.

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

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.

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.

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.

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

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

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

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

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, 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
Strategic Skills
Priority Actions

Technical Skills

Upskilling

WSP
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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.

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

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

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

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

The G&L sub-sector spans casinos, sports and horse-race betting, bingo, limited payout machines,
online gambling and lotteries, regulated by the NGB/NLC and related legislation. In 2023/24 it
generated R59.3 billion in gross gambling revenue (GGR), with sports betting exceeding 60% of GGR
as online and mobile channels accelerated; traditional segments like casinos and LPMs were flat or
declining. Employment is ~34,000, concentrated in Gauteng, KwaZulu-Natal and Western Cape; the
workforce is predominantly African and young (48% under 35), while persons with disabilities are
under-represented (1.1%). These dynamics point to digital, compliance and responsible-gambling
skills needs alongside inclusive pipelines for under-represented groups.

Chapter 2: KEY SKILLS CHANGE DRIVERS

Four forces are reshaping skills demand: rapid digital transformation; growth in illicit'unregulated
gambling; stronger emphasis on responsible gambling; and younger, tech-savvy consumer
demographics. This is spawning hybrid roles (e.g., online platform managers, digital compliance
officers, data privacy specialists, CX analysts) and heightening needs in cybersecurity, data, and
client care. Qualification updates should align to the National Gambling Act, POPIA and proposed
Remote Gambling Bill, with targeted short courses and curriculum refreshes in digital literacy,
cybersecurity, responsible gambling and legal compliance.

Chapter 3: SECTORAL SKILLS DEMAND AND SUPPLY ANALYSIS

Hard-to-fill vacancies include Gaming Workers and Bookmakers’ Clerks (sector-specific), as well as
cross-sector roles such as Café/Restaurant Managers, IT Managers and Network/Systems Engineers
— driven by scarce experience, high turnover, and location/salary constraints. Widespread soft-skills
gaps (communication, EQ, teamwork, service) sit alongside rising demand for ICT capabilities (data
analysis, cybersecurity), while many employees hold only matric and have limited access to formal,
sector-specific training. The PSET pipeline spans ~372 institutions (universities, TVETs and private
HEls), yet uneven completion (especially in TVET) constrains supply, underscoring the need to better
align provision and workplace learning with the SPOI.

Chapter 4: SETA PARTNERSHIPS

To address shortages and strengthen relevance, the SSP proposes inter-SETA and industry
partnerships: co-development with MICT SETA and HEls for digital/cyber/data qualifications; formal
recognition/accreditation of employer training academies (e.g., Hollywood Bets, Sun International,
Peermont) to align workplace learning to national standards; and collaboration with the South African
Responsible Gambling Foundation to scale accredited responsible-gambling training and outreach.
International benchmarking is also encouraged to localise global best practice.

Chapter 5: SETA MONITORING AND EVALUATION

CATHSSETA applies a standard M&E framework (aligned to NSDP outcomes) across sub-sectors,
but emphasises tailoring each sub-sector’s Theory of Change. Current challenges include low learner
participation in studies, manual/spreadsheet-based data capture and limited use of evaluation
findings in programme redesign. Improvements underway include a partnership with MICT SETA to
digitise M&E infrastructure and quarterly scorecards aligned to the APP and submitted to DHET;
strengthening feedback loops and sub-sector-specific planning will enhance evidence-based
decisions.
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Chapter 6: STRATEGIC SKILLS PRIORITY ACTIONS

Priorities cluster around: (1) Digital & data capability (learnerships in software, analytics, cybersecurity
for betting operators); (2) Workplace/service skills (frontline readiness, soft-skills embedding,
supervisor leadership); (3) Compliance & responsible gambling (sector-wide certifications, NGB-
aligned updates); (4) Technical maintenance/engineering (TVET-casino partnerships,
bursaries/apprenticeships for machine technicians); (5) Inclusive progression (management
programmes and mentorship for Black, women, and disabled employees); and (6)
SMME/entrepreneurship support (enterprise development for small bookmakers). Planned measures
align to national agendas (NSDP, MTDP, ERRP, PYEI) via targeted funding, micro-credentials, and
youth-focused digital pathways.
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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 G&L 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

Desk-based Stakeholder
Research and Engagement
Analysis of 1st Draft SSP (qualitative Igfe\'é?rI](;?rgggt
Mandatory and
Grant Data quantitative)

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 G&L sub-sector,
labour market and employment trends, provincial or sub-sector employment patterns, and the number
of people employed within the sub-sector. Additionally, research was undertaken on key skills change
drivers affecting the industry, 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),
regulatory and performance reports from the National Gambling Board (NGB) and the National
Lotteries Commission (NLC), as well as insights from the International Labour Organisation (ILO),
National Treasury, and company-level annual reports, 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 sub-sector. Furthermore, employer profile data was obtained from the South African
Revenue Service (SARS) file, which details the number of SETA levy payers by sub-sector (e.g.,
casinos, sports betting, bingo, lotteries), 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 G&L sub-sector, including
employers, training providers, regulators, and industry associations, as well as CATHSSETA
representatives. Overall, a total of 43 stakeholder consultations were conducted across online
surveys, interviews and focus groups. Insights from these consultations were analysed and
incorporated where relevant into the SSP.
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1 Chapter 1: Sector Profile

1.1 Introduction

This chapter focuses on the composition of the Gambling and Lotteries (G&L) sub-sector with the aim
of providing a profile in terms of size, coverage and economic performance. Key data sources include
Workplace Skills Plans (WSPs), national statistics and research reports from regulatory bodies. The
chapter is organised into five main sub-sections:

e Scope of coverage

¢ Key role-players

¢ Economic performance
* Employer profile

e Labour market profile

1.2 Scope of Coverage

The G&L sub-sector represents a strategically important segment of CATHSSETA’s mandate, as one
of the six sub-sectors that fall within CATHSSETA’s scope of coverage. The sub-sector is
characterised by a diverse range of heavily regulated activities, including casino gaming, sports and
horse race betting, bingo operations, limited payout machines (LPMs), online gambling platforms, and
both national and private lottery services. It contributes to South Africa’s services economy through
regulated entertainment, employment, and fiscal revenue.

CATHSSETA’s scope within this domain is formally delineated by two Standard Industrial
Classification (SIC) codes, as gazetted in July 2019 under the re-established SETA landscape for the
National Skills Development Plan (NSDP) 2030. These codes (as tabulated below) serve as the
foundation for targeted skills planning, industrial analysis, and workforce development initiatives.

Table 1: SIC Codes

Gaming and Lotteries Industries

SIC Code Main Activity Description

96419 Operation and management of horse-racing events and clubs and academies

96494 Gambling, licensed casinos and national lotteries, but not limited to bookmakers,
totalisators, casinos, bingo operators

1.3 Key Role-Players

The G&L sub-sector is regulated with a diverse ecosystem of key role players, including regulatory
institutions, employer bodies, public entities, organised labour, and training providers. These
stakeholders contribute to the sub-sector in various capacities — ranging from policy formulation and
compliance to skills development and labour market intelligence. Table 3 outlines the contributions of
these role players to the sub-sector and to CATHSSETA’s mandate. Each stakeholder’s contribution
towards achieving intended National Skills Development Plan (NSDP) outcomes is also articulated in
the table below. The NSDP is South Africa’s overarching framework that guides skills development
interventions across all sectors, with the aim of improving the quality of learning provision, addressing
critical skills gaps and promoting inclusive economic growth and employment.
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Their involvement includes paying skills development levies (SDL), supporting partnerships, providing
workplace-based learning opportunities, and supplying strategic data that informs skills planning and
development interventions.

Table 2: Key Role-players in the sub-sector

Stakeholder
Type Key Role Players Roles Linking Roles to NSDP Outcomes
Government | ¢ Department of Establish policy for education and | Government plays a critical role in
Trade, Industry training in the Gaming and | creating an enabling environment for
and Competition Lotteries subsector skills development and employment.
(the dtic) o It does so by establishing the
Oversee the legislative framework | requlatory framework that guides
e Department  of for Gaming and Lotteries and | industry operations and by ensuring
Employment and supports industry transformation | gccountability among stakeholders
Labour and development through oversight and enforcement
e Department  of Ensure delivery of CATHSSETA’s Olf pollctzy obhg;tlontsf. %over:mkngt
Higher Education mandate to facilitate skills gso Iacs asta Ir?l% un her ° tf\ s
and Training development evelopment. roug ese
functions, government role players
(DHET) , : _ , .
Provide funding for  skills | contribute  meaningfully to all
development outcomes of the NSDP
Ensure fair labour practices and
support workplace compliance
Regulatory e National Provide oversight of licensing of | Regulatory bodies contribute to
Bodies Gambling Board gaming and lottery operators to | quality standards in the Gaming and

(NGB)

¢ Provincial
Licensing
Authorities
(PLASs)

e National Lotteries
Commission
(NLC)

e National Horse
Racing Authority
(NHA)

¢ National
Regulator for
Compulsory
Specifications
(NRCS)

e South African
Bureau of
Standards
(SABS)

e National
Gambling Policy
Council (NGPC)

ensure uniform national standards
in the industries

Collect compliance data and help
detect illegal and unlicensed
operations

Contribute to quality standards in
the sector

Facilitate access to employers for
workplace learning and support
localised skills planning

Lotteries industries and oversee the
licensing and regulation  of
operators. These role players
support the following NSDP
Outcomes:

e NSDP Outcome 1: Identify and
increase production of
occupations in high demand

e NSDP Outcome 4: Increase
access to occupationally
directed programmes
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Stakeholder
Type Key Role Players Roles Linking Roles to NSDP Outcomes
Industry e Casino e Advocate for the interests of the | These associations help shape the
Associations/ Association of gaming and lotteries industries in | industry ~ standards, = promoting
Employer South Africa policy and legislative matters compliance and ethics across the
Interest (CASA) . Gaming and Lotteries subsector.
Groups . e Shape industry standards and | These role players support the
e South African promote responsible gaming following NSDP Outcomes:
Bookmakers’ o ) i
Association e Provide insights into occupational | 4 NSDP Outcome 2: Linking
(SABA) needs  to  support  skills education and the workplace
development
e Bingo Association i e NSDP Outcome 3: Improving
of South Africa  Offers workplace learning the level of skills in the South
opportunities and collaborates on African workforce
training interventions
Organised e South African | e Participates in governance | These organisations act on behalf of
Labour Commercial, structures and supports worker- | the sector's workforce to ensure a
Catering and initiated training conducive environment in the place.
Allied  Workers They support the following NSDP
Union e Advocates for fair labour practices | outcomes
(SACCAWU) e Supports training and |4 NSDP Outcome 2: Linking
e Hotel, Liquor, transformation in the workplace education and the workplace
8§§&ne%cial and ¢ NSDP Outcome 3: Improving
Allied  Workers the_ level of skills in the South
Union of South African workforce
Africa e NSDP Outcome 7: Encourage
(HOTELLICA) and support worker-initiated
training
Training Technical and | ¢ Deliver occupational qualifications | Training providers supply skills to
Providers Vocational Education and facilitate workplace learning the Gaming and Lotteries industries.
and Training ) These institutions are intended to
Colleges; Universities | ® Support curriculum development | sypport all the NSDP outcomes.
of Technology; and offer advanced training
Community Colleges; programmes
Private Training

Providers, etc

e Implement learnerships, skills
programmes, and short courses
aligned to industry needs

1.4 Employer Profile

The G&L sub-sector is undergoing notable structural and geographic shifts, driven by rapid digital
growth and the evolving economic landscape. Employer and employment patterns reflect a sector
dominated by small enterprises, with employment largely concentrated in key urban provinces.
Significant revenue growth — particularly in the betting segment — has reshaped the employer
distribution and created demand for new skills. The following section explores the size, distribution,
and characteristics of employers within the sub-sector, along with the geographic spread of
employment and emerging trends.

Between 2020 and 2024, the industry has faced both growth and volatility. While online betting and
digital gaming platforms have expanded rapidly, traditional brick-and-mortar casinos have struggled
with fluctuating revenues due to consumer spending constraints and regulatory developments.
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According to the most recent G&L Profiling Report (2025), GGR was estimated at R32.7 billion in
2020 and has grown substantially in subsequent years.

1.4.1 Size of Employers

The table below delineates the distribution of levy-paying entities within the G&L sub-sector for the
2023/24 period, totalling 338 entities. The data demonstrates that the vast majority of levy-paying
entities (88%) in the sub-sector are classified as small.

Table 3: SARS Levy-Registered Gaming and Lotteries Entities by Size

Size of Entity Total Levy-Paying
Organisations in G&L
Small (1-49) Medium (50—149) Large (150+)
299 14 25 338

Source: SARS Levy file (2025)

As of the latest reporting period, a total of 338 levy-paying entities in the Gaming and Lotteries sub-
sector are registered with CATHSSETA. The majority are small enterprises (299), while 14 are
medium-sized and 25 are classified as large. Despite this number, these entities represent only 1.86%
of all organisations in the broader CATHSSETA sector, highlighting the relatively small but specialised
footprint of the sub-sector.

A similar trend can be observed from data from the fieldwork that was conducted, presented in the
figure below.

Figure 2: Gaming and Lotteries Employers by Size

60%

51%

50%

40%

30%

30%

19%
20%

10%

0%
Small Medium Large

Source: CATHSSETA Survey Responses (2025) [n = 37]

Among the organisations that were surveyed, 51% were small organisations, followed by 30% large
organisations and 19% medium-sized organisations.

1.4.2 Sub-sector Distribution of Employers

As of the end of the 2023/24 financial year, South Africa had 37 operational casinos, 70 licensed
bingo halls, and 15,805 active LPMs nationwide. Additionally, there were 349 licensed bookmaker
outlets and 366 totalisator outlets across the country (NGB, 2024). These figures highlight the
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significant operational footprint of the G&L sub-sector and provide context for the size and distribution

of employers within the industry.

Table 4: Sub-sector Distribution of Employers as of March 2024

Industry Number of Employers (FY2023/24 Q4)
Casinos 37

Totalisators 366

Bookmakers 349

LPMs 15 805

Bingo 70

Source: (National Gambling Board, 2024)

The casino sector’'s market is dominated by major operators such as Tsogo Sun Holdings/Hosken
Consolidated Investments (15 casinos), Sun International (11), and Peermont Resorts (8), with
smaller stakes held by Northern Cape Casino Consultants, Billion Group, and African Pioneer Gaming
(one casino each).

Limited Payout Machines (LPMs) are widely distributed across all nine provinces, with Vukani Gaming
maintaining the largest footprint nationally. Other key LPM operators include Goldrush Gaming and
Grand Gaming (each active in four provinces), Crazy Slots (three provinces), Galaxy Gaming (two
provinces), and Pioneer Slots (one province), alongside various independent operators in four
provinces.

The bingo industry operates in six provinces—Gauteng, North West, Limpopo, Mpumalanga,
KwaZulu-Natal, and Eastern Cape. Goldrush and Galaxy have a presence in all six, while Star Bingo
and Vegas operate in two provinces, and Great Bingo, Boss Gaming, and Pioneer are active in single
provinces.

Totalisator operations are primarily driven by Gold Circle in KwaZulu-Natal and 4Racing in Gauteng,
Mpumalanga, Limpopo, North West, Northern Cape, Eastern Cape, and Free State. In addition,
Trotco (Pty) Ltd t/a Ithotho is licensed in KwaZulu-Natal as both a totalisator and racecourse operator.
Licensed bookmakers operate in every province, offering betting onhorse racing, sports, and other
legal events

This strong growth in the betting sector suggests a corresponding increase in employment
opportunities and employer activity within this sub-sector. It is likely that a growing number of
employers in the CATHSSETA landscape are emerging in response to the digital expansion and high
revenue potential in betting, reshaping the distribution of employers within the broader G&L sub-
sector.

In terms of the geographical spread of employers who participated in the study, the largest proportion
of participating employers was based in Gauteng (48.65%), aligning with the province’s status as the
country’s economic hub and home to a significant share of casinos, betting outlets, and head offices
for major operators. Western Cape (18.92%) and KwaZulu-Natal (13.51%) also recorded notable
participation, consistent with their established gambling and tourism industries. This is presented in
the figure below.
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Figure 3: Provincial Distribution of Gaming and Lotteries Employers
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Source: CATHSSETA Survey Responses (2025) [n = 37]

Participation from the Eastern Cape (8.11%) and Limpopo (5.41%) was moderate, while Mpumalanga
(2.70%) and the Free State (2.70%) had comparatively lower representation. Notably, there were no
participating employers from the North West or Northern Cape, which may be due to the relatively
smaller operational footprint of the sub-sector in these provinces or lower levels of engagement during
data collection.

1.5 Labour Market Analysis

The G&L sub-sector in South Africa has demonstrated notable resilience despite broader economic
challenges. In the 2023/24 financial year, gross gambling revenue (GGR) reached a record R59.3
billion, representing a 25.7% year-on-year increase, with casinos contributing R17.36 billion (29%) of
this figure. Sports betting accounted for the largest share of revenue, generating R35.91 billion (60.5%
of total GGR), largely driven by the growth of online platforms, which contributed R28.97 billion
(Fletcher, 2024). Bingo revenue increased by 2.4%, reaching R1.89 billion, while LPMs declined by
1.9% to R4.15 billion. (Mail & Guardian, 2025).

The COVID-19 pandemic significantly accelerated the transition to digital platforms as lockdowns and
venue closures pushed consumers towards online alternatives. Smartphone penetration in South
Africa (now exceeding 70%) has further enabled this shift by increasing access to mobile gambling
platforms (Ndlovu, 2024).

Beyond revenue, the sector has made substantial contributions to employment and public finances.
Approximately 35,000 people are directly employed by the industry, with many more benefiting
through indirect employment. Tax contributions from the sector were estimated at R4.84 billion in
2023/24, with sports betting alone contributing R2.41 billion (Ntisa, 2025).

Despite its growth, the sector faces several regulatory and social challenges. While online sports
betting is legal, online casino games remain largely unregulated, leading to calls for legislative reform
(Ntisa, 2025). Consultations with employers in the field further revealed that illegal gambling is a
significant change driver requiring stronger action from gambling boards. In particular, offshore online
operators continue to accept bets from South African citizens despite legislation prohibiting it. Industry
associations are working with certain provinces to put mechanisms and protections in place to limit
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such access. The introduction of locally offered fixed-odds betting products has helped redirect some
of the funds previously spent offshore back into the domestic market, contributing to notable growth
in turnover and tax revenues for provinces.

Additionally, the surge in online gambling has raised concerns about problem gambling. Organisations
like the National Responsible Gambling Programme (NRGP) are actively working to mitigate these
risks through public education and counselling services (Hesse, 2024).

The regional distribution of gambling revenue reveals key geographic trends shaping the industry’s
growth. The Western Cape emerged as the top-performing province in 2023/24, largely due to its
well-developed online sports betting infrastructure and concentrated digital user base, followed by
Gauteng and Mpumalanga (Keno Wizard, 2024). This variation underscores the role of digital
infrastructure and provincial-level enforcement. Moreover, the increasing sophistication of online
gambling platforms has created demand for new skill sets, including data analytics, cybersecurity,
platform compliance, and customer service design. According to the NLC Strategic Plan (2025), these
trends are reshaping employment patterns in the sub-sector by shifting job creation towards ICT-
enabled roles.

The South African gambling industry followed a generally upward trajectory in 2023/24 (NGB, 2024).
While land-based casinos continued to experience stagnation due to reduced foot traffic and changing
entertainment habits, growth in betting, especially on sports and horse racing, sustained sector
momentum. The betting segment alone recorded an annual growth rate of over 30%, becoming the
fastest-growing mode of gambling. Similarly, electronic bingo terminals (EBTs) contributed to stable
performance in the bingo sector, while LPMs remained relatively flat. This shift has not only altered
the revenue landscape but also introduced new demands for digital literacy, regulatory compliance,
and real-time analytics.

1.5.1 Future Outlook and Competitiveness of the Gaming and Lotteries Sub-sector

The G&L sub-sector in South Africa is undergoing a significant transformation, driven by digital
innovation, evolving consumer behaviour, and regulatory shifts. As the country continues to recover
from the economic disruptions of recent years, the industry is poised for growth — particularly in digital
betting and mobile gaming platforms. The National Gambling Board (2024) identifies the betting
segment as the most dynamic component of the sub-sector, with the trend projected to continue as
internet accessibility and smartphone ownership expand.

Sustaining the sub-sector's momentum will require navigating several strategic challenges. These
include closing regulatory gaps — particularly around online gambling modalities that remain
unregulated — strengthening consumer protection frameworks and expanding capacity for oversight
in digital environments (Ntisa, 2025). Competitiveness will also depend on the sector’s ability to
develop a digitally skilled workforce, adapt to fast-changing technologies, and address growing
concerns about problem gambling (Hesse, 2024). The integration of artificial intelligence (Al) into
South Africa’s gambling sector is enhancing user experiences and improving security measures. Al
algorithms analyse player behaviour to provide personalised game recommendations and detect
fraudulent activities, contributing to a safer and more engaging gaming environment (Flexi News,
2025). It is not fanciful thinking to imagine Al being utilised to promote responsible gambling, where
Al can detect problematic trends at the individual level.

1.5.2 Employment Trends/ Unemployment

South Africa’s official unemployment rate stood at 32.9% in Q1 of 2025. Youth unemployment remains
particularly high, with the unemployment rate for individuals aged 15-24 at 62.4%, and 40.4% for
those aged 25-34 (Stats SA, 2025). The G&L sub-sector has faced high staff turnover, particularly
among gaming table operators and betting clerks, largely due to competition with international
companies for talent.

Consultations with employers revealed that this challenge is compounded by factors such as poaching
from new market entrants, the lure of higher salaries and benefits abroad, and the seasonal nature of
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certain operations, which leads to workforce instability. For example, it was noted that in the
horseracing industry, vets are attracted by foreign markets, while in the casino industry, dealers often
leave to work on international cruise ships.

Employment remains concentrated in urban provinces, with Gauteng, Western Cape, and KwaZulu-
Natal hosting the majority of gaming establishments. In casinos, employers highlighted persistent
hard-to-fill vacancies for dealers and gaming workers and noted that attracting candidates is harder
at remote sites such as Sun City, Wild Coast, Kimberley and Worcester. However, digital gaming
platforms have increased demand for IT specialists, cybersecurity experts, and compliance officers,
indicating a shift in skill requirements

1.6 Employee Profile

The employee profile provides an outline of the number of people employed in the sub-sector; the
demographics of employees — including race, gender, age and disability; as well as the geographic
and industrial spread of employees.

While traditional employment structures remain dominant, the demand for digital-related roles has
increased, creating a shift in required skills. During interviews, it was highlighted that the gaming and
lotteries sector is highly regulated, with all organisations needing to be registered or licensed with
relevant regulatory bodies or gambling boards, and in many cases, nearly all employees required to
hold licences. As a result, data from the National Gambling Board offers a more comprehensive view
of sector employment numbers compared to WSP data, which tends to be less complete. This SSP
therefore includes statistics from the NGB annual reports and other reputable sources to inform and
validate the research.

According to WSP data, the Gambling and Lotteries (G&L) sub-sector currently employs
approximately 22,954 people. While not all organisations submit WSPs, additional sources such as
the National Gambling Board (NGB) Annual Reports help supplement this data. The NGB reports
provide the following employment figures for the years 2020 to 2024, as shown in the table below."

1.6.1 Distribution of Employees

The table below illustrates the total number of employees in the G&L sub-sector over the past five (5)
years, according to sector performance reports from the National Gambling Board

Table 5: Number of employees in the industry over five (5) years (2020 — 2024)
2020 2021 2022 2023 2024
34,373 32,385 31,997 32,677 34,316

Source: (NGB, 2024) (NGB, 2023) (NGB, 2022) (NGB, 2021) (NGB, 2020)

Direct employment in South Africa’s gambling industry showed a dip between 2020 and 2022,
declining from 34,346 in 2020 to a low of 31,997 in 2022. However, the sub-sector has since
recovered, with employment rising to 32,677 in 2023 and reaching a five-year high of 34,316 in 2024.
This rebound suggests renewed growth and stability in the industry following earlier economic and
operational disruptions. The below breaks these figures down into the different industries that fall
within the gambling sector.

" A weighting factor (industry total + detailed dataset) was applied to adjust employment figures proportionally while preserving demographic
breakdowns (CATHSSETA, 2025).
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Table 5: Number of Employees per Industry

Year 2019/20 2020/21 2021/22 2022/23 2023/24
Casinos 17,923 13,686 12,477 13,307 13,760
Totalisators 2,230 1,872 1,551 1,570 1,385
Bookmakers 8,230 8,792 10,877 12,006 13,455
LPM 2,867 5,338 4,184 3,125 3,094
Bingo 2,471 2,593 2,094 1,892 1,985
Regulators 652 104 814 779 637
TOTAL 34,373 32,385 31,997 32,677 34,316

Source: Profiling of the Gaming and Lotteries Sub-sector Integrated Report (2025)

Casinos remained the largest employers, though their workforce declined from 17,923 in 2019/20 to
13,760 in 2023/24. In contrast, bookmakers experienced the most notable growth, increasing from
8,230 to 13,455 employees over the same period, overtaking casinos as the top employer by 2023/24.
Employment in the LPM industry peaked in 2020/21 at 5,338 but has since declined to 3,094 as of
2023/24. Bingo operations also saw a downward trend, dropping from 2,471 to 1,985 employees.
Totalisators steadily declined from 2,230 to 1,385, while employment within regulatory bodies
fluctuated, peaking in 2021/22 before settling at 637 in 2023/24. These shifts suggest a growing
emphasis on online and retail betting, with traditional gaming establishments employing fewer workers

1.6.2 Provincial Distribution of Employees

In contrast, the table presents the distribution of gambling-related employment across provinces and
gambling modes in South Africa, reflecting the extent of occupational presence in the sector. This is
as reported by the National Gambling Board’s on the performance of the sector. The table presents
the distribution of gambling-related employment across provinces and gambling modes in South
Africa .

Table 6: Direct Employment per Province and Mode, Fy2023/24

PROVINCE TOTAL

GAMBLING
MODE |GP wcC KZN MP LP NW NC EC FS

Casinos 3450 (2614 |5450 |[314 333 419 246 542 392 13 760

Totalisators | 185 139 896 25 66 12 4 13 45 1385

Bookmakers|55639 1586 (3132 705 1068 |743 228 246 208 13 455

LPM 644 46 95 436 675 101 23 724 350 3 094
Bingo 271 0 762 182 196 167 0 407 0 1985
PLAs 108 69 63 74 64 72 18 55 114 637
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PROVINCE TOTAL
GAMBLING
MODE GP WC KZN MP LP NW NC EC FS
TOTAL 10197 |4 454 10398 (1736 2402 1514 519 1987 1109 34 316

Source: (National Gambling Board, 2024)

Gauteng emerges as the leading province in terms of employment numbers, particularly in the
bookmaker (5,539) and casino (3,450) categories. KwaZulu-Natal also shows substantial employment
figures, especially for casinos (5,450) and bingo (762), indicating a strong provincial gambling
economy. Provincial Licensing Authorities (PLAs) range from 18 in the Northern Cape to 114 in the
Eastern Cape. The bookmaker segment is the most employment-intensive overall, accounting for
13,455 employees nationwide, followed closely by casinos with 13,760 employees. Bingo, Limited
Payout Machines (LPMs), and totalisators provide additional employment opportunities, although on
a smaller scale (National Gambling Board, 2024).

1.6.3 Race of Employees

Understanding the racial composition of the workforce provides insight into transformation progress
within the G&L sub-sector. CATHSSETA'’s Profiling of the Gaming and Lotteries Sub-sector Integrated
Report provides an overview of the racial groups that make up the workforce per occupational
category. This is presented in the table below.

Table 7: Employee Race per Occupational Group

Occupational Category African | Coloured | Indian / | White Total
Asian
Managers 1997 423 423 658 3502
Professionals 1516 179 224 244 2163
Technicians and Associate Professionals 3 050 309 244 181 3784
Clerical Support Workers 11 602 936 668 245 13 452
Service and Sales Workers 7 645 546 142 93 8 425
Skilled Agricultural, Forestry, Fishery, Craft & | 446 55 24 30 555
Related Trades Workers
Plant and Machine Operators and Assemblers 170 15 - 7 193
Elementary Occupations 2098 102 25 18 2243
Total 28 524 2 566 1751 1476 34 316

Source: Profiling of the Gaming and Lotteries Sub-sector Integrated Report (2025)

The data in the table above is further summarised in the figure below to indicate the proportion of
employees under each racial group.
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Figure 4: Employee Distribution by Race

m African = Coloured = Indian/Asian = White

Source: Profiling of the Gaming and Lotteries Sub-sector Integrated Report (2025)

The racial profile of employees in the G&L sub-sector closely mirrors South Africa’s national
demographics. African employees make up the largest share at 83%, followed by Coloured (7%),
Indian/Asian (5%), and White (4%) employees. This indicates that the sector broadly reflects the racial
composition of the national population.

The figure below highlights the racial composition of the workforce within the organisations that
participated in the study.

Figure 5: Employee Distribution by Race (Survey)

Jh
-

m Black = White = Coloured = Indian

Source: CATHSSETA Survey Responses (2025) [n = 37]
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As can be seen above, the consultations conducted with organisations that participated in the study
revealed that the workforce is predominantly Black (44%), followed by White employees (23%), Indian
employees (17%), and Coloured employees (16%).

1.6.4 Gender of Employees
The following section illustrates and discusses the gender distribution of employees within the sector.

Table 8: Employee Gender Across Occupation Groups

Occupational Category Female Male Total

# % # % # # %
Managers 1640 47% | 1861 53% | 3502 100%
Professionals 1106 51% | 1057 49% | 2163 100%
Technicians and Associate Professionals 2 246 59% | 1538 41% | 3784 100%
Clerical Support Workers 8775 65% | 4675 35% | 13450 | 100%
Service and Sales Workers 5 526 66% | 2899 34% | 8425 100%
Plant and Machine Operators and Assemblers | 25 13% | 167 87% | 193 100%
Elementary Occupations 1059 47% | 1184 53% | 2243 100%
Total 20450 |60% |13864 |40% |34315 | 100%

Source: Profiling of the Gaming and Lotteries Sub-sector Integrated Report (2025)

The data in the above table shows that females make up the majority of the workforce in most
occupational categories, particularly in clerical support (65%) and service and sales roles
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(66%). Males dominate in roles such as skilled trades (87%) and plant and machine operators
(87%). Overall, females represent 60% of the total workforce, while males account for 40%.

The figure below illustrates this distribution in the form of a graph.

Figure 6: Gender split across occupational groups

Elementary Occupations 53% 47%
Plant and Machine Operators and Assemblers
Skilled Gricultural, Forestry, Fishery, Craft & Related 87% 13%
Trades Workers
Service and Sales Workers 34% 66%
Clerical Support Workers 35% 65%
Technical and Associate Professionals 41% 59%
Professionals 49% 51%
Managers 53% 47%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

B Male ®Female

Source: Profiling of the Gaming and Lotteries Sub-sector Integrated Report (2025)

The data from employees who participated in the study’s survey presents a slightly different view of
the workforce composition. This is presented in the figure below.
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Figure 7: Employee Gender Split (Survey)

= Male = Female

Source: CATHSSETA Survey Responses (2025) [n = 37]

Within this cohort, males make up 49% of the workforce, while females account for 51%, indicating a
near balance between genders with a marginal female majority.

1.6.5 Age of Employees

While age-disaggregated data for employees in the G&L sub-sector is limited, insights from the
broader CATHSSETA sector provide a useful benchmark. CATHSSETA WSP data (2025/26)
indicates that the sector is largely youth-driven, with 48% of employees under the age of 35. This age
group has consistently made up the largest share of the workforce over the past few years, typically
ranging between 48% and 56%. Employees aged 35 to 55 account for 46% of the workforce,
representing a strong middle-aged working segment. Meanwhile, employees over the age of 55
represent just 7%, suggesting limited older worker participation in the sector overall.

Among employers who participated in the study’s survey, the age profile of employees shows a similar
distribution compared to the CATHSSETA WSP benchmark. This is presented in the figure below.
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Figure 8: Employee Age Distribution (Survey)
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Source: CATHSSETA Survey Responses (2025) [n = 37]

In this cohort, 41% of employees are under the age of 35, followed by employees aged between 35
and 55 at 40%. Furthermore, employees above 55 years accounted were reported at 19%.

1.6.6 Disability

Disability representation in the workforce remains a critical indicator of inclusivity and equitable access
to employment. Within the G&L sub-sector, a review of available data reveals significant
underrepresentation of persons with disabilities when compared to the national workforce. The
following section outlines the current status of disability inclusion in the sub-sector, drawing on data
from Stats SA and the 2024 CATHSSETA SSP.

1.6.6.1 National vs Sectoral Comparison

According to the latest data from Stats SA Quarterly Labour Force Survey (QLFS) for Q4:2024,
persons living with disabilities constitute 9.3% of persons who are not economically active (StatsSA,
2024). In contrast, among approximately 7.2 million employees across 27,532 registered firms, only
about 1.2% were individuals with disabilities (South African Government, 2024). This figure is in line
with the 1.1% representation observed in the G&L sub-sector, as reported by CATHSSETA (2025).

Furthermore, organisations that participated in the study were asked to indicate the percentage of
their workforce currently living with disabilities. Survey responses show that 0% of employers reported
having no employees with disabilities, 26% indicated that between 1% and 2% of their workforce were
persons with disabilities, 39% reported between 2% and 5%, and 18% reported more than 5%. This
is illustrated in the figure below.
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Figure 9: Proportion of Employees Living with Disabilities (Survey)
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Source: CATHSSETA Survey Responses (2025) [n = 37]

Overall, the data indicates that, among the surveyed employers, an average of 0.82% of the total
workforce was reported as living with disabilities.

This suggests that the G&L industry may have limited inclusivity for individuals with disabilities
compared to the broader national employment landscape (Stats SA, 2024).

1.6.6.2 Disability Representation by Occupational Category

The table below shows the breakdown of disability statuses across the G&L sub-sector, in accordance
with occupational category:

Table 9: Representation by Occupational Category

Percentage of
Total Disabled distribution of
Occupational Category Workforce Employees disabled employees
Managers 3502 45 1.3%
Professionals 2163 30 1.4%
Technicians and Associate | 3784 73 1.9%
Professionals
Clerical Support Workers 13452 139 1.0%
Service and Sales Workers 8425 54 0.6%
Skilled Agricultural, Forestry, Fishery, | 555 4 0.8%
Craft & Related Trades Workers
Plant and Machine Operators and | 193 1 0.8%
Assemblers
Elementary Occupations 2243 24 1.1%
TOTAL 34316 371 1.1%
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Source: Profiling of the Gaming and Lotteries Sub-sector Integrated Report (2025)

As shown in the table above, only 1.1% of the total workforce (371 employees) in the G&L sub-sector
are persons with disabilities. Representation is relatively consistent across occupational levels,
ranging from 0.6% in service and sales roles to a slightly higher 1.9% among technicians.

1.6.6.3 Breakdown by Disability Type

Further analysis, as tabulated below, reveals the nature of impairments among employees living with
disabilities:

Table 10: Breakdown by Disability Type

Percentage
Disability Type Count distribution
Self-Care 4 0.01%
Multiple 6 0.02%
Communication (talk/listen) 7 0.02%
Intellectual (learn etc) 16 0.05%
Walking 18 0.05%
Unknown Disability status 21 0.06%
Emotional (behavioural/psychological) 27 0.08%
Hearing 30 0.09%
Sight (even with glasses) 57 0.17%
Disabled but unspecified 66 0.19%
Physical (move/stand etc) 118 0.34%
None 33 945 98.9%
TOTAL 34 316 100%

Source: Profiling of the Gaming and Lotteries Sub-sector Integrated Report (2025)

Physical disabilities are the most prevalent in the sub-sector, accounting for 0.34% of the total
workforce, followed by visual and hearing impairments. The relatively high number of “unspecified”
and “unknown” entries suggests potential gaps in disclosure or reporting processes. These insights
highlight the importance of improving disability disclosure mechanisms and ensuring supportive
environments that encourage self-identification.

Together, this data paints a clear picture of underrepresentation and highlights a need for structured,
inclusive policies. There is significant opportunity for the Gambling and Lotteries sector to improve
both representation and support for persons with disabilities — through inclusive hiring,
accommodations, and targeted upskilling strategies.

1.6.7 Qualifications of Employees

The occupational profile of employees in the G&L sub-sector shows a workforce predominantly
concentrated in clerical roles, with Clerical Support Workers accounting for 39% of total employment.
This is followed by Service and Sales Workers, who make up 25%. Higher-skilled occupations —
namely Managers (10%), Professionals (6%), and Technicians and Associate Professionals (11%) —
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collectively represent 27% of the workforce (CATHSSETA, 2025). These groups typically require
qualifications aligned with National Qualifications Framework (NQF) levels 6 to 10. In contrast, roles
such as Clerical Support Workers and Service and Sales Workers generally require NQF levels 3 to
5, while lower-skilled positions like Elementary Occupations and Plant and Machine Operators and
Assemblers are aligned with NQF levels 1 to 2 (DHET, 2022). This distribution suggests that while
there is a fair presence of high- to intermediate-skilled employees, the sub-sector remains clerical-
heavy, with most roles requiring mid-level qualifications.

1.7 Skills Implications

The transformation of the G&L sub-sector, particularly the rapid growth of online betting and digital
platforms, is reshaping the skills landscape. As with comparable digitally enabled industries in the
CATHSSETA fold, there is a growing demand for specialised digital capabilities. Key occupational
areas include software development, cybersecurity, digital marketing, and data analytics. These skills
are essential for supporting the functionality and security of online gaming platforms, enhancing
customer engagement through personalisation, and responding to evolving consumer preferences.
The increasing use of digital channels also underscores the need for skills in digital content creation
for marketing, responsible gambling education, and user support. In line with trends across digitally
transformed sectors, there is demand for professionals trained in mobile optimisation, user experience
(UX) design, and the real-time interpretation of customer data to inform strategic decisions.

In addition to the aforementioned digital shifts, the sub-sector also faces traditional workforce
challenges that require targeted upskilling. The widespread presence of informal betting activities —
especially in township and rural areas — necessitates structured interventions to support the
formalisation of informal operators, this could include training on regulatory compliance and business
management. This aligns with broader CATHSSETA priorities around improving working conditions,
ensuring regulatory compliance, and increasing access to skills development and support services
for under-represented or marginalised stakeholders.

Given the sector’s vulnerability to regulatory changes and economic fluctuations, adaptability and
crisis management have emerged as priority skill sets, particularly for small operators and Small,
Medium and Micro Enterprises (SMMEs), who form the bulk of levy-paying entities in the industry.
CATHSSETA'’s support for SMME development through training in business management, financial
literacy, and digital transformation is therefore central to sub-sector sustainability.

Workforce demographics also highlight important considerations for inclusive skills development.
Most employees in the G&L sub-sector fall within the 25-34 age group and occupy lower occupational
levels. This reinforces the need to establish career advancement pathways, leadership training
programmes, and entrepreneurial support to facilitate upward mobility. Moreover, workforce data
indicates that the majority of employees are African, with African females disproportionately
represented in service and sales roles, an equity gap that requires dedicated interventions.
CATHSSETA must continue to integrate equity and transformation into its skills planning, with a focus
on leadership development and inclusion.

Persons with disabilities remain significantly underrepresented, accounting for only 1.1% of the sub-
sector’s workforce. This highlights the need for strategic partnerships with disability advocacy groups
and accessible training providers to promote inclusive participation.

1.8 Conclusion

The G&L sub-sector is undergoing rapid digital and structural transformation, creating both
opportunities and challenges for inclusive growth. While technological innovation is reshaping how
services are delivered, persistent informality, limited career pathways, and low transformation remain
key barriers. Addressing these through targeted skills development, especially in digital, compliance,
and business support, is essential to unlock the sub-sector’'s potential and promote meaningful
participation for historically disadvantaged individuals and communities.
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2 Chapter 2: Key Skills Change Drivers
2.1 Introduction

The G&L sub-sector is undergoing rapid transformation due to a convergence of technological
innovation, regulatory evolution, and shifting consumer behaviours. These changes are reshaping
both the demand and supply of skills in the sector. On the demand side, developments such as
digitalisation, the Fourth Industrial Revolution (4IR), and the expansion of online platforms are
generating the need for new technical and regulatory capabilities. Simultaneously, heightened
attention to cybersecurity, illicit gambling, and responsible gaming is creating new occupational
requirements. On the supply side, traditional training pipelines are being challenged to adapt, calling
for more agile, tech-driven, and interdisciplinary learning pathways. This chapter outlines the key
change drivers influencing the sector and explores their implications for skills planning.

2.2 Factors Affecting Skills Demand and Supply and their Skills
Implications

The G&L sub-sector is experiencing change driven by a combination of technological advancement,
regulatory reform, and changing market dynamics. Key factors influencing skills demand include the
expansion of digital and remote gambling platforms, growing cybersecurity and data privacy
requirements, efforts to curb illicit gambling, and increased emphasis on responsible gaming. At the
same time, shifts in consumer behaviour are prompting the sector to reimagine user engagement,
requiring a broader and more agile skills base. The table below examines each change driver and
indicates the implications on the demand and supply of skills planning interventions.
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Table 11: Change Drivers Affecting Skills Demand and Supply

What Should
CATHSSETA Do

Change driver

Description Demand skills planning

implications

Supply skills planning
implications

Stakeholder Input

Digital and 4IR
Transformation

e The digital and 4IR
transformation, in this
context, entails the
replacement of brick
and mortar stores by
virtual stores.

¢ The shift from physical
venues to
mobile/online
platforms is driven by
4IR technologies like
Al, VR, and
blockchain (PwC,
2024) (CATHSSETA,
2023).

e Growing digital
operations increase
the handling of
personal and financial
data, raising the need

for stronger
cybersecurity and
compliance with
POPIA (Scytale,
2024).

¢ Increased demand for

digital platform
developers, data
analysts, and tech-
savvy compliance
managers.

Increased demand for
cybersecurity analysts,
POPIA compliance
officers, and secure
software developers.

e Fund the upskilling of

current workforce in
digital development, Al,
virtual reality (VR),
blockchain, and
platform security.

Update qualifications
and create  micro-
credentials in digital
compliance and
cybersecurity.

Expand digital literacy
and agile development
in existing Information
and  Communication
Technology (ICT)
programmes.

“Betting is by far the biggest
segment within the Gaming and
Lotteries sector. Right now, the
most critical skills we need are
digital — things like cybersecurity
and other tech capabilities.
There’s a clear need to future-
proof the industry by investing in
those areas. But we're seeing
challenges, especially in
provinces like the Eastern Cape
and Northern Cape, where going
online is still a major hurdle.
Access remains the biggest
barrier — in some rural areas
there’s not even an MTN signal’
- (Key Informant Interview 1,
2025)

“Continuous product
development has become
important to stay competitive in
the sector. There are a couple of
bookmakers who are looking at
terminals that you can play online
in the retail store. So they!'ll
provide you with the tablet or the
device where you can log on to
your account in an omni-channel
type of environment and try and
diversify that way for those
customers. But with mobile
phone penetration and slightly
reduced data costs and things
now it still becomes difficult. But

e Develop new

learning
programmes and
occupational qualifications
in cybersecurity and Al
through collaboration with
MICT SETA. Examples cited

include:  digital platform
developers, cybersecurity
analysts and database
engineers

MICT SETA are the
custodians of this space and
should lead discussions
surrounding the specifics of
occupation related
development.

o Allocate discretionary grants

to support digital and

compliance upskilling
initiatives
Expand digital modules

across existing qualifications
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Change driver  Description Demand skills planning | Supply skills planning Stakeholder Input

implications implications

certainly in the online space it is
competitive and the gold rush is
really about changing the nature
and flavour of games” - (Key
Informant Interview 2, 2025)

“[There’s been a shift toward]
more online gaming and less
land-based gaming. We need to
find ways to keep South Africans
coming to casinos in person, not
just gaming from home. At the
same time, there’'s a move
towards Al, which poses a
potential threat to jobs in the
sector.” (Survey Respondent 1,
2025)

The shared number of people
required has increased
exponentially. For instance, in
2019 we were doing maybe
20,000 bets on a Saturday; today
we're doing 130,000 to 140,000
bets. The staff levels haven'’t
grown proportionally, o)
efficiency and tech are critical.
The skill set needed in three
years’ time is going to be vastly
different to what it is now. We'll
need some of the best database-
architecture architects out there
— people who can build smart
systems that can handle millions
of transactions. That's where the
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Change driver  Description Demand skills planning | Supply skills planning Stakeholder Input What Should
implications implications CATHSSETA Do
demand is going.” — (Focus
Group Participant 1, 2025)
llicit and | ¢ The NGB's 2023/24 | e Increased demand for | e Develop skills pipelines | ¢ “One of the challenges faced by | e Introduce short skills
Unregulated report notes a rise in compliance and for regulatory the sector is the illegal gambling programmes focused on
Gambling unlicensed online enforcement  officers, enforcement and that's affecting our industry. And gambling regulation and
gambling  platforms digital forensics online fraud by that, I'm talking about the digital forensics
operating outside experts, and investigation. offshore online operators who i
South African cybercrime continually have access to South | ® Strengthen  partnerships
regulations.  These investigators. * Introduce new African citizens. They're not with legal bodies and ICT
pose risks to qualifications and allowed to accept bets from providers to support joint
consumers and training in gamb_lmg South  African citizens or curriculum development
undermine fair law, tech regulation, legislation prohibits it. And the
competition. In and forensic analysis. policing and protection of our
response, the Board ; local market is largely ineffectual
urges stronger iﬁﬁpolrégalpaggirsr?&s_ by the Department of Trade and
intergovernmental institutions. Industry and the PLAs. They all
collaboration and recognise and acknowledge that
better monitoring. This it's an elephant in the room. And
has increased we're working really, really hard
demand for as an association with some of
professionals in the provinces to try and put
compliance, digital mechanisms and protections in
forensics, place to eradicate this access.
cybersecurity, and And we're also trying to lobby at
regulatory DTI level and stuff to try and get
enforcement (NGB, something done about it. So
2024). that's one of the core strategies
we're working on at the moment.”
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Change driver  Description Demand skills planning | Supply skills planning Stakeholder Input What Should

implications implications CATHSSETA Do

- (Key Informant Interview 2,

2025)

Responsible ¢ Rising concerns about | e Increased demand for | ¢ Fund mental health | ¢ “In terms of the responsible | ¢ Embed responsible
Gambling and problem gambling? behavioural support and behavioural gambling space, [we're working gambling and ethics content
Public have led to greater workers, customer training for front-line on] development of digitisation into existing hospitality,
Awareness emphasis on service staff trained in staff. and some initiatives to make self- tourism and  customer
Campaigns responsible gambling responsible gambling, . exclusion possible and readily service curricula

initiatives. The South and public awareness | ¢ Update curricula  to available to those that don’t wish

African Responsible professionals. include social to participate. These are part of

Gambling Foundation responsibility and the efforts being made to

supports  education ethics. promote responsible gambling” -

a:\g - (ler;terventltig « Develop cross-cutting (Key Informant Interview 2, 2025)

Fedgce harm. This has progl;gmmes e We're seeing a tightening of

increased demand for combining regulations, with increased

communication,

staff in customer care, scrutiny  especially  around
behavioural  support psychology, and responsible gambling practices
pport customer care. and licensing compliance.” —

public education, and
for managers who can
embed  responsible

(Survey Respondent 2, 2025)

¢ Responsible gambling is quite a

gambling into challenge. We rely on the South
business strategy African Responsible Gambling
(South African Foundation in our sector
Responsible _ because we don't have the
Gambling Foundation, psychologists and the people to
2024). assist us. But we have what we

call self-exclusion, which is also
one of the programmes that they
offer. So that's the only way
really. But the thing is with

2 Problem gambling involves gambling behaviour that negatively impacts an individual's personal, financial, or professional life (SARGF, 2024).
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Description

Demand skills planning
implications

Supply skills planning Stakeholder Input

implications

What Should
CATHSSETA Do

gambling is, the person who'’s got
a problem must go and self-
exclude. And sometimes people
don’t think they have a gambling
challenge and they don’t know
about the self-exclusion option.
So | think more funds need to go
to creating awareness. What
also needs to be studied now is
the impact of those outreach
[programmes] and the self-
exclusions. What's the impact? Is
it really working?” - (Key
Informant Interview 5, 2025)

Demographic
Shifts and
Changing
Player
Preferences

e The rise of younger,
digitally-native
consumers is
reshaping gambling
offerings, with growing
demand for mobile
and online platforms.
Online sports betting
now accounts for
60.5% of total
gambling revenue -
up 51.2% from the
previous year (NGB,
2024). This shift is
driving changes in
platform design,
marketing, and user
engagement, with a
focus on creating
more accessible and

¢ Increased demand for
mobile UX designers,
digital marketers, and
platform developers
with gamification and
engagement skills.

e Include UX, mobile

design, and
gamification in training
programmes.

e Support development
of modules in youth
marketing and digital
engagement
strategies.

e Offer bursaries and
youth-targeted
programmes to grow
pipeline talent.

“The casino side of Gaming and
Lotteries actually creates a lot of
jobs. We often hear from people
at places like Caledon Casino
saying that internships helped
them gain experience and
eventually find employment. But
in many rural areas, especially in
places like the Eastern Cape,
young people aren’t taking
interest. At career days, they
don’t even take the brochures.
Parents often discourage them
from working in casinos because
of the stigma. So, there’'s very
little uptake.” - (Key Informant
Interview 3, 2025)

“What we're finding is also that
horse racing is under

e Update qualification

frameworks to include
modules on gamification,
mobile UX and digital
marketing

o Continue to prioritise youth-
focused skills programmes
and bursaries in digital
customer engagement
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Change driver  Description

interactive
experiences (Mail &
Guardian, 2025)

(Fletcher, 2024)

Demand skills planning

implications

implications

Supply skills planning Stakeholder Input

tremendous pressure
economically and the age group
for which you used to sit with a
horse racing race card and bets
on horse racing is dying out. With
the younger generation, instant
gratification is something that's
the flavour of the day and they
don't want to wait 10 to 20
minutes to study a race card and
wait for the outcome. They would
rather play an aviator crash
game and bet to see when the
aeroplane's going to crash and
then, you know, in 10 and 15
seconds you've got an outcome
and you can carry on or you can
cash out and do whatever you
want to do.” - (Key Informant
Interview 2, 2025)

“There has been a mobile-first
shift where more users are
betting on their phones. This has
pushed operators to optimise
their apps and overall mobile
user experience.” — (Survey
Respondent 2, 2025)

We're seeing a tightening of
regulations, with  increased
scrutiny  especially around
responsible gambling practices
and licensing compliance.”
(Survey Respondent 2, 2025)
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While sustainability and environmental impact remain relevant in broader economic sectors, they are not currently primary change drivers in the
Gaming and Lotteries sub-sector. Instead, the prevailing dynamics are shaped by technology, regulation, and social responsibility, each of which
has direct implications for workforce planning and skills development.

The findings from the interviews broadly reinforce and validate many of the issues raised in this chapter, including the implications of Digital and
4|R Transformation, the rise of illicit and unregulated gambling, demographic shifts in player behaviour, and the growing importance of responsible
gambling and public awareness. For instance, stakeholders confirmed the rapid growth in online betting and the associated need for digital skills
and regulatory reform. They also highlighted persistent infrastructure barriers in rural provinces, such as the Eastern Cape and Northern Cape,
that are constraining uptake of online platforms. In addition, several respondents noted a lack of interest among youth in rural areas to pursue
careers in the casino segment, partly due to lingering stigma. Finally, the importance of responsible gambling, particularly in a digitised
environment, was emphasised across both regulatory and industry respondents.
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The following table illustrates the perceived impact of key change drivers on the skills needs of
organisations in the G&L sub-sector, based on survey responses.

Table 12: Change Drivers and how they Impact Organisations - Survey

Not Increased need Increased New skills Skills will
impacting for soft skills need for required by become/ have
my (e.g. technical individuals become
organisation adaptability, skills (e.g in the redundant
communication, | digital skills, sector/ in
leadership, business your
problem- management, | organisation
solving) archiving)
Enhancements
in Digital
VTS B 12% 24% 41% 47% 18%
(e.g. Al,
automation,
virtual reality)
lllicit and
unregulated 30% 20% 50% 10% 10%
gambling
Responsible
gambling  and
public 33% 25% 25% 8% 8%
awareness
campaigns
Demographic
shifts ~ —and 27% 27% 27% 9% 9%
changing player
preferences

Source: Survey Responses (2025)

Survey data confirms that enhancements in digital technologies — such as Al, automation, and virtual
reality — are the most disruptive force in the Gaming and Lotteries (G&L) sub-sector. Nearly half of
organisations (47%) reported that these developments require entirely new skills, while 41% cited
increased demand for technical skills like digital literacy and business management. Additionally, 24%
reported a growing need for soft skills, such as adaptability and communication, and 18% noted that
some existing skills have become redundant.

lllicit and unregulated gambling is another significant factor, driving technical skill demand in 50% of
organisations, likely in areas such as compliance, risk management, and digital forensics. However,
only 10% of respondents indicated this challenge is creating a need for entirely new skills, suggesting
that the shift is more about upskilling than transformation.

In contrast, responsible gambling and public awareness campaigns are contributing more to soft skill
development (25%) — for instance in areas like customer empathy and communication — but with
limited disruption to current job structures, as only 8% reported a need for new skills or redundancy
of existing ones.
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Finally, demographic changes and evolving player preferences are exerting a moderate influence,
with 27% of organisations noting increased demand for both technical and soft skills, though fewer
(9%) reported any need for new skills or redundancy.

Overall, digital transformation stands out as the primary driver of changing skills needs, with other
trends contributing more modestly to shifts in compliance, customer interaction, and regulatory
awareness.

2.3 Evolution of Occupations due to Technological Advancements

The G&L sub-sector in South Africa is experiencing significant occupational shifts driven by rapid
technological advancements. The integration of digital platforms, mobile technologies, and 4IR tools
has reshaped traditional roles and introduced new occupational demands.

The proliferation of mobile technology and widespread internet access have facilitated the growth of
online gambling platforms. This shift has led to the emergence of roles such as digital platform
developers, data analysts, and cybersecurity specialists, who are crucial for developing secure, user-
friendly gaming experiences and ensuring compliance with data protection regulations like the
Protection of Personal Information Act (POPIA) (Investing.com, 2025).

Al is also transforming the subsector by enhancing operational efficiency and personalizing user
experiences. Al-driven tools can analyse vast datasets in real-time, allowing operators to offer hyper-
personalized experiences and improve customer engagement (Crystal, 2025). Additionally, Al-
powered chatbots and virtual assistants are becoming integral to online casino customer support
systems, providing instant and accurate responses around the clock (Zaremba, 2024).

Furthermore, the rise of online betting, which now constitutes a significant portion of the gambling
market, has increased the need for professionals skilled in digital marketing, UX design, and
regulatory compliance. The NGB reported that online betting accounted for 61% of gross gambling
revenue, highlighting the sector’s digital pivot (Investing.com, 2025).

Overall, technological advancements have not only transformed existing occupations but have also
created new career pathways, necessitating continuous learning and adaptation within the gaming
and lotteries subsector.

While the digital transformation of the Gaming and Lotteries sub-sector continues to shape demand
for new skills, CATHSSETA'’s current suite of learning programmes does not yet fully address the
emerging occupational requirements linked to cybersecurity, digital platform development, and data
compliance. However, in response to these changes, CATHSSETA has emphasised the importance
of upskilling the workforce. Initiatives include funding for training programs focused on digital literacy,
cybersecurity, and data analytics to prepare individuals for the evolving job landscape within the G&L
sub-sector (CATHSSETA, 2024). In contrast, the MICT SETA offers several occupational
qualifications and skills programmes aligned to Fourth Industrial Revolution (4IR) demands, including
those in cybersecurity, software development, and data science . While there is no evidence of formal
collaboration between CATHSSETA and MICT SETA, this alignment suggests that cross-SETA
partnerships or recognition of learning could be explored to meet the sector’s evolving skills needs.
Addressing these shortages 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 outlines key national policies impacting skills development in the Gambling and Lotteries
subsector, focusing on areas like compliance, cybersecurity, and responsible gambling.
Understanding these policies helps CATHSSETA align its skills planning with sub-sector needs. The
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table below examines each policy and indicates the implications on the demand and supply of skills,
together with a description of the CATHSSETA'’s intended response to these implications.

Page 42|78



Table 13: Key Plans and Strategies Impacting Skills Planning

National Gambling Act (Act
No. 7 of 2004): Establishes
regulatory and compliance
frameworks for gambling in
South  Africa (National
Gambling Act, 2004).

Emphasises the need for strong
regulatory and legal literacy across
the sector. Requires capacity to
ensure ethical conduct, licensing
compliance, and responsible
gambling enforcement.

Drives the inclusion of
compliance, consumer protection,
and ethics training  within
qualifications. Supports ongoing
professional  development in
gambling law and governance.

CATHSSETA incorporates training in regulatory
compliance, consumer protection, and ethical
conduct within relevant qualifications, aligning
with the Act’'s mandates. It supports continuous
professional development for roles requiring
familiarity with gambling law and governance
(CATHSSETA, 2025).

Remote @ Gambling Bill
(2024): Proposes the
regulation of online

gambling, with provisions
for responsible gambling
and cybersecurity (Remote
Gambling Bill, 2024).

Accelerates demand for digital
compliance expertise, technical
oversight, and risk management in
online environments. Necessitates
skills in identity verification, age
restriction enforcement, and
responsible marketing.

Encourages development of new
qualifications and short courses
focused on digital regulation,
cybersecurity, platform
management, and online fraud
prevention.

CATHSSETA is responding to the proposed Bill
by scoping qualifications and short courses that
cover digital compliance, cybersecurity, and
online platform regulation. Engagements with
sub-sector are shaping curricula for identity
verification, responsible gambling and fraud
prevention (CATHSSETA, 2025).

Protection of Personal
Information Act (POPIA), Act
No. 4 of 2013: Regulates the
processing of personal
information by public and
private entities. (POPIA,
2013)

Requires widespread
understanding of data governance,
privacy rights, and information

security. Heightens demand for
skills in  managing sensitive
customer data and digital systems
securely.

Necessitates upskilling in data

protection protocols, risk
assessments, and privacy-by-
design principles. Supports

inclusion of POPIA compliance in
sector training programmes.

The SETA promotes the inclusion of data
protection, risk management, and privacy-by-
design in qualifications. It also encourages
upskilling of customer-facing and IT staff through
modular POPIA-aligned training (CATHSSETA,
2025).

Skills Development Act (Act
No. 97 of 1998): Provides the
legislative foundation for
SETAs and national skills
planning. (Skills
Development Act, 1998)

Reinforces the need for strategic
workforce planning and responsive
training interventions. Encourages

focus on practical, job-aligned
competencies for occupational
roles.

Underpins the SETA system and
Sector Skills Plans. Facilitates
formal learning pathways such as
learnerships and apprenticeships
aligned with industry needs.

CATHSSETA implements the Act through its
Sector Skills Plan, driving learnerships,
internships, and occupational qualifications. It
ensures industry-driven skills development,
aligned with formal occupational roles in the
G&L sub-sector (CATHSSETA, 2025).

National Skills Development
Plan (NSDP) 2030: Sets the
strategic direction for
national skills development

Reinforces the need for strategic
workforce planning and responsive
training interventions. Encourages
focus on practical, job-aligned

data-informed
provision, SETA-
collaboration, and
learning

Strengthens
training
employer
workplace-based

CATHSSETA aligns its SSP with the NSDP’s
focus on employer engagement, TVET-QCTO
partnerships, and workplace-based learning. It
also facilitates regular sectoral research to
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and SETA performance. competencies for occupational opportunities. Encourages TVET support  demand-led training provision
(DHET, 2020) roles. and QCTO partnerships. (CATHSSETA, 2025).
Section 12H of the Income Encourages employers to Supports increased enrolment in CATHSSETA promotes this incentive to

Tax Act — Learnership Tax
Incentive: Offers tax
deductions to employers
who implement registered
learnerships. (SARS, 2024)

participate in structured training and
development, especially for entry-
level and scarce skill roles.
Stimulates demand for mentoring
and supervisory capacity.

learnerships and skills
programmes. Makes training
more attractive to employers by
reducing cost barriers. Enhances
pipeline of job-ready entrants.

employers in the G&L sector,

increasing

participation in learnerships and reducing cost
barriers to training. It also supports mentorship
development and learner—employer matching

initiatives (CATHSSETA, 2025).
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2.4.1 Reflections on the Implementation of National Strategies and Plans

Within the G&L sub-sector, the implementation of national strategies such as the National
Development Plan (NDP), National Skills Development Plan (NSDP), and the Economic
Reconstruction and Recovery Plan (ERRP) is still at an early stage and requires more targeted
responses that consider the sub-sector’s digital evolution and regulatory complexity.

e Alignment with the NSDP

CATHSSETA has aligned its Strategic Plan with the eight NSDP outcomes (CATHSSETA, 2024). In
the G&L context, the most relevant outcomes include Outcome 1 (Identify and increase production of
occupations in high demand), Outcome 4 (Support the growth of public TVET colleges), and Outcome
6 (Encourage and support worker-initiated training). However, the unique nature of the G&L sub-
sector — especially its reliance on technology and online platforms — means that current interventions
such as learnerships and bursaries must evolve to include digital and compliance-related
qualifications.

e Response to the ERRP

The ERRP promotes increasing enrolment in occupationally directed programmes and supporting
employment and enterprise development (ERRP, 2020). In this regard, CATHSSETA has rolled out
initiatives like Work Integrated Learning (WIL) and missing middle student support. For G&L, this
creates an opportunity to develop new programmes for cybersecurity, data analysis, and digital
platform operations (NGB, 2024).

e Collaboration with TVET Colleges and the QCTO

Existing collaborations have primarily benefited the tourism and hospitality sub-sectors. To better
serve G&L, there is a need for curriculum and qualification development in areas such as regulatory
compliance, digital forensics, and gaming platform management. These could be developed through
expanded partnerships with TVET colleges and the QCTO (CATHSSETA, 2024).

o Skills Development Interventions

Programmes such as Adult Education and Training (AET), learnerships, internships, and bursaries
have been implemented across the sector (CATHSSETA, 2024).In the G&L sub-sector, these need
to be tailored toward skills gaps emerging from digital transformation and regulatory enforcement.
Micro-credentials and targeted short courses — particularly in data protection, responsible gambling,
and platform UX design — would support rapid upskilling aligned with industry needs.

2.5 Conclusion

Chapter 2 outlined the key skills change drivers and the respective skills implications that are relevant
to the G&L sub-sector, which forms part of the CATHSSETA sector, to assist in the SETA’s skills
planning efforts. This chapter 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.

The sub-sector is undergoing transformation driven by rapid digitalisation, evolving consumer
preferences, and heightened regulatory requirements. The shift towards mobile and online betting,
combined with emerging technologies such as Al and the growing emphasis on cybersecurity, is
reshaping the demand for skills. This creates an urgent need for digital competencies, including
platform development, data analytics, and user experience design, alongside regulatory and
compliance expertise. At the same time, behavioural support and responsible gambling practices are
becoming important skills areas in response to tighter regulations.

Insights from stakeholder interviews largely reinforce these trends, confirming the move towards
online platforms and the associated need for tech-driven roles. However, fieldwork also highlighted
additional challenges not evident in desktop research, such as limited digital infrastructure in rural
areas and social stigma towards gambling careers, particularly in casino environments. These factors
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may restrict workforce participation and necessitate targeted awareness campaigns and inclusive
skills development strategies.

Collectively, these findings highlight the need for CATHSSETA to prioritise digital skills, strengthen
regulatory training, and foster innovative partnerships to ensure a future-ready workforce capable of
adapting to a rapidly changing industry landscape.
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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 Gaming and Lotteries sub-sector, analysing
both demand and supply dimensions. Leveraging data from the CATHSSETA WSP (2025) data, key
occupational shortages, skills gaps, and emerging occupations shaping the sector's talent needs are
identified. The state of education and training provisions 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 sector are
gained. Additionally, research studies conducted by CATHSSETA shed light on the profile of 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 (occupation) that an employer is unable to fill
within 12 months or longer. Not all industries had occupations vacant for longer than a year, as a
result, the list is extended to include occupations vacant for a period of six (6) months to a year. The
table below depicts the identified HTFVs by industry based on the 2025/26 WSP data and survey
data. WSP data was analysed to generate a list of potential HTFVs, this list was then checked and
validated in surveys and focus groups. The quantity required and reported by number of organisations
in the table below is a sum of the quantities cited in the WSP data as well as survey data.

Table 14: Occupational Shortages in the Gaming and Lotteries Sub-Sector, 2025

Reported by
Quantity (No. of
OFO Code Occupation Required Organisations) | Reason Hard to Fill
1. 12021-421202 Gaming Worker 145 15 e Lack of suitably qualified
candidates
e Lack of candidates with
required work experience
2. |2021-252301 Computer 83 14 e High staff turnover
Network and
Systems Engineer
3. |2021-311401 Electronic 67 13 e Qualification required
Engineering ) .
Technician e Lack of candidates with
required work experience
4. 12021-133105 Information 61 12 e Geographical location of the
Technology position is not
Manager favourable/remote
e Lack of suitably qualified
candidates
e Lack of applicants who meet
equity requirements
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Reported by
Quantity (No. of
OFO Code Occupation Required Organisations) | Reason Hard to Fill
5. 12021-343401 Chef 50 13 e High staff turnover

e Geographical location of the
position is not
favourable/remote

e Salary considerations

e Lack of suitably qualified

candidates
6. |2021-141201 Café (Licensed) or 49 12 e Geographical location of the
Restaurant position is not
Manager favourable/remote
e Misalignment in terms of
remuneration (salary)
expectations
7. 12021-241107 Financial 46 13 e Lack of suitably qualified
Accountant candidates

e Lack of candidates with
required work experience

e High staff turnover

8. |2021-421204 Bookmaker's 41 10 e Lack of candidates with
Clerk required work experience

e High staff turnover

Source: (CATHSSETA WSP Data, 2025/26)

A review of the top hard-to-fill vacancies (HTFVs) highlights a consistent pattern of challenges across
multiple occupations. The most frequently cited reasons include a lack of suitably qualified candidates,
a shortage of candidates with relevant work experience, and high staff turnover. These challenges
are particularly prominent in roles such as Gaming Workers, Financial Accountants, and Chefs, with
Gaming Worker being the top HTFV. Gaming working is also one of only two occupations that are
specific to the G&L sub-sector, with Bookmaker’s Clerk being the other occupation.

In addition, remote or unfavourable geographical locations and salary misalignment are barriers to
filling positions like Restaurant Managers and IT Managers. Notably, even specialised technical roles
such as Electronic Engineering Technicians and Computer Network Engineers are affected by these
issues, pointing to broader structural gaps in training, retention, and location-based accessibility. The
trend suggests that both talent pipeline development and retention strategies need to be prioritised,
alongside more flexible recruitment approaches to address geographic and remuneration-related
constraints.

The table below illustrates other HTFVs identified by respondents during interviews and surveys
conducted as part of the primary research process.
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Table 15: Additional HTFVs Identified through Primary Data Collection

Occupation

Quotes

Veterinarians

“We struggled to fill the veterinary positions. | mean there’s only one institution
so far that produces those people. And as soon as they qualify, they leave for
overseas and it's not like hundreds of thousands that qualify, it's probably 50
a year and once they qualify, they go for the overseas markets because they
are lucrative and they take them.” (Industry Association Interview 3, 2025)

Business Analysts / BI
Roles

“We do struggle with our business analysts, our business intelligence guys,
your head of call centre, your marketing VPs, your marketing... | do struggle
to find senior talent of better callibre” (Focus Group, 2025)

IT Systems Engineer

“We are experiencing challenges in filling the electrical engineer position. |
think with the electrical engineer, it's simply because the area where we are—
in Witbank—it's mostly, you know, mining industry. So they tend to overpay
the engineers in the mines as opposed to what we are offering. So that was
quite a bit of a challenge for us” (Focus Group, 2025)

Electrical Engineer

“In terms of IT system engineer, the problem is we do not have the right
candidates in Witbank. So you'll find candidates coming from other provinces,
and then finance will be a challenge because we’re looking for specific
experience as well, you know” (Focus Group, 2025)

Diagnostic scientists

“We struggle to find proper scientists that deal with diagnostics and things like
those.” (Industry Association Interview 3, 2025)

(marketing)

Sports-law adjudication | “Also, the people that understand the sports’ law. We struggle to find those
(legal) people to adjudicate matters.” (Industry Association Interview 3, 2025)
Graphic designers | “It's hard to find graphic designers for our marketing. For some reason, it took

time to get our social digital marketing campaign going.” (Employer Interview
2, 2025)

Online gaming specialists
(product/tech/content)

“Also, it's hard to find people in our online gaming sector with the skills that we
need. People have to have enough knowledge of sport as well as computers
in the background in the programmes used to create online games. So the
biggest vacancies are in our newest area.” (Employer Interview 2, 2025)

3.2.2 Reasons for Hard-to-Fill Vacancies

In the casino industry, positions such as gaming table operators and casino floor staff are particularly
difficult to fill due to competition from international cruise ships, which attract experienced South
African staff with better pay and travel opportunities. The horseracing industry has also faced
shortages of specialised roles such as veterinarians, with many professionals leaving for overseas
markets. In the betting sector, challenges include recruiting skilled betting clerks and technical staff,
particularly in areas where competition for talent is high. Reasons for HTFVs range from a lack of
suitably qualified candidates, to the migration of skilled professionals overseas, and salary
misalignments between local and international opportunities.

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

Table 16: Reasons for HTFVs: Primary Research Insights

Reason Hard to
Fill

Quotes
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Overseas pull
factors

“We are the only regulator. So, the only loss we can have is when we lose people
to overseas markets which are lucrative. We’ve lost a couple. Hong Kong comes
with a lucrative offer and you look at the social economic status of Hong Kong,
quite higher than here due to issues of crime and medical care and so
forth.” (Industry Association Interview 3, 2025)

Location
constraints
(remote sites)

“The vacancies that take over 12 months to fill, are few, but are for two reasons.
One it’s location, so not everyone wants to live in Wild Coast or Sun City or the
casino in Cape Town near the waterfront, so location plays into it. Some of our
casinos are remote, so people don’t necessarily want to move to Kimberly or
Worcester.” (Employer Interview 2, 2025)

Limited training
pathways /
industry pipeline

“There is no direct pathway for the industry and that creates a gap... The basic
training is not there, from communication to ethics and management,
administration and planning.” (Industry Association Interview 3, 2025

Limited talent
pool

“l think this industry—the Internet gaming side—is a really small industry. There
are a handful of significant players. As the lady before me was saying, there’s not
a lot of movement between the companies, and at the top end there’s been, you
know, somewhat of a moratorium between the operators that says, you know, we’re
not going to come and raid each other’s teams because then it’s just going to be
chaos.” (Focus Group, 2025)

Salary
competition with
other industries

“We are experiencing challenges in filling the electrical engineer position... it's
mostly... mining industry. So they tend to overpay the engineers in the mines as
opposed to what we are offering.” (Focus Group, 2025)

3.2.3 Skills Gaps in Sector

The figure below highlights key skills gaps across occupational levels, with soft skills standing out as
the most common deficiencies.

Table 17: Skills Gap per Major Occupational Level

Major Occupations Top 3 Most Common Skills Gaps Number of Skills Gaps
Manager Emotional Intelligence 29
Conflict Management 27
Business Acumen 17
Professional Conflict management 20
Business Acumen 19
People management 19
Associate Professional Interpersonal Skills 15
Teamwork 14
Problem-Solving 13
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Major Occupations Top 3 Most Common Skills Gaps Number of Skills Gaps
Clerical Support Worker Communication 29

Problem-Solving 19
Customer service 18
Service & Sales Workers Communication 20
Emotional Intelligence 19
Interpersonal Skills 13
Skilled Trades Workers Problem-Solving 15
Interpersonal Skills 13
Numeracy Skills 13
Plant & Machine Operators & |Communication 11
Assemblers
Computer Literacy 11
Customer service 8
Elementary Workers Service Orientation 9
Computer Literacy 8
Verbal communication 8

Source: (CATHSSETA WSP Data, 2025/26); Survey and Interview Data (2025)

Data from the WSP shows that at the top level, managers notably lack emotional intelligence and
conflict management, both critical for leadership. Professionals show similar gaps, along with
business acumen and people management, indicating challenges in leading teams effectively. In mid-
level roles, associate professionals struggle with interpersonal skills, teamwork, and problem-solving.
Clerical and service workers show major gaps in communication and customer service, essential for
front-line roles. At the lower levels, plant operators and elementary workers lack communication,
computer literacy, and service orientation, pointing to a need for basic digital and interpersonal
training. Overall, strong non-technical skills are increasingly essential across all roles.

Furthermore, there is a notable degree of alignment between the skills gaps identified through WSP
submissions and those surfaced during fieldwork interviews and surveys. Across nearly all
occupational levels, skills such as communication, teamwork, emotional intelligence, and customer
service come up consistently. Where there are apparent differences, these are a matter of framing
rather than substance. For example, “business acumen” identified in the WSPs for professionals and
associate professionals can reasonably be seen as closely related to “problem solving” or “teamwork,”
as both sets of skills require strategic thinking and an ability to navigate complex workplace dynamics.
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This suggests that both the WSP data and insights from the field point to the same underlying issue,
which is a growing demand for non-technical skills across most of the occupational levels.

The table below provides insights on the skills gaps in the sector as shared by employers in interviews.

Table 18: Skills Gaps - Primary Research Insight

Theme

Quotes

Customer service &
behavioural skills at entry level

“The skills gaps at entry level are just customer service. So that’s
dealers and waiters... they don’t necessarily know the social nuances
necessary for dealing with drunk customers and drunk punters... we
have to [focus on]... beefing up some confidence where necessary.”
(Employer Interview 2, 2025)

Digital/online
sports/tech blend

gaming &

“Also, it's hard to find people in our online gaming sector with the skills
that we need. People have to have enough knowledge of sport as well
as computers in the background in the programmes used to create
online games.”

Soft skills at senior level
(leadership, EQ, people
management)

“Yesterday, none of our people even mentioned soft skills—everything
was technical... we are neglecting things like emotional intelligence,
strategic thinking, and people leadership. Here, we are struggling.”
(Focus Group, 2025)

New tech skills for gaming
systems

“Where there is a shortage - based on recruitment and what we need -
would be new tech skills in the gaming space.” (Industry Association
Interview 2, 20205)

Training pipeline & industry
pathway gaps

“We don’t have training institutions that offer what Las Vegas offers in
South Africa... you can’t study to work in the gaming industry.” (Industry

Association Interview 2, 20205)

Bookmaking entry routes | e “For example... bookmakers... A matriculant with a particular level of
(maths & customer service) mathematics... they [SABA] are trying to get their programmes...
accredited... Because all you need there is your mathematics skills and
customer service.” (Focus Group, 2025)

Mathematical/ analytical | e
orientation for future roles

“We are just going for a sort of a mathematical brain, somebody who’s
got that kind of insight into numbers and figures and is quick on
calculations as well as an interest in sport.” (Focus Group, 2025)

3.2.4 Learning Interventions

Organisations overwhelmingly rely on three primary training interventions to address both hard-to-fill
vacancies (HTFVs) and critical skills gaps: skills programmes, short courses, and learnerships. These
modular and occupation-specific approaches are highly valued for their flexibility, speed of
deployment, and ability to develop targeted competencies.

Skills programmes were the most frequently cited intervention overall, selected by 30.9% of
respondents. They are particularly valued for building essential capabilities such as problem-solving,
people management, and interpersonal skills. Short courses, selected by 23.6%, are also widely
recommended, especially to support workplace-readiness and customer-facing roles such as
customer service, digital literacy, and service orientation. Learnerships, chosen by 20% of
organisations, remain a critical mechanism for developing more complex or technical roles. These
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interventions provide structured, work-integrated learning that combines theoretical instruction with
on-the-job experience, building both technical and behavioural competencies.

This strong preference for modular and practical learning methods reflects the sector’'s need for
immediate, job-aligned upskilling solutions — a trend that spans both HTFV and general skills
development priorities, as can be seen in the table below.

3.2.5 Emerging Occupations

There is a clear trend towards digitisation in the Gaming and Lotteries sub-sector, driven by the
expansion of online gambling platforms and digital service delivery. This shift is expected to create
growing demand for ICT-related occupations, particularly in roles that support data-driven operations,
digital security, and online engagement. Key emerging roles from the WSP data are presented in the
table below.

Table 19: Emerging Occupations in the Gaming and Lotteries sector

Occupation Rationale

Data Analyst The emergence of these occupations is driven by
digitisation within the Gaming & Lotteries sub-sector,

Cyber Security Specialist fuelled by the expansion of online gambling platforms

and digital service delivery
IT Governance Specialist

Software Developers

In addition to the above, as part of the primary research conducted, survey respondents were
requested to illustrate which new and emerging skills were relevant to the sector. These results are
illustrated in the figure that follows.
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Figure 10: Future skills needs Identified by Survey Respondents

Gambling law

Digital literacy

Online fraud investigation
Software development
Data analytics
Emotional intelligence
Regulatory enforcement
Knowledge of POPIA
Cybersecurity

Digital marketing

Ethics

Technology regulation
Digital development
Mobile design
Communication
Customer service
Forensic analysis

Other (please specify)

I 71%
I  65%
I 59%
I  53%
I  53%
I 47 %
I 47 %
I 47 %
I 47 %

I 29%
I 6%

0% 10% 20% 30% 40% 50% 60% 70% 80%

Source: CATHSSETA Survey Responses (2025) [n = 17]

Survey responses indicate that skills demand in the Gaming and Lotteries sub-sector will be strongly
shaped by digitalisation, regulatory requirements, and evolving market dynamics. The most frequently
cited occupation include gambling law (71%), digital literacy (65%) and online fraud investigation
(59%). Technology-driven competencies such as software development and data analytics (both
53%), cybersecurity, regulatory enforcement, knowledge of POPIA, and emotional intelligence (all
47%) are also worth noting.

In stakeholder consultations, employers pointed to new and growing roles in sports-betting functions,
online gaming, data/quant and database architecture, cybersecurity, technical/programming for
automation, digital marketing/creative, and specialised compliance. The table below provides some
emerging occupations identified in interviews and focus group discussions.

Table 20: Emerging Occupations - Primary Research Insights

Emerging Occupation Quotes

sports data roles

Sports betting managers/agents & | “l think more betting agency roles. It’s going to be betting

manager, betting agency, sports clerk, sports data. |
don’t even think they necessarily have the names for
those roles yet that they’ll convert financial names and
they’ll put sports in front of them. Somebody monitoring
the money that comes in. Bookkeepers, sports betting
agents and definitely sports betting managers.”
(Employer Interview, 2025)

(casino automation)

Technicians/engineers/programmers “We need to upskill our workers if it gets to a point where

we have automated machines doing their work, so we’ll
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Emerging Occupation Quotes

have more technicians, engineers and programmers at
landmark casinos.” (Employer Interview, 2025)

Cybersecurity specialists “l also think cybersecurity is going to be really relevant

and made a priority.” (Employer Interview 1, 2025)

Database architects “For example, the industry may not necessarily need
more gaming skills but would need database architects.”

(Focus Group 2025)

Technical/Regulatory compliance (incl. | “The other skills that we’re doing—we are doing the
test lab interface) compliance section where you don’t just do the normal
regulatory compliance, but we are busy with training that
compliance person to also be able to talk to technical...”
(Focus Group, 2025)

3.3 Extent of Occupational Skills Supply

South Africa’s post-school education and training (PSET) landscape is vast, comprising public
universities, public TVET colleges, registered private higher education institutions, numerous private
colleges, and several Community Education and Training (CET) centres. This network produces a
steady pipeline of graduates in key areas that are important to CATHSSETA subsectors.

This section provides an overview of the extent of occupational skills supply relevant to the
CATHSSETA'’s sectors, drawing on enrolment, completion, and graduation data across various
education and training institutions. It explores the qualifications that feed into the sector, the
educational profile of its workforce, and the contribution of TVET colleges and higher education
institutions to the skills pipeline.

The educational profile of employees within the G&L sub-sector reveals a workforce predominantly
qualified at NQF Level 4, representing 71% of the total 22,954 employees. Levels 5 and 6 account for
19%, while higher education qualifications (NQF Levels 7 to 10) comprise only 5% of the workforce.
Lower qualification levels, including AET and NQF Levels 1 to 3, collectively make up a minimal share,
indicating a relatively skilled base but with limited advanced qualification representation. The table
below provides an overview of the education profile of employees in the CATHSSETA sectors.

Table 21: Educational Profile of Employees

Education Level Employees Percentage
AET 7 0%

NQF 1 272 1%

NQF 2, 3 920 4%

NQF 4 16,260 71%
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Education Level Employees Percentage

NQF 5, 6 4,308 19%

NQF 7, 8,9, 10 1,187 5%

TOTAL 22,954 100%

Source: (CATHSSETA WSP Data, 2025/26)

Stakeholders consulted for this study described entry into the Gaming and Lotteries sub-sector as
relatively accessible at the lower levels, with many entry-level roles requiring only a matric qualification
and providing on-the-job training. Respondents noted that positions such as betting clerks and gaming
floor attendants are often filled by candidates with no prior industry experience, who are then trained
internally by employers. While this ease of entry creates opportunities for new entrants, it also
contributes to challenges in training, retention, and building a pipeline of future skills. One of the
clearest insights from the research is the absence of formal, sector-specific qualifications. The
majority of employees enter the industry with a matric qualification (NQF Level 4), which accounts for
71% of the current workforce. From there, they are trained internally by employers or, in rare cases
usually reserved for more senior employees, sent overseas (e.g., to Las Vegas) for more formalised
exposure. This results in a sector where experience is highly valued and where senior employees
become targets of talent competition, both within the sector and from other industries that require
similar general technical skills (such as IT and compliance), including banking and mining.

The high reliance on internal and employer-driven training is compounded by the lack of training
institutions formally focused on the sector. One respondent even noted that their association may be
the only provider with a formal curriculum for bookmaker clerks and managers, with larger corporates
like Hollywood Bets running internal academies for their own staff. These gaps leave many entrants
underprepared for the nuanced and highly regulated environment of gambling operations.
Furthermore, because many of the required technical skills (e.g., digital, legal, compliance, IT) are
transferable to other industries, the sector struggles with talent retention — especially as its pool of
experienced professionals is small and increasingly constrained by restraint-of-trade clauses. For
those entering the industry, soft skills such as communication and customer service are critical,
especially for client-facing roles in casinos and betting shops. Among managers, emotional
intelligence and conflict management emerged as high-priority skill gaps, underscoring the need for
leadership development within the sector.

Compounding the issue is that the existing system of skills development and qualification approval is
often perceived as sluggish. Stakeholders expressed frustration at the slow approval of qualifications
through CATHSSETA and called for more agile responses that match the pace of technological and
market change. Without meaningful partnerships to develop local ICT skills and formalise career paths
in the G&L sub-sector, South Africa risks lagging behind its international counterparts in both
competitiveness and consumer protection.

3.4 Supply-Side Analysis
3.4.1 State of Education and Training Provision

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.
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Because the sector lacks qualifications that are specific to gaming and lotteries, the data presented
in this section provides a broad view of the extent of skills supply drawn from related fields. In practice,
the G&L sub-sector sources much of its talent from broader educational and training pipelines,
including TVET colleges, private higher education institutions, and universities offering business, ICT,
hospitality, compliance, and other transferable disciplines. These pipelines feed the sector with
foundational, technical, and managerial skills, which are then adapted through internal training to
meet the operational and regulatory demands of gambling-related occupations. As such, while the
supply-side data reflects the availability of skills within these broader domains, it does not fully capture
the nuances of sector-specific expertise — a gap that reinforces the importance of developing
formalised qualifications tailored to the G&L sub-sector

In 2023, the national PSET system encompassed 372 registered institutions, made up of 164 higher
education institutions (HEIs) and 208 colleges. Among the HEIls, 26 are public universities and 138
are private institutions. These collectively enrol over 1.35 million students. Public HEIs continue to
dominate this space, accounting for 1,071,715 enrolments, or nearly 79% of all HEIl enrolments, while
private HEIls enrolled 286,454 students.

The college component is similarly expansive, comprising 50 TVET colleges, 9 CET colleges, and
149 private colleges. Together, these institutions enrolled 764,955 students in 2023. The TVET
colleges accounted for the largest share of this, with 564,089 enrolments, highlighting their vital role
in vocational and occupational skills development. CET colleges, which provide foundational learning
and adult education, enrolled 120,081 students, while private colleges enrolled 80,785 students. The
above is summarised by the table below.

Table 22: Overview of PSET Institutions and student enrolment, 2023.

Public Private Total TVET CET Private | Total PSET

Number of | 26 138 164 50 9 149 208 372
institutions

Number of | 1,071,715 | 286,454 | 1,358,169 | 564,089 | 120,081 | 80,785 | 764,955 | 2,123,124
students
enrolled

Source: (DHET, 2025)

The college component is similarly expansive, comprising 50 TVET colleges, 9 CET colleges, and
149 private colleges. Together, these institutions enrolled 764,955 students in 2023. The TVET
colleges accounted for the largest share of this, with 564,089 enrolments, highlighting their vital role
in vocational and occupational skills development (DHET, 2025). CET colleges, which provide
foundational learning and adult education, enrolled 120,081 students, while private colleges enrolled
80,785 students. Overall, the total PSET enrolment stood at 2,123,124, with public institutions
responsible for the majority of this figure (DHET, 2025).

An important feature of the PSET landscape is the notable growth of PHEIs in recent years. Between
2018 and 2023, enrolment in PHEIs increased by 44.7%, going from 197,898 students in 2018 to
286,454 in 2023.The most popular qualification type among students enrolled in PHEIs was the
Bachelor's Degree (360 credits), which accounted for 38.1% of all enrolments (DHET, 2025). The
second most enrolled qualification was the Diploma (360 credits), comprising 18.4% of total
enrolments, followed by the Higher Certificate (120 credits) at 17.1%. These qualifications play an
important role in providing both foundational and mid-level technical skills to support occupations such
as travel consultants, chefs, front office supervisors, and gaming hosts. The table below shows the
number of students enrolled in PHEIs by qualification type, between 2018 and 2023.
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Table 23: Number of students enrolled in PHEIs by qualification type, 2018 — 2023

34,409 | 3,232 | 6,441 | 55,495 | 2,801 | 6,498 0 0 66,697 10,937 | 4,337 | 6,688 | 363 197,898
39,881 | 3,811 | 5,222 | 57,046 | 3,977 | 8,162 0 0 70,905 8,814 4,529 | 6,194 | 437 208,978
39189 | 6579 | 2,999 | 47785 | 3678 | 9906 0 249 83,715 13,447 | 4,974 | 6097 | 413 219,031

40,324 | 3,316 | 1,568 | 48,756 | 4,030 | 9,191 5,495 | 569 88,874 18,640 | 5,513 | 6,225 | 414 232,915

44,866 | 3,439 | 915 50,715 | 4,942 | 10,556 | 6,980 | 827 104,423 | 17,148 | 6,640 | 6,175 | 589 258,215

48,940 | 3,342 | 881 52,672 | 7,110 | 11,990 | 6,715 | 992 109,264 | 30,185 | 7,544 | 6,209 | 610 286,454

17.1% 1.2% | 0.3% | 18.4% | 2.5% | 4.2% 23% | 0.4% | 38.1% 10.5% | 26% | 22% | 0.2% | 100%

Source: (DHET, 2025)

Although enrolments in advanced qualifications were smaller in proportion, they indicate a steady
uptake in professionalisation within the sector. For instance, Postgraduate Diplomas saw 11,990
enrolments in 2023 (4.2%), while Honours Degrees and Master’s Degrees attracted 7,544 and 6,209
students respectively. This trend points to increasing demand for specialised knowledge and
leadership roles across different sectors.

In addition to the above, at closer look at graduate data from PHEIs between 2018 and 2023 reveals
a significant increase in output. The number of graduates rose from 33,972 in 2018 to 60,927 in 2023,
reflecting an overall increase of 79.3%. This growth has occurred alongside a shift in the types of
qualifications awarded, illustrating a deepening and broadening of skills development across
foundational, technical, and advanced level. The table below shows the number of students who
graduated from PHElIs.

Table 24: Number of PHEI graduates by qualification type, 2018 - 2023

7,790 393 1,905 |7,297 891 1,008 |0 0 11,068 1,207 1,394 988 31 33,972
11,197 1,032 |1,624 |8,264 1,137 [2,757 |0 0 12,817 |874 1,226 |1,575 |23 42,526
13,134 1,739 [1,543 (10,227 1,138 (2,500 (O 0 12,704 1,089 (1,616 (1,383 |42 47,085
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2021 14,161 1,430 1,252 8,394 2,302 4,607 2,035 14 14,845 1,290 2,406 1,772 43 54,551
2022 16,021 1,426 495 7,870 2,455 2,504 3,862 126 16,173 2,107 2,660 1,570 33 57,302
2023 16,765 1,185 166 7,654 2,811 5,300 2,741 102 16,544 3,039 3,131 1,433 56 60,927
Percentage
contribution for|27.5% 1.9% 0.3% 12.6% 4.6% 8.7% 4.5% 0.2% 27.2% 5.0% 5.1% 2.4% 0.1% 100.0%
2023

Source: (DHET, 2025)

In 2023, the Higher Certificate (120 credits) emerged as the most awarded qualification, accounting
for 27.5% of all PHEI graduates (DHET, 2025). The Bachelor's Degree (360 credits) was the second
most common qualification conferred, with 16,544 graduates (27.2%), followed closely by Diploma
(360 credits) qualifications at 7,654 graduates (12.6%). Together, these qualifications supply mid-
level to professional-level talent for critical occupations such as chefs, event planners, casino floor
supervisors, and tourism managers. The number of graduates in Postgraduate Diplomas (5,300 or
8.7%), Honours Degrees (3,131 or 5.1%), and Advanced Diplomas (2,811 or 4.6%) also increased in
2023. While Master’s Degrees (1,433 or 2.4%) and Doctoral Degrees (56 or 0.1%) made up a smaller
portion of the total.

TVET colleges play a central role in South Africa’s post-school education and training system,
particularly in addressing intermediate and occupational skills needs. They offer vocationally oriented
programmes that are closely aligned with workplace demands, making them a crucial supply pipeline
for sectors such as gaming and lotteries, where practical, technical, and regulatory competencies are
essential. The TVET system is often the first formal training environment for individuals entering
operational roles such as dealers, slot technicians, gaming floor supervisors, and surveillance officers.
These institutions also serve as a stepping stone for further education or direct entry into employment,
thereby supporting both youth employability and broader sector transformation goals.

An analysis of enrolment trends from 2010 to 2023 highlights the scale of TVETs’ contribution to
occupational skills supply. This is presented in the table below.

Table 25: Enrolment in TVET Colleges, 2010 - 2023

Qualification Category

Year Report . . Level 5 and
NC(V) 191 (N1- 8ﬁ::22ta'32z's O:L‘e:;sr:::zs PLP Level 6 | Total
N6) prog Qualifications
2010 130,039 169,774 | 23,160 35,420 n.a n.a 358,393
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Qualification Category
T new | goT i | Qecupational | otterikile | pip | Love ™6 | 1ot
N6) Qualifications

2011 124,658 222,754 | 20,799 32,062 n.a n.a 400,273
2012 140,575 359,624 | 62,359 95,132 n.a n.a 657,690
2013 154,960 | 442,287 | 19,000 23,371 n.a n.a 639,618
2014 166,433 486,933 | 19,825 29,192 n.a n.a 702,383
2015 165,459 | 519,464 | 20,533 32,424 n.a n.a 737,880
2016 177,261 492,026 | 13,642 22,468 n.a n.a 705,397
2017 142,373 510,153 | 10,969 24,533 n.a n.a 688,028
2018 131,212 | 482,175 | 20,106 23,355 285 n.a 657,133
2019 138,912 494,070 | 22,886 14,025 3,597 n.a 673,490
2020 146,637 274,907 | 20,130 3,888 5,250 1,465 452 277
2021 141,768 | 416,949 | 18,277 6,653 4,581 855 589,083
2022 135,727 356,575 | 15,837 4,505 4,420 1,520 518,584
2023 134,005 | 402,653 | 15,474 6,997 4,323 637 564,089

Source: (DHET, 2025)

In 2023, a total of 564,089 students were enrolled in public TVET colleges across various qualification
categories. The Report 191 programmes (N1-N6) had the bulk of enrolments with 402,653 students
in 2023 (DHET, 2025). These programmes offer theoretical instruction linked to engineering, business
studies, and hospitality, among others. In the gaming and lotteries context, Report 191 qualifications
contribute to skills development for roles requiring technical aptitude, such as electronic gaming
machine maintenance, cash management, and hospitality service roles within casino and betting
environments. The National Certificate (Vocational) or NC(V) programmes recorded 134,005
enrolments in 2023 while enrolments in occupational qualifications stood at 15,474. Other categories,
including skills programmes and Pre-Vocational Learning Programmes (PLP), also play a supportive
role in preparing students with foundational skills or enabling access into more structured vocational
learning. While enrolments in PLP (4,323) and skills programmes (6,997) were comparatively modest,
they reflect the efforts to build pathways for those not yet ready to enter full programmes (DHET,
2025).

A closer examination of completion rates for TVET programmes shows that while enrolment is strong,
throughput varies across qualification types. The table below presents the number of students in
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TVET colleges who registered, wrote examinations and completed national qualifications, by
qualification category and gender in the year 2023.

Table 26: Number of students in TVET colleges who registered, wrote examinations and completed
national qualifications, by qualification category and gender, 2023

Female Male Total
Q
H H (O] (0] (0]
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Report 190/1 N3 | 10,825 | 7,574 3,649 11,220 | 7,432 3,976 22,045 | 15,006 | 7,625 50.8%
Report 190/1 N6 | 46,057 | 41,136 | 26,845 | 16,439 13,894 | 8,490 62,496 | 55,030 | 35,335 | 64.2%
NC(V) Level 4 11,348 | 10,231 6,108 3,380 2,857 1,504 14,728 | 13,088 | 7,612 58.2%
Total 68,230 | 58,941 36,602 | 31,039 | 24,183 13,970 | 99,269 | 83,124 | 50,572 | 60.8%

Source: (DHET, 2025).

Key trends to note from the above is that the N6 had a relatively high completion rate of 64.2%, while
the N3 qualification had a completion rate of 50.8%. It is also worth noting that the NC(V) Level 4
performed moderately at 58.2 %.

In addition to the above, the table below provides an overview of enrolment data for various National
Certificate (Vocational) (NC[V]) programmes in 2023, sourced from the TVETMIS.

Table 27: Enrolment cycle count of students in TVET colleges by NC(V) programmes and gender

Programme Female Male
Finance, Economics and Accounting 6,150 1,654
Hospitality 7,323 1,427
Information Technology and Computer Science 4,242 3,251
Management 4,294 1,248
Marketing 3,839 1,341
Office Administration 23,010 3,964
Total 48,858 12,885

Source: TVETMIS Data, 2023

Combined, these six NC(V) programmes enrolled 61,743 students in 2023, with female students
accounting for nearly 79% of total enrolments. Enrolment figures in Information Technology and
Computer Science (7,493 in tota) signal a growing pipeline for digital and technical skills, which are
becoming increasingly important in the evolving Gaming and Lotteries landscape.
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The table below, displays university enrolment and throughput statistics. The most recent data is
sourced from DHET for the year 2023. The table below presents not only qualifications directly related
to the G&L 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 the industries.

Table 28: University Enrolments and Graduations per Industry by Qualification

Telecommunications

2023

NQF
Qualifications Levels Total Enrolment |Total Graduates
Business Administration, Management and|5-10 78,575 18,973
Operations
Accounting And Related Services 5-10 82,404 14,563
Business/Corporate Communications 5-10 369 86
Entrepreneurial And Small Business Operations |5-10 3,774 725
Finance And Financial Management Services 5-10 19,597 5,110
Hospitality Administration/ Management 5-10 20,444 2,764
Human Resource Management and Services 5-10 16,166 3,935
Management Sciences and Quantitative Methods |5-10 3,137 893
Marketing 5-10 13,060 3,136
Computer And Information Sciences 5-10 16,387 3,359
060200: Computer Programming 5-10 6,374 1,383
Data Processing and Information Science 5-10 6,509 986
Computer Business Systems Analysis 5-10 2,747 344
Data Entry/Microcomputer Applications 5-10 734 111
Computer Science 5-10 9,594 1,179
Computer Software and Media Applications 5-9 998 209
Computer Systems Networking and | 5-8 768 267
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2023

NQF
Qualifications Levels Total Enrolment |Total Graduates
Computer/Information Technology | 5-10 2,060 514
Administration and Management
Management Information Systems and Services |5-10 3,902 935
Computer And Information Sciences, Other 5-10 476 67
Mathematics 5-10 10,074 1,151
Applied Mathematics 5-10 2,643 450
Statistics 5-10 5,452 985
Mathematics And Statistics, Other 5-10 97 8
TOTAL 306,341 62,133

Source: HEMIS 2024, HEMIS 2025

The data above shows that qualifications in Business Administration, Accounting, and Finance
continue to attract high enrolment volumes, with over 78,000, 82,000, and 19,000 learners
respectively in 2023. However, graduate output remains comparatively low across these fields,
suggesting possible issues with completion rates or alignment to workplace readiness. Despite being
classified as HTFVs, the sustained interest in these qualifications indicates that current shortages
may be less about supply, and more about skills mismatches or limited sector-specific experience. In
contrast, qualifications such as Business/Corporate Communications, Entrepreneurship, and
Quantitative Methods recorded both low enrolments and low graduate numbers, reaffirming their
HTFV classification due to ongoing shortages in these niche but critical skill areas.

The sector’s digital transformation is reflected in enrolment trends across |ICT-related qualifications.
Fields such as Computer Programming, Computer Science, and Information Systems saw a
combined enrolment of over 30,000 in 2023. However, graduation outputs remain low across the
board, particularly in more specialised areas like Systems Analysis, Media Applications, and Network
Administration. These gaps suggest a need to strengthen digital training pipelines to support the
sector’s evolving needs, such as virtual platforms, data management, and digital infrastructure.

3.4.2 Skills Supply Challenges in the Gaming & Lotteries Sector

One of the notable shifts in the Gaming & Lotteries sector in recent years has been the surge of online
of online gambling, from sports betting websites to online lottery sales. Jobs related to digital gambling
platforms now make up roughly 25% of all gambling industry roles. This has given rise to entirely new
occupations and skill requirements that were minor or non-existent a decade ago. Among key in-
demand skills are software development & User Experience (UX) skills for building and maintaining
gambling websites and mobile apps; data analysis & cybersecurity to interpret customer behaviour
and protect online platforms; digital marketing and social media, as well as online customer support
and compliance related skills (Matabola, 2025). Even the National Lottery has had to adapt — for
example, lottery tickets are increasingly purchased online, and players now commonly access
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gambling services via mobile apps. Lottery operators thus require robust IT infrastructure and e-
commerce expertise (BusinessWire, 2024). Employers in the sector report challenges in filling these
new and specialised roles, citing a lack of qualified people in several important domainst. This ends
up leading to competition for the few experts available. For instance, in the casino and betting
industry’s “VIP” customer management segment (i.e. managing high-roller clients), one of the
respondents indicated a need for specialised VIP skills and not enough experienced hires to fill all
vacancies. This niche requires a mix of customer relations, analytics, and regulatory knowledge; a
combination of skills that few candidates possess (Gali, 2024).

Similarly, technical and data-oriented roles have become important in the sector. The challenge
however is that operators find that candidates with IT, data analytics, or cybersecurity credentials are
often attracted by banks, telecommunication companies, or even opportunities abroad, leading to
challenges in filling these roles. This is compounded by an education system that historically did not
offer specialised training in gaming software or betting analytics, so the pipeline of new graduates
with these skills is limited.

Facing these skills shortages, South African gambling operators are taking steps to build their own
talent pipeline. Major casino groups Tsogo Sun Gaming and Sun International have implemented
internal training and upskilling programs for their staff (Gali, 2024). Individual operators have also
launched corporate social investment (CSI) initiatives to develop skills. For example, ITHUBA, the
national lottery operator, initiated a bursary programme in 2023 sponsoring students in Information
Technology, Marketing, and Commerce — fields chosen to “increase expertise and key skills for the
South African market” relevant to gaming (Debrincat, 2023). While digital talent is in high demand,
the sector must also balance new skills with traditional ones. Brick-and-mortar casinos and lottery
retailers still require competencies like physical customer service, cash handling, machine
maintenance, and security.
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3.5 Sectoral Priority Occupations and Interventions List (SPOI)

The table below lists the identified scarce and priority occupations.

Table 29: Sectoral Priority Occupations and Interventions List for G&L Sub-sector

SUB- | OFO MAJOR | OCCUPATION SPECIALISATION/ ALTERNATIVE INTERVENTION NaF QuanTiTy | CTOBE |
SETA NAME | PERIOD SECTOR GROUP CODE OCCUPATION TITLE PLANNSEEI?I_EYTHE NQF LEVEL ALIY(mED NEEDED SUPPORTE
*
D BY SETA
Learnership: National
Casino Gaming Inspector, | Certificate Gaming
Clerical Gami gasino/%amipg D:ealer, tGamigg Pit | Operations
aming 0SS, aming Inspector, asino
\?\foprig:ts 2021-421202 | \yorker Surveillance ~ Operator,  Gaming 3 Y 145 145
Operator, Croupier, Gaming Table | National Certificate:
Operator Dealing
Computer Network Engineer
Network Engineer
Computer Systems / Service Engineer
Computer Network Support Engineer | Diploma/ Degree in
) Network and | Computer Systems Integrator | Computer
Professionals 2021-252301 Systems ICT Customer Support Officer | Science/System 7 Y 83 83
Engineer Systems Engineer | Engineer
Gaming Systems Integrator
CATHSSETA | 2025/26 and Communications Analyst (Computers)
Lotteries Network Programmer / Analyst
Clinical Engineering  Technician,
Computer-
Numeric Control (CNC) Programmer,
Digital
Controls Technical Officer, Flight
. Surveyor, . e .
Zs(cjhmmans Electronic Instrumentation Technician, Medical Xﬁ;ﬂgfaglegﬁgg'o:?&
A . 2021-311401 Engineering Equipment . 6 Y 67 67
ssociate Technician Maintainer, Electronic Engineerin Electronic
Professionals ec A L 9 9 Engineering
ssociate,
Telemetry  Technician, Computer-
Numeric
Control (CNC) Technical Officer,
Television and

Radio Systems Technician
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SUB- | OFO MAJOR | OCCUPATION SPECIALISATION/ ALTERNATIVE INTERVENTION NaF ouanTITY | TOBE
SETA NAME | PERIOD SECTOR GROUP CODE OCCUPATION TITLE PLANNED BY THE NQF LEVEL ALIGNED NEEDED SUPPORTE
SETA Y/N 2
D BY SETA
Bachelor of Information
7 Y
Technology
Information
2021-133105 | Technology 61 61
Manager Honours in Information
8 Y
Technology
Commis Chef
Chef De Partie
Technicians Second Chef
and 2021-343401 | Chef Sous Ghet | National Certiicate - 4 Y 50 50
Associate Pastry Chef Professional Cookery
Professionals Demi Chef
Saucier

Executive Chef

Source: CATHSSETA WSP, Survey and Interview Data (2025)

The Sectoral Priority Occupation List (SPOI) identifies key occupations within the Gaming and Lotteries 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. This approach ensures that the identified occupations reflect the real needs of the sector, particularly
in supporting growth, regulatory compliance, and digital transformation. The list highlights roles requiring focused skills development to mitigate
shortages and strengthen overall sector capacity.
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3.6 Conclusion

Many HTFVs identified for the Gaming and Lotteries sub-sector are found in other sectors as well, for
example, Café or Restaurant Manager, Information Technology Manager, and Computer Network
and Systems Engineer. Occupations that are hard to fill that are specific to Gaming and Lotteries are
a Gaming Worker and Bookmaker’s Clerk.

We also note that since the sub-sector is highly regulated, and as a result there are high regulatory
barriers to entry, and therefore a consistent and defined employment pool, there are potentially fewer
opportunities within Gaming and Lotteries to boost employment than other sub-sectors with fewer
barriers to entry.

This presents a unique challenge for skills planning: while the sector offers stable employment
pathways, its tightly defined occupational framework and licensing requirements constrain both the
expansion of the workforce and the flexibility of skills supply. Moreover, the increasing digitisation of
gambling services is generating new demand for technology-driven skills such as cybersecurity, digital
marketing, and compliance monitoring. Strengthening alignment between post-school education
outputs and sector-specific needs, while also enabling upskilling within existing roles, will be critical
to closing persistent gaps and sustaining professionalisation within the sub-sector
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4 Chapter 4: SETA Partnerships

4.1 Introduction

The following section discusses the proposed partnerships that the CATHSSETA can pursue to
advance its mandate.

4.2 Proposed Partnerships

The findings from fieldwork and desktop research point to a critical need for CATHSSETA to establish
new partnerships to address skills shortages and training gaps in the Gaming and Lotteries (G&L)
sub-sector. Stakeholders consistently raised concerns about the absence of dedicated training
institutions, the limited pool of experienced professionals, and the cross-sectoral demand for key skills
such as digital literacy, law, and cybersecurity. These conditions necessitate collaboration with both
public and private sector stakeholders to develop fit-for-purpose qualifications, expand training
opportunities, and retain scarce talent within the sector. The table below outlines key partnerships
that can help address these challenges and support CATHSSETA's strategic objectives.

Table 30: Proposed Partnerships

Proposed New Rationale Strategic Focus

Partnerships

Partnership with MICT | ¢ To address the demand for digital, | Collaborate on the design and
SETA and higher cybersecurity, and data-related skills | rollout of occupational
education institutions within the G&L sub-sector. qualifications that align with
emerging digital and regulatory
e To enable agile, cost-effective | roles in the sector.
curriculum  development  through

shared resources and expertise.

Formal recogniton of | e To provide accreditation support to | Align workplace-based training
internal training academies employers that run in-house training | with national  qualification
within the G&L sector programmes for key roles (e.g., | frameworks and strengthen

bookmaker clerks, betting agents). | industry-wide skills standards.
Examples of organisations that offer
in-house  training include big
organisations such as Hollywood Bets
and casinos such as Sun International

and Peermont.

Collaboration with the | e

South African Responsible
Gambling Foundation
(SARGF)

To address growing societal concerns
around gambling addiction and social
impact by increasing the roll-out of
SARGF’s  responsible  gambling
awareness and support programmes.

Develop and increase the roll-
out of training programmes in
responsible gambling,
behavioural support, and
community engagement roles.

A partnership can expand social
outreach and behavioural support.

4.3 Conclusion

The G&L sub-sector is a fast-evolving space that faces critical shortages in digital, regulatory, and
behavioural skills. CATHSSETA has a unique opportunity to address these gaps by forging targeted
partnerships that not only expand training access but also build legitimacy for existing employer-driven
initiatives. By collaborating with inter-SETA bodies such as MICT SETA, recognising and accrediting
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internal employer academies, working with organisations like SARGF, and engaging in international
benchmarking, CATHSSETA can create a more coordinated, responsive, and future-oriented skills
development ecosystem for the G&L sub-sector. These partnerships will ensure sustainable career
pathways for workers while supporting ethical, inclusive, and innovative growth in the sector.
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5 Chapter 5: 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”).

5.2 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.

5.3 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 consolidates and presents the key skills findings from previous chapters and reflects on
the strategic priority actions.

6.2 Key Skills Findings from Previous Chapters
The following are key skills findings from the preceding chapters.
6.2.1 Findings from Chapter 1: Sector Profile

Chapter 1 of the CATHSSETA Sector Skills Plan outlines the G&L sub-sector, focusing on its
structure, economic trends, workforce demographics, and skills implications. The sub-sector is
governed by eight SIC codes and regulated by entities such as the NGB and the NLC. Key employer
groups, including the Casino Association of South Africa (CASA), influence workforce development.
It encompasses activities such as casinos, sports and horse race betting, bingo, limited payout
machines, online gambling, and lotteries. It contributes significantly to South Africa’s economy through
regulated entertainment, employment, and fiscal revenue.

In the 2023/24 financial year, the sub-sector demonstrated strong performance, with gross gambling
revenue reaching R59.3 billion, a 25.7% increase from the previous year. This growth was largely
driven by the sports betting segment, which now accounts for over 60% of total revenue, supported
by the expansion of online and mobile platforms. Traditional segments like casinos and limited payout
machines experienced stagnation or decline.

Employment in the sub-sector is stable at around 34,000 people, primarily concentrated in Gauteng,
KwaZulu-Natal, and the Western Cape. The workforce is predominantly African and youth-driven, with
48% under the age of 35. However, persons with disabilities remain significantly underrepresented at
just 1.1%.

Key challenges include regulatory gaps (especially around online gambling) growing demand for
digital skills, and concerns about problem gambling. CATHSSETA'’s role is critical in fostering
inclusive skills development, supporting small and medium enterprises, and ensuring workforce
sustainability as the sector undergoes digital transformation..

6.2.2 Findings from Chapter 2: Key Skills Change Drivers

Chapter 2 identified four major change drivers currently reshaping skills demand in the G&L sub-
sector: digital transformation, the rise of illicit gambling, a growing emphasis on responsible gambling
practices, and shifting consumer demographics, particularly a younger, more tech-savvy user base.
These forces are not only accelerating the digitisation of gambling platforms but also expanding the
risk landscape — prompting an urgent need for skills in digital systems management, cybersecurity,
regulatory compliance, and customer care.

As online platforms gain dominance, the sector is witnessing the emergence of new and hybrid roles
driven by 4IR technologies and artificial intelligence. These include roles such as online platform
managers, digital compliance officers, data privacy specialists, and customer experience analysts,
requiring a blend of technical, legal, and interpersonal capabilities. Additionally, the rise in unregulated
or illegal gambling activities has heightened the need for monitoring and enforcement capacities,
particularly in data analysis, fraud detection, and risk management.

To respond to these dynamics, the qualifications framework should be aligned with evolving legislation
and policies, including the National Gambling Act, the POPIA, and the proposed Remote Gambling
Bill. Recommended actions include developing targeted short courses, updating existing curricula to
reflect technological and regulatory changes, and funding training initiatives in digital literacy,
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cybersecurity, responsible gambling, and legal compliance. These efforts would help build a workforce
equipped to manage the operational, ethical, and technological challenges facing the G&L sub-sector.

6.2.3 Findings from Chapter 3: Sectoral Skills Demand and Supply Analysis

Chapter 3 discusses hard-to-fill vacancies (HTFVs) in the G&L sub-sector, highlighting shortages in
roles like Gaming Workers, Financial Accountants, and Chefs. Key challenges include a lack of
qualified candidates, limited relevant experience, high staff turnover, and issues with location and
salary. These gaps point to the need for better training, retention, and more flexible recruitment
strategies.

Soft skills deficits — such as communication, emotional intelligence, teamwork, and customer service
— are widespread across all job levels. The sector relies mainly on skills programmes, short courses,
and learnerships to address these gaps, valuing their practical and flexible nature. Digital
transformation is driving demand for ICT roles like data analysts and cyber security specialists, but
most employees hold only matric-level qualifications and face limited formal sector-specific training.

South Africa’s post-school education system supports the skills pipeline with 372 registered
institutions, including universities and TVET colleges. Public universities dominate enrolments, while
TVET colleges are vital for vocational training relevant to the sector. Enrolment in private higher
education institutions is growing, with key qualifications supplying mid-level and technical skills.
However, variable completion rates, especially in TVETSs, highlight ongoing challenges in producing
enough qualified graduates to meet sector needs.

6.2.4 Findings from Chapter 4

Chapter 4 outlines the need for new partnerships to strengthen skills development in the Gaming and
Lotteries sub-sector. Stakeholders noted the lack of formal training institutions and a limited talent
pool, especially for roles in digital systems, law, and compliance — skills that are also in high demand
across other sectors. To address this, CATHSSETA is encouraged to collaborate with both public and
private actors to support the design of sector-relevant qualifications and to help retain scarce skills
within the industry.

Strategic partnerships with bodies like MICT SETA and higher education institutions could allow for
the development of occupational qualifications in areas such as cybersecurity, software development,
and data analytics. Collaborations with employers like Hollywood Bets, who already run internal
academies, would enable alignment to national standards and improve worker mobility. There is also
scope to work with the South African Responsible Gambling Foundation to develop accredited training
in responsible gambling and social outreach.

Finally, CATHSSETA could explore partnerships with international institutions to support knowledge
exchange and the localisation of global best practices. By formalising these partnerships,
CATHSSETA can help build a more responsive, coordinated, and credible skills development system
for the G&L sub-sector.

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 Gaming and Lotteries. While a standard M&E framework ensures coherence
in data collection and reporting, planning activities — especially 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. 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
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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

6.3.1 Key Strategic Skills Priority for the Sector
Table 31: Key Strategic Skills Priority
Programme/ Project
Skills Priority Type Planned Actions
Digital & Data | Digital Skills Training for | ¢ Develop and roll out accredited learnerships in
Capability the Gaming Sector software  development, data analytics, and
cybersecurity for Betting Operators
Workplace Workplace  Readiness Deliver accredited service and workplace readiness
Interpersonal and | and Customer programmes for frontline staff
Service Skills Engagement Skills ) ) )
Development Embed soft skills (EQ, teamwork, conflict resolution)
into existing training
Partner with employers on practical in-house
coaching and simulations
Upskill supervisors in communication and team
leadership
Compliance & | Regulatory Compliance Implement sector-wide certification for Al/ML,

Responsible Gambling
Training

responsible gambling, and regulatory compliance, in
collaboration with NGB.

Host annual workshops with Provincial Boards to
update frontline staff on legislative changes and
ethical customer care.

Technical Maintenance
& Engineering

and Operational
Standards
Technical Skills

Development for Gaming
Equipment Maintenance

Launch partnerships between TVET colleges and
major casino operators to deliver NQF-aligned TVET
qualifications for machine technicians.

Provide bursaries and structured apprenticeships for
emerging technicians, targeting youth in regions with
high LPM density

Support

Inclusive Career | Transformation, Equity Offer management and supervisory development
Progression and Leadership Capacity programmes for Black, female, and disabled
Building employees to accelerate promotion.
Establish mentorship schemes linking senior
executives to high-potential candidates from
disadvantaged groups.
SMME & | Retail Enterprise Support Create a dedicated enterprise development fund for
Entrepreneurship and Development small bookmaker outlets to access business

management and digital skills training
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6.4 Planned Measures in Response to Change Drivers Identified

Table 32: Planned Measures in Response to Change Drivers

National Strategy / Skills-Related

Plan Priority Planned Actions NSDP Outcomes
Medium-Term Inclusive growth | e Develop joint MTDP- | Outcome 1: Identify and
Development Plan | and job creation via CATHSSETA task team to align | increase production of

(MTDP)

emerging tech

e-gaming training with growth
industries.

Fund digital
certifications for youth.

platform

occupations in high demand

Outcome 3: Improving the
level of skills in the South
African workforce.

Economic High-impact digital Launch ERRP-backed upskilling | Outcome 4: Improving the
Reconstruction & | and green skills grants for cybersecurity and | level of skills in the South
Recovery Plan sustainable facility management. | African workforce
(ERRP) . .
e Embed green skills modules in
technician curricula.
National Skills | Transformation and | ¢ Roll out NSDP-aligned micro- | Outcome 4: Encourage and
Development Plan | inclusive learning credentials in compliance and | support worker initiated
(NSDP) models entrepreneurship. training
e Scale worker-initiated training
grants targeting persons with
disabilities.
Presidential Youth | Youth employability | ¢ Sponsor PYEI-CATHSSETA | Outcome 2: Linking

Employment
Initiative (PYEI)

in tech-driven roles

learnerships in data analytics | education and the workplace

and platform support. Outcome 3: Improving the

level of skills in the South

e Establish youth e-gaming _
incubator hubs in underserved | African workforce
provinces.

6.5 Planned Measures in Response to Policies and National Plans

Table 33: Planned Measures in Response to Policies and National Plans

National Plans/ Strategies

CATHSSETA'’s Funding Priorities

National Gambling Act (Act No. 7 of
2004): Establishes regulatory and
compliance frameworks for
gambling in South Africa (National
Gambling Act, 2004).

e Expand compliance and governance training for roles in
regulation, audit, and licensing.

e Fund short courses and CPD modules on gambling law and
consumer protection.

e Support accreditation of employer-led training in ethics and
regulatory practice.

Remote Gambling Bill (2024):
Proposes the regulation of online
gambling, with provisions for
responsible gambling and
cybersecurity (Remote Gambling
Bill, 2024).

e Expand compliance and governance training for roles in
regulation, audit, and licensing.

e Fund short courses and CPD modules on gambling law and
consumer protection.
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Support accreditation of employer-led training in ethics and
regulatory practice.

Protection of Personal Information
Act (POPIA), Act No. 4 of 2013:
Regulates the processing of
personal information by public and
private entities. (POPIA, 2013)

Expand compliance and governance training for roles in
regulation, audit, and licensing.

Fund short courses and CPD modules on gambling law and
consumer protection.

Support accreditation of employer-led training in ethics and
regulatory practice.

Skills Development Act (Act No. 97
of 1998): Provides the legislative
foundation for SETAs and national
skills planning. (Skills Development
Act, 1998)

Expand compliance and governance training for roles in
regulation, audit, and licensing.

Fund short courses and CPD modules on gambling law and
consumer protection.

Support accreditation of employer-led training in ethics and
regulatory practice..

National Skills Development Plan
(NSDP) 2030: Sets the strategic
direction for national skills
development and SETA
performance. (DHET, 2020)

Expand compliance and governance training for roles in
regulation, audit, and licensing.

Fund short courses and CPD modules on gambling law and
consumer protection.

Support accreditation of employer-led training in ethics and
regulatory practice.

Section 12H of the Income Tax Act —
Learnership Tax Incentive: Offers tax
deductions to employers who
implement registered learnerships.
(SARS, 2024)

Expand compliance and governance training for roles in
regulation, audit, and licensing.

Fund short courses and CPD modules on gambling law and
consumer protection.

Support accreditation of employer-led training in ethics and
regulatory practice.

6.6 Conclusion

The strategic skills priorities outlined — spanning digital capability, compliance, technical maintenance,
inclusive leadership, and SMME support — are designed to address both the sub-sector’s rapid
technological evolution and its socio-economic imperatives. Through these targeted programmes,
CATHSSETA will advance NSDP outcomes, strengthen sector transformation, and ensure
sustainable employment and growth in the G&L sub-sector
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