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Definition of Concepts

SRF Sub-sector

ATR

Change Driver

Digital
Transformation

Discretionary Grant

Emerging
Occupations

Fourth Industrial
Revolution (“4IR”)

HTFV

Mandatory Grant

Monitoring and
Evaluation

Occupation

Qualitative Data

Quantitative Data

Skills Gaps

Soft Skills

A sector within CATHSSETA encompassing the management and operation
of fitness and wellbeing centres (e.g., gyms, spas), recreational facilities,
sporting clubs, academies, and events.

A report submitted annually by employers to SETASs, 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

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: This chapter provides an overview of the Sport, Recreation and
Fitness (“SRF”) sub-sector, including the scope of coverage, key role players, employer and
employee profiles, labour market analysis and skills implications resulting from the profile and
conditions of the sector. The sector predominantly comprises small enterprises, with 98.4% of
levy-paying entities classified as small, with a predominance of informal employment also
being noted. The predominance of SMMEs in the sub-sector highlights the need for
CATHSSETA to prioritise SMME support and development. Within the sub-sector, it is noted
that the Sport and Fitness industry has the largest number of employers. The Employer Profile
and employment patterns reveal regional disparities, with Gauteng, KwaZulu-Natal, and the
Western Cape exhibiting the highest job density. Workforce demographics show that Black
African employees form the majority across all industries, followed by White employees, with
lower representation of Coloured and Indian/Asian individuals. Gender representation is
relatively balanced. Currently, people with disabilities account for less than 3% of the
workforce across each of the industries, indicating a need for targeted advocacy and inclusive
skills development interventions to improve their participation in the sub-sector. The chapter
concludes by highlighting the skills development initiatives for the labour market to keep
abreast of economic developments and industry trends.

Chapter 2: Key Skills Change Drivers: This chapter identifies the key skills change drivers
and national strategies and plans that are impacting skills demand and supply in the SRF sub-
sector. Key change drivers identified include; digital technologies, automation and artificial
intelligence, the gig economy, environmental and climate considerations, grassroots
development and governance reform and socio digital trends. These change drivers have
various implications for skills planning, increasing the need for various competencies such as
technological skills, social media marketing, entrepreneurship and business skills, green skills
and data analytics. To respond to the changing skills needs, CATHSSETA may consider
funding relevant upskilling initiatives, partnerships with other SETAs and training providers,
and qualification framework updates to ensure they remain relevant. The chapter also outlines
relevant national policies and strategies that guide CATHSSETA'’s skills planning efforts. This
includes policies such as the National Sport and Recreation Plan (“NSRP”), White Paper on
Sport & Recreation, National Development Plan (“NDP”) 2030, National Skills Development
Plan (“NSDP 2030”) and the South African Coaching Framework, amongst others. Aligning
skills development initiatives with the national priorities identified in the various policies and
strategies, as well as with the evolving skills needs will be key.

Chapter 3: Sectoral Skills Demand And Supply Analysis: This chapter presents an
analysis of the sectoral skills demand and supply, including HTFVs, skills gaps, emerging
occupations as well as the current educational profile of SRF employees and the state of
education and training provision. The analysis reveals skills gaps across various occupational
levels within the various industries. In the sport and fitness industry, prominent skills gaps
include communication, emotional intelligence, people management, conflict management
and advanced computer, IT and software skills. In the recreation industry, skills gaps identified
included people management, emotional intelligence, business acumen and leadership.
Prominent HTFVs include fitness instructors, sports coaches and fithess centre managers in
the sport and fitness industry and metal machinists, facility centre managers and
café/restaurant managers in the recreation industry.

Emerging occupations driven by technological advancements, digitalisation and the gig
economy include digital and coding specialist, social media managers, graphic designers,
technicians sports journalists, sports editors, fithess instructors, IT specialists, eco-tourism
specialists and adventure guides. Supply-side analysis reveals considerable opportunities and
constraints in the potential pipeline of talent coming into the SRF sub-sector. Addressing
throughput and aligning the curricula to industry needs will be key. The chapter underscores
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the need for industry-responsive training and better alignment between qualification supply
and occupational demand to close skills gaps and strengthen the workforce for current and
future needs.

Chapter 4: SETA Partnerships: This chapter explores potential partnerships that can be
pursued in the SRF sub-sector to advance CATHSSETA’s mandate. Proposed collaborations
include partnerships with higher education institutions, TVET colleges, and private fitness
academies to strengthen professional pipelines and address shortages of accredited
instructors and trainers. To improve equitable access, inter-provincial partnerships are
recommended to expand SRF opportunities into rural areas. Funding constraints faced by
SMMEs and community organisations highlight the need for collaborations with employer
bodies and federations, while mentorship and support from leading fitness organisations and
training providers can build the capacity of smaller businesses and improve employment
pathways. Youth-focused partnerships with sector-specific bodies are also encouraged to
raise awareness of SRF career opportunities, complemented by collaborations with industry
associations such as Lifesaving South Africa to meet skills gaps in the sub-sector. Finally, to
advance inclusivity and transformation, partnerships with disability advocacy organisations
and wellness institutions are recommended to co-develop recreation programmes that
integrate mental wellness, lifestyle coaching, and accessibility.. These recommended
partnerships aim to integrate relevant skills training into SRF qualifications as well as enhance
inclusivity and opportunities across the sub-sector.

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

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

This section outlines the research process followed in developing this sub-sectoral skills plan
for period 2025 to 2030 for the SRF 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 [3? \lé?rlgl)gggt
Mandatory and
Grant Data guantitative)

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

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

Lastly, and in order to validate insights obtained through desk-based research and from the
analysis of the MG data, consultations were conducted with key stakeholders in the SRF sub-
sector, including Employers, Training Providers and other key informants such as industry
associations and CATHSSETA representatives. Overall, a total of 106 stakeholder
consultations were done across online surveys, interviews and focus groups. Insights from
these consultations were analysed and included where relevant in the SSP.
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1 Chapter 1: Sector Profile
1.1 Introduction

The Sport, Recreation, and Fitness (“SRF”) sub-sector contributes significantly to the physical
well-being, social cohesion, and economic development of South Africa. (GCIS, 2016). As a
key component of the CATHSSETA framework, the SRF sub-sector encompasses a wide
range of activities, from community-based sports and fithess services to professional athletic
performance and wellness promotion. This chapter presents an overview of the SRF sub-
sector’s economic and labour market profile by drawing on data from Workplace Skills Plans
("“WSPs”), sector desk-based research, and national statistics (CATHSSETA, 2022).

1.2 Scope of Coverage

The scope of CATHSSETA encompasses six sub-sectors, namely Arts, Culture, and Heritage;
Conservation; Gaming and Lotteries; Hospitality; Sport, Recreation, and Fitness; as well as
Tourism and Travel Services. These sub-sectors are categorised based on the 62 Standard
Industrial Classification (“SIC”) codes, aligning with the broader services sector of the
economy as defined by SARS.

The SRF sub-sector encompasses a broad spectrum of activities and services that promote
physical health, community engagement, and economic development in South Africa
(CATHSSETA, 2022). Operating under the mandate of CATHSSETA, SRF comprises the
following “industries”:

e Sport & Fitness: The Sport sub-industry covers the organisation and management of
various sports disciplines, including the operation of clubs, academies, and federations
while the Fitness sub-industry encompasses gyms, fitness centres, spas, and wellness
retreats. This industry focuses on physical fitness, health promotion, and lifestyle
management (GCIS, 2011).

o Recreation: This includes the management of recreation parks, beaches, fairs,
amusement parks, and other venues that offer leisure and cultural activities to the
public (AON, 2020).

The table below outlines the scope of CATHSSETA’s SRF sub-sector according to allocated
SIC codes of primary activities.

Table 1: SIC and Industry Descriptions

Industry SIC SIC Description

Code
Sport and | 93195 | Operation and management of health and well-being centres,
Fitness including, but not limited to, hydros, spas, fitness centres

96410 | Sporting activities

96411 | Operation and management of sporting facilities and clubs

96412 | Operation and management of sports academies

96413 | Promotion and management of sporting events and activities

96415 | Management and operation of non-motorised sporting activities

96417 | Sporting activities, including, but not limited to, sports federations

96418 | Management and operation of motorised sporting activities
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Industry SIC SIC Description
Code
Recreation 96000 | Recreational, cultural and sporting activities

96002 | Recreational, leisure and outdoor adventure activities, including the
management and operation of facilities, government departments

96196 | Amusement parks

96491 | The operation and management of recreation parks and beaches,
fairs and shows of a recreational nature and recreational transport
activities

Source: CATHSSETA WSP Data, 2024

The above components collectively contribute to the sub-sector's role in enhancing the quality
of life, fostering social cohesion, and supporting economic growth through employment and
entrepreneurship opportunities.

1.3 Key Role-Players in Sector

The South African economy's diverse skills development needs necessitate a cohesive and
integrated post-school education and training (“PSET”) system. Within the scope of
CATHSSETA's SRF sub-sector, key stakeholders collaborate to support the authority in
fulfilling its mandate.

These key role players include government departments, industry associations, training
providers, and employers who engage in strategic partnerships and skills development
initiatives. Their collective efforts aim to address sector-specific skills requirements and
contribute to broader economic growth objectives aligned with the National Skills Development
Plan (“NSDP”) 2030. This collaborative approach ensures that the SRF sub-sector remains
responsive to evolving industry demands and national development priorities (CATHSSETA,
2022). The NSDP 2030 launched in 2019 is a landmark for education and TVET reform. While
keeping equal access to education and training in focus, the NSDP shifts attention to the
identification of skills needs, both at the workplace and at sectoral level (ILO, 2020).

The table below outlines the key role players within the SRF sub-sector, highlighting their
specific functions and the NSDP outcomes they contribute to within the sector. The
corresponding NSDP outcome number is indicated in brackets.

Table 2: Key Role-Players in the SRF Sub-Sector
Role-Players Roles NSDP Outcome Alignment

* Department of | Oversees skills DHET drives national skills planning by setting

Eljguhceartion and gs;m&zw::t’ priorities for occupations in high demand and
Training frameworks, and post- suppqrtin_g thc_a developme_nt Of rgsponsive
(‘DHET) school educ;ation guallflcgtlons, directly cqntrlbutlng_ tq identifying .and
institutions (DHET increasing the production of priority _o.ccupatlor?s
2019). ’ (“Outcome 1”). DHET also plays a critical role in

increasing access to occupationally directed
programmes by overseeing the development of
occupational qualifications and strengthening
pathways for intermediate and high-level skills
development (Outcome 4).

e South African | Oversees the
Qualifications | registration and
Authority recognition of
(“SAQA”) qualifications on the

NQF (SAQA, 2023).

SAQA supports career development services
through the maintenance of the National
Qualifications Framework (“NQF”), which provides
clear articulation and recognition of learning
achievements (“Outcome 8”). SAQA also promotes
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Role-Players

Roles

NSDP Outcome Alignment

access to career information and qualification
pathways, helping learners and workers make
informed decisions about education, training, and
employment opportunities, thereby enhancing
lifelong learning and career progression (“Outcome
4.

Quality

Council for
Trades and
Occupations
(“QCTO”)

Develops occupational
qualifications and
ensures quality in
occupational learning
(QCTO, 2023).

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

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

Plays a vital role in
developing and
implementing national
policies and strategies
for sport and recreation,
including the National
Sport and Recreation
Plan (“NSRP”)
(Department of Sport,
Arts and Culture
(DSAC), 2020).

By promoting access to learning programmes and
encouraging sector participation in critical skills
development, DSAC contributes directly to
improving the level of skills in the South African
workforce (“Outcome 3”). DSAC also supports
initiatives that encourage worker-led training
interventions, fostering partnerships with industry
organisations to better identify and address sector-
specific skills gaps (“Outcome 77).

South African
Football
Association
(“SAFA”)

Governs football in
South Africa,
overseeing
development
programmes, coaching
education, and talent
identification (SAFA,
2017).

Through its structured coaching education
programmes, grassroots development initiatives,
and referee accreditation pathways, SAFA develops
high-demand occupations in the football sector
(Outcome 1). The association also supports access
to occupationally directed programmes by offering
formal training in coaching and officiating, often in
collaboration with higher education institutions and
international sporting bodies. (Outcome 4).

South African

Coordinates high-

As the governing body responsible for Team South

gg‘;;;s deration gzg::g:qg:;zﬂgrand Africa at multi-sport events, SASCOC contributes to
and  Olympic | international the development of priority occupations_ wi_thin the
Committee competitions (TeamSA h|gh-p§rfo-rmancle spor?s arena thus gllgnlng_w[th
(“SASCOC’) 2022) ’ | the objective of increasing the production of priority
' occupations (Outcome 1). Additionally, SASCOC
facilitates  structured development pathways
through accredited training programmes for
athletes, coaches, and technical officials. (Outcome

4).
gzgfeaﬁon and rSc)TeSiﬁ E';?’Csy acentral | spsA contributes to Outcome 1 by identifying high-
South  Africa | formulation, funding demand occupations in mass participation,
("SRSA") and the imp;lementaiion coaching, and sport administration. It supports

of national sport and
recreation programmes.
SRSA collaborates with

Outcome 4 by funding and facilitating training
programmes aligned with occupational
qualifications, particularly for grassroots and
community sport leaders.
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Role-Players

Roles

NSDP Outcome Alignment

federations and SETAs
to support structured
development pathways
in sport and recreation
occupations (SRSA,
2012).

e Athletics South
Africa (“ASA”)

ASA governs athletics
activities across South
Africa and ensures
compliance with
international and
national standards
(ASA, 2021).

ASA aligns with Outcome 1 by identifying scarce
skills in athletics-specific occupations such as
technical officials, coaches, and development
officers. It supports Outcome 4 through continuous
skills development, mentorship, and structured
training programmes aligned to occupational
qualifications in the athletics sector.

e South African

SAIDS is responsible

SAIDS contributes to Outcome 6 by embedding

Institute for | for promoting ethical compliance, ethics, and anti-doping education
Drug-Free sport by enforcing anti- | within sport development programmes. It also
Sport doping rules, education, | supports Outcome 8 through the provision of
(“SAIDS”) and compliance. It also | continuous learning resources and professional
conducts testing, awareness, helping ensure athletes and coaches
provides resources for maintain long-term, ethical careers.
athletes and coaches,
and offers education on
ethics in sport (SAIDS,
2024).
1.4 Economic Performance of the SRF Sub-Sector

The SRF sub-sector is a significant contributor to South Africa’s economy. The South African
sports industry plays a crucial role in driving economic activity, contributing approximately R60
billion annually to the national economy. This represents a significant figure in relation to the
country's Gross Domestic Product (“GDP”) of approximately R5 ftrillion, representing around
1.2%. The sub-sector also plays a pivotal role in contributing employment, providing jobs to
over 600,000 individuals across various roles, from professional athletes to administrative and
support staff. This contributes substantially to the reduction of unemployment and the
enhancement of household incomes (Global Africa Network, 2024).

Furthermore, major sporting events such as the Cape Town Marathon and the South African
Open Golf Championship further stimulate tourism, attracting international visitors who
contribute economically through expenditures on accommodation, food, transport, and
entertainment, thereby benefiting local businesses and the broader economy. Moreover,
ongoing investment in sports infrastructure, including the refurbishment of stadiums and
facilities, strengthens South Africa’s ability to host global events and generates additional
economic benefits, reinforcing the sub-sector’s long-term contribution to the economy (Global
Africa Network, 2024).

1.4.1

The SRF sub-sector in South Africa is anticipated to experience moderate growth, propelled
by sustained interest in popular sports such as soccer and cricket, increased investments in
infrastructure, and a gradual rise in consumer disposable income. Government initiatives,
including the allocation of R252 million through the Municipal Infrastructure Grant for the
development and upgrading of local sports facilities, underscore this commitment to
infrastructure enhancement. Moreover, the continent's youthful and dynamic population is
contributing to a burgeoning middle class with disposable income to invest in sports
entertainment acquisition (SAnews, 2023).

Future Outlook and Competitiveness of the SRF Sub-Sector
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However, the sub-sector's overall growth potential faces constraints due to limited market
expansion in sports such as American football and basketball. Challenges persist in audience
engagement, event attendance, and sponsorship acquisition, with research indicating that
sports sponsorship in South Africa is significantly undervalued. Brands often focus primarily
on reach rather than deeper engagement and value creation, limiting the potential benefits of
sponsorships (Rodgers, 2025). In contrast, the South African Sport and Fitness industry holds
immense potential for growth. Developing new sports-related products and services,
particularly those leveraging digital technology, presents significant opportunities. Expanding
existing businesses and investing in new sports infrastructure can also help meet the growing
demand for sports-related activities (Global Africa Network, 2024).

A notable shift within the sub-sector is the accelerated adoption of digital technologies and
platforms, particularly in the wake of the COVID-19 pandemic. This has catalysed the growth
of virtual fitness classes, online coaching services, digital training programmes, and e-sports
competitions, providing accessible and socially distanced alternatives for sports participants
and enthusiasts. These innovations have diversified modes of participation and created new
revenue-generating opportunities through strategic collaborations between sports brands,
digital platforms, and content creators. The increased integration of digital solutions is
expected to enhance the inclusivity, convenience, and reach of the SRF sub-sector. In order
to remain competitive in this evolving landscape, industry stakeholders including federations,
service providers, athletes, and technology partners must aim to continue to embrace
innovation, adapt their offerings, as well as invest in digital capability development. It is
believed that this adaptability will be the key to unlocking long-term growth as well as ensuring
that the sub-sector remains relevant and resilient in a dynamic socio-economic environment
(Statista, 2025).

1.5 Employer Profile

The SRF sub-sector comprises a broad spectrum of employers, ranging from large institutions
to small and medium enterprises (“SMEs”) and independent practitioners. Although detailed
data on employer size remains limited, recent figures from the 2024 CATHSSETA SSP Update
indicate that the sub-sector is predominantly made up of small enterprises, reflecting its
decentralised and entrepreneurial nature. (CATHSSETA, 2024).

Table 3: Size of Employers in SRF Sub-Sector

Sub-Sector Small (1-49) | Medium (50- | Larger (50+) | Number of | % in the
149) Levy Paying | Sector
Employers
Sport and Fitness 1998 19 7 2024 90
Recreation 222 6 3 231 10
Total 2220 25 10 2255 100%

Source: CATHSSETA SARS File 2025

The table above details the distribution of levy-paying entities within the SRF sub-sector for
the 2024/25 period. From a total of 2255 levy-paying companies in the SRF sub-sector, 2024
belong to the Sport and Fitness industry, while 231 align with the Recreation industry. The
data further demonstrates that most levy-paying entities in the SRF sub-sector are classified
as small, with majority of companies having less than 50 employees. A large portion of the
employers were private companies, followed by non-profit organisations and public entities.

In regards to the Sport and Fitness sector, the entities with the lowest amount of employees
in their company hailed primarily from not-for-profit organisations such as Jump Academy SA,
Eden Fitness (Pty) Ltd, Bakgaga Academy Football Club and Vankuna Sports Projects.
Similarly in the Recreation sector, the entities with the lowest amount of employees in their
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company were from private and not-for-profit organisations such as Lifesaving South Africa,
The Hit Parade Foundation NPC, SA Endurance Academy (“NPC”) Endurocad, The Vishwa
Shakti Community Trust and Special Olympics South Africa.

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

Table 4: SRF Sub-Sector — Size Distribution of Survey Respondents

Industry Small Medium Larger

(1-49) | (50 - 149) (150+)
Sport and Fitness 78.8% 10.6% 10.6%
Recreation 55.6% 27.8% 16.7%

Source: SRF Employer Survey, 2025

The table below illustrates the provincial distribution of employers within the Sport and
Fitness and Recreation industries across South Africa. It highlights the geographic
concentration and spread of companies operating in the SRF sub-sector, providing insight into
regional employment patterns and service accessibility.

Table 5: Provincial Distribution of SRF Employers per SRF Industry

Province Sport and Fitness Recreation
Number of | Percentage Number of | Percentage
Companies Distribution Companies Distribution
Eastern Cape 127 6% 12 5%
Free State 90 4% 2 1%
Gauteng 762 38% 80 34%
Kwa-Zulu Natal 316 16% 33 14%
Limpopo 46 2% 13 6%
Mpumalanga 81 4% 8 3%
North West 51 3% 7 3%
Northern Cape 26 1% 3 1%
Western Cape 524 26% 76 32%
Total 2023 100% 234 100%

Source: CATHSSETA SARS File 2025

As can be seen above, Gauteng has the highest concentration of SRF employers, with 38%
of Sport and Fitness companies and 34% of Recreation employers based in the province. This
is closely followed by the Western Cape with 26% of Sport and Fithess companies and 32%
of Recreation companies.

This dominance reflects Gauteng’s economic centrality, high urban density, and well-
developed infrastructure that supports commercial fitness centres, wellness businesses, and
structured recreational programmes. Furthermore, the above data reveals a concentration of
SRF employers in urban and economically advanced provinces, particularly Gauteng,
Western Cape, and KwaZulu-Natal. This concentration underscores the need for targeted
development efforts in provinces with lower employer representation, particularly in expanding
public recreation infrastructure and supporting small-scale fithess enterprises. Addressing
these disparities could promote more equitable access to SRF services and employment
across the country.
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As part of the primary data collection process, respondents who participated in the survey
were requested to provide an indication of the province in which the head office of their
organisation is located. The table below illustrates these results.

Table 6: Provincial Distribution of SRF Survey Respondents

Province Industry
Sport and Fitness Recreation

Eastern Cape 7.6% 11.11%
Free State 4.6% -
Gauteng 37.9% 27.8%
Kwa-Zulu Natal 13.6% 27.8%
Limpopo 10.6% 5.56%
Mpumalanga 6.1% -
North West 6.1% -
Northern Cape 1.5% -
Western Cape 12.1% 27.8%
Total 100% 100%

Source: SRF Employer Survey, 2025

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

1.6 Labour Market Analysis

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

South Africa’s unemployment rate seemingly declined for the second consecutive quarter,
reaching 31.9% in the fourth quarter of 2024, a slight improvement from 32.1% in the previous
quarter. This represents the lowest unemployment level since the third quarter of 2023. The
decrease was driven by a reduction of 20,000 in the number of unemployed individuals,
bringing the total to approximately 7.991 million. Concurrently, the number of employed
individuals grew by 132,000 to 17.078 million, while the labour force expanded by 112,000 to
reach 25.069 million. The expanded unemployment rate, which includes discouraged job
seekers, remained unchanged at 41.9%. Youth unemployment, referring to individuals aged
15 to 24 actively seeking work, declined slightly to 59.6%, marking its lowest level in a year
(STATSSA, 2024).

In contrast to the declining employment trends observed in South Africa, the SRF sub-sector
seems to display promising growth. The global recreation services market is projected to be
valued at approximately $2.37 billion in 2024 and is anticipated to grow to around $3.15 billion
by 2029, reflecting a CAGR of 5.87% over the forecast period (2024-2029). In comparison,
Africa’s sports industry currently contributes just 0.5% to the continent's GDP, whereas in
other regions, the sector contributes about 2%, highlighting the substantial growth
opportunities in Africa’s sports landscape. To unlock this potential, the French Development
Agency suggests that governments focus on expanding the SRF sub-sector by investing in
infrastructure, promoting grassroots participation, and creating incentives to attract private
sector involvement (CATHSSETA, 2024).
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1.7 Employee Profile

This section presents an overview of the employee profile within the SRF sub-sector. Within
the context of CATHSSETA and the SRF sub-sector, it is observed that the majority of
organisations are small enterprises, typically employing between 1 and 49 individuals.
Consequently, most of these organisations fall below the R500,000 annual payroll threshold
and are therefore exempt from paying the Skills Development Levy. This presents a challenge
for CATHSSETA, as low submission rates for Mandatory Grants among employers hinder the
comprehensiveness of data collected through Workplace Skills Plan (WSP) submissions. As
a result, the information obtained is not always representative of the broader SRF sectors. To
address this gap and enhance the reliability of the dataset, supplementary desk-based and
primary research was undertaken to estimate both the number and profile of employees within
the SRF sub-sector. The findings from this research are presented alongside the available
WSP data.

To estimate the number and profile of employees in the SRF industries in South Africa, a multi-
step approach was adopted, drawing on both secondary and primary data sources. The
process began with a desk-based estimation of the number of employers within each sub-
sector. Key references informing this analysis included recent industry-specific data such as
the Rentech Digital report (2025) on the number of gyms operating in South Africa, which
listed approximately 2,816 gyms as of May 2025. Additionally, insights into the most widely
participated sports were drawn from The Sporting Blog’s overview of popular sports in South
Africa (The Sporting Blog, 2023). These sources were critically assessed and used to
apportion estimated employment figures across the sport and fitness domains. In the second
step, the total number of employees in each sector was estimated by considering the total
number of organisations in each industry, their distribution by size (small, medium, and large),
and average employee counts per company size category. Data from the SARS file was used
as a proxy for determining average employment by organisation size with the distribution in
size across the industries estimated to be as follows.

Table 7: Estimated Size Distribution per Industry

Estimated Distribution
Industry
Small Medium Large
Sport and Fitness 98.72% 0.94% 0.35%
Recreation 96.84% 1.90% 0.63%

Source: SARS Levy File (2025)

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

1.71  Sub-Sector Distribution of Employees

The table below illustrates the number of employees in the sport, recreation and fitness
industries, as per the CATHSSETA WSP data. As can be seen organisations in the SRF sub-
sector that submit WSP data currently have 16 955 employees, with most of these (88.2%)
operating in the Sport and Fitness industry.

Table 8: Sub-sector Distribution of Employees in the SRF sector

Number of Percentage
ST Employees Distribution
Sport and Fitness 14 962 88.2%
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Number of Percentage
ST Employees Distribution
Recreation 1993 11.8%
Total 16 955 100%

Source: CATHSSETA WSP Data, 2025/26

The following table illustrates the total number of employees in the SRF industries as
estimated using the methodology described above.

Table 9: Sub-sector Distribution of Employees in the SRF sector (Primary Research)

Sub-Sector Employees Distribution
Sport and Fitness 27 655 93.79%
Recreation 1832 6.21%
Total 29 487 100%

Source: SARS Levy File (2025), The Sporting Blog (2023), Rentech Digital Report (2025)

As illustrated above, primary research indicates that employees in the sport and fitness sectors
comprise approximately 94% of the total SRF workforce, while those in the recreation sector
account for the remaining 6%. This distribution was reflected in the stakeholder consultations
and survey responses, where significantly fewer participants from the recreation sector
engaged compared to those from sport and fitness.

1.7.2

The geographic distribution of the SRF workforce provides insight into regional participation
and employment trends across South Africa’s nine provinces. Understanding these dynamics
is key to ensuring equitable access to opportunities and targeted development interventions
within the sector. The table below provides insight into the provincial distribution of employees
in the SRF sub-sector:

Table 10: Provincial Distribution of SRF Employees per SRF Industry

Provincial Distribution of Employees

Province Sport and Fitness Recreation
Number of | Percentage Number of | Percentage
Employees Distribution Employees Distribution
Eastern Cape 495 3.3% 0 0.0%
Free State 314 21% 59 3.0%
Gauteng 7 672 51.3% 311 15.6%
Kwa-Zulu Natal 1 790 12.0% 728 36.5%
Limpopo 415 2.8% 376 18.9%
Mpumalanga 336 2.2% 498 25.0%
North West 186 1.2% 0 0.0%
Northern Cape 55 0.4% 0 0.0%
Western Cape 3685 24.7% 21 1.1%
Total 14 948 100% 1993 100%

Source: CATHSSETA WSP Data, 2025/26
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As detailed above, Gauteng appeared to possess the highest concentration of the SRF
workforce, with 51.3% of Sport and Fithess employees and 15.6% of Recreation
employees based in the province. This is followed by the Western Cape with 24.7% of Sport
and Fitness employees and 1.1% of Recreation employees. The provincial distribution of
employment within SRF sub-sector is largely concentrated in the country’s major economic
and urban centres. Gauteng accounts for the highest proportion of SRF-related employment,
attributed to its extensive population base, advanced infrastructure, and a dense network of
commercial fitness facilities, professional sports organisations, and recreational programmes.
As of May 2025, Gauteng is reported to host 710 sports clubs, the Western Cape 280, and
KwaZulu-Natal 190, altogether accounting for 75% of sports clubs nationally. In contrast, the
Northern Cape has just 22, Free State 73, and North West 66 clubs. This distribution highlights
how recreation and fithess facilities are concentrated in major urban and economic centres
(Smartscraper, 2025).

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

Table 11: Provincial Distribution "of SRF Employees per SRF Industry (Primary Research)
Province Industry

Sport and Fitness Recreation Total
Eastern Cape 973 42 1015
Free State 504 0 504
Gauteng 9723 388 10111
Kwa-Zulu Natal 5671 857 6528
Limpopo 317 50 367
Mpumalanga 317 183 500
North West 317 21 338
Northern Cape 129 0 129
Western Cape 9647 221 9868
Total 27 597 1762 29 359

Source: SRF Employer Survey, 2025

As illustrated above, Gauteng and the Western Cape hosts the highest proportion of Sport
and Fitness organisations and a significant amount of Recreation organisation according to
primary research. Similarly Kwa-Zulu Natal and the Western Cape are also hubs for
Recreation employers.

1.7.3 Race of Employees

South Africa’s complex socio-historical context makes it essential to understand racial and
ethnic representation in the SRF sub-sector to ensure transformation and equitable access to
economic opportunity. The table below presents a detailed view into the racial distribution of
employees in the SRF sub-sector:

' Totals may differ from previous figures due to rounding adjustments.
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Table 12: Distribution of SRF Employees per Race

Race Sport and Fitness Recreation
Number of Percentage Number of Percentage
Employees Distribution Employees Distribution
Black: Coloured 2135 14.3% 89 4.5%
Black: African 9 059 60.5% 1613 80.9%
White 3210 21.5% 220 11.0%
Black: Indian / Asian 558 3.7% 71 3.6%
Total 14 962 100% 1993 100%

Source: CATHSSETA WSP Data, 2025/26

As illustrated above, the majority of the workforce within the SRF sub-sector is of African
descent. Specifically, 60.5% of employees in the Sport and Fitness industry and 80.9% in the
Recreation industry identified as Black African. In comparison, 21.5% of Sport and Fitness
employees and 11% of Recreation employees identified as White.

Supportive statistics from prior Labour Market Dynamics reports by Statistics South Africa also
note that transformation within the cultural and sports sectors has led to a gradual increase in
African and female participation over the past decade (STATSSA, 2022). Furthermore, a 2024
report by Eighty20, utilising data from the Marketing All Product Survey (“MAPS”), indicates
that Black African, Coloured, and Indian/Asian individuals exhibit higher levels of interest and
participation in sports compared to their White counterparts. Specifically, among those
expressing interest in rugby, 61% are Black, up from 52% in 2014, while Coloured rugby
players now constitute 25% of all rugby participants, compared to 11% in 2014 (Eighty20,
2024). These shifts suggest a positive trend towards greater racial diversity and inclusion
within the SRF sub-sector, aligning more closely with South Africa's national demographic
composition.

Table 13: Distribution of SRF Employees per Race (Primary Research)

Race Sport and Fitness Recreation
Number of Percentage Number of Percentage
Employees Distribution Employees Distribution
Black: Coloured 4 839 17.5% 300 16.4%
Black: African 16 224 58.7% 819 44.7%
White 4 248 15.4% 351 19.1%
Black: Indian / Asian 2344 8.5% 362 19.8%
Total 27 655 100% 1832 100%

Source: SRF Employer Survey, 2025

As illustrated above, the majority of the workforce within the SRF sub-sector is of African
descent per the primary research findings. Specifically, 59% of employees in the Sport and
Fitness industry and 45% in the Recreation industry identified as Black African. In comparison,
15% of Sport and Fitness employees and 19% of Recreation employees identified as White.

1.74

Gender representation across the SRF sub-sector reflects national efforts to promote inclusion
and equity, particularly in historically male-dominated industries such as sport and fitness. An
analysis of the gender breakdown within the SRF workforce helps assess progress toward
gender equality and informs strategies aimed at promoting greater participation and leadership

Gender of Employees
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by women in sport and recreation. The table below offers a detailed overview of gender
representation within the SRF sub-sector.

Table 14: Gender Distribution of SRF Employees

Race Sport and Fitness Recreation
Number of Percentage Number of Percentage
Employees Distribution Employees Distribution
Female 7 320 48.9% 1037 52.0%
Male 7642 51.1% 956 48.0%
Total 14 962 100% 1993 100%

Source: CATHSSETA WSP Data, 2025/26

According to the WSP data presented above, the gender distribution across the SRF sub-
sector appears to be relatively balanced. In the Sport and Fitness industry, females account
for 48.9% of the workforce, while males represent 51.1%. Similarly, the Recreation industry
shows a slight female majority, with 52% of employees identifying as female and 48% as male.

The above gender representation aligns with broader national trends indicating increasing
female participation and interest in the SRF sub-sector. Recent research conducted by Brand
Finance South Africa indicates that female sports fans are not only more inclined to support
women’s teams and leagues, but also interact with sports content in distinct ways. Women are
deemed to be more likely to follow individual athletes or teams on social media platforms,
whereas men tend to focus on leagues and competitions. The report further highlights the
rising success and local fan engagement of national women’s teams such as Banyana
Banyana and the Protea Women'’s cricket team. However, despite these trends, the sports
marketing landscape remains predominantly targeted toward male audiences (Brand Finance,
2025). In addition, ongoing policy reforms, including the Cabinet’s approval of a National Policy
on Women in Sport in December 2024, further underscore the sector's commitment to
promoting female participation and leadership at all levels (SAnews, 2024).

Table 15: Gender Distribution of SRF Employees (Primary Research)

Race Sport and Fitness Recreation
Number of Percentage Number of Percentage
Employees Distribution Employees Distribution
Female 13 464 48.7% 838 45.7%
Male 14 192 51.3% 994 54.3%
Total 27 655 100% 1832 100%

Source: SRF Employer Survey, 2025

As seen in the table above, the gender distribution across the SRF sub-sector appears to be
relatively balanced. In the Sport and Fitness industry, females account for 49% of the
workforce, while males represent 51%. Similarly in the Recreation industry, 46% of employees
identified as female and 54% as male. These findings are largely consistent with the findings
from the WSP data.

1.7.5 Disability Status of Employees

The inclusion of people with disabilities (“PwDs”) in the SRF workforce remains a critical
priority for achieving diversity and equal opportunity in the sector. The table below, compiled
using data from the CATHSSETA SARS file, provides a detailed breakdown of the
representation of PwDs within the SRF sub-sector.
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Table 16: Disability Distribution in the SRF sub-sector

Race Sport and Fitness Recreation
Number of | Percentage Number of | Percentage
Employees Distribution Employees Distribution
People with 75 0.5% 10 0.5%
Disabilities
Non-disabled 14 885 99.5% 1982 99.5%
Total 14 962 100% 1993 100%

Source: CATHSSETA WSP Data, 2025/26

As illustrated above, only 0.5% of the SRF workforce identifies as PwDs while the remaining
99.5% of employees did not report having a disability. This limited representation highlights
the ongoing need for more inclusive employment practices within the sub-sector. Efforts to
improve accessibility, workplace accommodation, and targeted skills development for PwDs
remain critical to promoting equity and ensuring that the SRF sub-sector reflects the diversity
of South Africa’s population (SAnews, 2024).

Table 17: Disability Distribution in the SRF sub-sector (Primary Research)

Race Sport and Fitness Recreation
Number of | Percentage Number of | Percentage
Employees Distribution Employees Distribution
People with 258 0.93% 32 1.72%
Disabilities
Non-disabled 27 398 99.07% 1801 98.28%
Total 27 655 100% 1832 100%

Source: SRF Employer Survey, 2025

As illustrated above, less than 1% of the Sport and Fitness workforce identified as PwDs while
1.72% of the Recreation employees identified as PwDs. These findings are consistent with
findings from the WSP data as well as the SARS file.

1.7.6

The table below provides an indication of the age distribution of employees for the sport,
recreation and fitness industries. As can be seen the largest proportion of employees within
the Sport and Fitness industry is below the age of 35. This is closely followed by employees
between the age of 35 and 55. Similarly for the Recreation industry, the largest proportion of
employees identified as individuals between the ages of 35 and 55.

Table 18: Age Distribution of SRF Employees

Age Distribution

Sport and Fitness Recreation
Race Number of Percentage Number of Percentage
Employees Distribution Employees Distribution
Below 35 6965 46.6% 883 44.3%
petween 35 and 6747 45.1% 998 50.1%
Above 55 1250 8.4% 112 5.6%
Total 14962 100% 1993 100%

Source: CATHSSETA WSP Data, 2025/26
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In addition to the above, the table below provided an estimation of the age distribution of
employees for the broader sport, recreation and fitness industries, using data from the survey

and the estimation detailed above.
Table 19: Age Distribution of SRF Employees (Primary Research)

Race Sport and Fitness Recreation
Number of Percentage Number of Percentage
Employees Distribution Employees Distribution
Below 35 12 959 46.9% 848 46.3%
potween 35 and 10125 36.6% 610 33.3%
Above 55 4 567 16.5% 374 20.4%
Total 27 655 100% 1832 100%

Source: SRF Employer Survey, 2025

As can be seen across the sub-sector, the majority of employees are under the age of 35,
followed by employees that are between the age of 35 and 55. It may be further noted that the
Recreation industry has a larger proportion of employees that are above 55 in comparison to
Sport and Fitness.

1.7.7 Employment Type

To better understand the composition of the workforce within the SRF sub-sector, it is
important to examine the distribution of employment types across different roles and contract
arrangements. The table below presents a detailed breakdown of the various employment
types within the SRF sub-sector, based on data sourced from the CATHSSETA WSP 2025/26.

Table 20: Distribution per Employment Type

Sport and Fitness Recreation
et Number of Percentage Number of Percentage
Employees Distribution Employees Distribution

Contract Employment 785 5.3% 121 6.1%
Permanent Employment 11 512 77.0% 1617 81.3%
Formerly Employed at
Company o o
(Resigned/Retired/Decea 100 0.7% 245 12.3%
sed)
Contract Employment 2 555 17 1% 5 0.3%
(Unemployed)
Total 14 952 100% 1988 100%

Source: CATHSSETA WSP Data, 2025/26

As illustrated above, a significant majority of the SRF workforce holds permanent employment,
with 77% of employees in the Sport and Fitness industry and 81.3% in the Recreation industry
indicating permanent positions. This high rate of permanent employment suggests a relatively
stable workforce within the sub-sector, which is essential for fostering continuity in skills
development, team cohesion, and long-term organisational growth. In contrast, a notably small
proportion of employees report being formerly employed at a company, only 0.7% in Sport
and Fitness and 12.3% in Recreation.

This employment composition has important implications for workforce planning and skills
development strategies. Permanent employment structures typically enable more investment
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in employee training and career progression, aligning with findings from the South African
Labour Market Review (2022), which highlights that sectors with stable employment tend to
experience better skill retention and productivity (STATSSA, 2022). Overall, the
predominance of permanent employment is a positive indicator for the SRF sub-sector’s
capacity to sustain skilled talent.

1.7.8 Qualifications of Employees

To further understand the composition of the workforce within the SRF sub-sector, it is
important to examine the qualification profile of employees within the SRF sub-sector.
Understanding the spread of qualifications is essential for aligning occupational standards with
sectoral growth and transformation goals. The table below presents a breakdown of the
various qualification levels of the SRF workforce:

Table 21: Qualifications of Employees in the SRF sub- sector

Qualifications gp i T Recreation
ithess

Below NQF Level 1 0.7% 0%

NQF 1 (General Education and Training

Certificate) 3.4% 10.9%

NQF 2 -3 (Further Education and Training) 2.9% 12.0%

NQF 4 (National Certificate / Matric) 57.4% 62.1%

NQF 5 (Higher Certificate) 25.6% 5.2%

NQF 6 (Diploma/Advanced Certificate) 6.0% 3.8%

NQF 7 (Advanced Diplomas/Bachelor's

Degree) 2.0% 3.1%

NQF 8 (Bachelor Honours

Degrees/Postgraduate Diploma) 1.0% 1.3%

NQF 9 (Masters Degree) 0.7% 1.1%

NQF 10 (Doctorate) 0.1% 0.6%

Source: CATHSSETA WSP Data, 2025/26

As presented above, a significant majority of employees across the SRF sub-sector hold a
National Certificate, corresponding to an NQF Level 4 qualification. Specifically, 57.4% of
employees in the Sport and Fitness industry and 62.1% in recreation possess this qualification
level, highlighting the central role of matric-level education in shaping the SRF workforce.
However, the proportion of employees holding higher-level qualifications remains notably low
across all three segments. Only 10% of sport employees, 5% of recreation workers, and 27%
of those in the fitness industry hold an NQF Level 5 (Higher Certificate). Furthermore, only
9.8% of the Sport and Fitness workforce and 9.9% of the Recreation workforce possess any
qualification above NQF Level 4.

This qualification landscape suggests a workforce that is largely concentrated at entry-level
education thresholds, with limited progression into higher education. While this may reflect the
accessible nature of certain SRF occupations, it also underscores a critical need for enhanced
pathways to professional development, upskilling, and RPL. Increasing the proportion of SRF
practitioners with post-matric qualifications could contribute to improved service quality, better
employment mobility, and alignment with the sector's evolving technical and managerial
demands. A publication in the South African Journal of Higher Education highlighted that
South Africa’s post-school education system remains fragmented, with limited articulation
between vocational and academic pathways. The study calls for improved coordination and
policy alignment to enhance skills development and career mobility across education and
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training institutions (Maringe & Osman, 2016). This misalignment often leaves learners without
clear progression routes, particularly in sectors like SRF where practical experience must be
supported by formal qualifications.

Consultations with stakeholders in the SRF sector echoed the above findings, with several
participants highlighting the vital role of learnerships and skills programmes in developing and
enhancing sector-specific competencies. Their comments are presented in the table below.

1.8 Skills Implications

The current structure and dynamics of the SRF sub-sector in South Africa present several
critical implications for skills development. As the sector is predominantly made up of small
organisations with fewer than 50 employees, many fall below the R500,000 threshold and are
therefore exempt from paying the Skills Development Levy. This results in low levels of
participation in formal skills planning and reporting mechanisms such as the submission of
WSPs and ATRs. Consequently, the data collected through these channels may not fully
represent the skills needs and profiles of the broader sector.

Additionally, desk-based and primary research indicates that approximately 95% of SRF
employees work in sport and fitness, with only 5% engaged in recreation. This imbalance
highlights the limited footprint and visibility of the recreation segment and suggests a need for
greater investment in promoting and professionalising recreation roles in South Africa. It also
points to potential under-skilling and lack of formal pathways for employment within this sub-
sector. Geographically, SRF activities tend to be concentrated in urban centres such as
Gauteng, the Western Cape, and KwaZulu-Natal, while rural and semi-rural provinces remain
underrepresented. This presents a need for targeted skills development efforts in provinces
such as the Northern Cape, Limpopo, and the Eastern Cape to promote equitable access and
encourage participation in SRF programmes at grassroots levels (Smartscraper, 2025).

Given the seasonal and often informal nature of employment in SRF, especially within
community-based and grassroots organisations, there is a critical need for targeted
interventions that support continuous professional development, upskilling, and the creation
of sustainable career pathways. The growth of fitness centres and gyms across the country,
as highlighted by Rentech Digital (2025), also underscores the increasing demand for certified
fitness professionals, personal trainers, and wellness coaches (Smartscraper, 2025).
Moreover, the popularity of sports such as soccer, rugby, and cricket indicates that there is an
ongoing need for technical coaching skills, sports administration, event management, and
athlete development programmes. These demands must be met through accredited training
and collaboration with national federations and local municipalities to ensure alignment with
sector needs (The Sporting Blog, 2023). Moreover, the sector remains largely youth-
dominated, yet barriers to entry persist due to limited accredited training opportunities and
insufficient practical workplace exposure. Collaborations with community-based
organisations, schools, and local municipalities can help bridge this gap by expanding
learnerships, internships, and coaching development programmes aligned to the NSRP
(STATSSA, 2022)

To address these challenges and opportunities, CATHSSETA must continue to build
partnerships with relevant stakeholders, expand discretionary grant funding to include non-
levy paying employers, and explore RPL initiatives to accommodate the sector’s informal
workforce. Additionally, the low participation of persons with disabilities within the SRF
workforce calls for more inclusive and accessible training pathways (UNESCO, 2023).
CATHSSETA can play a pivotal role by partnering with organisations such as the National
Council of and for Persons with Disabilities (“NCPD”), LoveLife, and Special Olympics South
Africa to drive advocacy, inclusive programme design, and employer awareness (NCPD,
2023).
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1.9 Conclusion

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

This chapter explores the factors (i.e. technological, social and economic shifts) that are
driving change and influencing skills demand and supply in the SRF sub-sector and its
industries. Using insight from research conducted and stakeholder engagements, the chapter
highlights the impact of enhancements in digital technologies (such as Automation and
Artificial Intelligence (“Al”)), the rising gig economy, sustainability, grassroots development
and governance reform as well as socio digital trends in the sector. In addition to the change
drivers identified, policy frameworks such as the National Development Plan (“NDP”) 2030,
Revised White Paper on Sport and Recreation and the Economic Reconstruction and
Recovery Plan (“ERRP”) provide strategic guidance for skills planning and have an impact on
skills demand and supply within the sector. The impact of these policies are, therefore, also
discussed as part of this chapter. Overall, this chapter offers insights crucial for stakeholders
navigating the changing dynamics of the SRF sub-sector.

2.2 Factors Affecting Skills Demand and Supply within SRF
Sub-Sector

The drivers of change within the labour market and the SRF sub-sector are continually
evolving due to ongoing technological advancements, increased business competitiveness,
and shifts in both environmental and educational contexts. These dynamics collectively shape
the demand for skills. This sub-section outlines the key drivers of change impacting skills
development within the SRF sub-sector, namely digital technologies, automation and artificial
intelligence, the gig economy, environmental and climate considerations, grassroots
development and governance reform and socio digital trends.
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Table 22: Change Drivers Affecting Skills Demand And Suppl
Demand skills planning Supply skills planning Stakeholder Input
implications implications

What Should the
CATHSSETA Do

Change driver

Description

Digital e Digital Technologies, There is a growing e Incorporate ethical “From a health and safety Partner with MICT SETA

Technologies, Automation, and Al demand for skills in standards and human- perspective, the advancement in and training providers to

Automation are transforming the Al applications, data centered values to the Al technology on drowning develop occupational

and Al Sport, Recreation, analytics, digital ensure technological prevention, victim recognition, qualifications for roles like
and Fitness  sub- content creation, advancements in sport people monitoring and crowd Al Sports Analyst, Digital
sector by enabling social media preserve its monitoring - all of that has had a Content Creator, Wearable
personalised training management, and authenticity and core very big impact, and has not Tech Analyst, and Al Safety
through Al-driven automation across human elements necessarily reduced the System Operator.
coaching, wearable i icalli & | numbers of people who need to )
tech, and virtual g&zgehz Ay iz %Igg;}_e”l & Incetas, be employed but actually Allocate grants to upskil
fitness platforms. encouraged more people with professionals in digital

Automation improves
facility management

There is also a
growing demand for

Training programmes
should equip coaches,

better skills to be employed to
address the technology

marketing, Al content
creation, social media

and streamlines specialists in trainers, broadcasters, advances, because you have to management, and gig
operations, while data wearable tech, and content creators keep on training people up to economy platform skills.
analytics  enhances biomechanics, Al- with skills in data meet the technology Support accredited short
performance and powered data analysis, challenges.” (Recreation coSrr;es and micro-
injury prevention analytics, and digital biomechanics, Al Employer Interview 1, 2025) credentials on Al safet
(World Economic sports broadcasting applications, and y

Forum, 2025).

(Nadikattu, 2020);
(Galily, 2018).

Practitioners must
also understand the
ethical dimensions of
Al in sports
performance
monitoring (Merigelli
& incetas, 2023).

e There is a need for

expertise in digital
marketing, Al-driven
safety monitoring,
customer experience

digital media
production to meet
evolving industry
demands (Mericelli &
incetas, 2023).

Upskilling in social
media, SEO, and Al-
assisted content is key
for recreation
professionals
(BerryDunn, 2024).

Recreation
professionals must
blend soft and digital
skills for project-based

“We are in the era of 4IR and
artificial intelligence, it is
important therefore to use
technology in our training, and to
ensure that trainees have
access to computer labs and
laptops as part of their training.”
(Sport and Fitness Employer
Survey, 2025)

“We need to move forward with
trends not just nationally but
globally move with digital skills
to have a competency
advantage.” (SRF Industry
Association Interview 1, 2025)

systems, ethical Al use, and
wearable tech integration.

Invest in digital
infrastructure (computer
labs, wearable tech) to
enhance practical learning
access.

Facilitate industry—training
provider partnerships to co-
develop and update
curricula aligned with
emerging digital trends.
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What Should the
CATHSSETA Do

Description Supply skills planning Stakeholder Input

implications

Change driver

Demand skills planning
implications

optimization, and
wearable tech
integration (Mericelli &
incetas, 2023).

Professionals need
skills in Al-driven
communication, facility
monitoring tools, and
customer data
analytics. Demand is
rising for Al content
creators and safety
tech operators (Mabili,
2024).

Nonetheless, as Al
becomes more
embedded in the
sports ecosystem, it
also raises ethical
concerns. While these
innovations enhance
efficiency and
engagement, they may
risk undermining the
authenticity and
emotional appeal that
define sports.
Therefore, maintaining
ethical standards and
human-centered
values will be essential
to balancing
technological progress

roles, including
budgeting, public
engagement, and agile
coordination (World
Economic Forum,
2025).

Training in project
management,
freelancing platforms,
and community
programming is critical.
Micro-credentials can
improve employability
in the gig model
(NRPA, 2024; Li,
2023).

According to a report
by Harambee Youth
Employment
Accelerator (2024),
gig-based digital
platforms like
SweepSouth and
Kandua can be used
to help workers access
flexible roles in event
staffing and community
programmes.
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What Should the
CATHSSETA Do

Change driver

Description Demand skills planning

implications

Supply skills planning
implications

Stakeholder Input

with the preservation of
sport's intrinsic
character (Merigelli &
incetas, 2023).

Gig Economy

e The gig economy has

increasingly emerged
within the SRF sub-

There is demand for
self-employed
professionals with

Training institutions
and sectoral bodies
should offer flexible

“Sport is a seasonal thing. You
have winter sports, you have
summer sports depending on

o Expand accredited short
courses and micro-
credentials in digital content

sector, as expertise in digital learning programs, what level you at, depends on creation, social media
professionals shift content creation, such as micro- how often you train. marketing, remote

away from remote coaching, credentials and e- Professionals, regardless coaching, event
conventional full-time social media learning, to cater to whether it's winter, summer, coordination, and client
employment toward marketing, and client the needs of gig they train all year through. They management tailored for gig
short-term, project- management economy workers have their month, maybe two workers in SRF.

based, or freelance
engagements. Similar
to other sectors, this
shift is largely driven
by digital platforms
and the growing
demand for on-
demand services,
offering greater
flexibility and
autonomy to workers
(Booth, 2025)

(Atlantic International
University, 2025).
Increased demand
for entrepreneurial,
digital
communication,
event coordination,
public engagement,
and client
management skills
for gig-based roles in
sports, fitness, and
recreation (Roux,
2022).

Need for agility, self-
sufficiency, and
portfolio development
for managing flexible,

(Lize-Mari de Klerk.,
2024).

Government-
supported training
initiatives should
equip gig workers
with skills to access
higher-paying
opportunities and
transition into full-
time roles within the
Sports and Fitness
industry (Lize-Mari de
Klerk., 2024).

As the gig economy
continues to shape
workforce patterns in
the Recreation

months break within the year,
but they train all year through at
this level in development you
have to do, you know you have
to go according to what's the
curriculum that the that the
education department will give
you.” (Sport and Fitness,
Employer Interview 1, 2025)

“Seasonality of jobs is a big
issue. Seasonality can be
bridged with skills programmes
and learnerships. In the Western
Cape, they tap into learnerships
and skills programmes and
make sure to implement when in
season.” (CATHSSETA

e Develop flexible hybrid
learning programmes
(online, modular, self-
paced) that accommodate
the irregular schedules of
gig economy professionals.

o Establish youth incubation
and mentorship
programmes to help
emerging freelance SRF
practitioners build
sustainable client portfolios
and business skills.

o Partner with gig platforms,
industry bodies, and
municipalities to create
work-integrated learning,
funding, and placement
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What Should the
CATHSSETA Do

Change driver

Description Demand skills planning  Supply skills planning

implications implications

Stakeholder Input

project-based careers
(Lize-Mari de Klerk.,
2024).

e There is increasing
demand for freelance
fithess professionals in
urban areas, as
consumers seek
flexible, on-demand
wellness services
across multiple
locations (Atcha,
2025).

o Organisations in the
Recreation industry
increasingly demand
short-term specialists
to staff events and
programmes, boosting
flexibility and
responsiveness to
shifting needs (Li,
2023).

industry, there is a
growing need for
strategic workforce
planning that
balances flexibility
with the development
of a stable and skilled
talent pool. To thrive
in the gig economy,
recreation
professionals need a
blend of soft and
digital skills, including
event coordination,
public engagement,
digital
communication, and
entrepreneurial
thinking. As many
roles become short-
term or project-
based, workers must
be agile and self-
sufficient in
managing their
careers (World
Economic Forum,
2025).

Regional Manager 1, Interview,
2025)

“Gigging has always been there
because it helps people pay
bills. People wear many hats. In
SA, you can’t survive on one
salary or stipend. TV presenters,
analysts, MCs, there’s a few
people in different places. Most
have experience in all sporting
codes. The sports industry is
very small.” (SRF, Employer
Interview 3, 2025)

“It's not beneficial to be full time
like some of us who are
passionate in sports. | have a
full time job that doesn’t only
speak about sports. But | would
love to be a full time worker in
sports which | can’t [do] because
| know I'll go hungry.” (Sport and
Fitness Training Provider
Interview 1, 2025)

“Municipalities are also helping
by installing gym equipment in
public parks. We advise learners
to take advantage of that, go in,
organise a group, and offer
services. There may not always
be formal employment, but they
can create their own
opportunities. For example,

opportunities for gig
workers.

¢ Allocate discretionary grants
or stipends to support digital
skills training and portfolio
development for freelance
SRF roles.
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Change driver  Description Demand skills planning  Supply skills planning Stakeholder Input What Should the

implications implications CATHSSETA Do

targeting women who are
generally more concerned about
weight, although that might need
research to back it up, it's still a
viable market.” (CATHSSETA
Regional Manager 3, Interview,
2025)

e “That’s the biggest thing in the
sector. Everyone is freelancing
in the sports sector because you
need to stay available. That's
how you make money in sports.
If you are full-time employed,
you tend to get overlooked for a
lot of things, just like any other
type of employment. But when
you freelance as a coach or you
freelance as a facilitator, you are
able to be available whenever
and whenever.” (Sport and
Fitness, Employer Interview 5,
2025)

e “As a Sports coach, you can find
that only working for that season
helps with unemployment in
South Africa. Having seasonal
jobs help even though they don’t
provide sustainability, it's a
footstep in the right direction.”
(Recreation, Employer Interview
4, 2025)

e “Due to the high unemployment
rate, people should be multi-
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Change driver

Description

Demand skills planning
implications

Supply skills planning
implications

Stakeholder Input

What Should the
CATHSSETA Do

skilled, so that whatever
opportunity comes up, you are
able to make use of it. You can
have a permanent job in sports
and recreation but then when we
have sports events in schools,
you can work in the form of a
facilitator or instructor.
Graduates can do that to
survive. Needs can be identified
and used to get somewhere.”
(SRF Key Informant Interview 2,
2025)

Environmental

and Climate

Considerations with the
to  South
transition to a
carbon,
resilient

reduction,

2014).

e The SRF sub-sector is
increasingly aligning

Economy, contributing

The greening of sports
events, through waste

efficiency, and the use
of renewable energy,
is a key focus (MTSF,

e Growing need for eco-
conscious
professionals to design

and manage
sustainable sports
faciliies and  eco-
friendly events

(CATHSSETA, 2024).

e Rising demand for
green skills in
sustainable facility
management,
renewable energy
system installation and
maintenance, eco-

event planning, and
climate risk awareness
in SRF settings
(Hassler, 2024).

o Skills in energy
management,

o Foster partnerships
with environmental
organizations to offer
specialized training
and research in eco-
friendly SRF practices

(NDP, 2012).

e Conduct Greening
sports events through
waste reduction,
energy efficiency, and
renewables cuts
environmental impact
and boosts
sustainability
awareness (MTSF,
2014).

e The Green Economy
shift creates careers in
sustainability and
environmental

“[The factors driving change are]
climate change, severity of
disasters, swift water rescue and
helicopter rescue skills.”
(Recreation Employer Survey,
2025)

“You can't hire or have someone
who has no knowledge of the
biodiversity and which plants or
which things should be kept to
keep the environment very safe
and clean, so | think such is also
of good measure when it comes
to recreational activities,
because | wouldn't want to be
kayaking in and around the river
where there's plastics in the
water.” (Recreation, Employer
Interview 4, 2025)

e Establish funding
partnerships with
environmental NGOs and
energy authorities to
support green skills and
eco-friendly training
programmes tailored to the
SREF sector.

o Develop accredited short
courses and certifications in
sustainable event
management, renewable
energy system installation
and maintenance, waste
reduction, and
environmental compliance.

¢ Integrate sustainability and
green economy modules
into existing occupational
qualifications such as
coaching, facility
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Description

Demand skills planning
implications

sustainability planning,
environmental
compliance, and green
innovation are critical
(IRENA, 2023).

e Sports venues demand
high energy, water,
and material inputs,
driving the need for
professionals who can
manage emissions,
waste, and
sustainability in large-
scale infrastructure
and event operations
(Shah, 2025).

e There is growing
demand for
professionals in park
and recreation
departments who can
navigate sustainability
challenges such as
limited budgets,
staffing gaps, tech
demands, and shifting
political support
(NRPA, 2024).

Supply skills planning
implications

consulting, highlighting
the need for targeted
training and promoting
eco-conscious, healthy
lifestyles (Department
of Energy2023)

¢ Align training
programmes with
South Africa’s national
priority on renewable
energy by developing
skills in solar
installation, energy
management, and
green technology
(Department of
Energy, 2023).

e Equip recreation
professionals with
sustainability skills to
ensure long-term
organisational viability
and support broader
environmental
responsibility (Shah,
2025).

e Empower
professionals to
engage communities in
sustainability
initiatives, fostering
stewardship and
responsible use of

Stakeholder Input

What Should the
CATHSSETA Do

management, and
recreation administration.
Collaborate with
municipalities and parks
authorities to pilot green
recreation initiatives and
create practical learning
hubs for environmental
stewardship.

Provide bursaries and
grants to upskill current
practitioners and
unemployed youth in
climate resilience, eco-
event planning, and
environmental response
skills.
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What Should the
CATHSSETA Do

Change driver

Description Demand skills planning

implications

Supply skills planning
implications

Stakeholder Input

recreational spaces
(Mehta, 2024).

According to the
Department of
Energy’s Integrated
Resource Plan (2023),
renewable energy
expansion is a national
priority to ensure
energy security and
support the green
economy transition.
Sports facilities, as
significant energy
consumers, stand to
benefit from this shift
by reducing operating
costs and
environmental impact
while contributing to
national sustainability
goals.

Grassroots
Development
and
Governance
Reform

e The SRF sub-sector is
experiencing a critical
shift driven by the
need to strengthen

foundational
participation and
improve institutional
management.
Investment in
grassroots

¢ Community wellness

initiatives, municipal
recreation leagues,
and inclusive physical
activity programmes
are heavily dependent
on grassroots
infrastructure, including
local facilities,

Governance reform is
critical as many public
recreation
programmes suffer
from weak oversight,
limited funding, and
inconsistent policy
alignment between
national, provincial,
and local actors (Sport

“Everything starts at a
grassroots level. You don't find
the talent unless it's been
worked on from a grassroots
level. So when they're young,
you've got to just expose these
youngsters to it, which is why we
give a variation of sports.” (Sport
and Fitness Employer Interview
1, 2025)

¢ Develop governance and

sports management training
programmes specifically for
local government recreation
officers, community
volunteers, and facility
managers.

Create and fund accredited
short courses and micro-
credentials focused on
compliance, programme
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What Should the
CATHSSETA Do

Change driver

Description Demand skills planning

implications

Supply skills planning
implications

Stakeholder Input

programmes

nurturing talent

accountability,
professionalism
across  sport
recreation

2025).

expanding access and

community and youth

enhance

levels, while
governance  reform
aims to
transparency,

organisations (ASU,

community volunteers,
and recreation officers.

Community wellness
initiatives, municipal
recreation leagues,
and inclusive physical
activity programmes
are heavily dependent
on grassroots
infrastructure, including
local facilities,
community volunteers,
and recreation officers.

While football remains
dominant, African
countries are
encouraged to diversify
their focus toward
emerging "challenger
sports", including
basketball, mixed
martial arts, and
American football,
each showing
increasing levels of
engagement.
Moreover, rising
demand for
international sporting
events, coupled with
the continent’s
strategic advantages,
presents an

and Recreation White
Paper, 1998).

Governance and
compliance and sports
management are
among the most
urgently needed skills
to ensure programme
effectiveness and
sustainability (DSAC,
2024).

Through discretionary
grants, partnerships
with local government,
and support for
workplace-based
learning, CATHSSETA
can play a pivotal role
in building a more
professional, inclusive,
and sustainable sport
and recreation system.
These actions align
with the DSAC’s
National Sport and
Recreation Plan
(DSAC, 2012) which
calls for capable
institutions,
community-based
sport, and broader
transformation.
Moreover, they

“l don't understand because the
schools don't really care unless
the government says, "Hey, you
must do it. This is part of the
curriculum," because sport is
part of the school

curriculum, and | don't
understand why the
government doesn't take it
serious” (Sport and Fitness
Employer Interview 1, 2025)

“There is a greater
understanding of the need and
value of lifeguards at venues,
events, school trips etc. Certain
government bodies are starting
to try to regulate the industry
and require the presence of
lifeguards.” (Recreation
Employer Survey, 2025)

“So far, we as government are
trying but we are limited in
providing more services due to
funds. But there is a lot of room
for improvement” (SRF Industry
Association Interview 1, 2025)

“With all different provinces,
implementation is different. But
from what I've seen in Eastern
Cape and KZN, there is a major
dependence in donor funding.
[They] need to get grants to

monitoring, and youth sport
development.

Partner with municipalities,
schools, and grassroots
organisations to provide
work-integrated learning,
mentorship, and practical
placements at community
sports centres.

Offer bursaries and
discretionary grants to
support young people from
underserved communities
pursuing qualifications in
sports administration and
community recreation.
Support infrastructure
investments by linking
facility development projects
with targeted skills
programmes to ensure
facilities are effectively
activated and managed.
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What Should the
CATHSSETA Do

Stakeholder Input

Change driver

Description Demand skills planning

implications

Supply skills planning
implications

opportunity for African
nations to attract
investment and
generate long-term
economic and social
gains (Simpson &
Calvey, 2024).

A study published in
the Journal of Sport for
Development
highlighted the role of
structured recreational
sport programmes in
helping youth develop
life skills, build peer
networks, and access
future opportunities
such as higher
education and
employment. However,
participation is often
limited by inadequate
infrastructure,
racialised perceptions
in sport, and a lack of
support from families,
communities, and
government.

respond directly to
sector feedback
identifying governance
(50.7%) and sport
management (41.8%)
as priority areas for
skills investment
(DSAC, 2012).

The DSAC Annual
Report 2023 - 2024
highlighted that
governance and
compliance (50.7%)
and sports
management (41.8%)
are among the most
urgently needed skills
to ensure programme
effectiveness and
sustainability (DSAC,
2024).

implement programmes.”
(Recreation Training Provider
Interview 1, 2025)

“I'm very passionate about
grassroots because grassroots
is going to be the pool of where
South African sports becomes
tomorrow. In order for us to see
the next batch of Bafana,
Bafana and Banyana, Banyana,
it's going to have to start from
grassroot level and if we don't
harness or focus on proper
development of young kids at
grassroots level eventually we
will run out of players.” (Sport
and Fitness Training Provider
Interview 1, 2025)

“We’ve launched an
infrastructure development
project to build sports centres in
rural areas, working with
communities and local
leadership. They provide land to
support the development of
grassroots talent and promote
rural development.”
(CATHSSETA Regional
Manager 3, Interview, 2025)

“The challenge is funding. As a
project team, we've asked
ourselves: we're building these
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Change driver

Description What Should the

CATHSSETA Do

Demand skills planning
implications

Supply skills planning
implications

Stakeholder Input

facilities, but how do we ensure
they meet their objectives of
supporting community and
sports development? The goal is
to keep youth away from drugs
and give them something
meaningful like sports.”
(CATHSSETA Regional
Manager 3, Interview, 2025)

“But if we don't harness or rather
divert more of our attention to
make sure there's still enough
kids out there that are 4,5,6,7
years old that are having an
interest in sports. At the end,
we're going to run out of players
to even draft for the national
teams.” (Sport and Fitness
Training Provider Interview 1,
2025)

Socio-Digital

e Public health
awareness and socio-
digital influences are
increasingly shaping
the landscape of the
SRF sub-sector. This
change driver reflects
a convergence of

public health
campaigns, social
media engagement,

influencer culture, and

The rise of social
media and influencer
culture has
transformed the
manner in which sport
and fitness services
are consumed. South
African fithess
influencers like Noel
Deyzel and Junior
Khoza have amassed
large digital audiences,

e Prioritise training

interventions aimed at
building community-
based digital
facilitation skills.

This may include
capacitating recreation
officers and
programme facilitators
to design and deliver
blended recreational
activities that combine

“Diversity & Inclusion
Movements: Increasing focus on
racism, sexism, and
accessibility” (Sport and Fitness
Employer Survey, 2025)

“Social media is very powerful
especially with TikTok. Everyone
is on TikTok most of the time — if
you want a particular exercise,
you'll find a lot of things there.
Social media is a very powerful
tool in terms of raising

¢ Develop and fund training
programmes for recreation
facilitators in digital
engagement and virtual
delivery of wellness
activities.

¢ Integrate social media
content creation and digital
marketing skills into sector
qualifications to leverage
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What Should the
CATHSSETA Do

Stakeholder Input

Change driver

Description Demand skills planning

implications

Supply skills planning
implications

international
exposure, all of which
influence participation
trends and the
demand for new
competencies
(Kubheka, Carter &
Mwaura, 2020).

influencing health
behaviours and driving
interest in fitness,
wellness, and gym
culture (Mclnnes,
2022). This growing
digital presence calls
for sport and fitness
practitioners to develop
skills in digital content
creation, online client
engagement, and
responsible
messaging.

Rising demand for
recreation facilitators
with skills in virtual
engagement and
remote delivery of
community
programmes (World
Economic Forum,
2025).

Increased relevance of
inclusive programme
design that caters to
diverse populations
and uses digital media
to drive participation
(ASU, 2025).

Moreover, international
exposure through

in-person and virtual
engagement,
especially in areas with
limited access to
formal wellness
infrastructure (Cilliers,
2021).

International exposure
to wellness tourism,
outdoor adventure
activities, and global
fitness trends has
created opportunities
to expand South
Africa’s recreation
offering. This requires
skills in recreational
tourism, customer
service, and culturally
relevant programming
that responds to both
local needs and global
influences.

awareness and making people
aware that they can change their
lifestyles even without spending
money.” (SRF Industry
Association Interview 1, 2025)

e ‘|t does really do marketing for
recreation events. We have
indicators, for example number
of learners and number of
communities reached, so in
order to attract that number,
Facebook and social media can
be used to raise awareness.”
(SRF Industry Association
Interview 1, 2025)

o ‘| believe they do with TikTok -
the major social media
powerhouse. Most information
you get is from there.
Influencers are pushing the
agenda of sports. For example,
people are now taking part in
jogging. Apps are being used
and people are becoming
competitive.” (Recreation
Training Provider Interview 1,
2025)

platforms such as TikTok
and Facebook.

e Prioritise inclusive
programme design training
that addresses diversity,
accessibility, and cultural
responsiveness.

e Support blended recreation
programme models
combining in-person and
virtual participation to
expand reach, especially in
underserved communities.
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Change driver  Description Demand skills planning  Supply skills planning Stakeholder Input What Should the

implications implications CATHSSETA Do

televised global events
such as the Olympics
and FIFA World Cup
fosters local
enthusiasm and
investment in sports,
increasing the need for
professionals skilled in
event coordination,
high-performance
training, and sports
media production
(Jenkins, 2016).

o A study published in
SAJRSPER on the
“Fitspiration” effect
among emerging adult
females highlights that
participants
consistently
emphasised the
physical and mental
health benefits of
fitness activities, along
with the “feel-good”
factors of social
interaction and leisure
through group-based
exercise such as
netball, running,
cycling, strength
classes, and outdoor
activities.
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Change driver  Description Demand skills planning  Supply skills planning Stakeholder Input What Should the

implications implications CATHSSETA Do

o This reflects the
growing importance of
community-oriented
and relational
wellbeing in fitness,
expanding the
traditional focus on
physical outcomes to
include mental health
and social connection
(Greyling & Naude,
2023).
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As part of the primary research conducted survey respondents were requested to provide an
indication of the impact that they believed the above-mentioned change drivers are having on
the SRF industry. The table below presents the results based on survey input from 26 Sport
and Fitness employers.

Table 23: Sport and Fitness - Skills implications of change drivers

Theme Not impacting Increased Increased New skills Skills will
my need for soft need for required by become/ have
organisation skills (e.g. technical individuals in become
adaptability, skills (e.g. the sector/ in redundant
communicatio | digital skills, your
n, leadership, business organisation
problem- management,
solving) archiving)
1. Digital 15.4% 42.3% 57.7% 26.9% 3.9%
Technologies,
Automation & Al
2. Gig Economy 29.2% 29.2% 37.5% 37.5% 4.2%
3. Environmental 30.4% 34.8% 43.5% 17.4% 17.4%
& Climate
Considerations
4. Grassroots 16.7% 54.2% 50.0% 33.3% 4.2%
development and
Governance
Reform
5. Socio-digital 7.7% 46.2% 50.0% 26.9% 11.5%
trends
6. Globalisation 39.1% 34.8% 34.8% 26.1% 4.4%
and
internationalisati
on

Source: SRFEmployer Survey, 2025

As illustrated in the above table, the most commonly reported skills implications resulting from
the identified change drivers were an ‘Increased need for technical skills’, such as digital
literacy, business management, and archiving, and an ‘Increased need for soft skills,” including
adaptability, communication, leadership, and problem-solving.

For the change driver of Grassroots Development and Governance Reform, 50.0% of
respondents highlighted the increased need for technical skills, 54.2% noted a greater demand
for soft skills, and 33.3% indicated that new skills would be required within the sector or their
organisations. Similarly, under the change driver of Digital Technologies, Automation, and Al,
57.7% of respondents selected increased technical skills as a key implication, while 42.3%
pointed to the growing importance of soft skills. With regard to the change driver related to the
Gig Economy, employers primarily identified ‘New skills required by individuals in the sector
or their organisation’ (37.5%) and an ‘Increased need for technical skills’ (37.5%) as the key
skills implications. Notably, the smallest proportion of employers selected ‘skills will become
or have become redundant’ across all change drivers. This suggests that while the industry is
evolving and placing new demands on its workforce, there is a continued reliance on existing
skill sets.

Additionally, respondents in the Recreation industry were also asked to indicate the various
change drivers impacting their organisations as well as the skills implications arising from
these change drivers. The table below presents the results based on survey input from 4
Recreation employers.
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Table 24: Recreation - Skills implications of change drivers

Theme Not impacting | Increased Increased New skills | Skills will
my need for soft | need for | required by | become/ have
organisation skills (e.g. | technical individuals in | become

adaptability, skills (e.g | the sector/ in | redundant
communicatio | digital skills, | your

n, leadership, | business organisation

problem- management,

solving) archiving)

1. Digital

Technologies, 0.0% 50.0% 25.0% 25.0% 0.0%

Automation & Al

2. Gig Economy 50.0% 0.0% 0.0% 50.0% 0.0%

3. Environmental &

Climate 0.0% 33.3% 66.7% 33.3% 0.0%

Considerations

4. Grassroots

development and 0.0% 66.7% 33.3% 33.3% 0.0%

Governance Reform

> Soclo-digital 0.0% 50.0% 75.0% 25.0% 0.0%

rends

6. Globalisation and o o o

internationalisation 0.0% 0.0% 50.0% 75.0% 0.0%

Source: SRF Employer Survey, 2025

As shown in the table above, the most commonly reported skills implications resulting from
the identified change drivers were an ‘Increased need for technical skills’, such as digital
literacy, business management, and archiving, an ‘Increased need for soft skills,” including
adaptability, communication, leadership, and problem-solving and ‘New skills required by
individuals in the sector/ in your organisation’.

For the change driver of Digital Technologies, Automation, and Al, 25.0% of recreation
respondents selected increased technical skills and the demand for new skills in the sector as
a key implication, while 50.0% pointed to the growing importance of soft skills. Similarly, for
the change driver related to Grassroots Development and Governance Reform, 33.3% of
respondents highlighted the increased need for technical skills, 66.7% noted a greater demand
for soft skills, and 33.3% indicated that new skills would be required within the sector or their
organisations. With regard to the change driver related to the Gig Economy, 50% of the
employers indicated that this change driver does not impact their organisation while the
remaining 50% identified the need for new skills within the sector or their organisations.
Notably, none of the respondents selected ‘skills becoming or having become redundant’ as
an implication, suggesting that although new skills are emerging, existing skill sets are still
considered relevant and valuable in the recreation sector’s evolving landscape.

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

Stakeholder consultations supported these findings, highlighting a growing demand in the SRF
sector for enhanced technical skills and targeted skills development programmes. Their
comments are presented in the table below.

2.3 The Evolution of Occupations Due to Technological
Advancements

Technological advancements in digital technologies, automation, and Al are reshaping the
landscape of occupations in the SRF sub-sector. The increasing integration of digital tools,
such as Al, wearable technology, and mobile fitness applications, has transformed the way
fitness and sports services are delivered. Consequently, there is a growing demand for roles
that specialise in managing these digital systems, such as data analysts, digital content
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creators, and Al specialists (Smith & Stewart , 2022). Additionally, automation technologies in
areas like event management and media production are reducing the need for traditional,
manual tasks and creating new opportunities for professionals who can work with these
advanced systems (PwC, 2021). As these changes unfold, occupations are shifting from
manual, repetitive tasks to more data-driven, tech-centric roles, requiring professionals to
adapt their skills to meet the sector's evolving needs (WEF, 2020).

Environmental and climate considerations also play a significant role in the transformation of
SREF related occupations. With the increasing focus on sustainability and the green economy,
there is a rising demand for professionals who can drive eco-friendly initiatives in the sub-
sector. Occupations such as sustainability managers, environmental consultants, and green
event coordinators are becoming more prominent, with a focus on reducing the environmental
footprint of sports and fithess activities (NRPA, 2024). This shift is driving the need for
specialised skills in sustainability practices, carbon footprint assessment, and eco-friendly
event planning (International Energy Agency , 2022).

24 Policy Framework Affecting Skills Demand and Supply

This section summarises the major national plans and strategies that guide CATHSSETA’s
SRF sub-sector. The skills planning implications of the relevant policies and CATHSSETA are

highlighted in the table below.
Table 25: Key Plans and Strategies Impacting Skills Planning in the SRF Sub-Sector

National Plans/Strategies

Demand-side Skills
Implications

Supply-side Skills
Implications

CATHSSETA'’s Response
to Skills Implications

National Sport and
Recreation Plan (“NSRP”)
2012: The NSRP seeks to
foster social cohesion,
health, and economic growth
through accessible and
sustainable sport and
recreation programs, aligned
with national development
priorities. (DSR, 2012)

Improving access to, and
participation in sports as
well as developing talent
for the SRF sector.

Developing financial,
marketing and media
skills. This can be
achieved through
accredited education and
training programmes
(DSR, 2012).

For CATHSSETA, this
translates into developing
training and educational
initiatives, aimed at
developing sports and
recreation personnel,
particularly coaches and
administrative and technical
officials.

The NDP 2030: The NDP
emphasises building a
capable and developmental
state, able to address the
causes of poverty and
inequality in South Africa.
Accurate identification of
present and future skills
demand is crucial for
realising the NDP goals in
the Public Service Sector
(NDP, 2017).

Greater demand for multi-
skilled professionals in the
SRF sub-sector who can
contribute to social
development, youth
empowerment, and
inclusive service delivery.
Skills in planning,
programme management,
monitoring, and
community development
are increasingly vital.

Increased need for
integrated, forward-
looking training models
that align with long-term
national objectives.
Institutions must embed
civic education,
leadership, public health,
and sustainability into
qualifications for SRF
professionals.

CATHSSETA must
strengthen its SSP alignment
with the NDP by investing in
community-focused training
programmes, promoting
transversal skills
development, and
collaborating with public
bodies to expand access to
youth development and
recreation management
qualifications.

The NSDP 2030: The NSDP
focuses on eight outcomes
pursued by SETAs with
DHET, TVET Colleges,

CETs, Universities, and NSF.

It stresses linking education
to the workplace, improving
skills, and training artisans

Identifying current and
future skills needs is
essential for achieving the
NDP goals within the
sector, representing a key
demand-side implication.

On the supply side, it is
vital for SETAs to align
their strategies with NDP
objectives and collaborate
with educational
institutions to fulfil these
goals.

CATHSSETA should
highlight the importance of
responsive curricula that
address real-time industry
needs and encourage
partnerships with employers
to increase WIL opportunities
in the SRF sub-sector.
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National Plans/Strategies

Demand-side Skills
Implications

Supply-side Skills
Implications

CATHSSETA’s Response
to Skills Implications

for technical skills needs,
aligning with NSDS goals
(ILO, 2020).

South African Coaching
Framework: Provides a
structured approach to
developing coaching skills
across all sports in the
country. It emphasises
enhancing coach education,
certification, and professional
development to improve the
quality and effectiveness of
coaching, thereby supporting
athlete development and
sport performance at all
levels (DSR, 2012)

Increased demand for
qualified coaches
equipped with both
technical and
interpersonal
competencies.

Emphasis on evidence-
based coaching, athlete-
centred approaches, and
long-term athlete
development requires
advanced instructional,
analytical, and mentoring
skills.

Stronger focus on
formalising coach
education pathways
through accredited,
progressive qualifications.
Education providers must
deliver context-specific,
sport-specific, and multi-
level training aligned to
national coaching
standards.

CATHSSETA supports the
framework by updating and
aligning occupational
qualifications in coaching,
facilitating partnerships with
national federations, and
enabling recognition of prior
learning to professionalise
coaching across all levels,
including community and
school sport.

Sports Tourism Strategy:
The Sports Tourism Strategy
outlines South Africa’s
approach to leveraging
sporting events and activities
to boost tourism, stimulate
economic growth, and
enhance the country’s global
image. It focuses on
developing infrastructure,
marketing, and partnerships
to attract both domestic and
international visitors through
sport-related tourism (DSAC,
2012)

Rising demand for
professionals skilled in
sport event management,
tourism marketing, and
customer experience
design. There is also a
need for multi-lingual
guides, logistics
coordinators, and
sustainability-focused
planners to support large-
scale events.

Supply-side stakeholders
must deliver integrated
programmes combining
sport management,
tourism, hospitality, and
event coordination.
Upskilling in digital
promotion and
intercultural
communication is
essential to meet global
expectations.

CATHSSETA must aim to
develop interdisciplinary
qualifications in sport
tourism, funding experiential
learning opportunities, and
collaborating with event
organisers, municipalities,
and tourism boards to grow
local talent pipelines aligned
with event-hosting demands.

White Paper on Sport &
Recreation (1998): This
policy document provides the
foundational policy
framework for sport and
recreation in post-apartheid
South Africa (GCIS, 2011).

Increased demand for
community-based
recreation officers, youth
sport organisers, and
inclusion-focused
programme coordinators.
Additionally, there is a
growing need for
practitioners able to
deliver recreation in
underserved and rural
area as well as skills in
mobilising local
resources, volunteer
management, and
inclusive programming.

Growing need for more
accessible, non-formal
training pathways for
community-level
practitioners. Demand for
limited alignment between
formal qualifications and
grassroots or volunteer-
led recreation delivery.
There is also a shortage
of inclusive recreation
modules in training
curricula.

CATHSSETA must aim to
develop or update
occupational qualifications
for community recreation
officers and youth sport
facilitators as well as design
RPL frameworks for
volunteers and informal
practitioners. In addition they
should fund short skills
programmes focused on
rural/under-resourced
contexts and inclusive
activity design.

The National Sport and
Recreation Act 110 of 1998
provides the legislative

Legal mandate for mass
participation requires
more local programme

Training institutions must
integrate legislative
knowledge, compliance,

CATHSSETA must support
curriculum development with
modules on SRF legislation,

Page 49106




Final SRF Sector Skills Plan

National Plans/Strategies

Demand-side Skills
Implications

Supply-side Skills
Implications

CATHSSETA’s Response
to Skills Implications

framework for the promotion,
development, and equitable
governance of sport and
recreation in South Africa. It
aims to foster coordination
among sport bodies, address
historical imbalances,
promote equity and
democratic participation,
establish dispute resolution
mechanisms, and empower
the Minister to regulate the
sector (South African
Government, 2007).

implementers, sport
administrators, and
monitoring officers. Equity
focus drives demand for
facilitators skilled in
gender equity, disability
inclusion, and community
consultation. Increased
demand for inter-sector
collaboration and event
coordination roles

and governance principles
into SRF curricula.
Educators require
upskilling in equity-based
recreation and sport
delivery. Need for public
sector-focused training for
provincial and municipal
officials.

governance and policy
application. Furthermore
CATHSSETA can facilitate
partnerships between
municipalities and training
providers for internships and
workplace learning as well as
offer funding for upskilling
public sector practitioners in
inclusive and compliant
programme management.

Source: CATHSSETA SSP 2024 (CATHSSETA, 2024)

2.5

Conclusion

Chapter 2 outlined the key skills change drivers and the respective skills implications that are
relevant to the CATHSSETA SRF sub-sector, to assist in the SETA’s skills planning efforts. It
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. Building on this, the
primary research confirmed the continued relevance of the identified change drivers impacting
the Sport, Fitness, and Recreation industries. Digital technologies, automation, and Al
emerged as major influences across both sectors, increasing the demand for both technical
and soft skills rather than displacing jobs.

The Gig Economy has a more pronounced effect in the Sport and Fitness industry, largely due
to its seasonal and event-based nature, with flexible employment models and short-term
training identified as key interventions. In contrast, its impact on the Recreation industry
appeared more limited. Grassroots development and governance reform were emphasised as
crucial for nurturing talent and reinforcing compliance, particularly in school sport and
lifeguarding, thereby creating a need for both new and evolving skills. Socio-digital trends,
including diversity, equity, and inclusion, are also gaining prominence, particularly in the Sport
and Fitness industry, driving demand for soft skills such as communication and cultural
competence. Meanwhile, sustainability and climate change considerations were more
prominent in the Recreation industry, prompting a growing need for technical capabilities in
environmental awareness and disaster risk management. Overall, few employers reported
skills becoming redundant; instead, there was a strong emphasis on ongoing upskilling and
development to meet the evolving demands of the sub-sector.
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3 Chapter 3: Sectoral
Analysis

3.1 Introduction

This chapter explores the skills landscape within the SRF sub-sector, focusing on the Sport
and Fitness and Recreation industries, and examines both demand and supply aspects.
Drawing on data from the CATHSSETA 2025/26 WSP, SARS file (2025) and consultations
with key stakeholders, it identifies critical occupational shortages, skills gaps, and emerging
roles shaping the sector’s talent needs. 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”).

3.2 Occupational Shortages and Skills Gaps
3.21 Hard-To-Fill-Vacancies

A hard-to-fill vacancy (“HTFV”) is defined as a vacancy (occupation) that an employer is
unabile to fill within 12 months or longer. The identification of HTFVs in this section is based
not only on analysis of the 2025/26 WSP data but also on insights gathered through extensive
stakeholder engagements. These engagements included surveys, employer interviews, and
consultations with industry associations and training providers across the SRF sector. This
approach ensures that the HTFV list reflects current labour market realities and skills
shortages experienced on the ground.

Skills Demand and Supply

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. This adjustment reflects
the dynamic nature of the SRF sector, where seasonal employment patterns, project-based
roles and rapid market changes mean that positions vacant for six months still significantly
impact operations and service delivery. Including this broader timeframe enables a more
comprehensive identification of critical skills shortages to inform targeted interventions.

The HTFVs detailed below are based on 2025/26 WSP data and insights from stakeholder
surveys, employer interviews, and industry consultations across the SRF sector.

Table 26: Hard-To-Fill-Vacancies in the SRF Sub-Sector, 2025

OFO Code Number Number
of Orgs | of HTFVs
Reportin

g HTFV

Industry Occupation

Reasons for Hard to Fill

Sport and | 2021-

Fitness 342301 candidates

Fitness Instructor 23 381 e Lack of suitably qualified

e Salary considerations

e Lack of relevant sector
experience

e Lack of applicants who meet
equity requirements

2021-
342204

Sports Coach or

Instructor

25

94

e Lack of relevant sector
experience

e Lack of relevant
qualifications/ suitably
qualified candidates

e Salary considerations
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Industry

OFO Code

Occupation

Number
of Orgs
Reportin
g HTFV

Number
of HTFVs

Reasons for Hard to Fill

2021-
143107

Fitness Centre
Manager

16

83

Lack of relevant
qualifications/ suitably
qualified candidates
Lack of relevant sector
experience

High staff turnover

2021-
333903

Sales Representative
(Business Services)

18

83

Salary considerations
Lack of relevant
qualifications/ suitably
qualified candidates
Lack of relevant
experience

sector

2021-
342203

Sports Official

16

77

Lack of relevant
qualifications/ suitably
qualified candidates

Salary considerations

Lack of candidates with
required work experience

2021-
143105

Sports Administrator

24

72

Lack of relevant
qualifications/ suitably
qualified candidates
Lack of relevant sector
experience

Salary considerations

2021-
134206

Sport Science
Manager

18

50

Lack of relevant sector
experience

Lack of relevant
qualifications/ suitably
qualified candidates

2021-
143108

Facility Centre
Manager

17

48

Lack of
experience
High staff turnover

relevant sector

2021-
862913

Event Assistant

16

44

Lack of relevant
qualifications/ suitably
qualified candidates

Lack of candidates with
required work experience

2021-
333201

Event Manager

18

30

Lack of relevant sector
experience

Lack of relevant
qualifications/ suitably
qualified candidates

2021-
241107

Financial Accountant

18

28

Salary conditions
Lack of suitably qualified
candidates
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Industry OFO Code | Occupation Number Number Reasons for Hard to Fill
of Orgs | of HTFVs
Reportin
g HTFV
2021- Sports Psychologist 15 28 e Lack of relevant
263406 qualifications/ suitably
qualified candidates
e Lack of relevant sector
experience
2021- Veterinarian 10 25 e Lack of relevant
225101 qualifications/ suitably
qualified candidates
2021- Finance Manager 15 23 e Lack of relevant
121101 qualifications/ suitably
qualified candidates
e Lack of candidates with
required work experience
2021- Retail General 12 23 e Lack of relevant
142103 Manager qualifications/ suitably
qualified candidates
e Salary considerations
2021- Corporate General 14 21 e Lack of relevant
121901 Manager qualifications/ suitably
qualified candidates
e Salary considerations
2021- Human Resource 8 e Lack of relevant
121201 Manager qualifications/ suitably
qualified candidates
e Salary considerations
2021- Project Manager 2 e Salary considerations
121905
Recreation | 551. Metal Machinist 5 30 | e Lack of relevant
652301 qualifications/ suitably
qualified candidates
e Salary considerations
2021- Café (Licensed) or 5 13 o Lack of relevant sector
141201 Restaurant Manager experience
e Salary considerations
e Lack of candidates who meet
requirements
2021- Facility Centre 6 15 o Lack of relevant sector
143108 Manager experience
e Lack of relevant
qualifications/ suitably
qualified candidates
2021- Marine Biologist 4 14 e Lack of relevant
213107 qualifications/ suitably
qualified candidates
2021- Crane or Hoist 4 12 o Lack of relevant sector
734301 Operator experience
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Industry OFO Code | Occupation Number Number Reasons for Hard to Fill
of Orgs | of HTFVs
Reportin
g HTFV
e Lack of relevant
qualifications/ suitably
qualified candidates
e Salary considerations
2021- Human Resource 5 8 e Lack of relevant
121201 Manager qualifications/ suitably
qualified candidates
2021- Mining Worker 3 5 e Undesirable work
831101 environment
e Salary considerations
2021- Lifeguard 2 e Lack of relevant
541901 qualifications/ suitably
qualified candidates

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

As can be seen above, the occupation of Fitness Instructor stands out with 381 hard-to-fill
vacancies, primarily due to a lack of suitably qualified candidates. This shortfall points to a
disconnect between the available workforce and the standards required by employers,
highlighting an urgent need for targeted training and certification programmes. Management
and support roles such as “Fitness Centre Managers”, “Facility Centre Managers”,
and “Sports Administrators” also reflect a similar trend. While the vacancy numbers are lower
than for frontline staff, the reasons for difficulty in filling these roles include both a lack of
qualified candidates and high staff turnover, suggesting issues with retention and job
satisfaction. In addition, the occupation of Sports Coach or Instructor recorded 94 hard-to-fill
vacancies, with 25 organisations citing challenges such as insufficient sector experience, lack
of appropriate qualifications, and salary-related constraints. Furthermore, it can be noted that
non-sport-specific roles such as “Sales Representatives” and “Financial Accountants” also
appear on the list, indicating that challenges in the sector are multifaceted and extend beyond
technical sports skills into broader operational capacities.

On the other hand, the Recreation industry reveals some specialist roles that are difficult to
fill, albeit on a smaller scale. The presence of vacancies in technical roles such as “Metal
Machinist’, “Mining Worker” and “Crane or Hoist Operators” points to the sector’s reliance on
skilled trades, where again, salary constraints appear to be a limiting factor. Although smaller
in scope compared to the Sport and Fitness industry, the Recreation industry faces its own
challenges that revolve around retaining skilled individuals, addressing sector-specific training
needs, and ensuring that employment offerings remain attractive to prospective
candidates. During a consultation with a stakeholder in the SRF sub-sector, a key challenge
was identified concerning the availability and employment patterns of lifeguards. The
respondent highlighted a significant shortage of qualified lifeguards, attributing this partly to
the seasonal nature of their employment. It was further noted that, due to the temporary and
irregular nature of lifeguard positions, many individuals in the field pursue more permanent
forms of employment. This trend has contributed to an ongoing scarcity of qualified lifeguards
within the industry, posing a risk to the sustainability of aquatic safety services.

A comparison between the current hard-to-fill vacancies and those from the previous year
reveals notable continuity in workforce challenges within the SRF sub-sector. Roles such as
Fitness Instructor, Fitness Centre Manager, and Sports Coach or Instructor continue to appear
on the list, underscoring persistent shortages in both skilled frontline staff and operational
leadership. These recurring vacancies suggest that interventions to improve qualification
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pipelines, employee retention, and work experience integration may not have fully addressed
underlying gaps. In the South African context, findings from ManpowerGroup's Global Talent
Shortage Report reveal that large enterprises employing over 250 people experience the
greatest difficulty in filling vacancies, followed by medium-sized (50-249 employees), micro
(fewer than 10 employees), and small (10—49 employees) businesses. The most difficult
positions to fill include roles in skilled trades, management and executive leadership, as well
as sales. Other commonly cited hard-to-fill occupations include sales representatives,
technicians, and IT support personnel (ManpowerGroup, 2025).

The table below presents data from ManpowerGroup’s 2022 Talent Shortage Survey,
highlighting the top in-demand roles in South Africa (ManpowerGroup, 2022).

Table 27: In-demand Roles in South Africa

No. | In-Demand Roles Relevance to SRF Sub-Sector

1 IT Digital transformation in SRF (e.g., fithess apps, virtual
coaching, data analytics in sports performance) requires IT
support for software, cybersecurity, and smart technology
implementation.

2 | Operations and Logistics Vital for managing large sporting events, recreation
facilities, and logistics for sports equipment, travel, and
warehousing of fithess goods.

3 | Sales and Marketing Essential for promoting fithess programmes, recreational
services, and sports tourism. Strong marketing is needed
to grow participation and commercial partnerships.

4 | Manufacturing and Supports the local production of sportswear, fitness
Production equipment, and infrastructure materials for recreation and
gym facilities.

5 | Administration and Office Required for managing clubs, gyms, recreation centres,
support federations, and training institutions. Includes scheduling,
finance, and human resources functions.

Source: ManpowerGroup Talent Shortage Report (2022)

In addition to the above, the table below illustrates other hard to fill vacancies identified by
respondents during interviews, focus groups and as part of the survey.

Table 28: Primary Research Insights — HTFVs in the SRF sector

Industry Occupation Quotations
Sport and Administration “It is hard to fill some occupations because of the lack of
Fitness qualifications, [such as] Admin occupation, Coordinator assistant

and coach assistant.”

(Sport and Fitness Employer Survey, 2025)

Human Resources “Human resources due to lack of Qualifications.”

(Sport and Fitness Employer Survey, 2025)

Sports Marketing “Sports marketing is a hard-to-fill vacancy as well as sports
tourism. What we have realized is we would people to have
skills on how to market sports activities to attract tourism and
assist the economy.”

(SRF, Key Informant Interview 2, 2025)
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Industry Occupation Quotations

Fitness Trainer “Fitness trainer positions are rare. There are several barriers to
becoming a trainer.”
(Sport and Fitness Focus Group, 2025)
“Fitness Trainers and Instructors, Golf coaches and instructors.”
(Sport and Fitness Focus Group, 2025)”

Sport Coaches and Sport- | “There aren't equipped coaches, umpires, referees [and] fithess

specific Personnel personnel in TVET colleges that's why it’s so difficult to get the
ball rolling in TVET colleges.”
(Sport and Fitness Training Provider Interview 1, 2025)
“Theres a huge need for qualified technical staff such as
umpires, referees, as well as equipped coaches with licensing.”
(Sport and Fitness Training Provider Interview 1, 2025)

Management “Management positions are hard to fill. Need to get people to
grow into the roles of management.”
(Sport and Fitness Focus Group, 2025)
“Management positions [such as] Facilities Managers.”
(Sport and Fitness Focus Group, 2025)
“Athlete management and representation: someone who is
going to bridge the gap between athlete and coaches,
stakeholders and endorsers.”
(Sport and Fitness Focus Group, 2025)

Recreation Lifeguards “..the employment of lifeguards is very seasonal and there's a

vast shortage of the number of available lifeguards within the
industry.”

(Recreation Employer Interview 1, 2025)

Public Relations (“PR”)
Support

“In many industries, there's no PR support. Sometimes a
person's career is dying due to the lack of PR training and
support. Might need a psychologist as well because the psyche
is very important in sports.”

(Recreation, Employer Interview 4, 2025)”

Eco-Tourism Specialists

“In recreation, eco-tourism specialists are crucial because with
global warming, we are facing so many challenges in and around
our biodiversity. You can't hire or have someone who has no
knowledge of the biodiversity and which plants or which things
should be kept according to keep the environment very safe and
clean.”

(Recreation, Employer Interview 4, 2025)

Source: SRF Employer Survey, 2025

3.2.2 Reasons for Hard-To-Fill-Vacancies

The 2025/26 WSP data was analysed to identify the primary reasons behind hard-to-fill
vacancies in the Sport and Fitness and Recreation industries. In addition, insights from the
SRF Employer Survey were incorporated to provide a more comprehensive understanding.
This combined analysis highlights the key challenges these sectors face in attracting and
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retaining qualified talent. The findings are presented in the graph below for easier
interpretation and visual clarity.

Figure 2: Reasons for HTFVs per Industry

Lack of suitably qualified candidates *1% 68,8%

Unsuitable job location [ 19:9%

Lack of applicants who meet equity 17,2%
requirements M 7,7%
Undesirable work environment (e.g., 6,3%
hours, facilities) M 6,4%

Lack of candidates with required 18,8%
work experience M 6,4%

18,8%

Salary considerations

0% 20% 40% 60% 80% 100%

Recreation mSport and Fitness

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

As illustrated in the figure above, the predominant reason for hard-to-fill vacancies in the SRF
sub-sector is the ‘lack of suitably qualified candidates,’ identified by 68.8% of respondents in
the Sport and Fitness industry and 28.1% in the Recreation industry. Salary considerations
also played a significant role, with 18.8% of recreation organizations citing compensation as
a key barrier to recruitment. Additionally, 10.7% of sport and fithess companies highlighted
the ‘unsuitable job location’ as a major challenge while 7.7% selected ‘lack of applicants who
meet equity requirements’.

These concerns were further supported by qualitative insights from stakeholder consultations.
One representative from an SRF organisation emphasised the impact of limited funding on
staff remuneration, explaining that financial constraints make it difficult to offer competitive
salaries. This reinforces the notion that financial limitations, especially in non-profit or donor-
dependent organisations within the SRF sub-sector, remain a significant contributor to HTFVs.
These findings are consistent with broader national trends in South Africa as recruitment
reports highlight that in-demand candidates often have high salary expectations, making it
difficult for organisations to attract and retain top talent within budget constraints (Mochatsi,
2023). Furthermore, the mismatch between the skills possessed by job seekers and those
demanded by employers exacerbates the issue. This is particularly evident among the youth,
where a significant portion lacks the necessary qualifications and experience, hindering their
employability. To address these challenges, initiatives such as learnerships have been
proposed. These structured programmes combine theoretical knowledge with practical skills
development, aiming to bridge the gap between education and employment (Madwantsi,
2023).

In addition to skill-based gaps and evolving occupational demands, structural inequalities
remain a significant barrier to workforce development in the sports and fitness sector. One of
the most pressing issues is the historical lack of sports infrastructure in South Africa’s
historically disadvantaged areas (“HDAs”), a result of apartheid-era spatial planning. This
underdevelopment has had long-lasting effects on community and school-level access to
sports, which directly limits exposure, participation, and skills acquisition from a young age
(Mthombeni, Coopoo & Noorbhai, 2023).

Page 57106



Final SRF Sector Skills Plan

According to the South African National Education Infrastructure Management System Report
(NEIMS, 2021), approximately 10,038 out of 23,276 public schools (43%) lack sports facilities.
Among these, a substantial portion comprises no-fee schools located in low-income
communities, predominantly in rural provinces such as Limpopo, the Eastern Cape, and
KwaZulu-Natal. The absence of adequate facilities not only restricts physical education but
also curtails the pipeline for developing future coaches, fitness instructors, and athletes
(Mthombeni, Coopoo & Noorbhai, 2023). This contributes to a shortage of suitably qualified
candidates in the sub-sector, a trend echoed by 43% of respondents in the SRF sub-sector
who identified qualification gaps as the primary reason for hard-to-fill vacancies. Short and
long term interventions are therefore necessary to ensure equitable access to sports
infrastructure, especially in underserved communities, to support the development of skills
and occupational readiness in the SRF sub-sector (Sport and Recreation White Paper, 1998).

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

Table 29: Primary Research Insights - Reasons for HTFVs

No. Quotations
Inability to meet Salary “For us our biggest challenge with our staff is remuneration, because we are
Expectations totally dependent on donations that come in. So, we do not have the funds

to remunerate all our staff at the best levels. So, from a remuneration
perspective, that is one of our biggest challenges.”

(Recreation Employer Interview 1, 2025)

“Funding is very limited hence to employ relevant qualified personnel is very
difficult”

(Sport and Fitness Employer Survey, 2025)

“Project Managers - salary expectations
HR Managers - salary expectations”

(Sport and Fitness Employer Survey, 2025)

Lack of Experienced “Lack of experience in some cases. In government posts, you don’t need
Candidates experience at entry level but in private institutions, it would be a challenge.”

(SRF Industry Association Interview 1, 2025)

“Management positions are hard to fill because people need to grow into
the roles of management.”

(Sport and Fitness Focus Group, 2025)

Lack of Suitable “Around the sporting code of golfing and fitness, we are lacking qualified
Qualifications personnel. We struggle with people having experience without
qualifications.”

(Sport and Fitness Focus Group, 2025)

Limited Knowledge “l think one that comes to mind is the reluctancy of doing something that's
Regarding Role unknown, they don’t know what it is.”

(Recreation Training Provider Interview 1, 2025)

Transport Limitations “Many businesses have closed and now the availability to accommodate
new entrants is limited. Also they are unable to support them with transport
allowances, etc. [it is a] new challenge but it still is a demand. Access to the
workplace is an issue.”

(Recreation Focus Group, 2025)
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No. Quotations

“There is difficulty with fithess instructor positions and making them
permanent. Most are part-time, so time and transport constraints are an
issue.”

(Sport and Fitness Focus Group, 2025)”

Lack of Interest Amongst “I think it's the lack of interested candidates for the qualification. If there's a
Candidates learnership for business admin, business management, accounting,
whatever it may be, you're going to get a lot of candidates. But once you
say it becomes very hard to fill a learnership of sports coaches and sports
administrators. And even when you do fill it up the exit output is very few.
There is a notion of not having to be qualified to be a sports person. So
many people do it without a qualification.”

(Sport and Fitness Training Provider Interview 1, 2025)

3.2.3 Skills Gaps in SRF Sub- Sector

This section highlights the key skills gaps identified across major occupational groups within
the SRF sector.

3.2.3.1 Skills Gaps in Sports and Fitness Industry

The skills gaps detailed in the table below are based on 2025/26 WSP data as well as insights
from stakeholder surveys, employer interviews, focus groups and industry consultations
across the SRF sector.

Table 30: Skills Gap in Sport and Fitness Industry?

Major Occupations Top 3 Most Common Skills Gaps Number of Skills Gaps
Conflict Management 17
Managers Management 17
People Management 14
Critical Thinking 15
Professionals Advanced Computer, IT and Software 13
Management 13
Advanced Computer, IT and Software 15
Technicians and Attention to Detail 10
Associate Analytical Skills 10
Professionals
Computer Literacy 10
Conflict Management 10
Communication 14
Clerical Support Attention to Detail 12
Workers Creativity 12
Interpersonal Skills 12
Service and Sales Customer Service 11
Workers Computer Literacy 9
Critical Thinking 8

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

Skilled Trade Workers Business Acumen

Attention to Detail

Computer Literacy

Verbal Communication

Advanced Computer, IT and Software

Teamwork
Plant and Machine Attention to Detail
Operators and

Assemblers Time Management

Written Communication
Attention to Detail

Elementary Computer Literacy
Occupations Adaptability

Communication

Written Communication

oo NIl a0 |0 | N

Time Management
Source: CATHSSETA WSP Data 2025/26, SRF Employer Survey, 2025

The data presented in the table highlights prevalent skills gaps across various occupational
categories within South Africa's workforce. The occupation of managers is listed first, along
with several critical skill gaps including conflict management, people management and
management. These skill shortages present significant challenges to effective leadership and
operational efficiency within organisations.

These findings were further substantiated during consultations with a SRF sub-sector
representative, who specifically identified gaps in business and project management
capabilities within their organisation, underscoring the need to develop higher-level
managerial competencies. This aligns closely with the quantitative data, reinforcing that
strategic management and leadership skills remain key areas for capacity building across the
SRF sub-sector. A comprehensive report by the Labour Market Intelligence Research Centre
identifies significant skills mismatches, particularly in areas such as active learning, complex
problem-solving, judgement and decision-making and personnel resource management,
which are in high demand yet scarce among job seekers (Swiss South African Cooperation
Initiative, 2024). Furthermore, the World Economic Forum's Future of Jobs Report 2025
indicates that over 60% of South African companies view skills gaps as a major obstacle to
business transformation by 2030 (World Economic Forum, 2025).

In the context of the Sport and Fitness industry, there is a growing emphasis on specialised
skills. The industry is experiencing a surge in demand for professionals skilled in sports
technology, data analytics, and sports management. Companies like Zone7, which utilises Al
to predict and prevent athlete injuries, exemplify the integration of technology in sports,
creating new career opportunities (Joub.co.za., 2025). According to the Department of Higher
Education and Training's 2023 report, there is a significant mismatch between the skills
possessed by the workforce and those demanded by employers, particularly in areas such as
active learning, complex problem-solving, and personnel management (NSF, 2023).
Moreover, the integration of technology into sports has introduced new skill requirements. The
rise of sports technology and data analytics necessitates expertise in areas like wearable tech,
performance tracking, and virtual coaching platforms. However, there is a dearth of
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professionals trained in these emerging fields, creating a gap between technological
advancements and the available skilled workforce (Eighty20, 2024).

The OECD Skills Outlook Report (2023) identified a significant surge in demand for work
activities involving digital and analytical skills specifically, “interacting with computers,”
“analysing data,” “communicating with persons outside an organisation,” and “developing
objectives and strategies”. These competencies are essential for SRF roles that require use
of platforms, fitness management software, data-informed program design, and digital client
engagement, such as digital fithess coaches, app-based trainers, and performance
analysts. These roles are emerging as HTFVs due to current skill shortages in the labour
market (OECD, 2023). Furthermore, according to the World Economic Forum’s Future of Jobs
Report (2023), analytical thinking remains the most essential core skill identified by employers
followed by creative thinking, another cognitive skill, underscoring the continued importance
of problem-solving and innovation in a rapidly evolving work environment. Three self-efficacy
skills, resilience, flexibility and agility; motivation and self-awareness; and curiosity and lifelong
learning, rank closely behind, highlighting the increasing need for workers to effectively adapt
to workplace disruptions.

Technological literacy also features prominently, while dependability and attention to detail,
another key self-efficacy skill, ranks seventh. The list of top ten core skills is completed by
interpersonal and social attributes such as empathy and active listening, leadership and social
influence, and quality control. Although quality control is more relevant to a limited number of
industries, it still ranks among the top ten. In contrast, management skills, engagement
abilities, ethical considerations and physical capabilities are generally regarded as less critical
than cognitive, adaptive, and interpersonal competencies.

In addition to the above, desk-based research was conducted to identify common core skills.
The table below is adapted from a 2023 report published by the World Economic Forum.

Table 31: Core Skills in 2023 (World Economic Forum)

No. | Core Skills for Workers in 2023 Skill Categorisation
1 Analytical Thinking Cognitive

2 Creative Thinking Cognitive

3 Resilience, flexibility and agility Self-efficacy

4 Motivation and self-awareness Self-efficacy

5 Curiosity and lifelong learning Self-efficacy

6 Technological literacy Technology Skills

7 Dependability and attention to detail Self-efficacy

8 Empathy and active listening Working with others
9 Leadership and social influence Working with others
10 | Quality control Management Skills

Source: World Economic Forum, Future of Jobs Survey (2023)

These findings align closely with the data collected through CATHSSETA'’s 2025/26 WSP as
well as the primary research conducted, which identified technological competencies,
analytical thinking, creativity, attention to detail, and management capabilities as key skills
gaps within the sport and fitness industry. This correlation reinforces the notion that the sector
is experiencing a growing demand for both cognitive and technical proficiencies, as well as
adaptive and leadership-oriented skill sets, in response to ongoing digital transformation and
evolving organisational needs. These insights underscore the critical need for targeted skills
development programs to bridge the existing gaps and meet the evolving demands of both
general and specialised industries in South Africa.
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As part of the survey analysis, respondents were asked to indicate the skills that may be
required by their organisation in the future as a result of the change drivers impacting the SRF
sector. Based on feedback from 25 Sport and Fitness employers, the results are displayed
below.

Figure 3: Sport and Fitness industry - Skills® required by organisations in response to change
drivers

Social Media Management [N 56%
Digital Marketing IS 48%
Public Engagement NS 4%
Event Coordination S 44%
Financial management/ finance for non-financials NN  40%
Digital Communication [N 36%
Data Analytics NN 36%
Event management [N 28%
Al skills (for communication and monitoring) NN 28%
Digital Content Creation [N 28%
Sustainable business administration NG  24%
Client Management Skills NN 24%
Business acumen [N 20%
Other (please specify) I 16%
Green skills (e.g. renewable energy installation skills, eco-... [N 16%

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

Source: SRF Employer Survey, 2025

As shown in the figure above, the most commonly identified future skills highlighted by Sport
and Fitness employers were Social Media Management (56%), Public Engagement (44%),
Digital Marketing (48%) and Event Coordination (44%). In addition, 40% of respondents
identified Financial Management while 36% identified Digital Communication and Data
Analytics as a key skill required. By contrast, only 24% selected Client Management skills,
while Green Skills were selected by just 16% of respondents. These findings align with insights
from secondary research. According to HRFuture (2025), the integration of digital technologies
has spurred demand for professionals adept in virtual event coordination and digital
engagement (HRFuture, 2025).

These survey findings closely align with the desk-based research and WSP data, with several
respondents highlighting technical skills, such as management capabilities and advanced
computer, IT, and software skills, as critical gaps within the Sport and Fitness industry.

Table 32: Primary Research — Skills Gaps in the Sport and Fitness Industry

Factor/Theme Quotations

Digital and | “Computer skills”(Sport and Fitness Employer Survey, 2025)
Technological Skills

“In the Western Cape e-sport is becoming big. Kids who couldn’t be good
at sport play sports on video games and its competitive. That's something
that we need to focus on in terms of qualification development.”

(CATHSSETA Regional Manager 1, Interview, 2025)

3 The total percentage in this chart exceeds 100% as respondents were allowed to select more than one option for this question.
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Factor/Theme Quotations

“Data analytics and research. You need people to track efficiencies from a
particular standpoint to what you want to achieve. [We] need to record data
from that athlete.”

(Sport and Fitness Focus Group, 2025)

Al
(Sport and Fitness Employer Survey, 2025)

Management Skills “Project Management”

(Sport and Fitness Employer Survey, 2025)

Business “Business acumen is needed as trainers can become hypertechnical. They
Knowledge Skills need this skill for fitting into the organisation, sales, marketing, recruitment
perspective of things.”

(Sport and Fitness Focus Group, 2025)

Interpersonal Skills | “[There is a lack of] interpersonal skills. | am not just about talking, writing,
etc. People ask, ‘Why should it be important to develop computer literacy,
communication skills, etc. if you're an athlete?” They don’t know how to
express themselves and communicate clearly in the industry because of
the nature of the work they may do.”

(Sport and Fitness Focus Group, 2025)

3.2.3.2 Skills Gaps in Recreation Industry

This section presents the primary skills shortages found in the recreation industry. The skills
gaps detailed in the table below are based on 2025/26 WSP data as well as insights from
stakeholder surveys, employer interviews, focus groups and industry consultations across the
SRF sector.

Table 33: Skills Gap in Recreation Industry

Major Occupations* Top 3 Most Common Skills Gaps® Number of
Skills Gaps
Managers People Management 6
Emotional Intelligence 4
Leadership 4
Professionals Business Acumen 3
Creativity 2
Emotional Intelligence 2
Leadership 3
Management 2
Technicians and Associate Business Acumen 2
Professionals —
Creativity 3
2

People Management

4 No notable skills gaps were identified for Clerical Support Workers, Skilled Trade Workers and Plant and Machine Operators
and Assemblers from the WSP data 2025.
5 More than 3 skills gaps were documented in some instances due to a tie in the ranking between the skills gaps.
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Major Occupations* Top 3 Most Common Skills Gaps® Number of
Skills Gaps
Finance for Non-Financials 2

Clerical Support Workers

Business Acumen

Creativity

Decision Making

Emotional Intelligence

First Aid

Occupational Health and Safety

Office Administration

People management

Service Orientation

Customer Service

Service and Sales Workers

Adaptability

Creativity

Critical Thinking

Customer service

Decision making

Emotional Intelligence

Filling & Archiving

First Aid

Interpersonal Skills

Occupational Health and Safety

People management

Problem-Solving

Social Media Skills

Digital Literacy

Skilled Trade Workers

Adaptability

Attention to detail

Business Acumen

Computer Literacy

First Aid

Interpersonal Skills

Occupational Health and Safety

Office Administration

Problem-Solving

Plant and Machine Operators and
Assemblers

Attention to detail

Business Acumen

Computer Literacy

Creativity
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Major Occupations* Top 3 Most Common Skills Gaps® Number of
Skills Gaps
Customer Service 1
First Aid

Interpersonal Skills

Occupational Health and Safety

Problem-Solving

Service Orientation

Elementary Occupations Attention to detail

Business Acumen

Computer Literacy

Customer Service
First Aid
Occupational Health and Safety

People Management

Leadership

Service Orientation
Work Ethic
Digital Literacy

RS N (R N (R U I N (R U [ N I U S N (S I R Ny (R N (R N (R N I N [ Uy R W Y

Emotional Intelligence

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

The data presented in the table highlights prevalent skills gaps across various occupational
categories within South Africa's workforce. The occupation of managers is listed first, along
with several critical skill gaps including emotional intelligence, people management and
leadership. The data reveals significant skills gaps within South Africa's Recreation industry,
particularly in areas such as creativity, emotional intelligence, business acumen, and customer
service.

These gaps align with global skills trends outlined in the World Economic Forum’s Future of
Jobs Report (2023), which highlights a growing demand for non-technical, human-centric
competencies such as creative thinking, emotional intelligence, and leadership. These skills
are increasingly essential in service-oriented sectors like recreation, where professionals must
design engaging community programmes, manage diverse teams, and respond to the
evolving needs of participants. The emphasis on business acumen and finance for non-
financial professionals also reflects the sector’s shift towards more sustainable, outcomes-
driven operations, where budget management and service efficiency play a critical role. The
alignment between national and global data suggests a strong need to prioritise training and
development efforts that strengthen interpersonal, managerial, and entrepreneurial
capabilities within the recreation workforce (WEF, 2023). Soft skills like creativity and
emotional intelligence are increasingly in demand across various sectors. Similarly, the
Genesis GBS Skills Needs Analysis highlights gaps in critical thinking and digital literacy at
both entry-level and managerial positions (Genesis GBS, 2025).

In the Recreation industry, customer service and adaptability are crucial. CNBC Africa reports
that 80% of South African decision-makers are investing in employee training, with a strong
emphasis on soft skills such as communication and adaptability . This aligns with the identified
gaps in customer service and adaptability among service and sales workers in the recreation
industry (CNBCAfrica, 2021). Addressing these skills gaps requires a concerted effort from
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both the public and private sectors. Furthermore, according to the Future of Work in Africa
(2021), there is a growing demand for practitioners equipped with a blend of interpersonal,
cognitive, and digital competencies. As routine tasks become increasingly automated, roles
such as community facilitators and recreation officers require stronger socio-behavioural skills,
including empathy, cultural sensitivity, and group management. In addition, hybrid roles are
emerging that combine programme design, participant engagement, and digital reporting, yet
many training programmes do not sufficiently prepare learners for this complexity. This
contributes to persistent skills gaps, particularly in under-resourced and rural areas where
digital access and professional development opportunities remain limited (Cilliers, 2021).

The CATHSSETA Sector Skills Plan underscores the importance of targeted training
programs to equip workers with the necessary skills in creativity, emotional intelligence, and
customer service (CATHSSETA, 2022). By aligning training initiatives with industry needs,
South Africa can work towards bridging these gaps and fostering a more competent workforce
in the recreation industry.

As part of the survey analysis, respondents were asked to indicate the skills that may be
required by their organisation in the future as a result of the change drivers impacting the SRF
sector. Based on feedback from 4 Recreation employers, the results are displayed below.

Figure 4: Recreation Industry - Skills® Required by Organisations in Response to Change
Drivers

Digital Marketing [ 100%

Al skills (for communication and
monitoring)

Social Media Management [ 75%

T 75%

Digital Content Creation [ 75%

Client Management Skills [N 50%

Public Engagement IS 50%

Digital Communication [N 50%

Data Analytics [N 50%
Financial manag_emen_t/ finance for I 5%

non-financials

Business acumen [N 25%
Sustainable business administration [N 25%
Event management [N 25%
Event Coordination [N 25%

0% 20% 40% 60% 80% 100%
Source: SRF Employer Survey, 2025

As shown in the figure above, the most commonly identified future skills highlighted by
Recreation employers were Digital Marketing (100%), Al Skills (75%), Social Media
Management (75%) and Digital Content Creation (75%). In addition, 50% of respondents
identified Client Management skills, Public Engagement, Digital Communication and Data
Analytics as key future skills.

Approximately 25% of respondents selected Financial Management, Business acumen,
Sustainable business administration, Event management and Event coordination as key future

6 The total percentage in this chart exceeds 100% as respondents were allowed to select more than one option for this question.
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skills. These findings are consistent with insights obtained from secondary research.
According to the Future of Work in Africa (2021), there is a growing demand for practitioners
equipped with a blend of interpersonal, cognitive, and digital competencies. As routine tasks
become increasingly automated, roles such as community facilitators and recreation officers
require stronger socio-behavioural skills, including empathy, cultural sensitivity, and group
management (Cilliers, 2021).

Table 34: Primary Research — Skills Gaps in the Recreation Industry

Factor/Theme

Quotations

Research
Analytical Skills

and | “Research skills for language development focus. Also, translation skills for
accurate
particularly), report writing as well.”

(Recreation Focus Group, 2025)

translation from one to another language (indigenous

Management and
Communication Skills

“Managing as well as communication. It's almost like project management
because each day is like a new project where customers come and they
need to manage and ensure that everything goes smoothly for the day”

(Recreation, Training Provider Interview 1, 2025)

“..our biggest challenge at the moment is looking at our skills within our
office into higher level of business management and then project
management.”

(Recreation Employer Interview 1, 2025)

3.24

Emerging Occupations

This section presents a list of emerging occupations within the SRF sub-sector, along with the
relevant industries it encompasses. The table below categorises these occupations according
to the sub-sectors and mini-industries within the SRF sub-sector, providing a rationale for the
emergence of each occupation. The list is informed by a thorough analysis of WSP data and
extensive stakeholder engagement.

Table 35: Primary Research Insights - Emerging Occupations in the Sub-Sector

Graphic Designer

Industry Occupation Rationale
Sport & Digital and Coding | The emergence of these occupations is driven by
Fitness Specialist technological advancements that require skilled professionals

to help businesses adapt, navigate, and leverage digital
technologies for innovation, efficiency, and competitiveness in
an increasingly digital world.

Fitness and To respond to the strategic objective of the NSRP which
Salesperson seeks to support and empower South African administrators
Combined and technical officials.

Technicians Increasing use of gym equipment, fithess tech, and facility
Mechani infrastructure in sport and fithess settings drives demand for
echanics skilled trades to maintain, repair, and ensure safe operation.

Electricians
IT Specialists The growing integration of digital platforms, virtual

IT Developers

programmes, and online booking systems in recreation
facilties and community programmes requires T
professionals to develop, maintain, and optimise these
technologies.

Event management

The expansion of organised sports events, fitness centres,
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Industry Occupation Rationale

and athlete development programmes drives demand for

Sport and Athlete professionals skilled in planning, coordinating, and managing

Managers ) : g . . .
operations, ensuring safe and efficient delivery of services in

Fitness Centre the sport and fitness sector.

Managers

Biokineticists Growing focus on injury prevention, rehabilitation, and
performance optimisation in sport and fithess creates demand
for professionals trained in exercise therapy, movement
analysis, and personalised rehabilitation programmes.

Sports Writers Growing public interest in sports and fitness, along with

increased digital and media coverage, creates demand for
professionals who can produce accurate, engaging, and
timely content for print, online, and broadcast platforms.

Sports Journalist

Fitness instructors Rising participation in sports, fithess, and wellness activities
drives demand for professionals who can design, deliver, and

Coaches monitor safe, effective, and personalised training
Personal trainers programmes across different populations and performance
levels.
Strength and
conditioning
coaches
Recreation | Al Strategist These roles reflect the Recreation industry's transformation

through digitalisation, automation, and user-centric design.
As the sector seeks to stay relevant and competitive, the
integration of Al, digital media, and robotics aligns with global
trends in smart recreation environments, immersive
Robotics Developer | experiences, and data-driven service delivery.

Digital Content
Specialist

IT Specialists The growing integration of digital platforms, virtual
programmes, and online booking systems in recreation
facilties and community programmes requires IT
IT Developers professionals to develop, maintain, and optimise these
technologies.

Source: CATHSSETA WSP Data 2025/26, SRF Stakeholder Consultation, 2025

The table presented above identifies emerging occupations in South Africa's SRF sector,
including roles such as Digital and Coding Specialists, Al Strategists, and Digital Content
Specialists. These roles reflect the sector's adaptation to technological advancements and
the increasing importance of digital skills.

In the Sport and Fitness industry, the integration of technology has led to the creation of roles
like Digital and Coding Specialists. These professionals are essential for developing and
managing digital platforms, wearable technologies, and data analytics tools that enhance
athletic performance and fan engagement. The rise of sports technology careers, including
Al specialists and wearable tech developers, underscores this trend (Eighty20, 2024). In
the evolving landscape of the sports industry, several emerging roles are proving instrumental
in driving innovation and enhancing performance. For instance, sports data analysts play a
critical role by collecting and interpreting data to support evidence-based decision-making by
teams and coaches. Similarly, software engineers are responsible for developing and
maintaining the technological infrastructure that supports fan engagement platforms and
wearable technologies. Al specialists are increasingly influential, contributing to
advancements such as automated game analysis and predictive models for injury prevention.
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Collectively, these occupations are not merely supporting the sports sector; they are actively
shaping and defining its future trajectory (JobsInSports, 2024).

According to The Future of Work in Africa (2021), the future labour market will see growing
demand for occupations that are less susceptible to automation, particularly those involving
non-routine cognitive and socio-behavioural skills, such as team leadership, caregiving, and
support services. In contrast, the need for routine, job-specific skills, such as those used in
payroll processing, bookkeeping, or product assembly, is expected to decline. Moreover, jobs
that integrate multiple skill domains will become more prevalent. Consequently, global value
chains are shifting toward knowledge-intensive activities, with capital and technology
increasingly contributing more than low-skilled labour. This structural shift highlights the rising
importance of semi-skilled and skilled labour, underscoring the urgent need to expand access
to quality education and training across the continent (Cilliers, 2021). These global trends are
mirrored in the SRF sector, where occupations increasingly demand a combination of
technical, interpersonal, and digital competencies. Roles such as sport coaches, recreation
facilitators, and wellness professionals now require not only physical training expertise but
also skills in communication, digital engagement, and programme coordination. Ensuring that
education and training programmes reflect this shift is essential for building a future-ready
SRF workforce.

The Sport and Fitness industry in South Africa is characterised by a diverse range of
specialised occupations that support both professional athletic performance and broader
community health and wellness. One of the most common roles is that of the Sports Coach,
found across every sport code, including football, rugby, cricket, and gymnastics. Coaches are
not only responsible for technical skill development and game knowledge but often hold
federated coaching accreditations and may serve as referees, judges, or assessors within
their respective disciplines. Strength and Conditioning (“S&C”) Coaches play a vital role in
enhancing athletic performance, reducing the risk of injury, and teaching movement efficiency.
They target various fitness components such as muscular strength, endurance, agility, and
coordination (Warren, 2023).

In addition to technical roles, creative occupations such as sports journalism have also seen
notable growth in recent years. The demand for skilled sports journalists in South Africa is
steadily increasing, particularly within radio broadcasting. The expansion of digital media,
online platforms, and sports broadcasting has created new employment opportunities, with
sports editors also in growing demand. Projections by the South African National Editors'
Forum (“SANEF”) indicate that the sector is expected to grow by 10% annually through 2027.
This anticipated growth underscores the need for targeted education and training programmes
to develop the necessary skills among aspiring sports journalists (Smit, 2025).

Moreover, the Recreation industry is also experiencing digital transformation, necessitating
roles such as Al Strategists and Digital Content Specialists. Al Strategists are pivotal in
implementing artificial intelligence solutions to personalise user experiences and optimize
operations. The demand for Al expertise in South Africa has surged, with a 182% increase in
Al-related job vacancies over the past five years. Digital Content Specialists are crucial for
creating engaging content across various platforms, a role that has become increasingly
important in the digital age. By focusing on these roles, the SRF sub-sector can better equip
itself to meet the evolving demands of the digital economy (Dataweek, 2024).

Fitness and Group Exercise Instructors are primarily employed by commercial gyms, where
they guide clients toward general health and fitness goals, ensuring proper exercise technique
and maintaining safety. Closely related are Personal Trainers (“PTs”), who typically operate
as independent service providers. They create customised training programmes tailored to
individual client needs, combining fithess expertise with business acumen to manage their
services effectively. On the clinical side, Biokineticists are recognised healthcare
professionals registered with the Health Professions Council of South Africa (“‘HPCSA”). Their
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work centres on rehabilitation and the management of chronic conditions through exercise
therapy, supported by in-depth knowledge of anatomy, exercise physiology, and health
sciences. Contributing to high-performance sport environments, Sport Scientists apply
interdisciplinary knowledge to optimise athletic performance. Similarly, Exercise Physiologists
work with individuals across a broad health spectrum, designing and implementing exercise-
based interventions aimed at improving fitness, managing chronic diseases, and supporting
rehabilitation efforts (Warren, 2023).

The integration of digital technologies has spurred demand for professionals adept in virtual
event coordination and digital engagement, reflecting a broader trend towards hybrid
recreational experiences. Concurrently, the emphasis on sustainable practices has led to the
emergence of eco-tourism specialists and environmental educators, roles that align with global
efforts to promote environmental consciousness through recreational activities (HRFuture,
2025). Moreover, according to the South African Adventure Industry Association (2023), the
rise of wellness tourism and outdoor adventure activities has created opportunities for
adventure guides and wellness coordinators, catering to a growing demographic seeking
holistic recreational experiences. These developments underscore the need for targeted
training programs and curricula that equip individuals with the necessary skills to thrive in
these emerging roles, ensuring the recreation industry continues to contribute meaningfully to
South Africa's socio-economic development (SA AlA, 2023).

The table below presents a summarised list of the emerging occupations in the SRF sub-
sector as discussed above.

Table 36: Summary of Emerging Occupations Found from Desk-Based Research

Industry Occupation

Sport & Fitness Sports Data Analysts

Sports Journalism

Sports Editors

Software Engineers

Al Specialists

IT Specialists

Technicians

Recreation Eco-tourism Specialists

Environmental Educators

Adventure Guides

Wellness Coordinators
Source: (Eighty20, 2024) (JobsInSports, 2024) (Smit, 2025) (Dataweek, 2024) (HRFuture, 2025) (SA AIA, 2023)

In addition to the above, surveyed respondents were requested to identify the occupations
emerging within their organisation as a result of the change drivers. This can be seen in the
figure below with data obtained from 25 respondents.
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Figure 5: Emerging’ occupations within Sport and Fitness industry

Fitness and Salesperson Combined NI 44%
Sports Performance Analyst IS 36%
Biokineticist HNEEEEEEEEEENEEEEE 36%
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Strength and Conditioning Coaches NEEEEEE————— 24%
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Wearable Tech Developer IS 24%
Digital Content Specialist T 24%
Sports Editors IEEEEEE————— 20%
Al Strategist EE—————_S 16%
Graphic Designer I———— 16%
Environmental Educator Im———m 12%
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Source: SRF Employer Survey, 2025

As shown in the figure above, 44% of Sport and Fitness employers identified ‘Fitness and
Salesperson Combined’ as an emerging occupation in response to the change drivers outlined
in Chapter 2. Additionally, 36% of employers selected ‘Sports Performance Analyst’ and
‘Biokineticist’, while 32% identified ‘Wellness Coordinator as an emerging role. ‘Sports
Scientist’, ‘Personal Trainer’, and ‘Sports Journalism’ each received 32% of responses.
Meanwhile, ‘Strength and Conditioning Coaches’, ‘Software Engineer, ‘Wearable Tech
Developer’, and ‘Digital Content Specialist’ were each selected by 24% of respondents. Only
8% identified ‘Adventure Guide’ and ‘Eco-Tourism Specialist’ as emerging occupations.

These findings are consistent with existing research and reports of in-demand occupations in
the sport and fitness industry. Biokineticists are recognised healthcare professionals
registered with the Health Professions Council of South Africa (“HPCSA”). Their work centres
on rehabilitation and the management of chronic conditions through exercise therapy.
Contributing to high-performance sport environments, Sport Scientists apply interdisciplinary
knowledge to optimise athletic performance. (Warren, 2023).

Additionally, respondents in the Recreation sector identified the occupations emerging within
their organisation as a result of the change drivers. The graph below presents the results for
the Recreation mini-industry with survey input from 4 respondents.

” The total percentage in this chart exceeds 100% as respondents were allowed to select more than one option for this question.
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Figure 6: Emerging® Occupations within Recreation Industry
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As shown in the figure above, 75% of Recreation employers identified ‘Al Strategist’ and 50%
identified ‘Digital Content Specialist’ and ‘Graphic Designer as emerging occupations in
response to the change drivers outlined in Chapter 2. The remaining occupations (Wellness
Coordinator, Eco-Tourism Specialist, Sports Journalism, Strength and Conditioning Coaches,
Robotics Developer, Fitness and Salesperson Combined and Digital and Coding Specialist)

in the list each received scores of 25%.

Furthermore, the table below provides further insight from stakeholders regarding emerging

occupations in the SRF sub-sector.

Table 37: Primary Research Insights — Emerging Occupations in the SRF sector

Emerging Occupations

Quotations

Technicians

“Outside of the actual service providing areas, it's the technology build

Mechanics

around the equipment - the advancement in the equipment being used,
the technical delivery of technicians, mechanics, electricians, IT
specialists, and IT developers, to create platforms that are user friendly

Electricians

and able to be utilised across vast communities, so that you not only
have the high level usage, but you can also incorporate your general

IT Specialists

everyday community user as well.”

IT Developers

(Recreation Employer Interview 1, 2025)

Event Management

“You need knowledge and skills to manage events, and understand the
people you work with. Event management, especially sports events, can
bring in revenue. Events and entertainment are intertwined, and you
need a skill set that allows you to make a living from that.”

8 The total percentage in this chart exceeds 100% as respondents were allowed to select more than one option for this question.
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Emerging Occupations Quotations
(CATHSSETA Regional Manager 3, Interview, 2025)

Biokineticists “[The occupation of] biokineticists is definitely in demand. In the past,
clients have done 5, but now they have 10 or 15 because they are being
funded for bio-internships.”

(Sport and Fitness Focus Group, 2025)

Sports writers “Some qualifications that our organisation has noted down as emerging
occupations in the market are the following: Sports writers, Sports

Sports Journalist Journalist, Fitness instructors, Coaches, Fitness center managers,
Strength and conditioning coaches, Personal trainers.”

Fitness instructors/ (Sport and Fitness Employer Interview 2, 2025)

Personal trainers

Coaches

Fitness centre managers

Strength and conditioning

coaches
Athlete “Sports and Athletes managers. Athletes do not have the relevant
Managers/Representatives representatives that can align and propel their careers.”

(Sport and Fitness Focus Group, 2025)

3.3 Supply-Side Analysis
3.3.1  State of Education and Training Provision (Gender)

This section analyses skills supply from both TVET colleges and universities. Enrolment trends
and completion rates were analysed across all educational levels. The table below provides
an overview of enrolment data for various National Certificate (Vocational) (“NC[V]’)
programmes in 2023, sourced from the TVETMIS. It is to be noted that programmes relevant
to only the SRF sub-sector are illustrated below:

Table 38: No. of Enrolled Students in TVET colleges by NC(V) Programmes and Gender

Programme Female Male
Hospitality 7,323 1,427
Information Technology and Computer | 4,242 3,251
Science

Management 4,294 1,248
Marketing 3,839 1,341
Office Administration 23,010 3,964
Total 42,708 11,231

Source: TVETMIS Data, 2023

As depicted above, 53 939 learners enrolled in sector-related TVET college programmes.
Female enrolments constituted a significantly higher proportion (79.1%) compared to male
enrolments (20.9%) across all programmes, with females dominating enrolments in each
programme category. Similar as in the previous year, Office Administration emerged as the
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most enrolled programme, with 20 571 learners, followed by Hospitality with 6 589 learners,
and Tourism with 6 081 learners.

3.3.2

State of Education and Training Provision (Enrolment and Graduates)

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 SRF 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.

Industry

Relevance

Qualifications

Total

Enrolment

2022

Total
Enrolment

Total
Graduates

Table 39: University Enrolments and Graduations per Industry by Qualification
NQF Levels

2023

Total
Enrolment

Total
Graduates

Sport
Fitness

and

Sports
Rehabilitation

Movement and
Mind-Body
Therapies and
Education

7-10

40

333

28

833

Sports
Therapy

Somatic
Bodywork  And
Related
Therapeutic
Services

663

173

757

205

Sports
Rehabilitation

Rehabilitation
And Therapeutic
Professions

5,603

1,381

5,480

1,277

HTFV

Business
Administration,
Management
and Operations

75,782

19,580

78,575

18,973

HTFV

General Sales,
Merchandising
And Related
Marketing
Operations

5-9

2,637

629

2,769

603

HTFV

Accounting and
Related
Services

83,432

15,813

82,404

14,563

HTFV

Human
Resource
Management
and Services

16,439

4,140

16,166

3,935

Emerging
Occupation

Computer
Programming

6,855

1,436

6,374

1,383

Recreation

Recreation
Industry

Parks,
Recreation and
Leisure Facilities
Management

2,877

697

2,700

592

Emerging
Occupation

Computer
Software
Media
Applications

And

5-9

986

225

998

209

Source: HEMIS 2024, HEMIS 2025
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As can be seen above, qualifications related to Business Administration, Management and
Operations, Accounting and Related Services, and General Sales, Merchandising, and
Marketing Operations recorded consistently high enrolment figures; exceeding 75,700, 80,000
and 2,700 respectively in 2023, with substantial graduation outputs. BusinessTech reported
that Gauteng, a significant economic hub in South Africa, has seen substantial demand for
professionals in business and management, highlighting the popularity of the above
occupations (Businesstech, 2023). This trend suggests that the challenge in these fields may
no longer stem from a lack of qualified individuals, but rather from skills mismatches, limited
sector-specific experience, or graduate job-readiness gaps. Consequently, their continued
classification as HTFVs may need to be reconsidered.

In the Recreation industry, the Parks, Recreation and Leisure Facilities Management
qualification remains central to workforce development, with enrolments exceeding 2,700 and
moderate graduate outputs (592 in 2023). Consequently, it can be noted that these
occupations remain justifiably categorised as HTFVs due to persistently low graduation rates
and highlight a sustained shortage of qualified professionals in these specialised areas. These
validate their continued prioritisation for targeted skills development and training interventions.

The presence of emerging occupations, such as “Graphics Designer” and “Digital and Coding
Specialist” require qualifications such as Computer Programming and Computer Software and
Media Applications. These represent the shift towards digitally integrated roles within the SRF
industries. These qualifications, with enrolments of over 6,800,000 and 900,000 learners
respectively, support the sector’s transformation through technologies such as virtual fitness
coaching, data-driven performance tracking, and digital facility management.

As part of the survey analysis, Sport and Fitness stakeholders were asked to indicate the
training interventions needed to address the gaps associated with the occupations they had
previously identified as hard to fill. The results, based on responses from 38 employers, are
presented in the figure below.

Figure 7: Sport and Fitness industry - % of type of training intervention required to meet
HTFVs identified

Skills Programme [ 17.2%
Mentorship [ 14,3%
Learnership [ 14,2%

Bursary [ 11,3%

Short course [ 11,0%

Internship [ 10,9%

Not a hard to fill vacancy [l 10,5%
Apprenticeship [l 6,0%

None of the above (i.e. gap won't be filled through
training) W 48%

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

Source: SRF Employer Survey, 2025

As illustrated above, 17.2% of Sport and Fitness employers identified Skills Programmes as
the preferred training intervention to address the previously identified HTFVs. This was
followed by Mentorship (14.3%) and Learnerships (14.2%). Additionally, 11.3% of employers
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selected Bursaries, while Short Courses (11.0%) and Internships (10.9%) were also cited as
relevant interventions. A small portion of respondents selected Apprenticeships (6.0%), and
4.8% indicated that none of the listed training interventions would be applicable, as the gaps
could not be addressed through training alone. According to the Sport and Recreation White
Paper (1998), short and long term interventions are necessary to ensure equitable access to
sports infrastructure, especially in underserved communities, to support the development of
skills and occupational readiness in the SRF sub-sector (Sport and Recreation White Paper,
1998).

Approximately 10.5% of respondents indicated that the listed occupations were not considered
hard-to-fill vacancies. The most frequently cited roles in this category were ‘Corporate General
Manager’ and ‘Retail General Manager'.

To gain deeper insight into training needs within the SRF sector, respondents were asked to
indicate the ftraining interventions needed to address the skills gaps identified in their
respective organisations. The findings, based on responses from 31 participants, are
presented in the figure below.

Figure 8: Sport and Fitness industry - % of training interventions required to address skKills
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Source: SRF Employer Survey, 2025

As illustrated in the figure above, ‘Skills Programmes’ were the most frequently cited training
intervention, selected by 20.1% of Sport and Fitness employers to address skills gaps. This
was followed by Mentorships (17.0%), Learnerships (14.6%), and Short Courses (11.6%).
Internships were chosen by 8.5% of respondents, Apprenticeships by 6.8%, and Bursaries by
5.0%. Approximately 16.4% of respondents selected ‘Skill not a gap’ when asked which
training interventions were needed to address identified skill gaps. Some of the skills most
frequently associated with this response included Analytical Skills, Emotional Intelligence,
Teamwork, and Motivation and Self-awareness, suggesting that for some stakeholders, these
competencies are already sufficiently present or not viewed as priority training areas.

Furthermore, Recreation employers were asked to indicate the training interventions needed
to address the gaps associated with the occupations they had previously identified as hard to
fill. The results, based on responses from 8 participants, are presented in the figure below.
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Figure 9: Recreation industry - % of type of training intervention required to meet HTFVs
identified
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According to the graph above, 20.9% of Recreation employers identified Internships as the
preferred training intervention to address the previously identified HTFVs. This was followed
by Apprenticeships (16.4%) and Skills Programmes (16.4%) while 11.9% indicated that none
of the listed training interventions would be applicable, as the gaps could not be addressed
through training alone. Additionally, 11.9% of employers selected Short Courses while 9.0%
selected Learnerships. A small portion of respondents selected Mentorships (6.0%) and
Bursaries (7.5%).

To obtain further insight into the training needs within the SRF sector, Recreation employers
were asked to indicate the training interventions needed to address the skills gaps identified
in their respective organisations. The findings from 5 employer responses are shown below.

Figure 10: Recreation industry - % of training interventions required to address skills gaps
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As shown in the figure above, the most commonly selected training interventions among
Recreation employers were Skills Programmes (19.2%), Mentorships (17.9%), and Short
Courses (17.9%), indicating a preference for flexible, targeted learning solutions. These were
followed by Learnerships (15.4%) and Bursaries (10.3%). Approximately 14.1% of
respondents indicated ‘Skill not a gap’, with Business Acumen and Adaptability most often
associated with this response, suggesting these are not seen as priority areas by some
employers. Apprenticeships and Internships were selected by only 3.8% and 1.3% of
respondents respectively, indicating limited reliance on these more structured, long-term
interventions.

3.3.3 Supply Challenges Experienced in the SRF Sub-Sector

While South Africa demonstrates a strong passion for sports, significant financial challenges
continue to impede athlete development and the expansion of sporting infrastructure.
Government funding is often insufficient, and corporate sponsorships tend to be inconsistent
and unreliable. As a result, several young athletes lack access to essential resources such as
quality equipment and experienced coaching. To support sustainable growth in the sub-sector,
there is a pressing need for innovative funding strategies, including public-private
partnerships, to ensure more structured and continuous development in sports (Soko, 2025).

In addition to financial barriers, recent research highlights structural and systemic challenges
faced by athletes, particularly those from historically disadvantaged areas. A study conducted
by the Faculty of Health Sciences Research Ethics Committee at the University of
Johannesburg (“UJ”) reported that key enablers of sporting success among athletes from
historically disadvantaged areas included functional sport structures, access to community
sport, bursaries and scholarships, coaching and mentorship, opportunities to participate in
local and international competitions, and strong community and peer support. Conversely, the
study identified several barriers to success, such as inadequate financial support, a
dysfunctional school sport system, lack of access to facilities and equipment, limited post-
career support, and insufficient scientific and performance-related support (Mthombeni,
Coopoo & Noorbhai, 2023).

These findings are further illustrated through individual experiences reported in the study,
which provide a deeper understanding of the day-to-day realities faced by athletes. Athletes
from historically disadvantaged communities face numerous barriers that hinder their
development and success in sports. A common challenge reported in the study was the lack
of financial support, particularly during the early stages of their athletic careers. Numerous
athletes came from low-income households where basic needs took precedence, and sporting
expenses were viewed as unaffordable luxuries. The dysfunctionality of the school sport
system in township and rural schools emerged as another significant obstacle. These schools
often offered limited or no sports programmes, lacked proper facilities and equipment, and
had educators who were generally disengaged from promoting sports participation
(Mthombeni, Coopoo & Noorbhai, 2023).

Limited access to professional sporting facilities during the crucial development phase was
also widely reported. In many cases, athletes trained on unsuitable surfaces such as gravel
or grass, or used makeshift environments like slow-moving dams for canoeing. These
substandard conditions contributed to faster wear and tear of equipment, placing additional
financial strain on athletes who were already struggling to afford replacements. As a result,
several of them resorted to borrowing equipment from peers, clubs, or relied on donated or
second-hand gear. Although scholarships and bursaries were available to some, athletes
indicated that there was inadequate career guidance to prepare them for life beyond their
sporting careers. As full-time athletes, many were unable to gain practical work experience,
resulting in uncertainty regarding post-sport career opportunities and limited preparedness for
transitioning into alternative employment pathways. (Mthombeni, Coopoo & Noorbhai, 2023).
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It can be noted that most of these challenges are rooted in the foundational weaknesses of
the school sports system, particularly in under-resourced communities. Several schools in
historically disadvantaged communities lack the necessary systems, structures, and facilities
to support sports development among learners. Basic sports equipment is often unavailable,
and the limited types of facilities further restrict the range of sports that can be offered. As a
result, these schools typically depend on nearby community recreation centres to facilitate
their sporting activities. Children in low-income areas are generally only exposed to a narrow
range of sports, most commonly football and netball. In many cases, teachers are expected
to take on the role of coaches, despite often lacking formal training or a solid understanding
of the sports they are assigned to lead. This lack of expertise also affects their ability to support
areas such as talent identification, development, and long-term athlete development
strategies. Additional challenges include limited access to sports programmes due to transport
difficulties, safety risks associated with walking long distances, and the poor condition of many
community centres, which further hinders effective participation in sports (Botha, 2018).

The following table provides insights on the supply challenges experienced in the SRF sector
reported by interview respondents.

Table 40: Primary Research Insights — Supply Challenges in the SRF sector

No. | Quotations

1. “Lack of funding
Lack of qualified workers.”

(Sport and Fitness Employer Survey, 2025)

2. “We are training and developing players in all spheres for going for professionals and conduct awareness
campaigns on issues of drug and substances, gender based and crime. [We need to] encourage people
to join sports for a healthy mind a healthy body program.”

(Sport and Fitness Employer Survey, 2025)

3. “Sport always had a positive change in the lives of South Africans. However, access to study and try to
compete on the world stage has always been the challenge and as an organisation we are trying to
change the narrative by offering SETA/QCTO accredited course to athletes who want to do both. Our
perspective of change and been a change driver is to offer programmes across the CATHSSETA sector
so that athletes can have a choice.”

(Sport and Fitness Employer Survey, 2025)
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3.4

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

Sectoral Priority Occupations and Interventions List (“SPOI”)

Table 41: Sectoral Priority Occupations and Interventions List

QUANTITY
OCCUP INTERVENTION NQF
PERI SUB- OFO MAJOR OCCUPATIO NQF QUANTITY TO BE
oD SECTOR GROUP ATION N SPECIALISATION/ ALTERNATIVE TITLE PLANNED BY THE LEVEL ALIGNE NEEDED SUPPORTE
CODE SETA D Y/N p
D BY SETA
Learnership - Fitness 5 v
Physical Activity Coordinator; Physical Training Instructor; (Certificate) Level 5
Technicians And Physical Fitness Trainer; Health and Fitness Instructor;
Associate 2021- Fitness Fitness Centre Worker; Aerobics Instructor; Gymnasium National Certificate in 5 v 381 381
) 342301 Instructor Attendant; Physical Education Officer; Personal Trainer; Fitness and Nutrition
Professionals T A
Gym Instructor / Trainer; Fitness Consultant / Trainer /
Instructor; Aquarobics Instructor Diploma in Fitness 6 v
Trainer
Rhythmic Gymnastics Coach; Dressage Instructor; Scuba Diploma in Sport
Instructor; Diving Coach; Gymnastics Coach or Instructor; Science and 6 Y
Show Jumping Instructor; Cricket Coach; Football Coach; Management
Technicians And Snowboarding Instructor; Martial Arts Instructor; Diving
Associate 2021- Sports Coach | Instructor (Open Water); Callisthenics Instructor; Tennis Bachelor of Sport 93 93
Professionals 342204 or Instructor Coach; Polo Coach; Swimming Coach or Instructor; Science and 7 Y
Snorkelling Instructor; Skiing Instructor; Squash Coach; Management
Equine Tutor / Riding Instructor; Surface Supply Breathing
Apparatus (SSBA) Instructor; Athletic Coach; Water Polo Postgraduate Diploma 8 v
Coach; Snowsport Instructor; Basketball Coach; Dive Master | in Sport Science
2025/ Sport and
26 Fitness Higher Certificate in
o 5 Y
Facilities Management
Advanced Diploma in
7 Y
Fitness _ o Management
Managers 2021- Centre Fitness Centre Administrator; Gym Manager; Health Club 83 83
9 143107 Manager Manager; Sports Club Manager National Diploma in
anage Sport, Recreation and 6 Y
Fitness Management
Advanced Diploma in
7
Management
Technicians And Sales Sales Representative (Printing); Sales Representative
Associate 2021- Representati | (Advertising); Business Services Officer; Advertising Sales Bachelor of Marketin 7 v 82 82
) 333903 ve (Business Consultant; Print Cost Estimator; Sales Representative 9
Professionals . o
Services) (Publishing)
Technici And Dipl in Sport
Aigozilgins n 2021- Sports Racecourse Timekeeper; Handicapper (Racing); S:;’i)e%rzg ;r:]d POl 6 Y 77 77
342203 | Official Racecourse Official; Dog or Horse Racing Official;

Professionals

Management
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QUANTITY
OCCUP INTERVENTION NQF
PERI SUB- OFO MAJOR OCCUPATIO NQF QUANTITY TO BE
oD SECTOR GROUP ATION N SPECIALISATION/ ALTERNATIVE TITLE PLANNED BY THE LEVEL ALIGNE NEEDED SUPPORTE
CODE SETA D Y/N D BY SETA*
Stipendiary Steward; Racecourse Starter; Timekeeper; Bachelor of Sport
Racecourse Steward Science and 7 Y
Management
Postgraduate Diploma 8 v
in Sport Science
Diploma in Sport
Science and 6 Y
Management
Advanced Diploma in 7 v
Managers 2021- Sports Sports Team Manager; Sport Courses, Clinics and Sport Management 70 70
9 143105 Administrator | Programmes Managers Bachelor of Sport
Science and 7 Y
Management
Postgraduate Diploma 8 v
in Sport Science
Apprenticeship + Trade
4 Y
Test
Tooling Mechanician; Machine Tool Operator; Turner - -
Skilled Machinist (Automotive); Machine Tool Mechanician; Vertical #earnerl_shlpl—‘lChemlcal 5 %
Agricultural Borer; Jig Borer; Fitter-machinist; Milling Machinist; Lathe urner Leve
Fgrest Fi’she 2021- Metal Operator / Setter / Tradesperson; Machine Tool Setter; National Certificate: N3 30 30
Craft Ar%;j Relatrgc,i 652301 Machinist Turner (Metal); Turner Machinist; Machinist and Fitter (Engineering Studies) 4 Y
Trades Worker. (Automotive); Machine Setter; Automotive Machinist; Aircraft - -
ades Workers Machinist; CNC Machinist; Metal Machine Setter; Roll Artisan Internship + 4 v
Turner; Machine Tool Fitter; Cabling technician Trade Test
RPL for Artisans 4 Y
Recreation National Diploma in
6 Y
Oceanography
Bachelor of Technology
h 7 Y
) ) ) ) ) o ) in Oceanography
Professionals 2021- Marine Fisheries Analyst; Fisheries Researcher; Aquatic Biologist; - - 14 14
213107 | Biologist Fisheries Biologist; Fisheries Scientist Bachelor of Science in 7 v
Marine Biology
Relevant SACNASP
Recognised Honours 8 Y
Qualification
Managers 2021- Café Restaurateur; Canteen Manager; Restaurant Manager; Diploma in Hospitality 6 v 12 12
141201 | (Licensed)or | Cafeteria Manager; Internet Cafe Manager; Caterer; Bistro Management
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QUANTITY
OCCUP INTERVENTION NQF
PERI SUB- OFO MAJOR OCCUPATIO NQF QUANTITY TO BE
oD SECTOR GROUP ATION N SPECIALISATION/ ALTERNATIVE TITLE PLANNED BY THE LEVEL ALIGNE NEEDED SUPPORTE
CODE SETA D YIN o
D BY SETA
Restaurant Manager; Catering Manager; Food Services Manager; Mess Bachelor of Hospitality
. 7 Y
Manager Manager; Food and Beverage Manager Management
Bachelor of Technology
in Hospitality 7 Y
Management
. o ) ) Learnership - Advanced
Crane Driver; Winding Engine Driver; Tower Crane Crane Operations NQF 3 Y
Plant And Crane or Operator; Pile Driver; Braceperson; Elevated Work Platform Level 3
Machine 2021- Hoist Operator; Small Winder Operator; Small Winch Operator; - — -
Operators And 734301 Oberator Onsetter; Scraper Winch Operator; Cherry Picker Operator; National Certificate in
Assemblers P Winch Operator; Chairlift Operator; Winding Engine Driver Lifting Machine 3 v
(Materials); Portainer Operator g)peratlons (NQF Level

The SPOI list identifies key occupations within the SRF 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 the WSP 2025/26 data and validated through insights gathered during fieldwork, including surveys, focus groups and interviews. As part
of the WSP process and primary research process, organisations were requested to indicate occupations that are hard-to-fill in their organisation,
as well as the number of vacancies for the respective occupation. In defining the SPOI list, the quantity of vacancies cited by organisations were
considered, alongside the number of organisations reporting said vacancy (to understand if the vacancy is a sector-wide or organisation-focused
issue) as well as the nature of the vacancy (to understand the potential impact the vacancy may be having on a respective organisation). These
three aspects were considered and used to define the priority occupations outlined in the list above. This approach ensures that the identified
occupations reflect the needs of the sector. The list highlights roles requiring focused skills development to mitigate shortages and strengthen overall
sector capacity
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3.5 Conclusion

This chapter highlighted the intricate and evolving skills landscape within the SRF sub-sector.
The prevalence of persistent HTFVs, particularly in roles such as Fitness Instructors and
various managerial positions, underscores a systemic shortage of suitably qualified
candidates. This shortage is further intensified by high employee turnover, limited work
experience among entrants, and uncompetitive remuneration structures. Moreover, structural
impediments, including the lack of adequately resourced sports infrastructure in historically
disadvantaged communities, continue to constrain the development of a robust talent pipeline.
Compounding these issues are widespread skills deficits, encompassing both technical
competencies and essential soft skills. These challenges necessitate coordinated
interventions by industry stakeholders, training institutions, and policymakers to cultivate,
retain, and continuously develop a workforce equipped to meet the present and emerging
demands of the SRF sub-sector.
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4 Chapter 4: SETA Partnerships

4.1 Introduction

This section outlines potential partnerships in the SRF sector that CATHSSETA may pursue
in alignment with its mandate as outlined in the Skills Development Act (“SDA”), which calls
for collaboration with public and private sector stakeholders.

To inform this analysis, consultations were conducted with key internal stakeholders involved
in developing and managing strategic partnerships, as well as representatives from the Sport
and Fitness as well as Recreation industries. These engagements provided insights into
current partnership arrangements, including achievements and challenges experienced during
implementation. The sessions also highlighted potential strategic partnerships that could
support and strengthen skills development across the SRF sector (CATHSSETA, 2024).

4.2 Proposed Partnerships

Recent findings from other SETAs suggest that setting up focused Strategic Partnerships and
Collaboration units helps improve coordination between public agencies, training institutions,
and employers. This approach ensures that training initiatives align with national priorities,
extend to underserved communities, and contribute to broader transformation efforts
(ServicesSETA, 2023). To tackle skills mismatches and advance inclusive growth within the
sector, CATHSSETA should actively pursue new partnerships, especially those that align
employer demands with relevant training provision. Stakeholders from the SRF industries
have highlighted the need for targeted collaborations that enhance coordination, expand work-
integrated learning opportunities, strengthen occupational pathways, and equip unemployed

individuals with the skills needed to enter the sub-sector.

The table below outlines proposed partnerships relevant to the SRF sub-sector.

Table 42: Proposed Partnerships

Proposed New
Partnerships

Rationale

Strategic Focus

Partner with HEls,
Accredited TVET
Colleges and Private
Fitness Academies
to build pipelines of
accredited
professionals in SRF

To strengthen the pipeline of qualified
professionals in the SRF sub-sector by
leveraging existing higher education, TVET, and
private training ecosystems.

To address the shortage of accredited floor
instructors and personal trainers by ensuring
alignment between training supply and industry
demand.

Strengthen occupational
pipelines by integrating
accredited SRF
programmes into HElIs,
TVETSs, and private
academies, while
promoting sustainable
community-based
delivery and employment
linkages.

Enter into inter-
provincial
partnerships focused
on rural areas

To improve equitable access to SRF
programmes in underrepresented rural provinces
by leveraging local government structures and
community facilities.

To respond to the identified need to decentralise
SRF opportunities beyond urban centres.

Promote inclusive access
to SRF opportunities
through rural outreach,
infrastructure sharing,
and local stakeholder
mobilisation.

Page 84106




Final SRF Sector Skills Plan

Proposed New Rationale Strategic Focus
Partnerships
Collaboration with e To address the funding constraints faced by SRF Enable funding access,

Industry Associations
and Employer bodies
in the SRF sub-
sector to facilitate
access to funding to
SRF organisations

organisations, especially SMMEs and
community-level initiatives, by leveraging
collective bargaining power through employer
bodies and federations.

equipment support, and
subsidised learning
pathways by engaging
federations,
municipalities, and
employer bodies.

Partnerships with .
leading fitness
organisations (e.g.
Virgin Active) and
training providers to
mentor and support
smaller fitness
organisations

To enhance capacity-building and mentorship for
small and emerging fithess businesses through
collaboration with experienced industry players
and accredited training providers.

To enhance working conditions for fitness
instructors by addressing key barriers such as
part-time employment, limited access to
transport, and a lack of structured pathways into
full-time roles.

Strengthen skills transfer,
learner placements, and
employment pathways by
formalising partnerships
with large fitness
organisations and
training providers to
address job stability and
transport access

Partner with Sector- .
Specific Bodies to
create awareness on
the SRF sub-sector
and to encourage
youth to join the sub-
sector

To promote social development and economic
inclusion by raising awareness of career and
training opportunities in the SRF sub-sector,
particularly for youth.

Drive youth engagement
and participation in SRF
through targeted
awareness campaigns,
career pathway
development, and brand
visibility efforts.

Partnership with .
industry associations
(e.g., for
lifeguarding), such as
Lifesaving South
Africa to address
skills gaps in sub-
sector

To address skills gaps in SRF sub-sector, such
as, lifeguarding, by reducing training duration and
improving accessibility through intensive,
accredited courses. Professional providers can
deliver full-time, time-efficient courses that
accommodate learners' availability and resource
limitations.

Improve supply of
specialised and time-
sensitive SRF training
(e.g., lifeguarding)
through engagements
with key industry
stakeholders such as
Lifesaving South Africa.

Partnerships with .
disability advocacy
organisations and
wellness institutions
to co-develop
inclusive recreation
programmes

To promote equity and inclusion within the
recreation sub-sector by developing qualifications
and training aligned with mental wellness,
lifestyle coaching, and disability inclusion. These
partnerships will support sectoral transformation
targets and prepare practitioners to work
effectively with diverse populations (sportanddev,
2022).

Integrate inclusive design
and wellness into
recreation training to
meet equity and
transformation goals

4.3 Conclusion

This chapter outlined potential partnerships that CATHSSETA could pursue to effectively
respond to the evolving skills needs and broader developments within the sport, recreation,
and fitness industries. By strengthening collaboration with public entities, higher education
institutions, municipalities, and private sector stakeholders, CATHSSETA can enhance the
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relevance and impact of its interventions. These partnerships have the potential to expand
access to training opportunities, support entrepreneurship, and contribute meaningfully to
transformation and economic inclusion within the sector.
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5 Chapter 5: SETA Monitoring and Evaluation

5.1 Introduction
CATHSSETA’s Monitoring and Evaluation (“M&E”) Framework is guided by a Theory of

Change (“ToC”) structured around CATHSSETA’s organisational impact statement: “a
transformed and growing sector, with the requisite skills that respond to the needs of the South
African economy.” It aligns with the eight outcomes of the National Skills Development Plan

(“NSDP”).
5.2 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 synthesises the key insights and findings from the preceding chapters and
outlines priority actions for the SRF sub-sector. The analysis draws on previously discussed
evidence to propose actionable, coherent, and attainable recommendations. These priority
actions will serve as the foundation for the development of the Strategic Plan (“SP”) and
Annual Performance Plan (“APP”). Furthermore, national strategies and policy frameworks
have been considered to ensure alignment with broader government objectives.

6.2 Key Skills Findings from Previous Chapters

The sections that follow will evaluate the findings presented in Chapters 1, 2, and 3, distilling
them into key themes to explore their potential to strengthen as well as improve the SRF sub-
sector.

6.2.1 Findings from Chapter 1: Sector Profile

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

In terms of employer profile, the SRF sub-sector is largely made up of small enterprises, with
98.4% of levy-paying entities in the SRF sub-sector being classified as small. This indicates a
need for CATHSSETA to continue supporting and prioritising SMME development in the
sector. Based on the WSP data, regional disparities in employment emerged. Provinces like
Gauteng, KwaZulu-Natal, and the Western Cape dominate in terms of job density,
underscoring the importance of decentralised training efforts and locally relevant curriculum
development in underserved provinces. These trends point to a need for geographically
tailored interventions and increased mobility support for skills practitioners. Across the
industries, Black African employees constitute the majority workforce in each industry, typically
followed by White employees, with comparatively lower representation of Coloured and
Indian/Asian individuals. There is a relatively balanced representation of male and female
employees with the SRF sub-sector. In terms of people with disabilities, currently less than
3% of the workforce in the SRF sub-sector are living with a disability. This, therefore, calls for
targeted advocacy and inclusive skills development in order to increase the representation of
people with disabilities in the sub-sector.

The table below breaks down some of the other key findings obtained in Chapter 1 according
to themes.

Table 43: Findings from Chapter 1

No. | Theme Key Findings
1. SRF Sub-sector | ¢ The SRF sub-sector significantly contributes to physical well-being,
Importance social cohesion, and economic development in South Africa (GCIS,
2016).

e |t encompasses features such as community sports, fithess,
professional athletics, and wellness promotion.
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No. | Theme Key Findings
The SRF sub-sector consists of industries that include Sport & Fitness
(clubs, gyms, academies) and Recreation (parks, beaches).

2. Key Role- DHET: Oversees skills development and qualifications; focuses on
Players in the increasing priority occupation production and access to occupational
SRF Sub-sector programmes.

SAQA: Manages NQF, supports career development and lifelong
learning.

QCTO: Develops occupational qualifications and supports
entrepreneurship.

DSAC: Develops national sport policies, supports sector skills
development.

SAFA, SASCOC, SRSA, ASA, SAIDS: Each governs specific sport
domains, contributes to occupational skills development, ethical sport,
and talent pathways aligned with NSDP outcomes.

3. Economic The SRF sub-sector contributes approximately R60 billion annually
Performance (~1.2% of South Africa’s GDP of R5 ftrillion).

Provides jobs to over 600,000 people across various roles.

Major sporting events stimulate tourism and local economies.
Ongoing investment in sports infrastructure enhances ability to host
global events and economic benefits.

4, Future Outlook Moderate growth expected due to sustained interest in major sports
& (soccer, cricket), infrastructure investment, and rising disposable
Competitiveness income.

Government committed with R252 million allocated for upgrading
sports facilities.

Growth constrained by limited expansion in niche sports, undervalued
sponsorships focusing on reach rather than engagement.

Digital technology adoption (virtual fitness, e-sports) accelerated by
COVID-19, creating new participation modes and revenue streams.
Innovation, adaptation, and investment in digital capabilities essential
for long-term sector resilience and growth.

5. Labour Market Despite broader labour market challenges, the SRF sub-sector
Analysis demonstrates resilience and growth potential, buoyed by increased

interest in wellness, eco-tourism, and recreation post-pandemic.
Global recreation services are projected to grow at a CAGR of 5.87%
(2024-2029), and South Africa’s share of global sports tourism is
expected to increase at 9% annually, creating business and
employment opportunities across all employer sizes.

6.2.2 Findings from Chapter 2: Key Skills Change Drivers

The SRF sub-sector is undergoing major changes driven by digital innovation and shifting
employment models. Chapter 2 examines the key change drivers impacting the sub-sector
including: Digital Technologies, Automation & Al, Gig Economy, Environmental
Considerations, Grassroots Development and Governance Reform as well as Socio digital
trends. Chapter 2 highlights several key drivers shaping skills demand and supply in the Sport,
Recreation and Fitness (SRF) sub-sector.

Education and training providers must prepare the workforce with the tools needed to succeed
in a technology-driven and flexible job market. This can be viewed in the table below.
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Table 44: Findings from Chapter 2

Theme Description/Insights | Sub-Sector-Specific Implications for Skills
Highlights Development
1. Digital Rapid integration of Sport & Fitness: e Growing need for

Technologies,
Automation &
Al

Al, wearable tech,
automation and data
analytics reshaping
service delivery,
training, and
operations across the
sub-sector.

e Wearables and Al
enhance performance,
training, and injury
prevention.

e Sports media broadcasting
increasingly automated

Recreation:

e Al used for operational
efficiency, safety
monitoring, content
creation.

e Administrative and event
management functions
impacted.

digital literacy, Al
competency, skills
in data
interpretation, tech
management and
virtual engagement.
Upskilling in tech
operation,
monitoring, and
digital content
management.
Rather than
reducing jobs, tech
advancements are
increasing the
demand for better-
skilled personnel
who can adapt and
train in line with
new technologies.

2. Gig Shift towards Sport & Fitness: e Training on
Economy freelance, project- e Virtual coaching, online entrepreneurship,
Expansion based work enabled content delivery. digital marketing,
by digital platforms, Recreation: project
offering flexibility but | ¢  Seasonal and short-term management.
requiring self- hiring, event-based e Training must align
marketing, client staffing. with seasonal
management, and demands and
entrepreneurial skills. development
curricula to
maintain consistent
engagement and
growth.
3. Alignment with South | Sport & Fitness: e Skillsin
Environmental | Africa’s green ¢ Incentives like Section sustainability
& Climate economy; adoption of 12B for renewable energy. management,

Considerations

renewable energy,
waste reduction,

Recreation:
e Sustainability critical for

environmental
compliance, eco-

sustainability preserving natural innovation.
practices becoming resources.
integral to SRF
operations.
4. Grassroots Expanding access Sport & Fitness: e Expanding
development and nurturing talent, e Developing unit standards occupational

and
Governance
Reform

while governance
reform aims to
enhance
transparency,
accountability, and
professionalism
across sport and
recreation
organisations.

and learning pathways for
community sport
facilitators, youth coaches
as well as offering
accredited programmes.

Recreation:

e Advancing social
inclusion, promoting
health, and fostering
community engagement.

qualifications and
targeted training
programmes that
strengthen both
grassroots delivery
and institutional
governance.
Community
wellness initiatives,
municipal
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Theme Description/Insights | Sub-Sector-Specific Implications for Skills
Highlights Development
recreation leagues,
and inclusive
physical activity
programmes
5. Socio digital | Socio-digital trends Sport & Fitness: e Training recreation
Trends are reshaping the ¢ International events and facilitators in digital
SRF sector by global fitness trends boost engagement and
increasing public local interest in sports and virtual delivery
interest in health, wellness, creating demand methods.
wellness, and for professionals in event ¢ Including social
recreation through management, high- media and digital
digital platforms, performance training, and marketing skills in
social media, and sports media. sector qualifications
global exposure. In to enhance online
South Africa, this is Recreation: reach.
driving demand for ¢ Recreational tourism and e Emphasising
professionals skilled wellness travel offer new inclusive
in digital engagement opportunities, requiring programme design
and community- skills in culturally relevant, that caters to
based wellness customer-focused diverse and
initiatives. programme design. underserved
populations.
5. Policy National strategies e Sector-wide implications ¢ Incorporation of
Framework (NDP 2030, PYEI, for strategic skills planning policy knowledge
Influence ERRP) provide and investment. into training and

guidance for aligning
skills development
with broader socio-
economic and
environmental goals.

development
programmes.

6. Stakeholder

Stakeholders

e Cost barriers in tech

¢ Need for affordable

Perspectives recognise tech adoption. training solutions
and benefits but highlight | e Importance of ongoing and multi-
Challenges concerns such as consultations and stakeholder

high costs and the collaborative skill engagement.

need for targeted initiatives.

training to adapt to

rapid changes.

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

Chapter 3 assesses the current state of the skills landscape in the SRF sub-sector by
examining both the demand and supply sides. It draws on data from the CATHSSETA WSP,
DHET’s HEMIS and TVETMIS, and identifies critical occupational shortages, skills gaps, and
key emerging occupations. The table below expands on these findings.

Table 45: Findings from Chapter 3

No. | Themes Key Findings
1. Occupational e Fitness Instructor consisted of 381 HTFVs, mainly due to lack of
Shortages suitably qualified candidates.

e Management roles like Fitness Centre Manager, Facility Centre
Manager, and Sports Administrator are also hard to fill due to
qualifications and high turnover.
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No.

Themes

Key Findings

Non-sport-specific roles (Sales Representatives, Financial
Accountants, Event Assistants) face shortages, highlighting
operational capacity challenges.

The recreation sector faces niche skill shortages (Metal Machinist,
Mining Worker) with salary constraints impacting recruitment.

Stakeholder consultations revealed that lifeguard roles are
seasonally constrained with significant shortages.

A report from ManpowerGroup highlights high-demand roles in IT,
operations and logistics, sales and marketing, and office support.

HTFVs

68.8% of Sport and Fitness and 28.1% of Recreation employers cite
‘lack of suitably qualified candidates’ as the top reason for their
HTFVs.

18.8% of Recreation companies report a lack of candidates with
required experience while 17.2% cite lack of applicants who meet
equity requirements.

Financial constraints limit competitive remuneration, especially in
non-profit/donor-dependent organizations according to
consultations with stakeholders.

Structural inequalities and lack of sports infrastructure in historically
disadvantaged areas limit talent development pipeline.

Skills Gaps in Sport
and Fitness

Managers show significant gaps in conflict management, advanced
IT skills, management, and people management.

Professionals lack adaptability, advanced IT/software skills,
business acumen, critical thinking, and leadership.

Technicians need advanced IT skills, attention to detail,
adaptability, and analytical skills.

Clerical workers deficient in attention to detail, communication,
computer literacy, and creativity.

Service & sales workers lack customer service, interpersonal skills,
adaptability, and conflict management.

Skilled trade workers show deficits in critical thinking, emotional
intelligence, verbal communication.

Plant operators need teamwork, IT skills, attention to detail, and
time management.

Elementary workers struggle with attention to detail, adaptability,
communication, and time management.

There is a significant gap between the skills workers currently
possess and those required by employers, especially in areas like
active learning, complex problem-solving, and personnel
management.

Additionally, the increasing use of technology in sports has
introduced new skill demands, including expertise in wearable
technology, performance ftracking, data analytics, and virtual
coaching platforms.

Significant surge in demand for work activities involving digital and
analytical skills specifically. These are essential for SRF roles that
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Key Findings

require the use of platforms, fithess management software, data-
informed program design, and digital client engagement. (OECD,
2023).

Analytical thinking remains the most essential core skill identified by
employers followed by creative thinking, another cognitive skill,
underscoring the continued importance of problem-solving and
innovation in a rapidly evolving work environment (WEF, 2023).

The alignment between national and global data suggests a strong
need to prioritise training and development efforts that strengthen
interpersonal, managerial, and entrepreneurial capabilities within
the recreation workforce.

Emerging
Occupations

In the Sport and Fitness industry, emerging occupations include
Digital and Coding Specialists. Graphic Designers and hybrid roles
such as Fitness and Salespersons are also gaining prominence,
aligning with strategic national objectives to strengthen
administrative and technical capacities.

Within the Recreation sector, the digital transformation has led to
the emergence of roles such as Al Strategists, IT Specialists, Digital
Content Specialists, and Robotics Developers.

Sports technology occupations, including Sports Data Analysts,
Software Engineers, and Al Specialists, are increasingly shaping
the future of the industry by enhancing athletic performance,
improving fan engagement, and driving operational innovation.

Increasing demand for technically skilled professionals such as IT
developers, technicians, and equipment specialists who can
support the digital evolution of the SRF sub-sector.

Creative media occupations, such as sports journalism and editing,
are experiencing notable growth.

Strength and Conditioning coaches also play a crucial role in
improving athletic performance and preventing injuries.

Fitness and Group Exercise Instructors as well as personal trainers
are primarily employed by commercial gyms, where they guide
clients toward general health and fithess goals, ensuring proper
exercise technique and maintaining safety.

On the clinical side, Biokineticists are recognised healthcare
professionals registered with the HPCSA.

There is an increasing demand of a combination of technical,
interpersonal, and digital competencies.

Roles such as sport coaches, recreation facilitators, and wellness
professionals now require not only physical training expertise but
also skills in communication, digital engagement, and programme
coordination.

Structural and
Systemic Barriers

Apartheid-era spatial planning left HDAs with poor sports
infrastructure, limiting access to early sports education.

The lack of facilities affects exposure, participation, and skills
acquisition in youth.

Unequal access entrenches qualification shortages and HTFVs.
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e There is an urgent need for equitable sports infrastructure
development and targeted training in underserved communities.

6.2.4 Findings from Chapter 4: SETA Partnerships

Chapter 4 outlines the need for new and strengthened partnerships to support skills
development in the SRF sub-sector. Proposed partnerships aim to address critical sector
challenges, including the shortage of qualified trainers, limited access to accredited and
intensive training, gaps in youth development, and barriers to participation in rural and under-
resourced areas. Key partnerships include collaborations with HEIls, TVET colleges, and
private fithess academies to build pipelines of accredited professionals and strengthen
employment pathways for floor instructors, personal trainers, and other SRF roles. Inter-
provincial partnerships are proposed to improve equitable access to programmes in rural
areas, while collaborations with industry associations, federations, and municipalities will
facilitate access to funding, equipment, and skills support for small and emerging
organisations. To enhance capacity-building and mentorship, CATHSSETA will partner with
leading fitness organisations and accredited training providers, addressing barriers such as
part-time employment, transport constraints, and limited structured learning opportunities.
Partnerships with sector-specific bodies aim to raise awareness of SRF career pathways
among youth, while collaborations with professional training providers, such as Lifesaving
South Africa, will improve the accessibility and efficiency of time-sensitive programmes like
lifeguarding.

Finally, partnerships with disability advocacy organisations and wellness institutions will
support inclusive and equity-focused programme development, integrating mental wellness,
lifestyle coaching, and disability inclusion into recreation training. These combined efforts are
designed to strengthen talent pipelines, expand community-based learning, and promote
sustainable, inclusive growth across the SRF sub-sector.

6.2.5 Findings from Chapter 5: SETA Monitoring and Evaluation

Chapter 5 outlines CATHSSETA'’s consistent approach to monitoring and evaluation (M&E)
across all sub-sectors, including the ACH sub-sector. While a standard M&E framework
ensures coherence in data collection and reporting, 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 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.
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6.3

Planned Key Skills Priority Actions

This section outlines the key Skills Priority Actions identified for the sub-sector. These actions
refer to focused initiatives aimed at addressing critical skills shortages, bridging existing gaps,
and meeting development needs within specific sectors of the South African economy.

The table below illustrates targeted interventions, which have stemmed from the findings of

Chapters 1-3 above.

Table 46: Planned Key Skills Priority Actions

SETA Strategic Skills Priority Actions

No. | Skills Programme/Project Planned Actions Industry
Priority
1. Integrate e Collaborating with tech e Developing accredited Sport and
Sports Tech companies and sports programmes in sports Fitness
and Data science institutions to analytics, fitness app
Analytics into introduce smart training development, and virtual
SRF Training tools and wearable tech in training
Initiatives training e Host webinars for SRF
professionals on integrating
4IR tools into coaching and
performance enhancement
2, Boost Digital | ¢ Implement a targeted e Deliver training in digital Sport and
Marketing programme offering SRF marketing and online client Fitness
and Business practitioners skills in digital tools
Skills for branding, mobile bookings, | ¢ Provide SRF SMME toolkits
SRF client management, and and templates
Entrepreneur online business strategies. | ¢  Partner with SEDA and
s Includes incubation for NYDA for youth-focused
rural and township fitness business incubation and
startups. mentorship
e Promote digital fitness
platforms
3. Develop e Build ability to design and | ¢  Train coaches in adaptive Sport and
Inclusive deliver adaptive sports and sports and disability- Fitness
Access and inclusive recreation. inclusive planning
Adaptive e Encourages disability e Provide bursaries to women,
Sports representation and gender youth, and persons with
Training equity in SRF skills disabilities
development e Collaborate with federations
and NGOs for inclusion-
driven skills projects
4. Strengthen e Develop programmes for e Create accredited short Recreation
Skills for recreation officers focused courses in eco-recreation
Community- on inclusive community leadership, outdoor
Based programming, facilitation, and sustainable
Recreation environmental awareness, programme design
and and nature-based e Pilot green recreation hubs
Environment wellbeing in rural and peri-urban areas
al Wellbeing | ¢  Collaborating with e Provide CPD training for
environmental NGOs and municipal recreation officers
municipalities to deliver on climate-resilient planning
green recreation projects and inclusive access
5. Addressing e Implement high impact e Partner with municipalities SRF
Occupational programmes (“HIPs”) to to formalise and train
Shortages
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SETA Strategic Skills Priority Actions
No. | Skills Programme/Project Planned Actions Industry
Priority
and Skills train unemployed youth in informal sports coaches in
Gaps priority SRF roles. townships and rural areas.
e |dentify and address e Align training initiatives with
shortages in occupations industry needs to bridge
such as fitness instructors, skills gaps.
sports officials, community
recreation leaders.
e Collaborate with DSAC for
regional skills
development projects.
6. Sector e Youth development e Bursaries for women, youth, | SRF
Transformati programmes in townships and persons with disabilities
on e Facilitate upward mobility to access coaching, fitness,
of women in the SRF sub- and leadership qualifications
sector e Collaborate with NGOs and
¢ Disability-inclusive sports community clubs for skills
and recreation projects training and job placement.
6.4 Planned Measures in Response to Change Drivers Identified

Chapter 2 outlined the primary change drivers influencing skills development within the SRF
sub-sector. These drivers of change are continually evolving due to ongoing technological
advancements, increased business competitiveness, and shifts in both environmental and
educational contexts. The table below provides planned measures that can be implemented
in response to the change drivers in the SRF sub-sector.

Table 47: Planned Measures in Response to Change Drivers

Change Drivers

Sport & Fitness

Recreation

Automation e Prioritise training in new Al-related ¢ Introduce training programmes
and Al skills identified in Chapter 2 of the focused on Al-enabled tools for
SSP, including: Digital performance customer experience, such as
tracking, Data analytics for athlete chatbots, virtual assistants, and
monitoring, Virtual coaching smart booking systems.
platforms and Al-driven wearable . . .
fitness technologies. e Upskill gtgff in data analytics for
better visitor engagement and
¢ Include familiarisation with Sports operational efficiency.
technology software.
e Include familiarisation with customer
data management tools to improve
client outcomes and service delivery
Gig Economy |,  Training in digital platforms to e Facilitate capacity-building

connect freelancers with customers
such as app-based personal
training, virtual fitness sessions,
and online sports consultancy.

Support will also include basic
business management and
marketing skills for self-employed
fithess professionals.

workshops for independent
contractors in areas such as
cultural tour guiding, online
recreational content creation, and
mobile wellness services.

e  Support the development of digital
portfolios and platform literacy.
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Change Drivers

Sport & Fithess

Recreation

Environmental
and Climate
Considerations

e Offer sustainable tourism and
conservation workshops in
township and rural communities,
focusing on eco-friendly sports and
fitness activities, low-impact facility
design, and green tourism
principles.

e Encourage community engagement
in environmental stewardship
through active lifestyle
programmes.

¢ Implement green practices in
community and public recreation
facilities, such as energy-efficient
infrastructure, waste management
education, and biodiversity
awareness campaigns.

e Promote eco-tourism and

sustainability education in under-
resourced areas.

Grassroots
Development
and

e Develop accredited NQF Level 5-6
programmes for community sports
coaches, referees, and

e Deliver accredited governance and
facility management courses for
local government recreation

Governance " . i .
Reform administrators covering governance officers, community volunteers, and
compliance, safeguarding, and event organisers.
athlete development pathways. e Partner with municipalities to place
e Implement mentorship schemes trained recreation officers in
linking grassroots coaches with community leagues, ensuring
provincial and national federations compliance, financial oversight,
to facilitate structured talent and programme reporting.
pipelines for sports including e Align infrastructure development
e Provide bursaries for youth from halls) with targeted skills training
underserved areas to study sports such as lifeguard certification,
management and administration, crowd management, and green
with compulsory work-integrated facility maintenance.
learning at community sports
centres.
_?OCi:; digital | ¢ |ntegrate social media content e Provide accredited short courses
rends

creation, digital marketing, and
online client engagement modules
into personal training and sports
coaching qualifications, using
platforms like TikTok, Instagram,
and Strava.

e Train athletes and coaches to use
performance-tracking apps, virtual
coaching tools, and livestream
platforms for competitions and
training.

o Offer CPD workshops on
responsible digital health
promotion, focusing on combating
misinformation and ensuring
inclusivity in online fitness
communities.

for recreation facilitators in blended
programme delivery (combining in-
person and virtual formats) to

reach rural and underserved areas.

¢ Include digital literacy and platform
navigation training in entry-level
recreation qualifications to improve
community access to booking
systems and online events.

e Partner with wellness tourism and
cultural recreation providers to train
facilitators in creating culturally
relevant digital content for local and
international audiences.
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6.5 Planned Measures to support National Policies and
Strategies

Chapter 2 presented an overview of the key policies shaping skills development within the
SRF sub-sector. The table below outlines specific planned measures that can be implemented
to align with these policies and effectively address the evolving skills demands in the Sport
and Fitness as well as Recreation industries.

Table 48: Planned Measures in Res

ponse to Policies

Policy Planned Measures for the Sport & Planned Measures for the Recreation

Fitness Industry Industry

NSRP, 2012 e Develop accredited training for e Train community recreation officers
coaches, administrators, and in programme planning, budgeting,
technical officials, including practical and inclusive community
modules on finance, marketing, and engagement (GCIS, 2016).
media skills. C .

e  Support municipalities in running

e Expand structured WIL placements structured leagues and seasonal
with sport federations, gyms, and festivals in underserved areas.
clubs to improve employability. o Deploy mobile recreation units to

e Establish youth talent academies in provide activities in communities
rural and township areas with clear without permanent facilities (NRPA,
pathways to provincial and national 2015).
teams (Van den Berg, Jonck and
Surujlal, 2021).

NDP, 2030 e  Offer transversal skills training for e Equip recreation officers with skills
sport managers, including in multi-sector collaboration and
leadership, public health measuring programme impact.
awareness, and community L
development. * Dgglgn mtegrat(-ad_ weliness .

initiatives combining recreation,

e Partner with government and NGOs health education, and school
to link sport programmes with activities (Sport and Recreation
broader social development goals. White Paper, 1998).

e Establish provincial multi-sport hubs | ¢ Introduce mentorship programmes
that combine training, outreach, and to help youth volunteers transition
access to community services. into paid roles.

NSDP, 2030 e Work with employers to co-develop e Collaborate with municipalities to

updated curricula for personal
trainers, coaches, and event
coordinators to match industry
needs.

e Expand apprenticeship-style
placements in gyms, fithess
centres, and sport clubs.

embed WIL opportunities into
recreation and wellness initiatives.

e Fund targeted short courses on
inclusive activity design and digital
facilitation for community-based
officers.

South African
Coaching
Framework

e Update national coaching
qualifications to meet evidence-
based, athlete-centred standards.

e Provide RPL for school and
community coaches to formalise
their skills.

¢ Introduce continuous professional
development (“*CPD”) modules on

e Develop recreation-specific
coaching modules for multi-sport
community programmes.

e Train facilitators in youth
engagement and adapted sports
for people with disabilities (GCIS,
2016).
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Policy

Planned Measures for the Sport &
Fitness Industry

Planned Measures for the Recreation
Industry

mental health support, basic data
analysis, and using digital tools in
training (McLane, Oliva-Lozanoa &
Kerulis, 2024)

Sports Tourism
Strategy

¢ Introduce sport tourism
qualifications covering event
organisation, hospitality, and
destination marketing.

e Launch a national internship
programme for major sporting
events such as the Comrades
Marathon and Cape Town Cycle
Tour.

e Train tour guides in sport-specific
tourism knowledge and intercultural
communication.

e Train recreation officers to plan and
manage cultural and sport-linked
tourism events.

e Partner with tourism boards to
promote community festivals and
attract visitors.

White Paper on
Sport &
Recreation,
1998

e Develop accredited qualifications
for youth sport organisers, with a
focus on delivery in rural and under-
resourced areas (Botha & Klashorst
, 2020).

e Provide training in fundraising,
resource mobilisation, and
volunteer management.

e Offer RPL for volunteers and
informal practitioners in the
recreation sector.

e Fund short courses in inclusive
recreation delivery and designing
activities for special-needs groups.

National Sport
and Recreation
Act, 1998

e Incorporate governance,
compliance, and equity training into
sport management qualifications.

e Train sport administrators in
community consultation and
understanding legislative
requirements.

¢ Work with municipalities to train
recreation officers in governance,
equity, and conflict resolution.

e Develop training for public sector
officials on implementing inclusive
mass participation programmes
(GCIS, 2011).

6.6 Conclusion

The SRF sub-sector plays a vital role in South Africa’s economic, and social development. As
demonstrated across Chapters 1 to 5, it is evolving rapidly due to technological advances,
environmental shifts, and changing labour market demands. Priority skills development
actions must address occupational shortages, bridge critical skills gaps, and align with national
policy goals. Strengthening digital literacy, entrepreneurial skills, and sustainability practices,
while ensuring access and equity, will be essential for building a resilient, future-ready SRF
workforce. These insights will inform the development of the SP and APP for CATHSSETA

going forward.
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