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NAACAM and the Department of Higher 

Education and Training (DHET) are the lead 

national partners of High Gear, an exciting 

initiative managed by IYF that is advancing 

South Africa’s public TVET college system.

High Gear draws on industry knowledge and 

skills imperatives—along with IYF curricula 

enhancement tools—to strengthen the 

market relevance of select public TVET 

college courses. Ultimately, High Gear aims 

to demonstrate a model for greater industry 

involvement in TVET course design and 

delivery that generates enthusiasm from 

TVET educators and industry, while also 

generating positive returns for young people 

and employers.

The UK Government’s Skills for Prosperity 

Programme is funding High Gear 

implementation in KwaZulu-Natal Province, 

and the United States Agency for International 

Development (USAID) and the Michael & 

Susan Dell Foundation are funding project 

implementation in Eastern Cape Province. All 

three funding partners are supporting High 

Gear’s national stakeholder engagement and 

learning efforts.
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The results of the survey indicate that the 

automotive component sector faces a large 

range of skills gaps across all occupational 

levels. Over 70% of respondents face skills 

gaps within the ‘artisan’ and ‘leadership’ 

occupational levels with the most pressing 

current and potential future skills gaps being 

digital , complex problem solving, and technical 

skills. 

Across respondents, there is limited 

confidence in T VET colleges and the quality 

of graduates they produce. Whilst only 

40% of companies are confident in T VET 

colleges, 62.2% are confident in Universities 

of Technology. The primary reason for the 

limited confidence in both institutions is the 

poor quality of education offered and the poor 

quality of graduates exiting the institutions.

Whilst numerous causes for the skills gaps 

and subsequent interventions were suggested 

by respondents, the most frequently noted 

cause is graduates entering the workforce 

without the required skillset. To tackle this, 

68% of respondents have suggested improved 

technical skills that are aligned with industry 

are required and that to achieve this alignment, 

practical dual-vocational training should 

be adopted. Importantly, however, these 

interventions need to be continuously reviewed 

to ensure they continue to accurately address 

the skills gaps within the industry and create 

a strong pipeline of high-quality graduates 

to ensure the stability of the automotive 

component supply chain. 

This report presents the results 
of the inaugural High Gear 
Quarterly Skills survey conducted 
by NA ACAM on the existing and 
likely future skills gaps within 
the automotive component sector 
and the interventions required 
to address the gaps. The survey 
received 45 responses from 
NA ACAM member companies 
across a range of tiers, locations, 
and sub-sectors.

EXECUTIVE SUMMARY 
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Whilst numerous 
causes for the skills 
gaps and subsequent 
interventions 
were suggested by 
respondents, the 
most frequently noted 
cause was graduates 
entering the workforce 
without the required 
skillset. 
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ABOUT THE 
SURVEY AND 
METHODOLOGY 

As part of High Gear’s comprehensive approach to 

upgrading the colleges, NA ACAM is undertaking a 

quarterly survey focused on skills and occupation gaps  

within the automotive component sector. The purpose 

of the survey is to accurately identify which skills and 

occupation pipelines currently, and potentially in the 

future, present the largest risk to the sustainability of 

the industry. The outcomes of the quarterly surveys 

will inform High Gear’s interventions within the T VET 

colleges. The first quarterly survey focuses specifically 

on identifying skills gaps within the automotive 

component sector and understanding the sector ’s 

perception of tertiary education in South Africa and 

needed training interventions. 

6PAGE



FOR THIS SURVEY AND REPORT, 

A SKILLS GAP IS DEFINED AS THE 

INSTANCE IN WHICH A PERSON IS 

FILLING THE POSITION, BUT TOP-UP 

TRAINING IS REQUIRED, AS A RESULT 

OF CHANGES IN THE INDUSTRY.

FOR THE SURVEYS. FOCUS GROUP 

1 HAD REPRESENTATION FROM SIX 

COMPANIES, WHILST FOCUS GROUP 

2 HAD REPRESENTATION FROM FIVE 

COMPANIES, EACH WITH A SPREAD 

ACROSS LOCATION, SUB-SECTOR, 

AND TIERS.

SECONDARY DESKTOP 

RESEARCH WAS UNDERTAKEN 

TO UNDERSTAND THE 

SKILLS MANDATE WITHIN 

THE SECTOR AND IDENTIF Y 

ALREADY NOTED SKILLS AND 

OCCUPATION GAPS. 

QUALITATIVE PRIMARY 

RESEARCH WAS UNDERTAKEN 

BY WAY OF T WO CONSULTATIVE 

ONE-HOUR FOCUS GROUPS TO 

DEVELOP HOLISTIC MACRO-

LEVEL DATA THAT WAS USED 

TO FORM THE BASE SET OF 

QUESTIONS 

A TWO-PHASE RESEARCH METHODOLOGY WAS 
ADOPTED TO DEVELOP THE QUESTIONNAIRE.

METHODOLOGY 

01 02

The survey was designed and 

administered by NA ACAM. The 

survey was sent to the full NA ACAM 

membership on the 6th of April 2021 

and responses were closed on the 16th 

of April 2021. NA ACAM’s membership 

base comprises 136 companies from a 

range of locations, tiers, sub-sectors, 

sizes, and ownership structures.

Mixed Methods Research was utilized 

for the survey, with the questionnaire 

being comprised of a range of both 

qualitative and quantitative questions 

surrounding the theme of the 

survey. The survey was administered 

through the online survey platform 

SurveyMonkey and subsequently 

analyzed by NA ACAM. 

membership on the 6th of April 2021 

and responses were closed on the 16th 

of April 2021. NA ACAM’s membership 

base comprises 136 companies from a 

range of locations, tiers, sub-sectors, 

for the survey, with the questionnaire 

being comprised of a range of both 

qualitative and quantitative questions 

surrounding the theme of the 

survey. The survey was administered 

through the online survey platform 

SurveyMonkey and subsequently 

analyzed by NA ACAM. 

qualitative and quantitative questions 

surrounding the theme of the 

survey. The survey was administered 

through the online survey platform 

SurveyMonkey and subsequently 

analyzed by NA ACAM. 

Mixed Methods Research was utilized 

survey. The survey was administered 

for the survey, with the questionnaire 

being comprised of a range of both 

qualitative and quantitative questions 

surrounding the theme of the 

through the online survey platform 
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Location 

The majority of responses 
came from the Nelson Mandela 
Bay Municipality and Gauteng 
regions with respectively 21 and 
19 companies indicating they 
had a plant in those locations. 

Tier 

As is representative of the 
South African automotive 
component sub-sector, most 
respondents (64%) are Tier 
1 suppliers, meaning they 
supply OEMs directly. 

Sample split by location Sample split

UNDERSTANDING 
THE SAMPLE
A total of 45 completed surveys representing over 70 

plants across the country were received. The survey was 

predominantly responded to by company Executive Directors 

(26.67%) and HR directors and managers (37.78%). 

4
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9
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Subsectors 

The sample includes all the core sub-sectors within 
South Africa’s component manufacturing base. Metal 
forming and pressing, metal fabrication, trim and 
plastic moulding and extrusion are the four largest 
sub-sectors represented within the survey sample

Employment 

The 45 respondents represented a total of 
22531 employees in 2020.

Note: this graph only depicts the changes in employment 
across the 40 respondents that provided employment figures
for all f ive years from 2016 to 2020.
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The David Ulrich Model of occupations and skills was used to define occupation 
levels within the survey. Over three-quarters of respondents indicated that their 
organizations face a skills gap within the ‘artisan and skilled’ occupation grouping. 

This trend remained largely constant when looking across tiers and locations. 
100% of respondents with plants in East London and a similarly large proportion 
90%) of companies with a presence in KwaZulu-Natal reported a skills gap 
among artisans.

For the most part, the above trends remained constant for sub-sectors. Over 80% 
of all plastic moulding and extrusion, metal forming and pressing, JIT assembly, 
tyre, and precision machining companies reported a skills gap amongst artisans. 
The trim sub-sector displayed some variation, with all trim companies reporting 
having a skills gap amongst leadership whilst fewer of these companies (40%) 
reported a skills gap amongst artisans.

SKILLS GAPS WITHIN THE 
AUTOMOTIVE COMPONENT 
SECTOR: MAIN FINDINGS

1.Skills gaps are faced at all occupation levels, although primarily within 

the ‘artisan and skilled’ and ‘leadership’ portfolios 
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2.There is a broad-based agreement with both the merSETA Workplace Skills Plan (WSP) 

and Annual Training Report (ATR) and the High Gear ‘In Demand Automotive Manufacturing 

Competencies’ Research identified skills gaps

The merSETA WSP and ATR skills gaps received broad-based agreement from respondents. Six skills 

gaps (digital skills, complex problem solving, management and leadership, communications, and 

supervisory skills) received more than 80% of companies agreeing that they face a gap within the 

identified skill . To note, however, over half of the respondents disagree that their current workforce 

lacks teamwork and compliance (OHS) skills. 

MERSETA WSP AND ATR IDENTIFIED SKILLS GAPS

The merSETA WSP and ATR skills gaps received 
broad-based agreement from respondents. 
Six skills gaps (digital skills, complex 
problem solving, management and leadership, 
communications, and supervisory skills) 
received more than 80% of companies agreeing 
that they face a gap within the identified skill. 

To note, however, over half of the respondents 
disagree that their current workforce lacks 
teamwork and compliance (OHS) skills. 
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Similarly, the skills gaps identified within the High Gear research received significant agreement 

from the survey’s sample. Over half of the listed skills received more than 80% agreement and no 

skill received less than 50% of respondents agreeing they experience the identified skills gaps. 

S.T.E.M. received the least amount of agreement, with 55% of respondents agreeing it is a skills 

gap, 32.5% disagree, and 12.5% indicating it does not apply to their business. 

Other skills gaps identified by respondents include emotional intelligence and e-commerce. 

The skills associated with specific artisan occupations were also mentioned. 
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To ensure the stability of South Africa’s automotive  

component sector, both current and potential future  

skills gaps must be addressed before the supply chain  

is placed in danger. The automotive sector faces  

frequent technological advancement and thus questions  

arise regarding the importance of current skills in the  

future, and whether new skills requirements will arise. 

Respondents largely indicated they anticipate minimal  

change between their current skills gaps and likely 

future skills gaps

MINIMAL CHANGE IN PRIORIT Y SKILLS  
GAPS IS EXPECTED IN THE FUTURE
with digital skills complex problem solving, and technical skills remaining 
the highest priority skills gaps, both currently and in the future.

Complex Problem solving    Digital Skills (operator, technician and specialistlevel)

Digital Skills (operator, technician, and specialist level) Complex Problem solving

Technical (job-specific) - quality management, 5S, Kaizen Technical (job-specific) -  quality management, 5S, Kaizen

Management and leadership    Management and leadership 

Supervisory skills     Supervisory skills

Communications     Communications

Planning and organising    Planning and organising

People Management    People Management

Project management    Project management

Teamwork     Teamwork

Compliance (OHS)     Compliance (OHS)

Agility      Agility 

Time Management     Time Management

FUTURECURRENT
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On average, gaps within digital skills, which are already a high priority for most companies, are 

expected to become even more critical within the coming years. Beyond digital skills becoming 

the most critical skills gap in the future, the current top three priority skills gaps are expected to 

remain within the top three in the future. Similarly, little change in priority is expected within the 

bottom-ranked skills gaps.   

The priorities of tier 1 and 2 companies similarly reflect those of the full sample. At a tier 3 level , 

greater importance is placed on agility whilst amongst aftermarket companies, on average, 

supervisory skills are considered the highest priority and even more so in the future.

There is some variation by region. Within the Western Cape, on average, supervisory skills have 

been identified as the top priority. Agility also ranked higher than seen in other provinces. KwaZulu 

Natal similarly reflects higher importance for supervisory skills currently, however, KwaZulu-Natal 

companies do not anticipate a supervisory skills shortage to be such a pressing issue in the future.

Small levels of variation are present amongst the sub-sectors. Both within the trim and metal 

fabrication sub-sectors, management and leadership is expected to become a greater priority 

in the future. 

MINIMAL CHANGE IN PRIORIT Y SKILLS  GAPS IS E XPEC TED IN THE FUTURE, with digital skills complex problem solving, and technical skills remaining 
the highest priority skills gaps, both currently and in the future.
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CANDIDATES LACKING THE CORRECT EXPERIENCE  
AND THE INTRODUCTION OF NEW TECHNOLOGIES  
ARE THE TOP TWO RANKED REASONS FOR THE 
EXISTING SKILLS GAPS 

The top-ranked reason for these skills gaps: 

1. Candidates do not have the right experience (64.44%)

2. New technology (55.56%)

3. Qualifications are not aligned with industry (48.89%)

4. New processes (44.44%)

5. Candidates lack the right qualifications (42.22%)

Additional comments note both personal qualities, such as lack of 
passion and work ethic, and structural issues, including the lack of 
access to quality education for all and the lack of comprehensive 
qualifications as causes of the existing skills gaps. 
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GREATER TECHNICAL AND DUAL-VOCATIONAL 
TRAINING IDENTIFIED AS THE TOP TWO WAYS
TO CORRECT EXISTING SKILLS GAPS

Overwhelmingly, respondents indicated two core solutions to address the existing 

and likely future skills gaps: 

1.Roughly 35% of respondents argue attention needs to be placed on the technical and 

practical training graduates received during their tertiary education. Along with this, taught 

courses need to be better aligned to industry requirements.

2.A further 34% of respondents suggest that to achieve the above-mentioned, practical dual-

vocational training is needed, rather than simply utilizing classroom practical activities. 

Experience within a manufacturing environment will equip individuals with the skills to apply 

their classroom-taught technical skills in a real-life operational environment. Dual-vocational 

training will develop graduates with the correct skills, maturity, and expectations to excel in 

their careers. 

Other mentioned training includes greater soft skills and supervisory training, as well as 

improved career guidance to ensure individuals graduates are entering professions, they are 

both passionate about and capable of doing. 
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Whilst just 40% of respondents have confidence in TVET colleges, 60% have confidence 
in Universities of Technology. There is some variation in this trend, particularly when 
looking at the location of respondents. Just 20% of KwaZulu Natal companies yet 
63% of Western Cape companies are confident in their TVET colleges. Furthermore, 
companies with a presence in East London show greater confidence in TVETs (44%) than 
Universities of Technology (33%). When looking at sub-sectors, the catalytic converter 
sector has the least amount of confidence (25%) in TVET colleges whilst the trim sector 
has the most confidence (60%).

CANDIDATES LACKING THE CORRECT EXPERIENCE 
AND THE INTRODUCTION OF NEW TECHNOLOGY ARE 
THE TOP TWO RANKED REASONS FOR THE EXISTING 
SKILLS GAPS 

17PAGE



RESPONDENTS BELIEVE WHILST T VETS 
SHOULD FOCUS THEIR AT TENTION ON BUILDING 
A PIPELINE OF ARTISAN AND SEMI-SKILLED 
GRADUATES, UNIVERSITIES OF TECHNOLOGY 
SHOULD FOCUS ON BUILDING A PIPELINE OF 
PROFESSIONALS AND ARTISANS.

Despite respondents indicating that at an occupation level, artisans and leadership are 

the two critical occupation levels at which skills gaps are being experienced, respondents 

strongly indicated that TVET colleges should focus on developing a pipeline artisan graduates 

(86%) followed by semi-skilled graduates (60%). Less than 30% of companies believe TVETs 

should focus on developing leadership and professionals. 

The same, however, does not apply to Universities of Technology. 77.8% of companies indicated 

that Universities of Technology should prioritize training those at a professional level. 

Respectively 60% and 53.3% of companies also want Universities of Technology to build the 

pipeline of artisans and leadership personnel.
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Rank of interventions to improve the quality of graduates entering sub-sectors 

1. Industry-aligned curriculum 

2. Work readiness programs (incl . soft skills)

3. Improved lecturer awareness of industry requirements & expanded student 

 access to workplaces for practical training 

4. Active teaching/learning methodologies (less rote-style teaching)

5. Improve career guidance services for engineering/trade students 

The ranked interventions, however, should be utilized together to achieve the objective of 

creating a sustainable pipeline of skilled graduates that support the industry’s ambitions

Sustainable pipeline 
of skilled graduates 
tosupport industry 

ambitions 
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AN INDUSTRY-ALIGNED CURRICULUM IS THE 
TOP-RANKED INTERVENTION REQUIRED TO IMPROVE 
THE QUALITY OF GRADUATES ENTERING THE INDUSTRY.
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• Interventions to create a strong pipeline of skilled graduates need to focus not only on bolstering TVET courses, but also ensuring that basic education   
 curriculum content and delivery is optimized to support the learning outcomes of tertiary education 

• The inequal access to quality early learning, primary and secondary education in South Africa was frequently mentioned as a learning barrier within 
 tertiary education due to the lack of prerequisite skills and knowledge students are entering tertiary education with. 

• Skills gaps need to be frequently reviewed to ensure that interventions are correctly targeting the largest obstacles to skills development within the industry.

• Lecturers need to be empowered through continuous learning and workplace exposure to ensure students are well-equipped to tackle the challenges 
 of the industry 

• Reform needs to focus on both improving the technical and soft skills students acquire during their studies and ensure these skills are aligned to industry

• Students need to be taught technical skills relating to new technologies and new manufacturing processes, as well as soft skills such as creativity and critical  
 thinking. These skills need to be aligned with industry and QCTOs. 

This holistic approach will ensure lecturers are up to date with best practices, students have sound technical and soft skills, and the industry has a secure pipeline 
of quality graduates to ensure the sustainability of the supply chain. 

INTERVENTIONS TO IMPROVE THE QUALIT Y OF 
GRADUATES NEED TO BE HOLISTIC: THEY MUST 
TACKLE EDUCATION AT ALL LEVELS, 

They must offer students greater practical experience and soft skills 
development, they must ensure lecturers receive greater workplace exposure, 
and they must be continuously reviewed.
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The results of the survey clearly indicate substantial technical and soft skills gaps exist 

across the automotive component industry. The cause of these gaps is predominately linked 

to graduates not having the correct experience when entering the workplace. This is partially 

due to T VET courses not being correctly aligned to the needs of industry and the continuously 

changing technology and manufacturing processes used within the industry. 

Numerous interventions were suggested to support the creation of a sustainable pipeline 

of skilled graduates entering the automotive component industry. Most importantly, it is 

suggested that both students and lecturers receive greater technical training and that dual 

vocational training is adopted. 

To this end, High Gear is taking the following steps to create a demand-driven T VET system  

that offers quality courses that are aligned with industry:

1. Design industry validated T VET course upgrades 

2. Equip T VET lecturers to deliver upgraded courses

3. Facilitate workplace exposure for both T VET lecturers and students

4. Creation of a ‘career experience platform’ to provide students with sound career   

 guidance regarding jobs in the industry

CONCLUSION & NEXT STEPS
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WHAT IS NAACAM?
NA ACAM is recognised as the voice of the South African automotive 

component industry both domestically and internationally. As a 

member driven organisation we are at the forefront of industry 

leadership, representation and stakeholder engagement for 

automotive component manufacturers. NA ACAM devotes 

much resources towards positively impacting the localisation, 

transformation and supplier development environment in SA.

PAGE 22






