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Individual Project Report
Binary Employment & Skill-Training System (BEST), Sina Estaky

ABSTRACT
This report focuses on the situation of employment in Africa in general, South Africa, Johannesburg and Alexandra. It 
initiates a new socio economic model of employment and skill-training system using binary development and people’s 
participation as tools to reduce unemployment, but the model is more than an employment scheme as it is aimed at 
the provision of training opportunities, skill acquisition, employment opportunities, wealth creation through enhanced 
income generation, improved social status and rural development.
In order to get the model from paper to practice; the current employment and skill-training system in South Africa has 
be studied and analysed, also a number of organizations, laws and regulations which are potentially effective for the 
model are introduced.

1. Objectives

1. ANALYSE different aspects of employment in Africa in general, South Africa, Johannesburg and Alexandra. 
2. ANALYSE the current skill-training and employment system in South Africa.
3. CREATE a socio economic employment and skill-training model based on people’s participation and   
 binary development; 
4. FACILITATE access to, and mobility and progression within skill-training, employment and career paths; 
5. ENHANCE the quality of skill-training and employment standards; 
6. ENSURE access to training and the workplace by persons who have been marginalised in the past, women, the  
 disabled and the disadvantaged;
7. PROVIDE optimal opportunities for adult learning and training, the creation of knowledge and development  
 of skills in keeping with international standards of technical quality;
8. ACCELERATE the redress of past unfair discrimination in training and employment opportunities; and   
 thereby 
9. CONTRIBUTE to the full personal development of each learner and the social and economic development of   
 the nation at large. 
10. PROMOTE the values which underline an open and democratic society based on human dignity, equality and  
 freedom;

Additional Contributions 

Individual Contributions
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2. The project
Employment in Africa
Skills development programs in South Africa
       Employment in South Africa
       Employment in Alexandra
       The “BEST” model
The Pyramid Scheme
Comparison between the BEST model and the pyramid scheme
Present SA employment & skill-training System
-Human Resource Development Strategy 
-The South African National Qualifications Framework (NQF)

3. Next Steps
Potential Effective Organizations
-The department of Trade and Industry 
-Kagiso Trust 
Effective Laws and Regulations
-ADULT BASIC EDUCATION AND TRAINING ACT, 2000
-SKILLS DEVELOPMENT ACT, 1998

4. Participants
5. Acknowledgements
6. Resources

Unemployment in Africa 
In the last two or more decades, Africa has been confronted with a multidimensional crisis with several symptoms including drought 
and famine, floods, wars, HIV/AIDS and various endemic diseases, and widespread poverty. Underlying these is the phenomenon of 
unemployment which to some observers, is at the core of the problems of the African sub-region (Sarr, 2000). 
A necessary condition for enhancing employment creation is to achieve a high rate of employment-intensive economic growth. That 
is, an employment-led growth strategy is required to address the problems of widespread poverty and unemployment in Africa. This 
requires that there should be a link between employment policies, development needs, education and human development, and women 
in development.
With the rapid population growth in Africa and its implication for the age pyramid, youth unemployment has become a major issue of 
concern to African governments. At the global level, with an estimated 70 million youth around the world unemployed and many more 
underemployed, the need for employment creation for youth cannot be denied. Youth unemployment rates are at least double that of 
adults. The situation is very critical for young women who suffer higher unemployment rates than young men in majority of economies 
(UN 2002).
While employment creation is part and parcel of macroeconomic policy, the pressure of youth unemployment led several African gov-
ernments, often with the support of the donor community, to embark on programs and projects to promote youth employment. Some 
programs have also addressed women’s concerns.
Youth Employment and Unemployment in Africa 
Adequate and reliable unemployment figures for African countries are not available. However, figures show that Africa, compared to 
other regions of the world, has the largest segment of young people in its population, 36.7 percent in 2000, compared to 27.3 percent for 
the world (Curtain, 2000). In Africa, it is estimated that young people make up more than 50 percent of the population of most coun-
tries. Statistics show that youth aged 15-24 years make up between 19-23 percent of the populations of majority of African countries, 
although some estimates show that the proportion of youth aged 15-25 years constitutes about one -third of the population in most 
African countries (Chigunta, 2002). In absolute terms, it is estimated that there are presently about 122 million youth on the African 
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continent (Chigunta, 2002).
In a majority of the countries for which figures are available (24 countries out of 37), the female population aged 15-24 is higher 
than that of males. Furthermore, most of the youth aged 15-24 live in rural areas.
Majority of African youth aged 15-24 are literate, although female youth are less educated than their male counterparts. However, 
although they are better educated, they possess few employable skills.
Projections of population growth into the 21st century indicate that the proportion of young persons aged 15-24 years, in relation to 
the overall population, will continue to grow over the next twenty years (Chigunta, 2002). Their large numbers and their higher ed-
ucation levels make it necessary to ensure that youth employment policies are put in place, and that they also target young women.
In a majority of countries, at least one-quarter of youth 15-24 years are economically active, the figure is as high as 30 percent in 
several countries. 
Causes of Youth Unemployment in Africa
Both demand and supply factors interact to cause youth unemployment in Africa, they include the following:
Generally high levels of unemployment in African countries;
Rapid population growth;
Small private sectors;
Rapid rural-urban migration, and
Inappropriate school curricula and poor quality education that is largely irrelevant to the needs of the labour market in most Afri-
can countries.
African youth have obtained more formal education over the years. However, educational systems in Africa have witnessed declines 
in quality and infrastructure at all levels in the last decade. They are geared toward providing basic literacy and numeracy and not 
industrial skills, and are yet to adjust to the changing demands for knowledge, skills and aptitudes required in the labour market. 
Youth unemployment in Africa is concentrated among those who have received some education, but who lack the industrial and 
other skills required in the labour market, making them unattractive to employers of labour who prefer skilled and experienced 
workers.
Furthermore, educated youth prefer wage jobs in the formal sector and would prefer to remain unemployed until they get the type 
of job they prefer, that is, they have high reservation wages. More and more, the youth see their friends and relations who complete 
school and stay for long periods at home without gainful or productive employment (Chigunta, 2002). Data from some African 
countries such as Zambia, Malawi and South Africa, show that many youth survive by relying on the goodwill of parents, relatives 
and friends, while young women rely on their husbands.
A key factor leading to urban unemployment is the high degree of geographical mobility of youth in the form of rapid rural-urban 
migration. This has resulted in a concentration of youth in African cities where there are few jobs available in modern sector 
establishments. For many youth and their parents, employment means a job with a wage or salary, or working for someone else, 
rather than self-employment. It is estimated that by 2010, over fifty percent of African youth will be living in urban areas (Chigunta, 
2002). This poses challenges for employment and development policies in Africa.
Among young women, causes of high levels of unemployment and underemployment include early marriage. This often leads to 
their withdrawal from the labour force or reduced access to better-paying jobs because of the practice of seclusion or employer 
discrimination. Many young women drop out of school because of teenage pregnancy and marriage or financial difficulties where 
parents prefer to educate male children.
Furthermore, girls spend more time doing domestic work than boys, leaving them with less time for study, this leads to poorer per-
formance in school and sometimes withdrawal from school on grounds of poor academic performance Girls therefore end up with 
less education and fewer skills than boys, this increases discrimination against them in the labour market. In more recent times, 
in countries with high incidence of HIV/AIDS, young women and girls are often kept away from school or from more productive 
employment to care for sick relatives at home.
Some Successful Strategies for Employment Creation in Africa
In Africa, governments have embarked on various programmes and projects to promote youth employment. This section will focus 
mainly on the Nigerian experience. Many of the employment promoting programmes in Nigeria are government programmes, 
while some were initiated by NGOs and development partners. Most of them were general or mainstream programmes for all youth, 
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while those targeted at women have been for all women, with a few targeted at young women. 
a) Government Programmes
National Directorate of Employment (NDE)
The National Directorate of Employment (NDE) was established in 1986, an enabling decree – Decree No. 24 of 1989 - gave it legal 
backing and made it the national agency for tackling unemployment in the country. Its mandate included the following functions:
- Design and implement programmes to combat mass unemployment.
- Articulate policies aimed at developing work programmes with labour intensive potentials.
- Obtain and maintain a databank on employment and vacancies in the country with a view to acting as a clearing house to link job-
seekers with employers of labour.
The NDE has four core programmes, they are:
- Rural Employment Promotion Programme.
- Special Public Works Programme.
- Small Scale Enterprises Programme, and
- Vocational Skills Development Programme.
Each programme had several sub-programmes, and the overriding objectives were to give training opportunities to the unemployed, 
especially the youth, by providing guidance, finance and other support services, to help them create jobs for themselves and for others. 
A major problem of the programme has been inadequate funding.
Nearly two million people have benefited from the NDE programmes.
However, compared with the numbers of unemployed youth in Nigeria, only a small proportion has benefited from NDE programmes.
There are four major intervention schemes in Nigeria’s current poverty eradication programme. One of them is targeted at youth – the 
Youth Empowerment Scheme (YES). There are three programmes under YES, they are:
- Capacity Acquisition Programme (CAP),
- Mandatory Attachment Programme (MAP), and
- Credit Delivery Programme (CDP).
CAP is essentially a skill acquisition programme of about three months duration at the end of which graduates are assisted with credit, 
in cash or in kind, to set up their own enterprises. MAP is an enterprise internship programme where graduates of tertiary institutions 
are attached to various establishments and paid a stipend by the government for a period of three-to-six months. The brochure describ-
ing the YES programme emphasizes that YES is more than an employment scheme as it is aimed at the provision of training opportu-
nities, skill acquisition, employment opportunities, wealth creation through enhanced income generation, improved social status and 
rural development. It is primarily aimed at the economic empowerment of youth.
The scope of YES also covered the generation of data on employment opportunities and vacancies, productivity improvement, and the 
preparation of training programmes for youth, unemployed and retrenched workers. 
Nigeria’s Interim Poverty Reduction Strategy Paper makes no reference to unemployment or employment creation, although some men-
tion is made of gender and poverty. 
b) Contribution of Development Partners – UNDP
The United Nations Development Programme (UNDP) is on ground in more than 400 communities in all the 36 States of Nigeria and 
the Federal Capital Territory. It is assisting to build capacity to manage the economy and to fight poverty. One of the four programmes 
supported by the UNDP is Job Creation and Sustainable Livelihood.
The thrust of the programme is the creation of additional jobs by expanding opportunities for enterprise development by both men and 
women. The strategy includes the harnessing of local resources, upgrading of technical skills, improving access to inputs such as tech-
nology, market information, financial and extension services (UNDP Edo State, 2002).
Two of the modalities for delivery of UNDP assistance relevant to this report are:
Skills Development Centres and Micro Credit. Designated communities are assisted to establish or upgrade Skills Development Centres 
in at least two communities in each State. 
Currently, a total of 110 Centres are benefiting from this assistance, the initiative is to enable unemployed youth to acquire skills that 
will enable them to become self-employed. Facilities are provided for training in the areas of Hairdressing/Cosmetology; Textile Tech-
nology and Weaving; Fashion Design and Dressmaking; Electrical Installation and Electronics; Wood Works and Carpentry; and Weld-
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ing and Basic Metal Works. There are plans to include computer training in some States (for example, Edo State).
Micro credit delivery aims at increasing access of communities to small loans and other productive inputs to empower them and 
expand their livelihood opportunities
Under this, UNDP has trained 37 Microfinance Institutions (MFI) in different States to disburse loans to communities being sup-
ported by the UNDP. The Lift Above
Poverty Organization (LAPO) is the official MFI for Edo State.
c) NGOs and Employment Promotion
LAPO (Lift Above Poverty Organization) was established in 1986 as an informal outfit to provide support for poor women. Through 
its 18 branches and a Community Bank, it provides savings opportunities and credit facilities to female micro entrepreneurs. In 
2001, N86 million was disbursed to women at an average loan size of N12000, N41 million was disbursed in 2000. The Micro 
Investment Unit of LAPO assists poor women, mainly married women, to acquire income –generating assets. As at December 
2001, LAPO had reached 15, 820 women with credit. It has received assistance from the United Nations Development Programme 
(UNDP), and other donors. It could be encouraged and assisted to include young women among its target beneficiaries.
Most of the initiatives in Nigeria and other African countries, have focused on skills acquisition for self-employment and provision 
of credit (micro finance) to establish micro enterprises after training. The programmes have generally been mainstream pro-
grammes targeted at both sexes. Studies have shown that women tend to benefit less from such programmes as they are crowded 
out by men. (Okojie, 2000)
In conclusion, it is important that the gender dimension is incorporated into all job creation programmes and that that employ-
ment promotion projects should be those with high potential of job opportunities for women. To achieve these, three elements were 
considered important (UNDP/ILO, 1999). 
The first is the application of a gender perspective in assessing and reforming macroeconomic policy frameworks in the Africa 
region. Secondly, there is a need for the development of regional and national capacities to assess, design and advocate investment 
and employment policies from a gender perspective. Thirdly, all projects should involve strategies which ensure women’s equal 
participation. 
These three elements should be incorporated into any scheme for job creation for youth in Africa if young women are to benefit 
equally as male youth from such programmes. In this era of globalization, African women should be empowered to grasp the op-
portunities and overcome the challenges of globalization so that they can make their contribution to the world economy through 
enhanced access to more productive jobs.

Skills development programs in South Africa
Prior to 1994, apartheid created inequities that kept South Africa’s black population from participating fully in business and 
government, and from obtaining a proper education. While the rejection of apartheid created many new opportunities, jobs went 
unfilled due to a lack of skilled workers. The legacy of apartheid created a dearth of employable people. In addition, the requisite 
skills began to change, reflecting the new economy and its appetite for knowledge workers.
South Africa’s businesses are now faced with a frustrating paradox: Business is taking off, but there are no workers to fill positions. 
Global access and competition are increasing, but businesses are losing talent to outside organizations. As a final blow, HIV is rag-
ing through South Africa’s population, cutting lives short and making it difficult to find healthy workers.
South Africa now faces the daunting challenge of not only creating the workforce of the future, but also the workforce of today. It 
must train and educate its current population while preparing its future workforce. South Africa is rising to that challenge by enact-
ing legislation and creating programs to train its workforce while building a national framework for lifelong learning.
A combination of legislative acts has set the process in motion. The Promotion of Equality and Prevention of Unfair Discrimination 
Act (2000) was created to make the Constitution of the Republic of South Africa (1996) more effective in eradicating social and 
economic inequalities. In addition, the Skills Development Act (1998), the National Qualifications Framework (1995), and the Skills 
Development Levies Act (1999) all operate as building blocks in creating a new South African workforce.
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The Promotion of Equality and Prevention of Unfair Discrimination Act is the levelling instrument, designed to pave over previous 
inequalities by preventing and prohibiting unfair discrimination and harassment, and promoting equality. This is, in part, designed to 
help all South Africans gain access to jobs. But what happens when workers are under-skilled?
The Skills Development Act was promulgated to increase investment in education and training, right historical wrongs regarding access 
and opportunities to learn, and encourage employers to use their workplaces as active learning environments. To do that, an institu-
tional and financial framework has been established that is made up of
* labour centres
* a skills-development, levy-grant scheme
* the National Skills Authority
* the National Skills Fund
* the Skills Development Planning Unit
* the Sector Education and Training Authorities.
The Skills Development Act also encourages partnerships between the public and private sectors of the economy to provide education 
and training in and for the workplace and to cooperate with the South African Qualifications Authority.
Many of South Africa’s workers, unable to obtain an adequate formal education in the past, are now gaining recognition for their work 
experience under the National Qualifications Framework. An outgrowth of the labour movement of the 1970s, the NQF provides the 
means to help people learn continuously and develop skills that are portable so they can remain employable throughout their lives. 
The framework is a “set of principles and guidelines, by which records of learning achievement are registered to enable national rec-
ognition of acquired skills and knowledge, ensuring an integrated system that encourages lifelong learning.” That means accumulated 
experiences, as well as academic qualifications, are included in all skill profiles. To help workers who have experience but little formal 
education, the Adult Basic Education and Training program was created. ABET enables semiliterate or illiterate workers to gain literacy. 
Once they’ve learned to read, workers can obtain a formally recognized qualification under the NQF and move up the career ladder.

Employment in South Africa
In the current South African milieu, cities are key spaces for black economic empowerment because they provide many employment op-
portunities and avenues for economic advancement. In 2001, the five biggest city economies provided 4 223 449 jobs, which represents 
44.1% of the national number of jobs of 9 583 770.
Employment and unemployment figures are controversial, with variations between data sets. The almanac provides 2005 employment 
and unemployment figures drawing from the Labour Force Survey, but these cannot be compared to census figures, so Quantec data is 
used to discuss the main trends. According to Quantec, economic growth in the nine metrocities in SA is being accompanied by a slow 
decline in rates of unemployment, and rises in rates of employment.
This pattern is broadly consistent with national trends in the Labour Force Surveys. The trend is similar to change in the Labour force 
survey (LFS) expanded unemployment rate which also shows a decline from 35,72% unemployed in 2002 to 33,31% unemployed in 
2005. 
Based on Quantec data, unemployment rates in the nine cities declined from 28.2% in 2001 to 26.7% in 2004, closely tracking national 
trends. For both the nation and the city average, levels of unemployment were still higher in 2004 than in 1996. 
Only the Gauteng metros and eThekwini have experienced absolute declines in unemployment, while others have seen increasing num-
bers of unemployed. Unemployment rates in all cities remain high, but overall are marginally lower than national figures. Using 2005 
LFS data, some 25.39% of economically active people were unemployed in the nine cities in total, compared to 26.7% nationally. Quan-
tec data shows similar relationships. Although the cities have marginally less unemployment than the nation as a whole, almost half of 
the unemployed live in the nine South African Cities Network cities. In 2005, some 46.5% of national unemployment was concentrated 
in cities. The equivalent figure on Quantec data for 2004 was 44.5%, similar to 1996 and 2001. 
In the 2005 LFS and 2004 Quantec data, unemployment rates were lowest in Tshwane, Cape Town and Johannesburg, and highest 
in Buffalo City and Nelson Mandela Metro, where they were well above national figures. Around half of the country’s employment is 
concentrated in the nine cities. On LFS 2005 data, the cities provided 50.04% of national employment. On Quantec data for 2004 the 
equivalent figure was 45.41%, similar to figures for 2001 and 1996. Johannesburg provided the largest share of national employment at 
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10.32% in 2004 (Quantec) and 11.79% in 2005 (LFS), while the Gauteng metros accounted for 23.05% in 2004 (Quantec) and 24.9% in 
2005 (LFS). Relative shares were similar in previous years. Compared to the 1990s when employment growth was slow, growth rates 
have picked up since 2001, mirroring national trends. 
On Quantec data, employment grew by 2.15% per year between 2001 and 2004, compared to 0.95% per year in the 1996-2001 period. 
Overall employment growth in the nine cities was slightly faster than national employment growth. Although economic growth is being 
accompanied by increases in employment in the cities, employment increases are still less than economic growth rates. Employment 
growth rates of the nine cities at 1.39% per year between 1996 and 2004 were lower than population growth rates at 1.92% over the 
1996-2005 period. The period since 2001 might have seen a shift in these trends with more rapid growth in employment and a slowing 
of population growth. Growth of employment over the 2001-2004 period was fastest in Gauteng (with rates of 2.52% in Ekurhuleni, 
2.47% in Johannesburg, and 2.3% in Tshwane), and in eThekwini, with rates of 2.28% per year. All nine cities experienced employment 
growth rates which were faster than in the 1996-2001 period, and all were over 1.5% per year. 
 
Table above: Selection of functional urban areas with the biggest contribution to the national economy (source: SACN report 2006)
On Quantec data, employment growth in the formal sector was much slower than overall employment growth, with growth rates of 
1.35% per year in all nine cities between 2001 and 2004, but still faster than the 0.01% annual growth in the 1996-2001 period. Only 
Johannesburg and Ekurhuleni experienced formal employment growth rates of over 2% per year between 2001 and 2004, while Buffalo 
City declined slightly. 
Between 1996 and 2004, only Tshwane, Ekurhuleni and Johannesburg experienced growth in formal employment, with all other cities 
declining. The employment challenge remains significant for cities. The trend towards a growing informal economy, prevalent in much 
of Africa, is conspicuous. 
Growth in levels of remuneration has been faster among skilled (clerks, service workers, craft workers) and highly skilled (managers, 
professionals) occupations in almost all cities other than Buffalo City.
Employment for skilled and semi-skilled formal occupations has also grown more rapidly than employment for unskilled occupations 
in most cities, and in several cities, levels of unskilled work has declined since 1995. The pattern in Johannesburg, and to some extent, 
Tshwane, is different. Here formal unskilled occupations have also increased at rates similar to more skilled occupations. 
Tshwane at 30% and Johannesburg at 27% had the largest proportion of residents with Grade 12 and higher levels of education. Less 
than 22% of residents of the smaller cities had matrics.
Commerce has become more important in terms of employment in all cities, reflecting the impact of the consumer boom. In the case of 
eThekwini, LFS 2005 figures suggest that it has outstripped manufacturing as the most important source of employment. Manufactur-
ing has grown in relative importance in Nelson Mandela Bay, Msunduzi and Ekurhuleni, but it is only in Nelson Mandela Bay where the 
increased share of manufacturing is less than that of commerce.
Economic growth accelerated in the 2001-2004 period, driven particularly by the consumer and property booms.
Manufacturing also continued to grow. Both exports and imports increased, placing additional demands on ports. On the positive side, 
growth has been associated with declining levels of unemployment and rises in rates of employment.
But employment growth has been slower than economic growth and absolute numbers of unemployed residents have not declined in all 
cities. Employment in the informal sector accounts for a large share of employment growth. Within the formal economy, employment 
growth in the skilled and highly skilled occupations has outstripped job creation for unskilled and semi-skilled workers. Patterns of 
growth continue to produce high levels of inequality, although levels of income inequality have reduced slightly. There are indications of 
growing polarisation, with a declining proportion of households in the middle living standards.
In an urban environment where up to a third of working-age people are unemployed there is an imperative for cities to understand the 
economic, and therefore urban productivity, ramifications for households of land-use planning, transportation and the provision of 
municipal services. Cities have also tried to engage more intensively with ‘second economy’ support although this has generally been an 
area of weakness. The debate between pro-poor and pro growth strategies remains unresolved. In most SACN cities, there has been an 
acknowledgement that there is an overlap between first and second economy interventions.
The national Accelerated Shared Growth Initiative (Asgi-SA) places cities in a different national strategic perspective than before. As the 
most important concentration points of growth, cities will need to become key areas of focus of national and provincial attention. Many 
of the major constraints to growth in cities relate to national and provincial responsibilities and the solutions will tend to be intergov-
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ernmental in character.
Unfortunately Asgi-SA does not provide much direction regarding what needs to happen at city level to generate competitiveness and 
shared growth. The approach to human and social capital development and the role of municipalities in promoting these also remains 
loose and unfocused.
  
Chart above: Growth in remuneration (Rand, current prices), according to skills level, 1995 to 2004 (source: SACN report 2006)
 

Employment in Alexandra
Alexandra (sometimes nicknamed “Alex”) is a township located in Gauteng province, South Africa. It is situated on the outskirts of 
Johannesburg, close to the wealthy suburb of Sandton and is bounded by Wynberg on the west, Marlboro and Kelvin on the north, and 
Kew, Lombardy West and Lombardy East on the south. In contrast, Alexandra is one of the poorest urban areas in the country.
Due to Alexandra’s history and its vicinity to Johannesburg and business centres like Sandton, people have crammed the township in 
the hope of finding employment. The problem worsened in the 1980s, after the abolition of influx control. Today, Alexandra has an 
estimated population of 350,000 (unofficial estimates even go as high as 700,000), on a surface that was originally intended to pro-
vide lodging to a few thousand people. The population density is of around 45,000 people per square kilometre, 100 times the average 
population density of Gauteng. In some areas of Old Alexandra, population density reaches peaks of 770 people per hectare (81,000 per 
square km).
Alexandra’s population is very young, most of the population is in the age group 17-35, and 70% are under 35 with an overall average 
age of 23 years. This is partially due to the relatively high turnover of people, but also to the high incidence of crime and HIV.

Education level:
According to the 2001 census, Alexandra has one of the highest incidences in the province of people over 20 years of age without school-
ing, at almost 50%. Similarly, approximately 50% of people aged 5-24 currently do not receive schooling.

Employment /income:
There are no precise and absolute figures on unemployment rates in Alexandra related to the high turnover of people and the lack of 
conducting surveys in informal settlements. Official figures report 32% unemployment, while unofficial figures report a rate closer to 
60%; almost triple that of Gauteng’s average of 21%. Official figures show unemployment to be much more widespread among women 
(40%) than men (19%) (Wilson 2001).
Income is unevenly distributed and the lowest incomes occur in Old Alexandra and the Women’s Hostel where income levels are below 
R1 000 per household for 88% of households in the Women’s Hostel and 63% in Old Alexandra. The highest incomes are on the East 
Bank where 55% of household have an income of between R1000 and R2 000 and in the Flats where 45% have an income of between 
R2000 and R3 000.

Occupation: The vast majority of residents are unskilled [over 70% in all areas] and there are few professional workers [less than 4% in 
the East Bank and Flats] (Alexandra Renewal Project: Review Summit, 2004)

Socio economic circumstances: 
There are extremely high levels of unemployment and poverty. A significant number of households are living in dangerous or over-
crowded living conditions resulting in social stress and crime. This reinforces the need for job creation and economic development.

Youth: 
Given the high levels of young people in the area, the needs of the youth both in terms of access to work opportunities and rental accom-
modation is significant.
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Economy:
Alexandra, in common with most townships, is characterised by a large unregulated informal economic sector, including services, retail 
and construction. At present, Alexandra is neither a fully integrated nor a thriving part of the Johannesburg economy as a whole. This 
lack of integration, in particular to its neighbours Sandton and Wynberg leads to high levels of unemployment and weak economic 
structures and performance. While detailed figures related to the structure of Alexandra’s economy are currently not available, certain 
features emerge:
• Thriving business centre for after-sales auto services
•  Large multi-modal transport hub at Old Putco site
•  Large informal as well as formal retail sector (Spaza shops)
• A substantial construction sector, both formal (i.e. Group Five) and informal plus a substantial base of experienced construc-
tion workers
• Institutional base for care services
• Culturally and historically focused tourism routes developed by the Gauteng Tourism Agency

The barriers to Alexandra’s economic uplift include among others:
• Large unregulated informal sector
• Limited linkages to outside areas
• Large labour force with limited skills base
• Limited outside investment interest
• Limited labour market mobility
• Deterioration and consequently relocation of business away from the potentially important hub Wynberg
• Lack of quality services
• Lack of infrastructure and overcrowding
• Lack of business networks and linkages

The Binary Employment & Skill-Training Model (BEST)

Objectives:
• CREATE a socio economic employment and skill-training model based on people’s participation and binary development; 
• FACILITATE access to, and mobility and progression within skill-training, employment and career paths; 
• ENHANCE the quality of skill-training and employment standards; 
• ENSURE access to training and the workplace by persons who have been marginalised in the past, women, the disabled and 
the disadvantaged;
• PROVIDE optimal opportunities for adult learning and training, the creation of knowledge and development of skills in keep-
ing with international standards of technical quality;
• ACCELERATE the redress of past unfair discrimination in training and employment opportunities; and thereby 
• CONTRIBUTE to the full personal development of each learner and the social and economic development of the nation at large 
and 
• PROMOTE the values which underline an open and democratic society based on human dignity, equality and freedom;

BEST is more than an employment scheme as it is aimed at the provision of training opportunities, skill acquisition, employment op-
portunities, wealth creation through enhanced income generation, improved social status and rural development. 
The initiative is to enable unemployed people to acquire skills that will enable them to become employed or self-employed. 
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Definition of “BEST” 
Binary Employment and Skill-Training model (BEST)
Binary: The binary model is one of the most efficient and powerful systems for growth and development. Many systems in nature such 
as the cell development are based on a binary development and growth. In this model every one unit divides into two and the two divide 
into four and so on, therefore after a while (dependant on the duration of the process) from that one unit, thousands of units will de-
velop.
Employment & Skill-Training: the main cause of the “BEST” is to create employment and skill opportunities for everyone in various 
fields. Granting financial jump-start is a part of the program as a training financial aid, motivation for unemployed people to become 
skilful and productive and train others as well, and basically “jump-starting” those who want to start a business of their own.
Participation: in this model, people are the trainers and trainees; the development of the system is completely based on people’s will, 
intention and participation. If the system was not efficient or did not benefit the people, they can stop it from functioning and it’s valid 
as long as it benefits the people. The model is set with the association of the government and trade, business and industry sectors but 
the people are the only developers involved.
Model: the BEST is only an initiative idea proposed and presented during Global Studio program in Johannesburg. It is the seed of 
a large scale project that is able to provide skills and education for people in an open and equal environment in respect to all races, 
genders, ages, locations and backgrounds. The next steps are up to the officials to localise this model according to the current system in 
order in South Africa and provide financial sources for the program.

Structure:
Stage 1: 
The financial sponsors, who intent to employ professionals in a certain field or help improve self-employment develop a short-term skill 
curriculum (under supervision of the National Qualification Authorities and Education and Training Quality Assurance Bodies).
These sponsors might include different governmental departments, NGO’s, international agencies and organizations, the trade sector, 
business sector, industries and entrepreneurships.
The content of the curriculum should be basic, flexible, localised, affordable for everyone and considered for a short term program.  The 
method and presentation of the curriculum should be accessible for any trainer and following a specific process and criteria.
Considering those sponsors who intend to employ a number of people who train and become professionals in a specific field; the cur-
riculum should be exactly according to their need of skill.
It should be mentioned that the curriculum must have the capability to be evaluated, by means of exams, experiments, interviews or 
depending on the skill, other forms of evaluation.
The various fields in each curriculum are another important aspect of this stage. Employable skills supported by business or industries 
might be any skill from assembling a small machine to using and monitoring a whole equipment to basic computer training.
In the field of self-employable skills, Training can be in the areas of Hairdressing/Cosmetology; Textile Technology and Weaving; Fash-
ion Design and Dressmaking; Electrical Installation and Electronics; Wood Works and Carpentry; and Welding and Basic Metal Works.
Each of these fields can be in a separate curriculum or some of them that are related can be taught as one larger curriculum.
The following paragraphs are a number of basic definitions of curriculum.
Sparg and Winberg (1999) define the term curriculum as a “plan of the learning process.” It suggests an integration of the intentions of 
the planners, the assumptions and methods of the implementers, the entrance requirements of the learners, the learning materials used 
and also the assessment methods and criteria. 
Print (1993) defines curriculum as all the planned learning opportunities offered to learners by the educational institution and the expe-
riences that learners come across when the curriculum is implemented. It includes those activities devised for learners by the educators 
that are consistently represented in the form of a written document and the process whereby educators make decisions to implement 
those activities, given interaction with context variables such as learners, educators, resources and the learning situation. 
Ornstein and Hunkins (1993) quote Ralph Tyler and Hilda Taba’s definition of curriculum as a plan of action or a written document that 
includes approaches for achieving goals. 
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Stage 2:
After the curriculum was prepared by the financial sponsors, it must be handed over to the National Qualification Authorities and Edu-
cation and Training Quality Assurance Bodies for accreditation. 
At this point the sponsors should appoint a local ingenious artisan as the first trainer. This trainer should have a leading and teaching 
character, and since he/she will financially profit most from the program, should be in a stable financial position. Social relationships 
have a key role in the first stages of the program thus, it is most important that a local artisan becomes the first trainer.
Stage 3:
The artisan becomes the first trainer of his skill and trains ONLY 2 trainees, within a certain period depending on the skill curriculum, 
and receives 100 R per trainee. The trainees could be anyone living in the community, unless the curriculum is designated to a specific 
group (youth, women, disabled, elderly, etc...)
After the training is over, and the trainees are skilful enough to become trainers or be employed by their sponsors, they must take an 
evaluation depending on their skills, and if accepted, be accredited for employment or training.
Stage 4:
The trainees become the trainers and repeat the previous stage, so on and so forth.
The previous trainers will also receive 100 R for anyone trained and certified under their professional network. Although, there is a 
3200 Rand per month limit, in order to prevent the system from becoming a permanent business for trainers and to keep the system’s 
efficiency at a high level. The reason the trainers should only train 2 people, is that the trainers are not always very good teachers and in 
order to maximise the efficiency of training; the number of trainees per trainer should be low.
In this model if in the first stage of training, one person is directly responsible for training two people; in the 5th stage 4 trainers are 
directly or indirectly responsible for each trainee. As the network becomes bigger and bigger, there are many more trained people will-
ing to spent time training the trainees for their evaluation and the trainees benefit from the support of their trainers and reach the point 
when they can have a decent income generation without paying any amount of money for getting the skills and the trainers benefit from 
the 100 R per trainee (Jump-start aid). So basically, it’s a win-win situation.
The following pages are the diagrams of the stage-to-stage 12-month program, training over 8000 people based on one curriculum. 

   
Stage 5:
In this model a 12-stage program depending on the skill curriculum (1 to 3 months) will take 1 to 3 years to accomplish. The program is 
completely flexible according to the curriculum and the trainer’s ability to mobilise the information to different layers of trainees. The 
program is also suitable for a mid or long term period if necessary.
It is important and obvious that in order to avoid the overflow of professionals, all with one skill, before starting with the first trainer; 
the financial sponsors should agree to train a certain number of people in each program.
For example based on a 12-stage program, 8200 people can be trained, of course if there isn’t demand for that number of professionals 
in that field, the last stage can be eliminated or if the demand is stronger, the sponsors can decide to add a stage to train a total of 16384 
during 13 stages.
Based on a 12-stage program, the total budget needed to train nearly 8200 people, independent of the duration of the curriculum and 
program, is 4880200 Rand (595 Rand per person). Adding a stage will result in an extra cost of 4912000 R for training 8192 people. 
Eliminating one stage will almost halve both the cost and the number of people trained.
The 5th stage is the point the program’s last stage has ended, based on the 12-stage program, now there are over 8200 skilled people in 
the community. Almost half of them are newly accredited, but since they were trained during the last stage, they will not become train-
ers. Nevertheless they have been trained with a useful skill without any payments and now can be employed or start their own business. 
The other half of the people skilled, have been trainers at least once and depending on the number of people they have trained directly 
or indirectly, have received between 200 R (the last trainer for training 2 people) to 28600 R (the first trainer for training 8190 people), 
of course this doesn’t mean that the first trainer has been directly involved in the training of all the 8190 people, since each of the last 
trainees have 11 trainers, each from different layers of the network and all benefiting from the last stage trainings.
The other important fact is that the sponsors from each sector can establish various curriculum and professional networks based on 
their need. These networks can function independent and parallel to each other. This way the unemployment rate can be reduced much 
faster.
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For example if there are 4 curriculums established by different sponsors, supposing that the curriculums are all considered for a 1 
month period, with a budget of 19520800 Rand, over 32800 people can be trained with income generating skills in a one year program.

Results:
(Based on four 12-stage programs, independent of duration of program)
      32800 skilful people (half of the unemployed population seeking work in Alex)
      20000 extra households with skilled earners (more than 20% of the total population)
      Financial jump-start for the trainers
Global Benefits: Alex can be the first community to use the BEST model, and can be an example for Diepsloot and other areas facing 
unemployment across South Africa as well as other countries.
 
Note: Each household in Alex have 1.6 earners and each RDP house for one household costs 90000 Rand. (According to the ARP report 
2006)

Beneficiaries:
1. The people: 
The first and foremost beneficiary of the model are the people, receiving free training and employment opportunities, independent of 
their age, race or gender. As well as receiving guided subsidies from their sponsors for training others, as their first year salary or just as 
a financial jump-start for starting their own business.

2. The Financial sponsors (business, trade or industry sectors):
The financial sponsors are providing the budget for the program, but they will also benefit from the increased human resource of skilled 
professionals, who have exactly the skills they need.

3. The government and international community:
Solving the problem of unemployment is one of the main concerns in many developing countries, finding a sustainable solution to this 
problem which does not need inaccessible budgets, has numerous social, economic and political benefits for every government and the 
international community as a whole.

Quality assurance:
Training Quality
the system provides a large quantity of professionals but what about quality?
- There will be a non-beneficial supervising team controlling the system quality, by means of scheduling monthly exams for 
trainees, and certifying their skills.
- The supervision team’s costs can be provided as a small section of the total project.
- The team may include members from the community, government, industries, entrepreneurs, business sectors and the finan-
cial sponsors.
- The team will work under supervision of the National Qualification Authorities and Education and Training Quality Assurance 
Bodies.

The Pyramid Scheme
A pyramid scheme (also known as “Pyramid Scam”) is an unsustainable business model that involves the exchange of money primarily 
for enrolling other people into the scheme, usually without any product or service being delivered. Pyramid schemes have existed for at 
least a century. Matrix schemes use the same fraudulent unsustainable system as a pyramid; here, the victims pay to join a waiting list 
for a desirable product which only a fraction of them can ever receive.
There are other commercial models using cross-selling such as multi-level marketing (MLM) or party planning which are legal and sus-
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tainable, although there is a significant grey area in many cases. Most pyramid schemes take advantage of confusion between genuine 
businesses and complicated but convincing moneymaking scams. The essential idea behind each scam is that the individual makes only 
one payment, but is promised to somehow receive exponential benefits from other people as a reward. A common example might be an 
offer that, for a fee, allows the victim to sell the same offer to other people, such as AdBux. Each sale includes a fee to the original seller.
Clearly, the flaw is that there is no end benefit; the money simply travels up the chain, and only the originator (or at best a very few) 
wins in swindling his followers. Of course, the people in the worst situation are the ones at the bottom of the pyramid: those who sub-
scribed to the plan, but were not able to recruit any followers themselves. To embellish the act, most such scams will have fake referrals, 
testimonials, and information.

History
Pyramid schemes come in many variations. The earliest schemes involved a chain letter distributed with a list of 5–10 names and 
addresses on it. The recipient was told to send a specified small sum of money (typically $1 to $5) to the first person of the list. The 
recipient was then to remove this first person from the list, move all of the remaining names up one place, and to add his own name and 
maybe more names to the bottom of the list. Then he was to copy the letter with new name list to the individuals listed. It was hoped 
that this procedure was to be repeated and passed on and then he would be moved to the top of the list and receive money from the oth-
ers.
Success in such ventures rested solely on the exponential growth of new members. Hence the name “pyramid”, indicating the increas-
ing population at each successive layer. Unfortunately, simple analysis will reveal that within a few iterations the entire global popula-
tion would need to subscribe in order for pre-existing members to earn any income. This is impossible, and the mathematics of such 
schemes guarantees that the vast majority of people who participate in these schemes will lose their invested money.
Very large scale pyramid schemes were initiated in post-Soviet states, where people had little familiarity with the stock market and were 
led to believe that returns in excess of 1000% are feasible. Particularly notorious were the MMM Pyramid schemes in Russia and pyra-
mid schemes in Albania. In the latter case they nearly caused a popular uprising.
Though not a pyramid scheme in the strictest sense, the infamous Ponzi scheme of Charles Ponzi deserves mention here, due to some 
similarities. Some free-market economists, such as Thomas Sowell have argued that, national social security systems such as the Social 
Security system in the United States and the National insurance system in the United Kingdom, are actually large-scale Ponzi schemes.
Identifying features
The distinguishing feature of these schemes is the fact that the product being sold has little to no intrinsic value of its own or is sold at 
a price out of line with its fair market value. Examples include “products” such as brochures, cassette tapes or systems which merely 
explain to the purchaser how to enrol new members, or the purchasing of name and address lists of future prospects. The costs for these 
“products” can range up into the hundreds or thousands of dollars. A common Internet version involves the sale of documents entitled 
“How to make $1 million on the Internet” and the like. Another example is a product (such as a dial-up modem purportedly using 
higher speed and/or using Voice over IP) sold at higher than ordinary retail price for the same or similar products elsewhere. The result 
is that only a person enrolled in the scheme would buy it and the only way to make money is to recruit more and more people below that 
person also paying more than they should. This extra amount paid for the product is then used to fund the pyramid scheme. In effect, 
the scheme ends up paying for new recruits through their overpriced purchases rather than an initial “signup” fee.
The key identifiers of a pyramid scheme include the following:
• A highly excited sales pitch (sometimes including props and/or promos). 
• Little to no information offered about the company unless an investor purchases the products and becomes a participant. 
• Vaguely phrased promises of limitless income potential. 
• No product, or a product being sold at a price ridiculously in excess of its real market value. As with the company, the product 
is vaguely described. 
• An income stream that chiefly depends on the commissions earned by enrolling new members or the purchase by members of 
products for their own use rather than sales to customers who are not participants in the scheme. 
• A tendency for only the early investors/joiners to make any real income. 
• Assurances that it is perfectly legal to participate. 
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The key distinction between these schemes and legitimate MLM businesses is that in the latter cases a meaningful income can be earned 
solely from the sales of the associated product or service to customers who are not themselves enrolled in the scheme. While some of 
these MLM businesses also offer commissions from recruiting new members, this is not essential to successful operation of the business 
by any individual member. Neither does the absence of payment for recruiting mean that an MLM is not a cover for a pyramid scheme. 
The distinguishing characteristic is whether the money in the scheme comes primarily from the participants themselves (pyramid 
scheme) or from sales of products or services to customers who aren’t participants in the scheme (legitimate MLM).
Market Saturation
The people on the bottom level of the pyramid, no matter how shallow or deep it goes, will always lose their money. It is easy to see 
that the number in the bottom level of the pyramid always exceeds the total of all those in the levels above no matter how many levels 
there are. If each level must recruit 6 more below them, the ratio of losers to winners is close to 5 to 1 - ~84% of all investors will lose 
their money. The pyramid in reality would not be perfectly balanced and some members might be able to partially fill their number of 
recruits, but the same principles apply.
“8-ball” model
Many pyramids are more sophisticated than the simple model. These recognize that recruiting a large number of others into a scheme 
can be difficult so a seemingly simpler model is used. In this model each person must recruit two others, but the ease of achieving this 
is offset because the depth required to recoup any money also increases. The scheme requires a person to recruit two others, who must 
each recruit two others, who must each recruit two others.
 
The 8-ball model contains a total of 15 members
Prior instances of this scam have been called the “Plane Game” and the four tiers labelled as “captain”, “co-pilot”, “crew”, and “pas-
senger” to denote a person’s level. Another instance was called the “Original Dinner Party” which labelled the tiers as “dessert”, “main 
course”, “side salad”, and “entree”. A person on the “dessert” course is the one at the top of the tree. Another variant “Treasure Traders” 
variously used gemmology terms such as “polishers”, “stone cutters” etc. or gems “rubies”, “sapphires” etc.
Such schemes may try to downplay their pyramid nature by referring to themselves as “binary systems”, or “gifting circles” with money 
being “gifted”. Popular scams such as the “Women Empowering Women” do exactly this. Joiners may even be told that “gifting” is a way 
to skirt around tax laws.
Whichever euphemism is used, there are 15 total people in four tiers (1 + 2 + 4 + 8) in the scheme - the person at the top of this tree is 
the “captain”, the two below are “co-pilots”, the four below are “crew” and the bottom eight joiners are the “passengers”.
The eight passengers must each pay (or “gift”) a sum (e.g. $1000) to join the scheme. This sum (e.g. $8000) goes to the captain who 
leaves, with everyone remaining moving up one tier. There are now two new captains so the group splits in two with each group requir-
ing eight new passengers. A person who joins the scheme as a passenger will not see a return until they exit the scheme as a captain. 
This requires that 14 others have been persuaded to join underneath them.
As such, the bottom 3 tiers of the pyramid always lose their money when the scheme finally collapses. Consider a pyramid consisting of 
tiers with 1, 2, 4, 8, 16, 32 and 64 members. The highlighted section corresponds to the previous diagram.
 
No matter how large the model becomes before collapse, approximately 88% of all people will lose
If the scheme collapses at this point, only those in the 1, 2, 4 and 8 got out with a return. The remainder in the 16, 32, and 64 tier lose 
everything. 112 out of the total 127 members or 88% lost all of their money.
During a wave of pyramid activity, a surge frequently develops once a significant fraction of people know someone personally who exited 
with an $8000 payout for example. This spurs others to seek to get in on one of the many pyramids before the wave collapses.
The figures also hide the fact that the confidence trickster would make the lion’s share of the money. They would do this by filling the 
first 3 tiers (with 1, 2, & 4 people) using phony names ensuring they get the first 7 payouts at 8 times the buy-in sum without paying a 
single penny themselves. So if the buy-in were $1000, they would receive $56,000, paid for by the first 56 investors. They would con-
tinue to buy in underneath the real investors, and promote and prolong the scheme for as long as possible to allow them to skim even 
more from it before the collapse.
Other cons may also be effective. For example, rather than using fake names, a group of seven people may agree to form the top three 
layers of a pyramid without investing any money. They then work to recruit eight paying passengers, and pretend to follow the pyramid 
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payout rules, but in reality split any money received. Ironically, though they are being conned, the eight paying passengers are not really 
getting anything less for their money than if they were buying into a ‘legitimate’ pyramid which had split off from a parent pyramid. 
They truly are now in a valid pyramid, and have the same opportunity to earn a windfall if they can successfully recruit enough new 
members and reach captain. This highlights the fact that by ‘buying’ in to a pyramid, passengers are not really obtaining anything of 
value they couldn’t create themselves other than a vague sense of “legitimacy” or history of the pyramid, which may make it marginally 
easier to sell passenger seats below them.
In early 2006 Ireland was hit by a wave of schemes with major activity in Cork and Galway. Participants were asked to contribute 
€20,000 each to a “Liberty” scheme which followed the classic 8-ball model. Payments were made in Munich, Germany to skirt Irish tax 
laws concerning gifts. Spin-off schemes called “Speedball” and “People in Profit” prompted a number of violent incidents and calls were 
made by politicians to tighten existing legislation. Ireland has launched a website to better educate consumers to pyramid schemes and 
other scams.
Matrix Schemes
Matrix schemes follow the same laws of geometric progression as pyramids and are subsequently as doomed to collapse as pyramid 
schemes. Such schemes operate as a queue, where the person at head of the queue receives an item such as a television, games console, 
digital camcorder etc. when a certain number of new people join the end of the queue. For example ten joiners may be required for the 
person at the front to receive their item and leave the queue. Each joiner is required to buy an expensive but worthless item such as an 
e-book for their position in the queue. The scheme organizer profits because the income from joiners far exceeds the cost of sending out 
the item to the person at the front. Organizers can further profit by starting a scheme with a queue with shill names that must be cleared 
before genuine people get to the front. The scheme collapses when no more people are willing to join the queue. Schemes may not reveal 
or may attempt to exaggerate a prospective joiner’s queue position which essentially means the scheme is a lottery. Some countries have 
ruled that matrix schemes are illegal on that basis.
Comparison with Multi-Level Marketing
Multi-Level Marketing (MLM) businesses function by recruiting salespeople to sell a product and offer additional bonus or sales com-
mission on the volume of other salespeople they recruit, commonly known as their “downline”. New joiners may be required to pay for 
their own training / marketing materials, or to buy a significant amount of inventory. Thus it is possible that an MLM may be consid-
ered a pyramid scheme if salespersons are more concerned with recruiting a downline or if they must buy more product than they are 
ever likely to sell. A commonly adopted test of legality is that MLMs follow the so-called 70% rule which prevents members “inventory 
loading” in order to qualify for additional bonuses. The 70% rule requires participants to sell 70% of previously purchased inventory 
before procuring new orders. There are however variations in interpretations of this rule. Some attorneys insist that 70% of purchased 
inventory should be sold to people who are not participants in the scheme, while many MLM companies allow for a significant part of 
the sales of a participant to be to themselves for their own use. The Federal Trade Commission offers advice for potential MLM mem-
bers to help them identify those which are likely to be pyramid schemes.
Examples of customers being harnessed to promote products:
1. Starbucks Coffee prints their name on their cups. 
2. MCI used a successful “friends and family” calling-circle program to gain customers in the 1990s 
3. Southwest Airlines advertises “friends fly free” from time to time. 
4. Amazon.com and Ebay.com send checks to webmasters who refer paying customers. 
The examples above are not pyramid schemes because the promotional programs are used to sell legitimate products or services. The 
promotions are obviously not the focus of these businesses. 
Most of the free laptop-style pyramid scheme websites claim to be legitimate businesses, and that claim is supported by their sales of 
eBooks. The sites claim to be operating Multi-level Marketing companies. 
The two differences between a classic pyramid scheme and a legitimate business are whether 1) they have a set of real products, and 2) 
the system of promotion exists to sell the product (vs. the product existing to sell the promotion).
Just having a set of real products isn’t enough. They’ve got to be the driving force behind the company.
The United States Court of Appeals for the Ninth Circuit stated it well, when they ruled in Webster vs. Omninutrition International.  The 
Federal Court stated, “The mere structure of the scheme suggests that Omnitrition’s focus was in promoting the program rather than 
selling the products... The promise of lucrative rewards for recruiting others tends to induce participants to focus on the recruitment 
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side of the business at the expense of their retail marketing efforts, making it unlikely that meaningful opportunities for retail sales will 
occur.”
One interesting property of binary trees is that the number of nodes with two children is always less than half the total number of nodes.  
Examples:
 
# with 2 children: 2               # with 2 children: 4                           # with 2 children: 7
Total # nodes: 5                     Total # nodes: 11                                Total # nodes: 15
So, no matter how many people join, more than half of them will lose money.  In practice, in these organizations it’s not enough to have 
only two other people beneath you – to make a profit you need more.  So the number of people profiting is actually far fewer than half.
 

Current SA employment & skill-training System

Human Resource Development Strategy
In April 2001, the ministries of education and of labour jointly launched the HRD Strategy for South Africa, entitled A Nation at Work 
for a Better Life for All. The strategy is underpinned by a set of institutional arrangements, including sector education and training 
authorities (SETAs), and the general reshaping of FET and HE to meet the HRD needs of the country.
The strategy ensures that integrated HRD planning and implementation is monitored at national, regional and sectional level. Progress 
is measured against approved indicators.
The key mission of the strategy is to maximise the potential of people in South Africa through the acquisition of knowledge and skills. It 
also seeks to introduce an operational plan and the necessary arrangements to ensure that everyone is productive and works competi-
tively to improve their quality of life.
The goals of the strategy include improving the social infrastructure of the country, reducing disparities in wealth and poverty, develop-
ing a more inclusive society, and improving South Africa’s position on the International Competitiveness Table over the next 10 years.

The South African National Qualifications Framework (NQF)
Overview 
The South African Qualifications Framework (SAQF) was established in 1995 with the enactment of the South African Qualifications Au-
thority (SAQA) Act. The framework attempts to rectify the past fragmented and segregated education and training system by adopting a 
single and integrated qualification system. The general concept of building a coherent and integrated system with more equitable access 
and improved levels of outcomes is seen as part of the process of reconciliation and rebuilding after the apartheid era.
Objectives 
The SAQA Act 1995 sets out the objectives for developing a national qualifications framework. 
The objectives of the National Qualifications Framework are to:
• Create an integrated national framework for learning achievements; 
• Facilitate access to, and mobility and progression within education, training and career paths; 
• Enhance the quality of education and training; 
• Accelerate the redress of past unfair discrimination in education, training and employment opportunities; and thereby 
• Contribute to the full personal development of each learner and the social and economic development of the nation at large. 
Definition of the NQF 
The National Qualifications Framework (NQF) is a framework i.e. it sets the boundaries - a set of principles and guidelines, which 
provide a vision, a philosophical base and an organisational structure - for construction, in this case, of a qualifications system. Detailed 
development and implementation is carried out within these boundaries. It is national because it is a national resource, representing a 
national effort at integrating education and training into a unified structure of recognised qualifications. It is a framework of qualifica-
tions i.e. records of learner achievement. In short, the NQF is the set of principles and guidelines by which records of learner achieve-
ment are registered to enable national recognition of acquired skills and knowledge, thereby ensuring an integrated system that encour-
ages life-long learning. 
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The NQF is a social construct whose meaning has been and will continue to be negotiated by the people, for the people. It is a lifelong 
learning system that brings together South Africans from a variety of socio-economic backgrounds representing a variety of worldviews, 
thinking, practice and experience to negotiate and define quality through the synthesis of these. 
Structure of the Framework
The NQF consists of eight-levels, which are entitled Levels 1 to 8, and each level is described by a unique level descriptor. Level 1 of the 
National Qualifications Framework is open-ended and accommodates three sub-levels for Adult Basic Education and Training for which 
certificates of achievement may be awarded, and level 8 is open-ended. The eight levels of the NQF are grouped into three bands, which 
can be defined as follows:
• Level 1 and below: General Education and Training band; 
• Levels 2 to 4: Further Education and Training band; 
• Levels 5 to 8: Higher Education and Training band. 
The Authority allocates a unique field description to each organising field and divides each organising field into sub-fields to each of 
which the Authority allocates a unique sub-field description.
The National Qualifications Framework is divided into twelve organising fields as follows:
• Field 01: Agriculture and Nature Conservation 
• Field 02: Culture and Arts 
• Field 03: Business, Commerce and Management Studies 
• Field 04: Communication Studies and Language 
• Field 05: Education, Training and Development 
• Field 06: Manufacturing, Engineering and Technology 
• Field 07: Human and Social Studies 
• Field 08: Law, Military Science and Security 
• Field 09: Health Sciences and Social Services 
• Field 10: Physical, Mathematical, Computer and Life Sciences 
• Field 11: Services 
• Field 12: Physical Planning and Construction 
Level descriptors
Each National Standards Body engages with the Standards Generating Bodies in the field for which the National Standards Body 
was established, to produce the guidelines for level descriptors with exemplars, which will explain their process of assigning levels to 
standards, other components of qualifications and qualifications. The Authority prescribes level descriptors in consultation with the 
National Standards Bodies in order to ensure coherence across fields and to facilitate the assessment of the international comparability 
of standards and qualifications.

Legal Framework
Legislation
• South African Qualifications Authority Act (Act 58 of 1995) 
Related legislation
• Skills Development Act (Act 97 of 1998) 
• Higher Education Act (No.101 of 1997) 
• Further Education and Training Act (No.98 of 1998) 
• NSB Regulations (Regulations 452 of 28 March 1998) 
• ETQA Regulations (Regulation 1127 of 8 September 1998) 
Organizational Structure 
In South Africa, qualifications authority members are appointed by the Minister of Education in consultation with the Minister of La-
bour. When South African Authority intends to make regulations, the approvals from those two Ministers are required.
For the management of qualification standards, South Africa has National Standards Bodies (NSBs) and Standards Generating Bodies 
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(SGBs) which are legally regulated. There are twelve NSBs for each qualification field of NQF, and these twelve fields are formulated 
from a standard-setting point of view. Each field is subdivided by industry and job category and sub-fields are formed. SGBs are created 
in each sub-field and are responsible for generating standards and for making recommendations to NSBs. NSB is not a standard gener-
ating body but rather play a monitoring role for its field.
Main organisations
South African Qualifications Authority (SAQA): The South African Qualifications Authority is a body of 29 members appointed by the 
Ministers of Education and Labour. The members are nominated by identified national stakeholders in education and training. The 
functions of the Authority are essentially twofold:
• To oversee the development of the NQF, by formulating and publishing policies and criteria for the registration of bodies re-
sponsible for establishing education and training standards or qualifications and for the accreditation of bodies responsible for monitor-
ing and auditing achievements in terms of such standards and qualifications; 
• To oversee the implementation of the NQF by ensuring the registration, accreditation and assignment of functions to the 
bodies referred to above, as well as the registration of national standards and qualifications on the framework. It must also take steps 
to ensure that provisions for accreditation are complied with and where appropriate, that registered standards and qualifications are 
internationally comparable. 
National Standard Bodies (NSBs): NSBs are bodies registered in terms of section 5 (1)(a)(ii) of the Act, responsible for establishing 
education and training standards or qualifications, and to which specific functions relating to the registration of national standards and 
qualifications have been assigned in terms of 5(1)(b)(i) of the Act. 
Organisational Structure for Standard Setting and Qualification Assurance
     In South Africa, when a new standard is generated by the relevant SGB and proposed to be included in NQF, that newly proposed 
standard will be published in the Government Gazette and on the website of SAQA in order to receive public comments on it. South Af-
rica has developed the procedure that comments from all sorts of people are already reflected before the proposed standard is accepted 
as a standard registered in the framework.
South Africa organizes its NQF with 12 educational and training fields and each field has its own NSB. The field is categorized into sub-
fields which existing number is different by field. For example, the Agriculture and Nature Conservation (NSB01) field has five sub-fields 
and eight Standard Generating Bodies (SGBs) which are currently registered. SGB of Primary Agriculture generates standards on its 
field and recommends them to NSB of Agriculture and Nature Conservation. The creation of two new SGBs is being proposed as of 15 
September 2003. 
Quality Assurance 
The quality assurance system in South Africa is organized by Education and Training Quality Assurance Bodies (ETQAs), which are ac-
credited by SAQA, and teaching providers, which are accredited by ETQA. ETQAs are structured in three sectors which are the econom-
ic sector, the social sector and the education and training sub-system sector. These ETQAs sustain the quality of learning outcomes and 
standards by registering assessors and by accrediting providers. Accredited providers are responsible for their learning programmes. 
ETQAs evaluate assessment and make recommendation to NSBs on new qualifications and modifications to existing qualifications. 
SAQA system is also supported by Moderating Bodies that are appointed by SAQA on the basis of recommendations from NSB. Moder-
ating Bodies ensure that fair and reliable assessment is carried out across the NQF and make recommendations to SAQA if necessary.

Next Steps
Potentially Effective Organizations
The department of Trade and Industry
The dti as a government department is committed to addressing the issues of gender equity and economic growth as part of its business 
mandate. It is also of the opinion that gender equity is an economic issue that is critical in fast-tracking South Africa’s economic growth.
Since 1998, the dti has been running a gender programme targeting women, with a both internal and external focus. International and 
national instruments aimed at advancing gender equity in South Africa have informed this programme. The South African (SA)
National Gender Policy of 2000 has been the most influential framework thus far adopted, outlining specific government interventions 
needed to ensure the successful process of mainstreaming gender equity.
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The Strategic Framework on Gender and Women’s Economic Empowerment is guided by the following vision, mission and objectives. 
It is also informed by a number of guiding principles from broader-based government initiatives, and by international standards with 
respect to women’s empowerment including: the Constitution of the
Republic of South Africa, South Africa’s National Policy Framework for Women’s
Empowerment and Gender Equality, Southern African Development Community (SADC)
Declaration on Gender and Development, the Convention for the Elimination of All Forms of Discrimination Against Women (CEDAW), 
and the Beijing Platform for Action.
OBJECTIVES
1. To challenge the direct and indirect barriers in Enterprise, Industry and Trade which prevent women from having equal access to and 
control over economic resources.
2. To facilitate women’s equal access to economic and productive resources by strengthening their capacity and networks as well as their 
ability to benefit from dti policies and programmes.
3. To increase women’s easy access to finance by assessing existing programs that provide access to finance for women and suggesting 
improvements to address existing gaps in a sustainable manner.
4. To work towards gender parity in all enterprise, industry and trade and structures including boards, councils and missions.
5. To ensure that the life experience and views of South African women contribute equally to the reform of trade, investment and enter-
prise development.
6. To conduct research, and put in place indicators and monitoring systems to measure the gendered impact of dti policies and pro-
grammes.
7. To ensure that the dti budget benefits women and men equitably and that specific resources are allocated for helping to overcome the 
particular disadvantages faced by women.
ACTIVITIES:
Financing: Access to finance in all its forms is an integral issue for growing and sustaining women-owned and -managed enterprises in 
South Africa. As noted in the Financial
Sector Services Charter, the financial sector is characterized by especially low levels of participation, meaningful ownership, control, 
management and high-level skilled positions by black women. Concrete mechanisms are needed to reduce inequity and eradicate ob-
stacles hindering access to finance for women. Entrepreneurial Education and Training: Providing direct education and training for cur-
rent and prospective women business owners is the single most important service that the dti and other government and non-govern-
mental organizations can provide to boost the growth of women’s entrepreneurship. The following interventions are therefore proposed:
• Self-Employed Development Support Programme: This will target women who are mainly in the informal economy, whose enterprises 
are not registered. The support will focus on providing them with basic business management skills and preparing and encouraging 
them to enter the formal economy.
• Young Women Entrepreneurship Programme: This will target young women, mainly students and school leavers, in preparing them 
for the entrepreneurship world. This will happen mainly through incubation, involving placements of interns at established enterprises 
owned and managed by women.
• Women Enterprise Programme WEP: This initiative will target women entrepreneurs who are in small and medium sized businesses 
that are on a growth path, through training and coaching. 
SPECIFIC SUBGROUPS
In particular, though, there are some distinct populations that have historically been under empowered
Or are in need of targeted assistance. The Strategic Framework on Gender and
Women’s Economic Empowerment will thus pay particular attention to the needs of these five specific subgroups of women:
• Black women
• Women’s business organizations/associations
• Women’s cooperatives
• Women in the informal economy
• Rural women
Kagiso Trust
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Kagiso Trust is one of South Africa’s non-governmental development finance organizations. It is non-partisan in character and pro-
motes non-racialism, reconstruction and development in South Africa. Kagiso Trust seeks to improve the quality of life of the poor and 
marginalised and regards development as an integral part of transformation and social change, especially in the context of the history of 
deprivation and poverty faced by millions of South Africans. Kagiso Trust’s mission is to work with people and poverty faced by millions 
of South Africans. Kagiso Trust’s mission is to work with people and institutions to achieve a society, which will offer liberty, justice and 
freedom from poverty. Development objectives 
Throughout Kagiso Trust’s 20-year history, its development objectives have adapted to the changing circumstances. Currently these are 
to: 
• Promote and facilitate innovative and alternative development models; 
• Build integrated development programmes at grassroots level that can be sustained and repeated elsewhere; 
• Help create and maintain a vibrant non-governmental sector, working constructively with government and the private sector; 
• Provide those disadvantaged by apartheid with access to skills and resources; 
• Articulate the needs of the poor and marginalised; 
• Contribute to the planning and successful implementation of national development objectives. 

Effective Laws and Regulations
ADULT BASIC EDUCATION AND TRAINING ACT, 2000

ACT
To regulate adult basic education and training; to provide for the establishment, governance and funding of public adult learning 
centres; to provide for the registration of private adult learning centres; to provide for quality assurance and quality promotion in adult 
basic education and training; to provide for transitional arrangements; and to provide for matters connected therewith.
WHEREAS IT IS DESIRABLE TO
ESTABLISH a national co-ordinated adult basic education and training system which promotes co-operative governance and provides 
for programme-based adult basic education and training;
RESTRUCTURE AND TRANSFORM programmed and centres to respond better to the human resources, economic and development 
needs of the Republic;
REDRESS past discrimination and ensure representivity and equal access;
ENSURE access to adult basic education and training and the workplace by persons who have been marginalised in the past, such as 
women, the disabled and the disadvantaged;
PROVIDE optimal opportunities for adult learning and literacy, the creation of knowledge and development of skills in keeping with 
international standards of academic and technical quality;
PROMOTE the values which underline an open and democratic society based on human dignity, equality and freedom;
ADVANCE strategic priorities determined by national policy objectives at all levels of governance and management within the adult 
basic education and training sector;
RESPECT and encourage democracy and foster a culture which promotes fundamental human rights and creates an appropriate envi-
ronment for adult teaching and learning;
PURSUE excellence and to promote the full realisation of the potential of every learner and member of staff, tolerance of ideas and ap-
preciation of diversity;
RESPOND to the needs of the Republic and the labour market and of the communities served by the centres;
COMPLEMENT the Skills Development Strategy in co-operation with the Department of Labour.

SKILLS DEVELOPMENT ACT, 1998
To provide an institutional framework to devise and implement national, sector and workplace strategies to develop and improve the 
skills of the South African work force; to integrate those strategies within the National Qualifications Framework contemplated in the 
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South African Qualifications Authority Act, 1995; to provide for Learnerships that lead to recognised occupational qualifications; to 
provide for the financing of skills development by means of a levy-grant scheme and ‘a National Skills Fund; to provide for and regulate 
employment services; and to provide for matters connected therewith.
Purposes of Act
(1)The purposes of this Act are—
     (a) To develop the skills of the South African workforce—
         (i) To improve the quality of life of workers, their prospects of work and 10 labour mobility;
         (ii) To improve productivity in the workplace and the competitiveness of employers;
         (iii) To promote self-employment; and
         (iv) To improve the delivery of social services: 
     (b) To increase the levels of investment in education and training in the labour market and to                                                                            
          Improve the return on that investment:
     (c) To encourage employers—
          (i) To use the workplace as an active learning environment;
          (ii) To provide employees with the opportunities to acquire new skills; 20
          (iii) To provide opportunities for new entrants to the labour market to gain work   
          experience; and
          (iv) To employ persons who find it difficult to be employed;
     (d) To encourage workers to participate in leadership and other training programmed; 
     (e) To improve the employment prospects-of persons previously disadvantaged by unfair   
      discrimination and to redress those disadvantages through training and education;
      (j) To ensure the quality of education and training in and for the workplace;
      (g) To assist—
          (i) work-seekers to find work;
          (ii) Retrenched workers tore-enter the labour market;
          (iii) Employers to find qualified employees: and
      (h) To provide and regulate employment services.
(2) Those purposes are to be achieved by—
      (a) Establishing an institutional and financial framework comprising—
          (i) The National Skills Authority;
          (ii) The National Skills Fund;
          (iii) A skills development levy-grant scheme as contemplated in the Skills
                 Development Levies Act; 
          (iv) SETAS;
          (v) Labour centres; and
          (vi) The Skills Development Planning Unit;
      (b) Encouraging partnerships between the public and private sectors of the economy to  
       provide education and training in and for the workplace; and 
      (c) Co-operating with the South African Qualifications Authority. 
SECTOR EDUCATION AND TRAINING AUTHORITIES
Establishment of SETA
The Minister may, in the prescribed manner, establish a sector education and training authority with a constitution for any national 
economic sector.
(2) The Minister must determine a discrete sector for the purposes of subsection (1) by reference to categories of employers and for the 
purposes of that determination take into account—
        (a)  The education and training needs of employers and employees that—
             (I) Use similar materials, processes and technologies;
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            (ii) Use similar products; or 20
            (iii) Render similar services;
        (b) The potential of the proposed sector for coherent occupational structures and career   
          pathing; 
        (c) The scope of any national strategies for economic growth and development; 
        (d) The organisational structures of the trade unions, employer organisations and 
         government in closely related sectors;
        (e) Any consensus that there may be between organised labour, organised employers and    
         relevant government departments as to the definition of any sector; and
        (f) The financial and organisational ability of the proposed sector to support a 
        SETA.
(3) On the establishment of a SETA, the Minister may provide assistance to the SETA to enable it   
      to perform its functions.

Functions of SETA
10. (1) A SETA must— 
       (a) Develop a sector skills plan within the framework of the national skills development  
            strategy;
       (b) Implement its sector skills plan by—
            (i) Establishing learnerships;
            (ii) Approving workplace skills plans; 
            (iii) Allocating grants in the prescribed manner to employers. Education and ‘training  
                 providers and workers; and
            (iv) Monitoring education and training in the sector; 
        (c) Promote learnerships by—
             (i) Identifying workplaces for practical work experience; 
             (ii) Supporting the development of learning materials;
             (iii) Improving the facilitation of learning; and
             (iv) Assisting in the conclusion of Iearnership agreements; 
        (d) Register Iearnership agreements; 
        (e) Within a week from its establishment, apply to the South African Qualifications   
             Authority and must, within 18 months from the date of that application, be so   
             accredited;   
        (f) Collect and disburse the skills development levies in its sector;
        (g) Liaise with the National Skills Authority on—
             (i) The national skills development policy;
             (ii) The national skills development strategy; and
             (iii) Its sector skills plan;
        (H) Report to the Director-General on— 
             (i) Its income and expenditure; and
             (ii) The implementation of its sector skills plan;
         (i) Liaise with the employment services of the Department and any education body   
              established under any law regulating education in the Republic to 
              improve information— 
             (i) About employment opportunities; and
             (ii) Between education and training providers and the Labour market;
         (j) Appoint staff necessary for the performance of its functions; and
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         (k) Perform any other duties imposed by this Actor consistent with the purposes of this Act. 

LEARNERSHIPS
Learnerships
A SETA may establish a learnership if—
(a) the Iearnership consists of a structured learning component;
(b) the Iearnership includes practical work experience of a specified nature and
                          duration;
(c) the learnership would lead to a qualification registered by the South African
                         Qualifications Authority and related to an occupation; and
(d) the intended learnership is registered with the Director-General in the
                         prescribed manner.
Learnership agreements
              (1) For the purposes of this Chapter, a “learnership agreement”’ means an
                   agreement entered into for a specified period between—
           (a) A learner;
           (b) An employer or a group of employers (in this section referred to as “the 5
               employer”); and
            (c) A training provider accredited by a body contemplated in section
               5(1) (a) (ii) (bb) of the South African Qualifications Authority Act or group of
               such training providers.
                (2) The terms of a learnership agreement must oblige— 
            (a) The employer 
                (i) employ the learner for the period specified in the agreement;
                (ii) Provide the learner with the specified practical work experience; and
                (iii) Release the learner to attend the education and training specified in the   
                      agreement; 
            (b) The learner 
                 (i) Work for the employer; and
                 (ii) Attend the specified education and training; and
            (c) The training provider to provide—
                (i) The education and training specified in the agreement; and    
               (ii) The learner support specified in the agreement.
                (3) A leadership agreement must be in the prescribed form and registered with a
                     SETA in the prescribed manner.
                 (4) A learnership agreement may not be terminated before the expiry of the period of    
                     duration specified in the agreement unless— 
              (a) The learner meets the requirements for the successful completion of the
                   Iearnership;
               (b) The SETA which registered the agreement approves of such termination; or
               (c) The learner is fairly dismissed for a reason related to the learner’s conduct or   
                     capacity as an employee. 
                  (5) The employer or training provider that is party to a learnership agreement may be  
                       substituted with—
                (a) The consent of the learner; and
                (b) The approval of the SETA which registered the agreement.
                   (6) A SETA must in the prescribed manner, provide the Director-General with a   
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                         record of leadership agreements registered by the SETA.

SKILLS PROGRAMMED
(1) For the purposes of this Chapter, a “skills programme” means a skills programme  
that—
              (a) Is occupationally based;
              (b) When completed, will constitute a credit towards a qualification registered in
                   terms of the National Qualifications Framework as defined in section 1 of the
                   South African Qualifications Authority Act; 
              (c) uses training providers referred to in section 17(1) (c); or
              (d) complies with the prescribed requirements.
         (2) Any person that has developed a skills programme may apply t~
              (a) a SETA with jurisdiction for a grant; or
              (b) the Director-General for a subsidy, 
         (3) The SETA or the Director-General may fund the skills programme if—
              (a) it complies with—
                      (i) subsection (1);
                      (ii) any requirements imposed by the SETA or the Director-General; and
                      (iii) any prescribed requirements; and 
              (b) it is in accordance with—
                       (i) the sector skills development plan of the SETA; or
                       (ii) the national skills development strategy; and
              (c) there are funds available.
          (4) A SETA or the Director-General may set any terms and conditions for funding in
              terms of subsection (3) that the SETA or the Director-General, as the case may be, 
              considers necessary.
          (5) The SETA or the Director-General must monitor the skills programmed funded by
                the SETA or the Director-General, as the case may be.
           (6) A SETA or the Director-General that has made funds available for a skills programme         
                 may withhold funds or recover any funds paid if the SETA or the Director-General, as   
                 the case may be, is of the opinion that—
                (a) the funds are not being used for the purpose for which they were made available;
                (b) any term or condition of the funding is not complied with; or
                (c) the SETA or the Director-General, as the case may be, is not satisfied that the  
                     training is up to standard.

INSTITUTIONS IN DEPARTMENT OF LABOUR
Skills Development Planning Unit
Employment services 
            (1) Subject to the laws governing the public service, the Director-General must—
                (a) establish labour centres in the Department; and
                (b) appoint such number of persons in the public service at each centre as is necessary  
                      to perform the functions of that centre. 
            (2) The functions Of those labour centres are—
                (a) to provide employment services for workers, employers and training providers,  
                    including improvement of such services to rural communities;
                (b) to register work-seekers;
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                (c) to register vacancies and work opportunities;
                (d) to assist prescribed categories of persons—
                     (i) to enter special education and training programmed;
                     (ii) to find employment;
                    (iii) to start income-generating projects; an
                    (iv) to participate in special employment programmes; and
               (e) to perform any other prescribed function related to the functions referred to in
                    paragraphs (a) to (d).
           (3) The Minister may, after consulting the National Skills Authority, by notice in the
               Gazette; require each employer to notify a labour centre in the prescribed manner of—
               (a) any vacancy that employer has; and 
               (b) the employment of any work-seeker referred by that Labour centre.
Registration of persons that provide employment services
          (1) Any person who wishes to provide employment services for gain must apply
               for registration to the Director-General in the prescribed manner.
          (2) The Director-General must register the applicant if satisfied that the prescribed 
               criteria have been met.
          (3) If the Director-General—
              (a) registers an applicant, the prescribed certificate must be issued to that person;
              (b) refuses to register an applicant, the Director-General must give written notice of  
                   that decision to the applicant.
          (4) A registered employment service must comply with the prescribed criteria.
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Global Studio 
Photography project 

Aim: 
Use the x100 cameras donated to Global studio by FUJI Australia to document specific facets 
of the communities of Diepsloot and Alexandra we will be working in from the perspective of the 
local community members. 

Integral to the success of this project will be gaining an insight into communities that cannot 
normally be gained from outsiders. The richness of the project rests in the fact that we cannot 
simply predict or try to prescribe what will be gained from our collaboration together, but rather 
will form part of a dynamic collaboration. 

The Project aims to work in direct collaboration with local community members, groups and 
leaders irrespective of age, sex, religion and/or socio economic standing. 

Analysis:  
Creative documentation of Alexandra and Diepsloot will help inform both locals and outsiders 
further activities in and discussions of both of these communities into the future. These could 
help begin to answer some of the following questions: 

• what do people like/ dislike about where they live?  
• what would improve their lives? 
• what physical changes would help improve their lives? 
• what is the political, planning and historical context? 
• does the community have a vision for the future?

These Photo’s will help Global Studio participants identify recurring themes that will help 
improve the understanding of the local community, by the local inhabitants themselves, Global 
Studio participants as well as the broader community and policy makers in South Africa.  

The issues thus documented will further improve every ones understanding of the myriad of 
issues in these communities as well as inform their propositions to address these in the future 

Important aspects of their community to document may include: 

• Average day/night for local children/teenagers, adults and elderly 
• Important religious, cultural, sporting and political events and rituals 
• Local meeting places, living  quarters and social spaces 
• Economic/Business aspects (local vs Black market) 

Process: 
Camera’s will be distributed amongst all Global Studio participants who wish to take apart in 
the information gathering. Each group should choose an aspect of the community that they are 
working with that complements the project that they will be working on.  

Global Studio groups should communicate regularly throughout the project in order to share 
tips and maximize the effectiveness of using cameras most effectively with the local 
community.  
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Photography Project

photo taken by Diepsloot resident on disposable camera

photo taken by Marshalltown resident on disposable camera

photo taken by Alexander resident on disposable camera


