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ABSTRACT
College lecturers are critical to addressing the skills shortage in the Eastern Cape. It is of concern, therefore,
that so little is known about these college lecturers and that so few resources are available for their
development. This study draws on an Eastern Cape Social and Economic Consultative Council (ECSECC)
survey of lecturers’ qualifications and prior experience distributed to all college lecturers at the eight
colleges in the Eastern Cape in order to infer skills development needs at the college.
The baseline survey found that in the Eastern Cape, taken as a whole, college lecturers are predominantly,
but not exclusively, African, mixed gender and relatively young, mostly permanently employed, with mainly
academic qualifications and limited instances of work experience or college teaching experience (though
these overall findings mask an extremely diverse and complex reality).
Our findings indicate two things. Firstly, a significant skills development drive among Further Education
and Training (FET) college lecturers is required in order to meet the ‘ideal’ lecturer profile in the province.
This would include, for instance, baseline teacher qualifications for more than 50% of lecturers, work
internships for about 70% of lecturers, and academic qualifications (subject matter expertise) for about
30% of lecturers of the current workforce.
Secondly, on closer consideration of the results, our data suggests that a ‘skills deficit’ model would be
an inadequate description of college lecturers, and that the skills profile should be explained in terms of
a lecturer skills shortage instead because of the difficulty, indeed improbability, of finding and retaining
lecturers who meet the preferred lecturer profile. This then points to the need for, and lack of, a robust
vocational teacher education (VTE) system which recognises the differences between it and the school
teacher education template.
One implication of this would be an acceptance at a systemic level that the realities of staffing in the
college sector are not the same as the school recruitment scenario and require a different approach,
whereby training is topped up after lecturers are employed. This would in turn imply that college lecturer
development becomes part and parcel of the college HR system nationally and that it be appropriately
resourced and incentivised through bursaries, time off, promotion/remuneration opportunities and the like.
Another implication would be that an expanded FET college system to support an inclusive growth path
would require a substantial investment in training up new college lecturers. As matters stand currently, the
lack of capacity of the FET college sector to develop and support its lecturers represents the soft underbelly
of economic growth in the region and is a source of concern for all role-players in the province.

EXECUTIVE SUMMARY
The skills audit of the Eastern Cape FET college lecturers was carried out by ECSECC, under the auspices
of the Human Resource Development (HRD) Council, in terms of its institutional support to the sector. The
research is part of a national research project into FET college lecturers and FET college support/admin
staff. As the sector is in a transitional process from being a dual responsibility of the provincial departments
of education and the national Department of Education to being exclusively that of the newly established
Department of Higher Education and Training (DHET), a study of this nature becomes relevant as it gives
an overview of the state of skills in the sector.
The document reports the methodology which was used to conduct the research, the research findings, and
recommendations. The report draws on the College Lecturer Database data gathered towards the end of
the 2010 calendar year and in the first quarter of 2011.
Four major areas were addressed: demography, employment contracts, qualifications and experience
(workplace and teaching).
Demography: Lecturers were predominantly, but not exclusively, African and Xhosa- speaking. A small
majority were female. Lecturers were also relatively young, with 57% under the age of 40.
Employment contracts: Lecturers were mostly permanently employed, with only a small percentage on
contract (about 13%). Most college staff reported being in the employ of the provincial department rather
than being college council employees (though there is some anecdotal information that staff may not be
aware of their changed status under the FET Colleges Act of 2006).
Qualifications: This would include, for instance, baseline teacher qualifications, because more than 50% of
lecturers require initial teacher qualifications, about 70% of lecturers require work internships, and about
30% of lecturers require academic qualifications (subject matter expertise).
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Experience: Many lecturers have teaching experience prior to entering colleges. However, the majority have
been in the college sector for less than five years.
Thus, overall, the college lecturer profile is African, academically qualified, with and without teaching
qualifications, permanently employed and often without workplace experience. This overall description,
however, belies the complexity and diversity that underpins college lecturers.
The overall conclusion is that there is a skills shortage among college lecturers in terms of an ideal skills
profile of work experience, subject matter expertise and teaching expertise:
•		 About 52% do not have teaching qualifications;
•		 About 30% do not have academic qualifications;
•		 Nearly 70% do not have work experience.
However, the diversity of the results suggests that the central difficulty is structural (external to colleges)
and not systemic (internal to the college sector). The report suggests that a root cause of the skills profile
of college lecturers is the lack of a robust VTE system that is able to cater for the unique needs of the
college lecturer sector. This, combined with the shortage of teachers, frames the context from which the
skills profile emerges. It is apparent that the VTE system cannot be built according to the school teacher
template, even where the content might be similar.
Based on this analysis, ECSECC intends to liaise further with its university, college, industry, DHET and
Sector Education and Training Authority (SETA) partners to embark on a concerted effort to develop and
execute a model for delivery and funding of a programme of large-scale college lecturer development. This
includes delivery partnerships between universities, workplaces and colleges, and funding partnerships with
SETAs, colleges and the DHET. Pending further investigation, the results reported in this baseline survey
suggest that in the long run this model would need to incorporate delivery partnerships, an emphasis on
full qualifications, and financial provision for an in-service training component built into staff conditions of
service.
It is also further suggested that substantial additional lecturer development work is indicated if the DHET
intends to expand the FET college sector. The absence of a fully developed VTE system for college lecturers
places the expansion of the system at risk.
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PART A: INTRODUCTION, BACKGROUND AND METHODOLOGY
Introduction
Skills development in South Africa is critically dependent on FET college lecturers. It is surprising, therefore,
that little is known about college lecturers and few resources are available for their development. In other
words, we do not know who is teaching in our colleges, what their capacity is, or what is needed for their
development. Most immediately, there is little or no consolidated data on FET college lecturers’ professional
or teaching qualifications and experience, either nationally or provincially.
This document reports on data collected from public FET college lecturers in the Eastern Cape towards the
end of the 2010 calendar year and in the first quarter of 2011, detailing their demographic profile, terms
of employment, qualifications, and teaching and work experience. The data is used here to construct a
baseline skills profile of public FET college lecturers as an initial basis for developing a skills development
plan for the province.
This report forms part of a project by ECSECC through its HRD Council to address the skills shortage
in the Eastern Cape Province. One of the critical areas for skills development in this province relates to
the development of colleges, which in turn is critically dependent on the development of the FET college
lecturers. The research project outlined in this document will address this crucial area.
The research problem is identified as the current lack of data on FET college lecturers in the province.
The project aims to provide baseline data on FET college lecturers’ demographic profile, teaching and
professional qualifications, levels of teaching and professional experience, and conditions of employment.
The project will focus on all lecturers currently teaching in all the public FET colleges in the Eastern Cape.
This data is intended to inform a development strategy for FET college lecturers in the province to enhance
the capacity of colleges to respond to the skills needs of the province. ECSECC is currently in conversation
with various universities and FET colleges provincially and nationally around teacher education directed
at FET college lecturers specifically, and is in further conversation with industry and higher education
institutions around professional qualifications and workplace experience.
Furthermore, the research is part of a national research project into FET college lecturers and FET college
support/admin staff. Findings of the project will contribute to a much- needed national database for the FET
college sector. This research replicates the research undertaken by the UWC FET Institute (FETI) in 2009 in
the Western Cape. Similar research is being conducted by the South African Qualifications Authority (SAQA)
and the University of KwaZulu-Natal (UKZN). The research has so far been conducted in the Western Cape,
followed by KwaZulu-Natal and Gauteng. Similar research has also been conducted in the North West
Province, and is envisaged in the Free State.
1		 BACKGROUND
There are currently eight public FET colleges in the Eastern Cape, namely Buffalo City College, East Cape
Midlands College, Lovedale College, Port Elizabeth College, King Hintsa College, Ingwe College, Ikhala
College, and King Sabata Dalindyebo College. These colleges have a total of 32 campuses, including their
head offices.
Since the merger of technical colleges in 2001, there have been 50 large multi-campus FET colleges nationally.
These colleges offer a range of programmes from the traditional N1-N6, to learnerships and apprenticeships,
a range of skills programmes, SETA-based qualifications, CBMT (competency-based modular training),
industry-specific training, trade test preparation and testing, higher education certificates and bridging
courses, and the flagship National Certificate Vocational (NCV) programmes. Traditionally associated with
the important task of artisan training, FET colleges prepare not only artisans in the engineering disciplines
such as construction, electricity, metalwork and modern mechanics, but mid-level skills in a range of
occupations such as IT, business studies, hospitality, tourism, educare and other caring professions (e.g.
development studies and law/policing), various second-chance programmes for youth, and so forth. The
Department of Education’s recapitalisation programme in 2006 generally ensured that colleges have been
well resourced with workshops, equipment and classrooms.
In the past decade the skills development strategy of South Africa has become increasingly aware of the
critical need for mid-level skills in the economy and the constraints placed on growth and economic inclusion
by the small size of the FET college sector. In 2009, the National Plan for Further Education and Training
called for the growth of the sector to one million students. The Green Paper for a Post School Education
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and Training System (DHET, 2012) called for the post-school sector to be increased to four million students
in the next decade (from its current base of between 300,000 and 500,000 students). The emphasis of
the Green Paper is on developing ‘a single, differentiated but highly articulated’ post-school education and
training system which contributes to an inclusive growth path by connecting young people and adults to
work and higher education through education opportunities and the upgrading of their skills. In doing so it
aims, on the one hand, to make education more relevant to the needs of the economy by promoting better
articulation and partnerships between post-school education systems and meeting the needs of the South
African labour market1, and, on the other hand, to transform the country’s skills profile so that it can build
a different type of economic future.
The question that emerges then is: “What is the college sector’s capacity to meet these expectations?” Do
colleges have the teaching staff to prepare the next generation for both higher education studies and/or
the workplace? This study attempts to show the current FET college lecturer profile’s likely impact on this
vision and the implications for college lecturer development in the Eastern Cape Province.
In September 2009, the DHET gazetted for public comment a draft framework for the development of FET
college lecturers2. This document aimed to provide a coherent plan and overall framework within which
college lecturers could be developed and professionalised as distinct from the FET schools sector. The plan
emphasised three forms of college lecturer competence:
•		 Subject expertise;
•		 Teaching expertise;
•		 Workplace experience.
Subsequently the DHET has commenced work on a redrafted framework for professional qualifications for
FET college lecturers3 which identifies qualification pathways for college lecturers. These emerging policy
statements formed the basis for this study.
2		 RESEARCH PROBLEM
As mentioned in the Introduction, the research problem is identified as the current lack of data on FET
college lecturers in the province. Currently the FET college sector in South Africa is in a transition phase.
Tabled amendments to the FET Colleges Act and the constitution indicate that the oversight role for FET
colleges is moving from being a dual responsibility of the provincial departments of education and national
Department of Education to being exclusively that of the DHET, established in 2009, and that there will be
a transfer of core staff from college councils to the DHET.
The Green Paper for a Post School Education and Training System places greater responsibilities on the
college sector and its staff to meet the skills needs of the economy by providing clearer linkages and
alignment with labour market needs and with higher education. Alongside this restructuring process has
been the development of a new policy for professional qualifications for FET college lecturersa.
Since the work of FET college lecturers is rapidly shifting, intensifying, diversifying and expanding, and their
contribution is increasingly important to South Africa’s economic and social growth path, there is an urgent
need for all role-players to discuss the profile and development needs of college lecturers as the sine qua
non of any economic development and growth plan for the region.
It is important for all sectors to address the issue of college lecturer development before establishing a skills
system or adopting a framework for professional qualifications. With the results of this study, role-players
are invited to reflect on the actual profile of college lecturers in the province. Higher education providers,
college HR departments, institutional planners and SETAs will be required to gear up their provision to
accommodate the specific needs of FET college lecturers. The issue of college lecturer development also has
relevance for the workplace and industry, which provides the informant of labour market needs, workplace
requirements and the overall skills profile for the students that college lecturers prepare. The input of
industry representatives in the college lecturer development debate, and in the provision of skills, exposure
and experience, is vital. The specific content of college lecturer programmes is, however, beyond the
immediate scope of this report.
As college lecturers provide the backbone of a skills development strategy, or any attempt to transform
the skills profile of the economy, there is a need for their current profile and future development needs to
be researched. This research study addresses the current levels of qualifications and experience of college
lecturers and the areas of potential need in order to arrive at an ‘ideal’ skills profile for college lecturers.
There need to be clear learning routes and options for existing and future college lecturers based on an
understanding of their current skills profile, areas of strength, and areas requiring development. This
(DHET, in progress)

a
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research attempts to uncover some of the key factors that might enable and disenable the successful
development of an optimal skills profile by the FET college lecturer sector. Some of the key concepts
that frame the research are the shortage of vocational teachers (college lecturers); the prevalence of
occupational, academic and teaching qualifications and experience; patterns of employment in the college
lecturer supply-and-demand chain; and the profile of lecturers that the college sector recruits and/or
attracts.
The research questions can be articulated as follows:
•		What are the current recruitment patterns of college lecturers, and what does this suggest about the
kinds of lecturers that the college system attracts or routes into college lecturing in the Eastern Cape?
•		What is the prevalence of various kinds of qualifications (occupational, academic and teaching) and
what does this suggest about the nature of the VTE system that would need to be built to cater for
the needs of the existing and future college lecturers?
•		What is the prevalence and distribution of different kinds of experience among college lecturers, and
what does this suggest about the types of support that might best meet college lecturer needs?
•		What are some potential factors that drive the skills profile of college lecturers, and what would be
required to achieve an optimal skills profile?
•		Where are the potential gaps, opportunities and anomalies in the existing skills profile that could inhibit
or enhance colleges’ ability to meet the needs of industry, inclusion, economic growth, articulation
with other sectors and/or higher education access?
3		 OBJECTIVE
During this process, it is important that a study of this nature assists in giving an overview of the current
skills profile of FET college staff. The relevance of this information is that it assists stakeholders to build
learning pathways as well as succession planning.
In the Eastern Cape, the findings should assist in shedding light in terms of the available skills in the FET
college sector and in identifying particular areas of intervention for skills development. This is critical for
development in that it ensures that capacity-building initiatives are responsive and tailor-made to address
the skills gaps.
This research report examines the profile of lecturers in the Eastern Cape. Part A describes the background
and methodology to the research. Part B documents and comments on the findings of the research,
including lecturer demographics, patterns of employment, lecturer qualifications, and levels of experience
of lecturers in both the workplace and teaching. Part C summarises the findings and draws conclusions
for developing a system for college lecturer development (or VTE) in the public FET college sector in the
Eastern Cape.
4		 METHODOLOGY
This study is a baseline survey into the kinds of support required by lecturers in the public FET college
sector in the Eastern Cape. In this study a range of college lecturer variables are considered and inferences
drawn on skills development needs.
The formulation of the initial variables collected for this study was informed by the following broad types of
proposed college lecturer expertise:
•		 Teaching expertise;
•		 Subject expertise;
•		 Work experience.4
Additional variables such as race, gender, age, college and terms of employment were added to understand
underlying and structural factors potentially impacting the skills profile and variations within the data.
This section outlines the methodology ECSECC adopted for the college lecturer survey. It considers the
nature of the sample, the approach and methods used, and data analysis considerations.
For this survey, ECSECC targeted FET college lecturers teaching at public FET colleges in the Eastern Cape
during the 2010/2011 financial year when the survey was conducted. There are eight public FET colleges in
the Eastern Cape, namely Buffalo City College, East Cape Midlands College, Lovedale College, Port Elizabeth
College, King Hintsa College, Ingwe College, Ikhala College, and King Sabata Dalindyebo College. These
colleges have a total of 32 campuses, including their head offices.
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With permission from the college, survey questionnaires were sent to each campus based on lecturer totals
provided by the campus manager. Lecturers were defined as all staff who taught classes during the year of
the study and were identified by the campus manager as such. Questionnaires were distributed to lecturers
via the campus managers.
Each individual lecturer, rather than aggregate totals of lecturers, should form the unit of analysis because
it allows for greater flexibility of analysis, as well as for further analysis if required. Furthermore, a
comprehensive sample rather than a selective sample was collected, given the importance of the study, its
potential to be used as a basis for planning lecturers’ future development needs, and the general paucity
of comprehensive data on the sector.
All eight public FET colleges were contacted and received survey questionnaires, and college and campus
records of lecturers currently teaching framed the sample. Colleges distributed the questionnaires to
lecturers, who were allowed a period of one month to respond, though participation was voluntary and
with the option of anonymity. Follow-up telephonic interviews were conducted in cases of incomplete
questionnaires where possible. The survey had a response rate of about 60% (519 lecturers), and was
evenly representative of urban and rural colleges.
The survey was largely quantitative to establish a baseline of lecturer data. It consisted of a self-administered
questionnaire to be completed by each individual lecturer. The questionnaire covered demographic details,
employment details, qualifications, and teaching and work experience.
A few challenges were encountered while conducting the research, including:
•		The participation rate from the colleges was lower than desired, particularly given the intention that
the database could be used as a basis to plan for future lecturer development needs. Though the
study enables valid conclusions about the population as a whole, the research had hoped to conduct
a census of the entire population as well, so as to indicate exact numbers and names of lecturers for
particular interventions.
•		Another challenge is that some participants (lecturers) were not accessible for telephonic follow-up
interviews when fieldworkers were doing follow-ups, because they were caught up with examination
invigilation, moderation and marking. Also, quite a number of participants provided neither their
names nor contact numbers in their questionnaires. This made it impossible to follow up with them.
Thus, there was a limitation on getting the entire population to participate in the study.
In order to answer the research questions, the following data was collected:
4.1		 Demographics
Lecturers were asked for their race, gender, date of birth and ID number. This provided for an initial
demographic profile and a baseline database entry on each lecturer. This data collection item provided
some of the information for the first research question on the nature of the FET college lecturer labour
market, including issues of transformation.
4.2		 Qualifications
Lecturers were asked to provide information on their teaching, occupational and academic qualifications.
This was used to estimate an overall skills profile and construct frequency tables for popular qualifications
held by college lecturers.
4.3		 Experience
Lecturers provided data on whether or not they had previous teaching and/or work experience, as well as
how many years of teaching and/or work experience they had. These four items provided insight into the
prevalence of teaching or work experience.
4.4		 Patterns of employment
Lecturer data was captured into a database and analysed using a spreadsheet. Individual lecturers were
used as the unit of analysis and a variety of tabulations and cross-tabulations of data were conducted. A
selection was chosen for presentation of the findings. Missing data was ignored and findings were presented
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graphically as percentages of totals, with the total number indicated. At this stage, descriptive statistics
considering mainly prevalence and/or distribution were deemed the most suitable form of presentation for
the intended audience as the study was intended as a baseline survey for the purposes of arriving at a
lecturer profile for the Eastern Cape public FET colleges.
Lecturers were generally co-operative and a response rate of about 60% (519) of the lecturers was achieved.
All eight FET colleges in the province responded and, though the entire population was targeted and ideally
would have responded, the study sufficiently covered and was representative of both rural and urban FET
Colleges. The findings therefore represent the responses from this sample.
5		 SCOPE AND LIMITATIONS
The study could be seen as an initial process towards having reliable data on lecturer and other staff profiles
in the provincial FET college sector. However, the analysis in this current report focuses mainly on lecturing
staff. The data is therefore limited to the Eastern Cape and to lecturing staff.
In statistical terms, the response rate from college lecturers was quite high. Though obviously a 100%
return rate would have been preferred, the 65% response rate by statistical standards suggests that if
figures are represented as percentages, the total percentages are likely to be the same, even if all the
lecturers had responded, and is unlikely to be markedly different from that reported here. However, the
figures cannot be represented as numerical totals at this stage.
Data is therefore presented below in the form of percentages with the caveat that the conclusions made
here are limited, firstly, to the public FET colleges in the Eastern Cape and, secondly, to the lecturing
population only. Given the above, the response rate allows for fairly confident statements about the public
FET college lecturer profile in the Eastern Cape.
Moreover, this report is limited to providing baseline information only. Because the report is intended for a
wide audience and to provide an overview, only simple descriptive statistics and single factor analyses are
used, such as bar charts and pie charts for simple categorical data (such as race, existence of a teaching
qualification) and histograms, maximums and minimums and mean totals for numerical data (such as
years of work experience and age). More complex analyses of group differencesb or relationships between
groupsc fall outside the scope of this report and its intended audience. However, the data is available on the
ECSECC College Lecturer Database and the statistical tests can be run for interested readers who wish to
test certain hypotheses.
Data was collected on the college and campus at which respondents were based, and on the subject and
programme that they were teaching, but this data is not included in the analysis for this report. Breakdowns
by college have been withheld at this stage for ethical considerations. Breakdowns by programme were not
included due to the subjectivity involved in classifying these at this stage. For the purposes of this report,
only aggregations across the Eastern Cape are reported on. While this data has not been reported here, it is
available on the ECSECC College Lecturer Database for future analysis once the issues around the correct/
appropriate use of this data are resolved.

For example, whether there are significant differences between the qualifications of males and females (e.g. to test the hypothesis that females are mostly
qualified teachers and males are artisans).
c
For example, whether there is a correlation between age and amount of work experience (e.g. to test the hypothesis that older people have more work
experience).
b
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PART B: FINDINGS, ANALYSIS AND DISCUSSION
FINDINGS
In this part of the report the data returns from the various colleges are analysed and some tentative
conclusions are drawn. The findings are presented under the following sections: Section 1 considers the
demographic profile of college lecturers in the Eastern Cape and the progress of the transformation agenda
at FET colleges. Section 2 examines the nature of conditions of service by sketching college lecturers’
terms of employment. Section 3 considers the capacity of the college sector through the lens of the range
of qualifications held by college lecturers in teaching, academic qualifications and workplace qualifications.
Section 4 analyses the colleges’ capacity through the lens of teaching and workplace experience held by
college lecturers.
1. DEMOGRAPHICS
As outlined in the Methodology section above, respondents were asked to categorise themselves in terms of
gender, race and home language, and to provide their date of birth (from which their age was calculated).
This section presents aggregate total percentage breakdowns by race, gender, home language and age.
For the purposes of this report on skills development needs, this data presents a rough indication of the
need for transformation within the sector and signals some of the diversity considerations required when
introducing teacher education programmes.
When the then Department of Education merged 152 colleges nationally into 50 multi-campus FET colleges
in 2001, the transformation agenda within colleges was strongly emphasised, for obvious reasons. The
concern for transformation consisted of elements of both representivity and redress, given the uneven
nature of development of different colleges during the apartheid era, and the differential access to skills
training by different groups. The particular nature of disadvantage was given an even more particular
character in the Eastern Cape due to the existence of the former ‘homelands’ system.
But, besides the transformation agenda, demographic data can also serve other purposes. One such
purpose of data on lecturers’ race, gender and age is that it would not only suggest who is teaching in the
college sector, but also who is being attracted or recruited by the college sector (and, conversely, who is not
being attracted or recruited by the sector). Knowing these patterns will, in turn, suggest reasons as to what
drives the lecturer shortage and/or the particular profile and skills set of lecturers teaching at FET colleges.
Unfortunately, the published data that exists on college lecturers at a provincial level is both limited and
dated. Data was last published by the NBI survey conducted in 2001/2d , a broad-ranging national survey of
which college lecturers was one aspect, and which provided aggregate figures on demographic profiles only
and limited data on qualifications. However, the NBI survey does provide some data to serve as a baseline
against which to compare changes in the demographic profile of college lecturers provincially. The current
report provides updated baseline data on who is teaching at the colleges.
This section discusses the demographic profile of college lecturers with a view to its implications for
systems for college lecturer development. Demographic variables inform both planning and explanatory
frameworks. These variables are relevant in informing college lecturer development planning in terms of
forward planning, representivity and diversity issues. In addition, since it is possible that demographic
groups follow different patterns for reasons of sociology, demographic variables potentially help to explain
why certain patterns occur within the province and why there may be regional variations between provinces
should further comparisons between provinces be made. Alternatively, demographic information could help
to track whether there are different patterns between demographic groupings or not. Respondents were
requested to provide demographic information on gender, population classification, home language and
birth year (age).
1.1		 Gender
The pie chart in Figure 1 shows the gender breakdown of FET college lecturers in the province. From Figure
1 it appears that the gender distribution is roughly equal at the level of teaching staff, with females slightly
outnumbering their male counterparts, with 54% of respondents indicating that they were female, and
44% indicating that they were male.

d

(Powell & Hall, 2004)
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Figure 1: Demographic breakdown by gender

This is not incompatible with earlier datae which also showed a roughly equal mixed gender, though slightly
in favour of males and at a national level. At this stage the reason for the predominance of females
is not clear, and it could be due to any one of a variety of factors such as teaching being a feminised
profession, lesser delivery of traditionally male- dominated courses at colleges, or active pursuit of equity
targets. However, projecting causes onto the data should be approached with caution, together with the
interpretation of the data, as further investigation is needed into the gender distribution across different
programmes (some of which may be ‘feminised’ and others which may be male-dominated).
Further analysis would be required to determine the gender distribution across subjects in terms of training
for future representivity. Be that as it may, the results are encouraging in terms of gender representivity
and may have implications in college lecturer skills development planning in terms of diversity issues.
Further research is, however, required on the gender breakdown across programmes and campuses (or
geographical regions) and on gender representivity across post levels.
1.2		 Race
The question of race is obviously a very sensitive one in South Africa. Whatever positions are held on the
matter, transformation across racial categories is clearly a priority and has been an important feature of
early analyses of FET college lecturers. The survey questionnaire asked lecturers to classify themselves
in terms of pre-determined population groups which formed the basis for discrimination under apartheid.
Figure 2 shows the breakdown of FET college lecturers by population group in 2011, with just under 70%
being African, 13% Coloured and 16% white.

(Powell & Hall, 2004, p. 81)
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Figure 2: Demographic breakdown by population group

From Figure 2 it is clear therefore that college staff are predominantly African, but with a sizeable minority of
white and Coloured staff. There are two comments to be made on these results. Firstly, African representation
– a key focus of earlier analyses – is significantly above that of the national average. But, secondly, at just
under 70%, the African percentage probably lags behind the student composition, which was recorded at
79% in 2004 for the Eastern Cape (Powell & Hall, 2004). The African predominance among lecturers in the
Eastern Cape could be for a number of different reasons, which still need to be verified, such as the strong
numerical presence of former ‘homelands’ or historically African campuses which were previously staffed by
Africans and which maintained that historical composition, which reflected the demographics of the area, or
(but probably less importantly) because of the impact of employment equity. Preliminary analysis of data
by college suggests that the rural colleges account for 65% of the African lecturers, but 49% of the total
staff, while at the urban colleges about 49% of lecturers are African, ranging from 34% to 60%. There thus
appears to be a rural-urban difference that requires further investigation.
Taken as a whole, however, college lecturers in the Eastern Cape are predominantly African, with significant
pockets of Coloured and white populations and the presence of Indian and other groupings, though more
fine-grained analysis is required – and this profile is different to the racial profile nationally. One implication
of this finding for college lecturer development is that the transformation and diversity agenda could be
addressed differently in the Eastern Cape (possibly with a greater emphasis on empowerment). While these
results are encouraging from a transformation perspective, it also raises a number of further issues. For
example, what is the relationship between the transformation agenda and other college imperatives, what
drives the potential differences between the rural and urban areas, and is a numerical analysis a sufficient
basis for the measurement of transformation?
The issue of race is a particularly contentious one in South Africa and further qualitative and quantitative
studies on the impact of South Africa’s past on its present college lecturer profile are required. Further
studies into the causes of the racial profile of college lecturer staff may provide further insight into the kinds
of lecturer development programmes that may be required.
An area of study that has not been explored much is differentiated routes of entry into the college lecturer
profession. One such possibility includes different gendered actions by population group. Table 1 presents
the results of a cross-tabulation of college lecturer respondents by gender and population group.
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Table 1: Demographic breakdown of lecturers by population group and gender
Population Group
African
Coloured
White
Indian
Other
No response
Grand Total

Female
39.05%
6.11%
8.09%
1.18%
0.20%
0.40%
55.03%

Gender
Male
29.78%
6.71%
8.28%
0.20%
0
44.97%

Total
68.84%
12.82%
16.37%
1.38%
0.29%
0.39%
100%

From Table 1 it can be seen that African females outnumber their male counterparts, while males and
females are roughly equivalent (with a slight bias toward males) among the white, Indian and Coloured
populations. The reasons for this have yet to be explored. Possibilities include different routes of entry into
FET colleges by race, but it could also be that the programme offerings vary at colleges or it could be related
to college recruitment practices. Regression analysis or factor analysis of college lecturers by college,
programme, previous experience and qualifications may provide for more focused analysis of the extent
to which different factors contribute to the profile, but this falls outside the scope of this report. However,
it does appear that there are gender differences by race which require further explanation, as it may have
implications for how lecturers are recruited and developed.
1.3		 Language
A concern raised in the NBI survey and the Department of Education’s merger process in 2001 was whether
the lecturer profile was able to converse with the changing student population in their own language. The
breakdown by home language in Figure 3 shows that most lecturers have Xhosa as their home language
(59%), followed by English (19%) and Afrikaans (15%). The rest are spread across Sotho, Zulu, Venda,
Tswana, Ndebele and ‘other’. The predominance of Xhosa speakers matches the language profile of the
province. This suggests opportunities of home language and/or multilingual engagements in learning
interactions.
Figure 3: Demographic breakdown of home language
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1.4		 Age
The NBI survey conducted during the college mergers in 2001-2004 pointed to an ageing staff cohort. To
track lecturer ages, the ECSECC College Lecturer Database asked lecturers to provide their date of birth.
The diagram in Figure 4 shows the age distribution of lecturers grouped in 10-year intervals (the age
distribution varies from 21 to 75 years). The median age as depicted in Figure 5 is 37 years.
Though there is a significant number (nearly 10%) of staff approaching retirement age, what is striking is
that the distribution is skewed towards the younger age groups, peaking at the 31-40 age group, followed
by the younger cohort in the 20-30 age group. This is surprising given policy commentary on the ageing
staff cohort, because this finding suggests that the population is not ageing, since the majority (about
57%) of the lecturers are under 40 years of age (though a longitudinal study would be needed to confirm
whether the staff are getting older or younger over time). It may be the case that instead of having an
ageing profile, the Eastern Cape actually have a relatively young lecturing staff.
Figure 4: Demographic breakdown by age

Figure 5: Age histogram
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One of the issues that emerge from this finding is that there may be regional variations across the provinces,
and that a ‘one size fits all’ approach may need to be reconsidered. It may also suggest that there may
be province-specific factors that drive the lecturer profile. There are a number of possible reasons for this,
either because of the availability of jobs in the area (e.g. a shortage of teaching posts for young qualifying
teachers, high rates of unemployment, relative attractiveness of college lecturing as opposed to other work,
a shortage of older lecturers) or because of changes in the college recruitment profile (e.g. recent loss of
older lecturers, deliberate recruitment of younger lecturers, recruitment on the basis of skills sets more
likely to be held by younger lecturers). The results of this report do not at this stage attempt to understand
the causes driving the profile; however, the results do suggest that the profile cannot be considered in terms
of the input-output model of recruitment alone, and more complex analyses are required. Moreover, the
results themselves have a number of potential implications for training, because the impact of a younger
profile of lecturer on mindsets, work and teaching experience, life circumstances and the like needs to be
considered. For example, the possibility of college lecturers having younger families has implications for
course planning.
Overall, the results pertaining to age suggest that further research and analysis is required which recognises
that age in the college lecturer staff cannot be understood using static models of age that apply to the
typical school teachers template mindset – instead, many college lecturers may well enter teaching at a later
stage in their lives than school teachers because they did other work first. This has important implications
for college lecturer teacher education programmes, because the education faculties will not be able to use
the graduate teacher template paradigm that they use for school teachers when training college lecturers.
1.5		 Conclusions
This section has attempted to provide a broad snapshot of who is teaching in our colleges in the Eastern
Cape. It has done so by providing basic information on demographic factors such as race, gender, language
and age.
The findings of this section suggest that the demographic profile of college lecturers in the Eastern Cape
is younger, more African, more female and better imbued in African languages than the national average.
This is not to say that the other groupings are not present – indeed, significant percentages are from other
groupings – but it should be noted that the predominant patterns in the Eastern Cape are different. This
suggests that national findings do not necessarily reflect regional realities. Moreover, it suggests that there
are regional dynamics that drive college lecturer profiles.
The results reported here generally bode well in terms of the transformation agenda and demographic
representivity in the Eastern Cape Province as a whole. However, the results raise many more questions
than answers.
The implications of these findings for college lecturer development are unclear and open for speculation at
this stage. It does seem that the assumptions for lecturer development based on national findings do not
necessarily apply. For example, overall the Eastern Cape is closer to national equity targets and the ‘ageing
staff’ phenomenon is not as pronounced. However, further research is required to understand both the
causes and the effects of the current college lecturer profile in the Eastern Cape.
Having examined the question of ‘who is teaching in our colleges’ in this section, the following section turns
to the question of ‘on what basis are lecturers employed’ to begin to understand some of the employment
practices that are prevalent in the Eastern Cape.
2. EMPLOYMENT DETAILS
FET reform has brought about significant legislative shifts in college lecturer contracts and terms of
employment. The FET Colleges Act of 2006 transferred employment of college lecturers from the provincial
education department to the collegef. Before that, in the 1990s, the 1994 Technical Colleges Act allowed for
state-aided and state-owned colleges, whereby the former were able to employ their own staff in addition
to those employed on an establishment post basis by the state, and this was extended by the FET Act of
1998 to enable all colleges to employ their own staff as the college system moved further in the direction
of decentralised and cost-sharing models of education provision. These shifts in college lecturer contracts
held the possibility of, firstly, decentralising staff employment to the colleges, and, secondly, increasing the
ratio of non-standard employment (e.g. contract and part-time staff). More recent shifts under the DHET
have led to legislative amendments being tabled which reverse some of these changes and transfer the
employment of lecturers back to the DHET, which in turn is set to become a national competence rather
than a provincial one. This section examines the extent of the impact of the pre-DHET legislation on the
college lecturer profile in the province, which the DHET will now inherit.
Tabled legislation in 2012 intends to transfer employment back to the state.

f
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It should be noted here that the questionnaire asked respondents to self-categorise the terms of their
employment in terms of categories provided to them. Lecturers had to indicate whether they were employed
on the type of contract that they had (e.g. full-time or short-term contract post), who the primary employer
was (e.g. college council or state), their post level (or level of seniority at the college) and their hire date
(from which their length of service could be calculated). Some lecturers may have had difficulty completing
aspects of this section because they were either not aware of their employment status, or that a range of
employment options were available, or because they did not understand the categories provided. This data
should therefore be treated with care, and reflects what lecturers believe their employment status to be
(which in itself is informative). For the purposes of this report, the employment profile of lecturers provides
a rough sense of the nature of the labour market for public FET college lecturers.
2.1. Contract staff employment status
International literature raises concerns around the growing casualisation of FET college lecturers5, which
has to be weighed against flexibility6. From a college lecturer development point of view, colleges in some
countries have tended to overlook or exclude contract and/or part-time staff in development initiatives. As
discussed above, the FET Act of 1998 provided for colleges to contract additional staff besides the stateprovided establishment posts. To assess the extent of casualisation among Eastern Cape college lecturing
staff, the questionnaire asked lecturers to indicate their employment status from a list of options. The
results obtained from the responses are depicted as the pie chart in Figure 6.
Figure 6: Employment details

As can be seen, about 79% of the lecturing staff are employed on a full-time basis, about 13% on a
contract basis and about 4% as part-time staff7. These results suggest that, in the Eastern Cape anyway,
lecturer employment is mostly fairly secure, though there are signs of contract staff. It cannot be said at
this point whether contract staff have been increasing over time; however, it does appear that the lecturer
staff are not as casualised as reported in the Western Cape8, for instance, which is interesting in the light
of the results on length of service in section 4.2.2. These results bode well for staff development within
the province. Given the relative security of tenure that Eastern Cape staff enjoy, colleges may be more
amenable to investing in their future training.
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Table 2 breaks the terms of employment down further by indicating whether lecturers are in other forms of
non-standard work (e.g. part-time [working after hours] work or temporary [seasonal] work).
Table 2: Cross-tabulation of type of employment and terms of employment
Type of Employment
Full-time (FT)
Part-time (PT)
Contractual (three did not indicate terms of contract)
No indication of either FT / PT / Contractual (25 of them)
Total

Type of Contract [terms of employment]
Permanent
Temporary
Total
77.0%
2.2%
79.2%
0.7%
2.2%
2.9%
2.4%
12.4%
14.8%
2.4%
0.72%
3.1%
82.5%
17.5%
100%

Here about 77% are on a permanent basis, and about 2.2% are on a temporary basis. Moreover, about
2.9% of the lecturing staff are employed on a part-time basis. Of these, about 0.7% are employed on a
permanent basis, and about 2.2% are employed on a temporary basis. Likewise, about 2.4% indicated
that they are employed on a contractual basis. Of these, about 2.4% indicated that they are permanent
and 12.4% indicated they are on a temporary basis. This breakdown appears to confirm that lecturers
responded fairly consistently and that the relatively large percentage of full-time staff reported may be
valid.
2.2. College council staff employment
Related to the question of flexible staffing linked to decentralisation and cost-sharing models of FET was
the question of the decentralisation of college staff employment. The FET Colleges Act of 2006 placed the
employment of all college staff under the college council. For labour relations reasons staff who had been
formerly employed by the state then had to elect whether they would remain in the employ of the provincial
department or whether they would be transferred to the college. At this stage, of course, a number of staff
could already have been employed by the college as college council posts in terms of the Technical Colleges
Act of 1994 or the FET Act of 1998.
A DHET review of the legislation emerging from a summit process funded by the Education Training
Development and Practices (ETDP) SETA, however, has led to new legislation being tabled in parliament in
2011/2012 which would return lecturer employment to the state, and the state in question would be the
national DHET rather than the provincial department. In anticipation of this shift, this section reports on
the extent to which college lecturers in the Eastern Cape have shifted employment to the college councils.
To report on the prevalence of lecturing staff with the college as their employer, lecturers were asked to
indicate their employer from a list of options. Here it should be noted that the results reflect lecturers’ selfcategorisation of their employment status, which may not correlate with the official understanding (which
in itself would be an interesting finding). Figure 7 shows the percentage of lecturers indicating employment
by the college council or the provincial department.
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Figure 7: Staff employer

The pie chart breakdown shows that about 54.3% of the lecturing staff indicated that they are employed
by the provincial (EC) departments of educationg, while about 41.8% indicated that they are employed
by the college council and 3.9% did not indicate who their employer is. These results suggest that when
lecturers were given the option to stay with the department as departmental employees or alternatively be
employed by the college councils, a small majority of lecturers opted to remain departmental employees
(or, alternatively, continue to believe that they are departmental employees). These results are interesting
because it signals to research and practice that implementation realities cannot simply be assumed from
policy statements. Given that the 2006 legislation stated that all college staff were to be employed by the
college councilh, the planned transition appears to be incomplete. An implication of this state of affairs is
that it creates dynamics for staff recruitment and retention in the sector as there are different centres
of management and payment. By the same token it also potentially complicates college lecturer skills
development planning and management. The incomplete transition to college council employment would
appear to support the idea that the staff be returned to the state, from where a mass training plan could
be instituted.
2.3. Conclusions
This section has reported on the nature of college employment in the Eastern Cape as reported by college
lecturers. It did so by examining the prevalence of, firstly, fixed-term contract workers and, secondly,
college council appointments.
As in the other sections, the results have shown that the college situation is diverse and complex and not
given to monolithic descriptions. The dominant trend in the Eastern Cape, however, is that lecturers tend
to be permanently employed, and a small majority are still employed by the provincial departments of
education. It appears that the transition in terms of the FET Colleges Act of 2006 has been incomplete,
leaving an unstable or potentially divided employer situation. The literature on the matter is still undecided
on the comparative benefits of flexible labour as opposed to a stable and secure labour employment
scenario. It appears, however, that for whatever reason the dominant reality in the Eastern Cape has
been for a stable employment scenario located under the state. This provides for a potentially stable
workforce, though this conclusion needs to be read in conjunction with section 4.4.2. Conceivably, such a
stable employment scenario would lend itself to systematising staff development, though at present across
different centres of employment and management of staff.
This section has examined formal employment contract practices in the sector. The following section turns
to the question of what qualifications are held by FET college lecturers.
The FET Act of 2006 was promulgated under the then Department of Education, so staff were employed by the provincial departments of education. At the inter
regnum time of the data gathering, the DHET did not have provincial offices.
h
An alternative explanation is that staff are confused about their employment status. Discussions with a departmental official suggest that the situation is
complex.
g
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3. LECTURER QUALIFICATIONS
The prevalence of various types of qualifications among FET college lecturers is a key area for this report.
Lecturers were asked to indicate whether they had teaching qualifications, academic qualifications and/
or industry qualifications. While the ideal set of qualifications that a college lecturer needs has not been
confirmed empirically, the position that appears to be emerging from policy documents9 is support for the
view that college lecturers require subject expertise, teaching expertise and work experience. This section
reports on the prevalence of formal qualifications held by lecturers and the next section (section 4) will
report on lecturer experience.
While college lecturer development has been emphasised since the early discussions around FET reform, no
policy document exists on the matter as yet. This is currently being addressed by the DHET. A framework
was gazetted for public comment in 200910, though not finalised, and the DHET has been in the process of
consulting on another policy document for VTE11. As things stand currently, though, the only guidance for
college lecturer employment qualifications is governed by the regulations for the recognition and evaluation
of educator qualifications of 200012, which is linked to salary scales. These regulations provide special
considerations for the employment of artisans and students with N qualifications, among other things.
It also recognises the National Higher Diploma and National Technical Teachers Diploma for purposes of
remuneration. Ironically, however, it appears that with the introduction of teaching qualifications through
the Standards Generating Body processes, and later the Higher Education Qualifications Framework (HEQF),
these qualifications had been discontinued, leaving a vacuum. This vacuum has been partially filled by a
provision in the revised National Professional Diploma in Education (NPDE) in 2003, which allowed college
lecturers to do this qualification as well. This qualification, however, was registered with SAQA as an
interim qualification, intended in its design to upgrade under-qualified school teachers, and the salary
scales benefits for college lecturers were not clear. There was also limited uptake of the qualification by
faculties of education (initially only the Cape Peninsula University of Technology and UKZN).
Lecturers with university degrees are able to access the Post Graduate Diploma in Education (PGDE), but
subject to the entry requirements of the particular university (for instance, some universities required two
school teaching subjects, excluding many college lecturers). As pointed out by Papier and her associates,
a major risk to the college lecturer development agenda was the lack of providers to offer the qualificationi.
This section reports the findings on the prevalence and distribution by type of teaching, academic and
industry qualifications as well as the extent of lecturers’ own ongoing studies in these areas.
3.1. Teaching qualifications
Unlike at schools, the recruitment of college lecturers is not a straightforward matter. At colleges the
debate rages around whether teaching expertise or industry expertise or experience should be the key
determinant13, since often both these attributes do not reside in the same person. This complicates matters
considerably relative to a school teacher template where, presumably, teachers often emerge from school,
enter a teaching qualification and then the teaching profession. The assumptions of this template (which
dominates teacher education at faculties of education) are inappropriate for the college sector where the
number of routes into FET college teaching is likely to be far more diverse. Countries have adopted different
approaches14 to this situation, subject to their national culture and conditions15. Countries similar to South
Africa have tended to adopt a top-up model of upgrading qualifications after lecturers have been employed.
In order to determine the prevalence of teaching qualifications among college lecturers, respondents were
asked to indicate whether they had a teaching qualification and their highest teaching qualification. The
results, depicted in the pie chart in Figure 8, show that about 45.5% of the lecturers who participated in
the study indicated that they have a teaching qualification and about 52% indicated that they do not. About
3% did not indicate whether they have a teaching qualification or not.

(This is currently being addressed by a group of universities and colleges and some college provision has been introduced into university faculties of education
in anticipation of the DHET policy. ECSECC is co-ordinating the initiative in the Eastern Cape together with Walter Sisulu University, Nelson Mandela Metropolitan
University and the University of Fort Hare).
i
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Figure 8: Lecturers with teaching qualification

What is striking about these results is that the majority of college lecturers do not have a teaching
qualification. As noted earlier, a teaching qualification was not a pre-requisite for teaching at a college.
The Relative Education Qualification Value (REQV) document cited earlier provided for artisans to obtain an
REQV 13s status which would enable them to lecture at particular pay scales, which was probably necessary
because the likelihood of skilled artisans having teaching qualifications was probably not high. However,
later results will show that the lack of teaching qualifications did not apply to artisans only, given the strong
prevalence of academic qualifications. So another possibility is that colleges are confronted by the same
teacher shortage as the schools and are quite possibly a second option for aspirant teachers. Whatever the
case, what the results suggest is that colleges have not been successful in upgrading their staff’s teaching
qualifications subsequent to their employment.
There could be a number of reasons for this being the case: further research could more systematically
investigate the relation between length of service (see section 4.2.2) and/or work experience (section
4.1) and/or academic qualifications (section 3.3) for patterns in the data or to determine the size of the
effect of these factors. However, another possibility to be considered seriously in explaining the lack of
teaching qualifications is that the colleges lack either the capacity or the systems to ensure the upgrading
of their staff. The figure of 52% without teaching qualifications is possibly understated as well, because
lecturers had to self-categorise their status and may have included short courses or unrecognised teaching
qualifications as being teaching qualifications.
In addition to the prevalence of teaching qualifications, the research also intended to get a sense of not only
the level but also the type of qualification that lecturers held. Thus, in addition to indicating whether or not
they had a teaching qualification, lecturers were also asked to indicate their highest teaching qualification.
The range and distribution of teaching qualifications held by that 52% subset of lecturers who indicated that
they had teaching qualifications is represented graphically in Figure 9.
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Figure 9: Type of teaching qualification

As depicted in Figure 9, the dominant highest level of qualification is the Higher Diploma in Education
(HDE) at about 25%. There were also a few other postgraduate qualifications, such as Honours, BTech and
Masters. Some of the highest qualifications reported have since been phased out in HE and thus are no
longer relevant, e.g. the NTD and Teachers Diploma. Some of the newer qualifications registered under the
National Qualifications Framework (NQF) through the standards generating process were also prevalent.
What is interesting about these results is both the type and the range of qualifications reported. As
can be seen in Figure 9, among those who indicated that they have teaching qualifications, a variety of
qualifications is reported and most of these qualifications are designed as preparation for basic school
teaching and not for vocational programmes. A number of the qualifications are legacy initial teaching
qualifications pre-dating the NQF such as the HDE, teaching college diplomas and the like. The HDE used
to be the flagship qualification, operated mostly as a capping qualification for a degree, and was often
supported by teaching bursaries. It was also a school teaching qualification. Its newer equivalent is the
PGCE, which is also a capping qualification, but which is less prevalent than the B.Ed, which is a four-year
teaching degree. One of the possible inferences from this diversity is that it suggests a range of routes into
FET colleges. This potentially makes the issue of identifying an appropriate qualification for college lecturers
on the HEQF quite complex; as it would probably need to continue to allow for qualifications that cater for
this diversity, i.e. one size may not fit all. If it is true that colleges recruit from a diverse pool of lecturers,
then the material conditions which inform that reality need to be understood before the allowed range of
qualifications is narrowed in ways that are exclusionary of valuable types of knowledge, or that require
colleges to hire out of necessity. However, it should be noted that it is critical that a framework of teaching
qualifications for college lecturers be finalised urgently to provide HE providers with the stability needed to
offer qualifications for the large number of lecturers without teaching qualifications. The absence of such a
framework is a distinct obstacle to upgrading the qualifications of college lecturers.
The appropriateness of the nature of teaching qualifications in the college for vocational education needs
to be considered. It is quite possible that there is a difference between basic education and vocational
education, requiring particular additions to the skills sets of college lecturers. The overarching “objective of
VET is to empower young people to achieve two things; one to enhance their employability, and to enable
them to become self-employed not only to escape the poverty trap, but also to become active contributors
in the socio-economic activity of their communities” (Smith, 2006:3). For instance, the NCV, a three-year
qualification offered at FET colleges, replaces the final three years of schooling. It includes workplace
training and aims to make students employable by the end of level 4 (which is equivalent to Grade 12, in
terms of SAQA qualification levels). Vocational education puts more emphasis on practical work experience
and practical problem solving. As a result of this, it is critical for lecturers to be trained in qualifications that
will enable them in their teaching or lecturing to offer this to learners. Therefore, emphasis on relevant
and updated practical exposure for both lecturers and learners becomes relevant. This is critical in the
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sense that a system that is disconnected from the world of work leads to undervalued skills or, even worse,
unemployment. A skewed dominance of school teacher teaching qualifications eventually has the potential
to defeat the very purpose of vocational education. Failure to re-orientate school teachers to vocational
education runs the risk of the intentions of the vocational education being reshaped in practice by school
teachers falling back on what they know and teaching accordingly, so that the curriculum on paper and the
actual curriculum in practice become two very different curricula.
Further research is required in these areas, firstly, to determine the impact of the results reported above,
and, secondly, to understand the factors/context that has given rise to the particular profile of college
lecturers, including further, more sophisticated analysis of the college lecturer database, since it seems clear
that results reported elsewhere in this report have had an impact on the qualifications profile of lecturers
and that there is a composite picture that requires further unpacking beyond the scope of a baseline report.
The discussion around teaching qualifications is a complex one. But, overall, the results of the survey
are not very encouraging. What appears to emerge from the results in this section is that a majority of
college lecturers (52%) do not have teaching qualifications, and that the appropriateness of the teaching
qualifications held needs to be considered. What is patently clear is that there is an urgent need for an
initial teaching qualification (or set of initial teaching qualifications) for college lecturers, and probably a
need for additional continuing education or fit-for-purpose qualifications as well.
3.2. Further studies
A key issue raised by the discussion on teaching qualifications has been the capacity of the colleges to
develop their lecturers. Countries similar to South Africa have adopted a top-up16 system of vocational
teacher qualifications and development, whereby qualifications upgrading after employment is often part
and parcel of their staffing model. This section attempts to gauge the extent to which college lecturers are
upgrading their qualifications within the system to gain a sense of the extent to which the challenge is being
taken up in the sector.
The questionnaire asked lecturers to indicate whether they were currently studying further to upgrade or
improve their teaching qualification, and to indicate what they were studying. The results are presented in
Figure 10 and Figure 11.
Figure 10: Lecturers currently pursuing a teaching qualification

Figure 10 show that about 16.2% of lecturers indicated that they are currently completing a teaching
qualification. On the one hand, this result represents a sizeable proportion of the staff, but on the other
hand it appears to be insufficient, given that 52% of lecturers lack a teaching qualification (see section
3a). In addition, further analysis is needed around which lecturers are studying (whether they already have
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teaching qualifications or not), and whether or not the lecturers are being supported by the college/state.
This further analysis is partly addressed by Figure 11.
Figure 11 shows the breakdown of the type of teaching qualifications chosen by the 16.2% of lecturers who
are currently studying a teaching qualification. What is striking is the overwhelming predominance of the
Advanced Certificate in Education (ACE) as a teaching qualification, accounting for 71% of the responses.
This is followed by the PGCE and the NPDE. In addition there are individual lecturers studying post-graduate
qualifications, including one PhD.
Figure 11: Types of teaching studies currently undertaken

The ACE is thus overwhelmingly the favoured qualification, followed by the PGCE and NPDE, which are
initial top-up teaching qualifications. Because the ACE qualification was intended to allow universities to
be responsive to a particular niche, there is a range of ACEs and these do not have a uniform purpose
across universities. More information about the ACEs studied is required to explain its predominance.
Some possible explanations include that universities registered a special ACE for vocational educators,
or that there were ACEs in particular subject niche areas, or that the ACE provided for more flexible or
amenable entry requirements compared with other options available, or that the ACE was the predominant
qualification on offer for college lecturers. It is not clear whether the predominance of the ACE was driven by
demand (popularity) or by supply (availability). It seems likely that either colleges have financed lecturers
to complete teaching qualifications and brokered a deal with the universities which resulted in an ACE,
or that college lecturers wanted to complete a qualification themselves and that the ACE seemed like the
only/best available choice for college lecturers. The ACE was, however, not intended as an initial teaching
qualification, though it is possible that its purpose was adapted.
One possible inference from the predominance of the ACE is that lecturers find it difficult to access a
suitable teaching qualification. The PGCE and NPDE were intended as initial teacher qualifications. The PGCE
provides a capping teaching qualification but with a degree as an entry requirement, often with one or two
school subjects as undergraduate courses. The NPDE is a 360-credit interim qualification initially intended
for under-qualified teachers but later extended to include upgrading of college lecturers, and which did
not require a degree. The ACE by contrast was not originally intended as a first teaching qualification, but
as a special purpose teaching qualification. It is possible that the PGCE and NPDE are not offered near to
certain colleges. The special arrangements that may have had to be made around college lecturers could
reflect a lack of available teaching qualifications and, if so, point to the need for the DHET to finalise a
framework for college lecturer qualifications which would provide some certainty for universities as to the
appropriate qualifications to develop. It would also require that universities operate in order to make these
qualifications available.
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3.3. Academic qualifications
As discussed earlier, policy and literature spoke of three kinds of lecturer competence: teaching, subject
matter expertise and work experience. However, there are different types of subject expertise qualifications
in the vocational area: academic and industrial. To assess subject expertise, the prevalence of academic
qualifications was used as one proxy and lecturers were asked to indicate whether they had an academic
qualification, and what their highest qualification was. The prevalence of academic qualifications is depicted
in Figure 12.
Figure 12 shows that almost 70% of lecturers are academically qualified. This implies that in the Eastern
Cape most lecturers studied at a higher education institution. This differs from the North West, for example,
where lecturers were reported to be predominantly artisans or having come via the workplace.
Figure 12: Lecturers with academic qualification

The reasons for this pattern are not clear. But it is interesting that the staff are relatively young and
academically qualified. It is also interesting that 52% of lecturers reported that they did not have teaching
qualifications. Further investigation may show lecturer routes into the colleges in the Eastern Cape. For
example, it could be that lecturers enter the college sector young after obtaining their academic qualification,
but without necessarily entering a teaching route. Further investigation could show whether colleges seek
out academically qualified lecturers, or whether in the Eastern Cape the college sector presents an attractive
option for academically qualified students for whatever reason. It should be noted that the presence of an
academic qualification does not automatically mean that the lecturer does not have an industry qualification
and vice versa. However, the results do show that academic qualifications form a prominent part of the
skills profile of college lecturers in the Eastern Cape.
However, more importantly for this survey, there are also implications for lecturer skills development in the
results reported in Figure 12. Firstly, while 70% of lecturers have academic qualifications, almost 30% do
not. This implies that if academic subject expertise is to be achieved, then 30% of the lecturing staff will
require academic qualifications. While this constitutes a minority of lecturers, it does represent a substantial
training intervention in the college sector. This once again points to the necessary diversity of the college
lecturer and the range and complex nature of training interventions that could be required. Secondly,
academic qualifications are an entry requirement into many teaching qualifications. The prevalence of
academic qualifications could inform the type of teaching qualification that universities could register that
would best suit the existing lecturer profile. This is dealt with in more detail in Figure 13.
Figure 13 shows graphically the distribution of academic qualifications. From these results it can be seen
that a number of lecturers went via the university of technology (Former Technikon) route of Higher
Diplomas (36%).
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Figure 13: Type of highest academic qualification

The results have implications for skills development. Firstly, and immediately, it would appear that the
status of Higher Diplomas as an admission requirement into teaching qualifications would need to be
clarifiedj. Secondly, the skills profile suggests that a number of teaching qualifications places/bursaries may
need to be aimed at the post-graduate level in addition to those required for the 30% of lecturing staff
without academic qualifications. This has curriculum development implications for education faculties.
3.4. Industry qualifications
Many of the college disciplines require industry specific knowledge which is not available from academic
qualifications obtained at universities. College lecturers were asked to indicate their industry specific
qualifications. About 43.2% indicated that they have an industry qualification. However, on further analysis
of the types of industry qualifications indicated, it seems that the respondents did not understand what trade
qualifications are. Some lecturers have reported Higher Diploma in Education, Secondary Certificate, N2 –
N6 certificates, Further Diploma in Education, Secondary Teachers Diploma, as their industry qualification.
Only a few indicated that they have a National Trade Diploma or have qualified as artisans.
Moreover, only about 5% of the lecturers who participated in the study indicated that they are currently
pursuing industry training. Table 4 below depicts the types of industry training being undertaken.

Another layer of analysis is needed, but a brief calculation from the College Lecturer Database shows that about 70% of those with Higher Diplomas do not have
teaching qualifications, as opposed to about 45% of those with degrees.
j
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Figure 14: Lecturers with industry qualification

Table 3: Highest industry qualification
Highest Industry Qualification
Number
Artisan
4
National Trade Diploma
46
National Certificate
6
N1
1
N2
2
N3
9
N4
8
N5
6
N6
60
Diploma
50
BTech
1
Advanced Diploma
1
Degree/
4
National Higher Diploma
3
MTech
1
Toolmaker Technician
1
Trade Test
2
Pre-Trade Test
1
Secondary Teachers Diploma
1
Management (Food & Bev, Business, Inventory & stores)
3
Further Diploma in Education
1
Other (M+4, ED3, T1, T3, T4, Sales Course, Technician Special Duties, DTT International Fares)
8
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Table 4: Types of industry training currently undertaken
Type of industry qualification currently being undertaken
Bricklaying Practical Training
Diploma
Industrial and Organisational Psychology
National Certificate
NCV
Pre-trade test
Project Management
Public Management
S3 Boiler Making
Tour Guide training
Wireman's Licence
Skippers Licence
3.5. Short training programmes
In order to ascertain the extent of short training programmes among college lecturers, lecturers were asked
to indicate short training programmes that they had undertaken. Assessor training is the most popular
among the lecturers. About 60.1% (312) of the lecturers indicated that they completed assessor training.
Additionally, about 22.9% (119) have completed moderator training and about 1.9 % (10) have completed
verifier training. In terms of the facilitation course, about 23.7% (120) have completed it, and this signals
a gap between assessment and teaching.
In addition, about 22.6% of lecturers indicated that they had undertaken one or two other short training
programmes. The types of these are indicated in Table 5 below.
Table 5: Types of other short training programmes undertaken
Types of short courses undertaken
Project Management
First Aid
Pastel
Introduction to Computers
Non-government network
Designing Outcomes-Based Learning Programme
Systems Administrator
Strategic Planning
AUTOCAD
Basic Teaching Skills
Change Management
Financial Management
ICDL
Mentorship
Teachers Methodology
Basic Understanding of ISO 9001:2000 Requirements
OBE
Labour Relations
Learning Material Development
Personal Development
Diagnostic Solution
Professional Driver Awareness
Festo
Report Writing
OBE
LOLT
Women Empowerment
Bookkeeping
Leadership & Management
NCV English Level 3 Training
Asset Management
NCV Office Admin Level 4
Maize Production (GRAIN SA)
Team Building
Tractor Maintenance (GRAIN SA)
Batho Pele Principles
HIV Training
Conversational Xhosa
These results suggest that short training programmes are more prevalent than longer, full qualifications
among college lecturers. This in turn suggests that colleges have been more willing to invest in short
courses than in full qualifications for lecturers. There are various possible reasons why this could be the
case, but the implications of this finding for the way in which colleges conceptualise and implement college
lecturer development requires further investigation.
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3.6. Conclusions
In this section, the various qualifications of lecturers were discussed in order to arrive at a qualifications
profile of lecturers. Lecturers in the Eastern Cape are primarily academically qualified, but often without
teaching qualifications. About 70% have academic qualifications and about 52% do not have teaching
qualifications. This may differ from other provinces, where industry experience may be more prevalent.
There appears to be an opportunity to upgrade lecturers teaching qualifications. This would require that
more than half the staff embark on teaching qualifications. The results suggest that in order to do so,
staff both with and without academic qualifications would need to be catered for. This would require a
decision as to which teaching qualifications would be required. On the one hand, the 30% without academic
qualifications would not meet the entry requirements for a post-graduate teaching qualification. On the
other hand, the 20% with academic qualifications but no teaching qualifications may meet the requirements
for a post-graduate qualification (noting though that a large percentage of these have Higher Diplomas
from universities of technology, which may require a decision as to their recognition for entry).
The impact of the relatively high rate of academic qualifications requires further discussion.
In terms of current studies, it appears that short courses are more prevalent than full qualifications.
This raises questions around the manner in which colleges conceptualise and implement college lecturer
development programmes, and requires further investigation.
This section has discussed the qualifications profile of college lecturers in the Eastern Cape. The following
section will consider lecturers’ previous experience both in the workplace and teaching experience.
4. WORKPLACE AND TEACHING EXPERIENCE
Whereas section 3 considered lecturers’ formal qualifications, this section will consider lecturers actual
working experience either in the industry or as teachers/lecturers. This section will report on three areas
of experience: industry/workplace experience, overall teaching experience, and teaching experience at a
college (length of service).
4.1. Workplace/ industry experience
The Minister of Higher Education and Training has made it clear that a concerted effort should be made to
provide college lecturers with workplace experience. An earlier version of the college lecturer development
framework had even suggested that workplace experience be a pre-requisite for employment on particular
programmes. Given the findings in section 3 that lecturers were predominantly academically qualified, it
would be interesting to see to what extent lecturers had gained workplace experience prior to entering the
college sector.
Lecturers were asked to indicate whether they had workplace experience and the duration of that
experience. About 44.9% (Figure 15 below) of the lecturers indicated that they had industry experience
prior to entering the FET college sector. Questions about the kind of workplace experience required by the
proposed framework for FET college lecturer development are still unclear. The framework had proposed a
subject matter qualification, teaching qualification and three years’ relevant work experience in the case of
vocational lecturers.
These results are rather disappointing as it shows that large numbers of lecturers lack workplace experience
or exposure. This seems to lend credence to the idea in the National Skills Accord that lecturers be provided
with industry exposure and illustrates a demand for this. It also suggests that workplace experience be part
and parcel of the college lecturer development qualification.
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Figure 15: Lecturers with industry experience

The industry experience ranges between one year and 33 years.
Figure 16: Years of industry experience

4.2. Teaching experience
In addition to industry experience, the questionnaire also required lecturers to indicate their teaching
experience. This data provides a sense of the degree of teaching experience in the college sector, as well
as whether colleges are able to maintain that experience.
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4.2.1. Previous teaching experience
Lecturers were asked to indicate whether they had any teaching experience prior to entering the college.
About 45.9% (Figure 17 below) of the lecturers indicated that they had teaching experience before entering
the college. This constitutes nearly half the college lecturer staff. It appears that a number of college
lecturers entered college lecturing via the school teacher route.
Figure 18 shows the distribution of teaching experience (including teaching experience out of college). The
years of previous teaching experience ranges from one year to 53 years. The median is 14 years of previous
experience. What is striking about the figures is the range of teaching experience that lecturers have, with
a large number entering college lecturing some time after embarking on a teaching career.
Figure 17: Previous teaching experience

Figure 18: Years of previous teaching experience
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The average period of college teaching experience is about 6.4 years and it is less than the overall teaching
time. This is probably due to the fact that a number of lecturers were recruited from teaching posts outside
the FET college sector. The years of teaching at the FET college ranges from less than one year to about
35 years. Also there is quite a large number (about 38%) of new lecturers entering the college sector. This
could be due to staff turnover and/or growth in the sector and is an area worth investigating. If so, this
could result in an increasing need for induction and support.
4.2.2. Length of service
Length of service provides an important indicator of the staff turnover, and of the ability of colleges to retain
staff. The length of service in the FET sector of lecturers ranges from one year to 32 years. The data on the
length of service is depicted in the histogram in Figure 19.
What is striking about these figures is that the majority of lecturers (65%) have been at the college for five
years or less. Moreover, about 42% of the lecturing staff had been hired in the past two years. This has
different possible explanations: either it could be due to staff turnover or it could be growth in the sector.
This could be further investigated because it has implications for stability in the individual colleges.
Figure 19: Length of service

4.3. Conclusions
The lack of workplace experience is a matter for some concern. Earlier it was reported that many lecturers
lacked teaching qualifications. In this section it was reported that the majority of lecturers lack workplace
experience too. Further investigation is needed as to the overlap between these various ‘lacks’. It would
appear, however, that a college lecturer profile consists largely of academically qualified people, but that a
diverse range of other lecturer types exists as well.
This seems to suggest that some forms of workplace exposure are required and should be included on the
college lecturer development agenda at the college, provincial and national levels.
5. LECTURER TRAINING NEEDS
Finally, lecturers were asked to indicate their training needs. Table 6 below indicates various areas lecturers
indicated they would like to be trained in.
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Table 6: Types of training needs
Lecturer training needs
Communication
Assessor
Moderator
B.Ed
Facilitation
Diploma in Tourism
Further studies
Project Management
Teaching Methodology
Advanced computer training
First Aid
Trade Test
Management skills
Leadership
VEOP
Verifier
BTECH
PGCE
Practical Training

Financial Management
Examiner Training
Theory / subject content knowledge
CNC training
Cutting-edge workplace experience
Curriculum Development
AutoCAD Advanced
Conflict Management/Resolution
Leadership Skills
Management Skills
Masters
Industry Experience
Language & Learning
Coaching and Mentoring
SA Professional Secretaries Association
Supply Chain Management, Budget and Revenue
Employment Equity Consultative Forum Training
Strategic Management
Workshop and Programme and Responsibility Management

6. DISCUSSION OF RESULTS
The baseline results reported here were intended to answer the question of whether the college sector
had the capacity to deliver to its mandate, which includes the province’s skills development needs and
promoting an inclusive growth path. It was intended to provide stakeholders with a broad overview of the
scope of the problem so as to develop a college development programme.
However, in the course of writing the report it became clear that these baseline results raised so many other
questions as to the dynamics of the college lecturer labour market that it could become quite easy to get
lost in the labyrinth of the other causes and effects and lose sight of the main question: do the colleges
have the capacity to deliver? This section then briefly follows the red thread back to this question in terms
of the ideal criteria for a lecturer of subject expertise, teaching expertise and work experience.
So, do colleges have the lecturer profile that meets these criteria? It would be tempting to say no, but
this would ignore the dynamics under which the colleges operate and miss the meaning of the data. The
colleges appear to have amassed an impressive array of skills. This array of skills has fallen short of the
benchmark set, but – and this is important – no plan is in place to assist the colleges to add the formal skills
that everyone says the lecturers need.
Papier and her associates17 have shown that VTE is sorely neglected in South Africa. Colleges have been
tasked with sourcing lecturers on a large scale with a skills profile that is unlikely to exist in this country (an
artisan with a teaching qualification, or a teacher with an artisan qualification). Given the triple qualification
requirement (subject, teaching and work), under current circumstances prospective lecturer applicants are
likely to meet one requirement or the other, but mostly not both or all three. The reality, therefore, is that
colleges will be required to send lecturers for further training after they have employed them. This top-up
training is not different from many other countries, but what is different18 is that South Africa does not have
a system where the lecturers can go to get that training, lecturers are no longer provided with time off to
study, there are no consistent bursary schemes for lecturers, and certain aspects of the development are
not recognised for salary purposes. This all exists on a voluntarist basis and, in this analysis, is probably a
recipe for disaster. In addition, a model for college lecturers which continues to plan in the same way that
it does for schools, not taking into account the very different recruitment scenarios, is also a recipe for
failure. The lack of a VTE sector which can provide formal access to a range of competencies, and which is
built in as part and parcel of the college system, is the soft underbelly of any skills development strategy.
It is a structural constraint which will continue to perpetuate the shortage of skills in the college sector and
which will cast a shadow over any intention to expand the college sector in order for it to meet its mandate.
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7. LIMITATIONS OF STUDY
This section should be read in conjunction with section 6, which speaks to the scope of the project. This
section therefore speaks only to limitations encountered in the data gathering process itself, and not to
limitations of scope.
The baseline results reported here are based on the College Lecturer Database compiled by ECSECC in the
2010/2011 financial year. The database is based on lecturer responses and is only as accurate as those
responses are. In some instances lecturers did not respond to all the questions, and in other instances
lecturers did not understand what was required of them or were not aware of their own circumstances and
therefore reported incorrectly. Missing data is reported in the results.
The College Lecturer Database was, however, designed to be expandable as it is based on individual lecturer
records. With the support of the colleges, the database can add the remaining lecturers and fill in the data
gaps. The database can also add more variables which are identified as being missing from the analysis.
8. FURTHER RESEARCH
As discussed in section 6, this report is deliberately limited to baseline data only. It reports against the
data categories asked for in the questionnaire, and does not systematically conduct cross-tabulations.
Many of the questions raised in the discussion would therefore require further, more detailed analysis. As
suggested in the report, several of the questions require a further layer of analysis to examine the linkages
between variables. Some questions raised in the report could probably only be answered with multiple
factor analysis conducted on the College Lecturer Database.
This report also excluded two variables which relate to more detailed planning. Firstly, college and campus
breakdowns of data were not included for ethical reasons. Secondly, breakdowns by programme were
not included because the complexity of programmes requires clarification before further analysis would
be possible. Though this data is available, and shows interesting variations, its publication would require
further conversations with college partners. This report therefore limited itself to providing a provincial
picture. The analysis including these two variables would, however, be useful in understanding the nuances
of the provincial picture and of colleges more generally.
A number of assumptions are made in the literature around the types of expertise required by college
lecturers. While these make common sense and play an important role in elevating the status of colleges,
further empirical analysis is required on the relation between lecturer competencies and student outputs.
From a quantitative perspective, a student database should be added to the lecturer database to conduct
various comparisons empirically.
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PART C: CONCLUSION AND RECOMMENDATIONS
1. CONCLUSIONS
This study provides baseline data on public FET college lecturers in the Eastern Cape outlining their
demographic characteristics, qualifications profile and previous experience. Based on the original intention
of the report, this data was used to infer a skills development plan for college lecturers. But the data also
suggested additional factors in explaining the lecturer profile that need to be understood in conceptualising
the type of support that the college lecturer sector will require. The reported results indicate that, on
the whole, the college lecturers in the Eastern Cape are predominantly African, relatively young, mostly
permanently employed by the provincial department, mainly academically qualified and frequently have
little industry experience. More than half do not have teaching qualifications and a significant number have
been employed relatively recently by the college sector.
More specifically, the results suggest that, if the sector wanted to transform to meet the ideal skills profile
in which college lecturers have subject and teaching expertise together with work experience, then 70%
of lecturers would need work experience internships, 60% would require teaching degrees and about 40%
would require academic qualifications. Moreover, a closer look at the data raises additional issues around the
appropriateness of the academic, workplace and teaching qualifications held and around the levels of work
experience held by those not included in the figures above. For instance, most of the teaching qualifications
held were intended for school teaching, some for primary school teaching, and work experience may often
not have been recent or sufficient or perhaps not relevant. Thus one of the significant findings of this study
has been that considerable staff development is required in order to meet the ideal skills profile for FET
college lecturers in the Eastern Cape.
2. RECOMMENDATIONS
2.1. Implications for policy
The results of this baseline report shows the difficulties that colleges have in recruiting the ideal lecturer
profile. These difficulties are liable to vary from province to province given local provincial realities. Given
these difficulties, policy should recognise this reality and write into policy the upgrading of college lecturer
qualifications. It is unlikely that simply prescribing entry qualifications would be able to achieve the desired
skills profile.
Appropriate professionalisation of FET college lecturers should be prioritised. Currently, ECSECC is coordinating the introduction of the Vocational Education Orientation Programme (VEOP) in the Eastern Cape
in partnership with three universities (to date), namely, Nelson Mandela Metropolitan University, Walter
Sisulu University and Fort Hare University. It is intended that this will lay a foundation for an institutional
base for the introduction of full VTE qualifications aimed specifically at the college lecturer but with
portable credits and which, with time, will need to be extended to include work experience programmes for
lecturers and college mentorship programmes. VEOP is an orientation programme that aims to address the
pedagogical aspects of the vocational lecturers. The VEOP is a 30-credit bearing programme that aims to
provide lecturers, particularly those who come from industry or university without a background in teaching
and learning methodology, with an orientation on teaching methods.
The development and implementation of the full qualification is critical. As indicated above, a number of
lecturers possess a teaching qualification that is designed to cater for basic school teaching and not for
vocational programmes. Moreover, several in-service and lifelong learning arrangements should be in place
to give the lecturers access to possibilities to update their knowledge and competencies. Also, important to
prioritise is the up-skilling of technical lecturers up to artisan level.
Moreover, the Department of Higher Education has set aside funds for the training and development of FET
college staff. Some of these funds should be used towards the professionalisation of lecturers in the sector.
Such an intervention should be prioritised as it has major quality implications in terms of the quality of
teaching and learning in the sector as well as the quality of graduates from the sector. The focus should be
on long-term or professional qualifications instead of short-term programmes.
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2.2. Implications for practice
It is clear from the above results that the current lecturing staff could benefit from a range of interventions.
The DHET and SETAs would need to fund lecturer teaching qualifications on a large scale, possibly incentivising
these and making time available for lecturers to be able to pursue these qualifications. Similarly it would
appear that college lecturer development would need to be a partnership between colleges, universities
and workplaces as a combination of teaching qualifications, workplace experience, academic qualifications,
college lecturer experience and the like.
In the Eastern Cape it appears that a level of induction programming into the college sector may be
required given the fairly short length of service that college lecturers may have in the sector, whether it be
due to growth or turnover in the sector.
The difficulties that affect practice are that at present little provision is made for college lecturers in the areas
indicated. A range of teaching qualification offerings would need to be developed which suit the college
lecturer environment. College lecturer programmes would need to include options for workplace experience
(in partnership with workplaces) and college induction and mentoring programmes (in partnership with
colleges).
There thus seems to be an urgent need to develop a range of qualifications and support mechanisms for
college lecturers. There is an equally urgent need to organise bursary funding and incentives for college
lecturers to embark on such studies, while making time available for lecturers to do so.
2.3. Implications for theory
Many different conceptions of college lecturers exist. What the results of this baseline report point to, is
the vast diversity in college lecturers compared with school teachers. This supports those strands of theory
which suggest that the assumptions of the graduate school teacher template should not be imposed on
college lecturers, because different dynamics are at play. It also supports those strands in theory that
suggest that the college lecturer profile be viewed in terms of a teacher shortage, and of the difficulties
in recruiting college lecturers. This supports findings in other similar country situations elsewhere that full
college lecturer qualifications can only be obtained after college lecturers are employed by the college,
often in the form of top-up qualifications.
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