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Foreword
Eswatini’s capacity to grow, compete and thrive in a global 
economy is dependent on employers and individuals being 
able to access and use the right skills at the right time. Now 
more than ever, Eswatini needs a trusted training system 
that can deliver workers with high quality, relevant skills and 
competencies that can support rapid upskilling, cross skilling 
and reskilling in economic growth areas.

The skills of people in Eswatini are vital to the future success 
and prosperity of the nation. Understanding the supply of, 
and demand for, skills is increasingly important. The Ministry 
of Labour and Social Security is committed in the investment 
of developing and strengthening our understanding of what 
skills are needed and demanded by employers. This includes 
what employers are saying to us about skills supply and their 
demand for skills both presently and in the future.

For our country to achieve high levels of economic growth 
and address our social challenges of poverty, unemployment, 
and inequality, we must work together to invest in relevant 
education, training and skills to achieve our vision of a skilled 
and capable workforce to support an inclusive growth 
trajectory.

The Eswatini National Skills Audit is a critical road map to 
Eswatini’ s economic growth as it provides expert advice and 
national leadership in the country’s labour market, current 
and future skills needs and workforce development issues.

This report is intended to provide evidence to aid informed 
decision making by individuals, employers, education, 
training providers as well as careers and skills advisors and 
policy makers. It provides both insight and foresight which 
can inform the skills labour market in Eswatini.

As we deal with the COVID-19 pandemic and its impact on 
the economy, now more than ever, we need to understand 
what is happening in the labour market, the structural shifts 
that will occur and the skilling and re-training needed to get 
people into jobs.

It gives us great pleasure as a Ministry to present the 
Eswatini National Skills Audit which brings together a wealth 
of information and analysis on skills needs in the country. 

Phila W. Buthelezi (MP)
Honourable Minister for Labour and Social Security 

For our country to 
achieve high levels 

of economic growth 
and address our social 
challenges of poverty, 
unemployment, and 
inequality, we must 
work together to invest 
in relevant education, 
training and skills to 
achieve our vision of 
a skilled and capable 
workforce to support 
an inclusive growth 
trajectory.
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The Government of the Kingdom of Eswatini recognises the 
critical importance of relevant skills and competencies to 
meet the changing needs of the economy. This Skills Audit 
Report provides long-term benefits, expert advice and 
national leadership for employers, students and workers on 
the state of Eswatini labour market, current and future skills 
needs and workforce development.

Skills are at the core of any labour market activity and are able 
to provide employers, workers, students and policymakers 
with a wealth of useful guidance.

Detailed and timely skills analysis and information has the 
potential to allow education providers to offer courses 
better tailored to the current and future workforce needs 
of employers, with students gaining highly relevant 
qualifications leading to rewarding, sustainable careers and 
ultimately increasing employment opportunities.

 In order to achieve an efficient human resources development 
system, our training efforts and resources must be optimally 
channelled towards development of those skills that will 
have the greatest impact on socio-economic development.

This report highlights key areas of focus that need immediate 
attention. As it provides opportunity for the country to 
achieve some of its goals towards evidence-based work force 
planning and training system, and that working together, we 
can indeed achieve the skills revolution that our country so 
urgently requires.

John S. Hlophe
Principal Secretary, Ministry of Labour 
and Social Security

This Skills Audit 
Report provides 

long-term benefits, 
expert advice and 
national leadership 
for employers, 
students and 
workers on the state 
of Eswatini labour 
market, current and 
future skills needs 
and workforce 
development.

Statement by the 
Principal Secretary
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This report is an outcome of a partnership 
between Eswatini Economic Policy Analysis 
and Research Centre (ESEPARC) and the 
Ministry of Labour and Social Security (MoLSS). 
The Ministry also wishes to acknowledge 
all stakeholders for their invaluable input, 
technical expertise and commitment towards 
the development of this report.

Special thanks goes to Dr. Thabo Sacolo, 
Mr Mangaliso Mohammed, and Ms Tengetile 
Hlophe from ESEPARC who were the leading 
consultants and provided valuable advice 
in preparing the Report. We are immensely 
grateful to the National Human Resource 
Planning and Development Unit Analysts; Ms 
Gcebile C.T. Dlamini (Team Leader), Ms Celiwe 
P. Nxumalo, Mr Moses Z. Gamedze, Mr Sandile 
X.  Nxumalo who played a crucial role in 
ensuring that this report sees the light of day. A

c
k
n

o
w

le
d

g
e

m
e

n
ts



9

List of Figures and Tables

Figure 2.1.1: Employment trends in Eswatini   ................................................................................................................................................ 28
Figure 3.1.1 Framework for implementing the National Skills Audit....................................................................................................... 31
Figure 3.1.2: National Skills Audit Output........................................................................................................................................................ 32
Table 3.2.2.1: Surveyed tertiary institutions  ................................................................................................................................................... 33
Figure 3.2.1 Percentage of respondents by region    .................................................................................................................................. 33
Figure 4.1.1: Physical location of the companies and  establishments  ................................................................................................ 35
Table 4.1.1: Respondents grouped by region, size and sector .................................................................................................................36
Figure 4.1.2: Sectoral representation and size of the companies/establishments  .........................................................................36
Figure 4.1.3: Year of Establishment.................................................................................................................................................................... 37
Table 4.2.1: Absorption of Labour by Industry ..............................................................................................................................................38
Figure 4.2.1: Distribution of people living with disabilities in industry ................................................................................................39
Figure 4.2.2: Distribution of people living with disabilities by level of occupation and qualification .................................... 40
Figure 4.2.3: Types of disabilities ........................................................................................................................................................................41
Table 4.2.2: Reasons for importing skills  ........................................................................................................................................................42
Figure 4.2.4: Industries that import skills .......................................................................................................................................................42
Figure  4.2.5: Types and Level of Skills Imported  .......................................................................................................................................43
Table 5.2.1: Agriculture, Forestry, and Fishing and Agro-processing Sector Profile .......................................................................46
Table 5.3.1: Employee Skills (Agriculture and Agro-processing)   .........................................................................................................48
Table 5.4.1: Skills Demanded by Industry (Agriculture and Agro-processing) .................................................................................49
Table 5.5.1: Agriculture Qualifications Offered by Higher Education Institutions............................................................................50
Figure 5.5.1: Employment Status of Graduates Based on Gender (Agriculture and Agro-processing)..................................50
Figure 5.5.2: Employment Transition Period and Type of Employer ..................................................................................................... 51
Figure 5.6.1: Skills Deficiencies (Agriculture and Agro-processing) ...................................................................................................... 51
Table 5.6.1: Scarce Skills (Agriculture and Agro-processing .................................................................................................................... 52
Figure 5.6.2: Vacancies across Occupational Levels (Agriculture and Agro-processing) ........................................................... 53
Table 5.6.2: Reason for Importing Skills (Agriculture and Agro-processing) ................................................................................... 53
Figure 5.6.3: Type of Skills Imported (Agriculture and Agro-processing) .........................................................................................54
Figure 5.7.1: Factors Likely to Limit Output and/or Revenue (Agriculture and Agro-processing) ...........................................54
Table 5.7.1: Emerging Skills to be in demand in the Next 3 to 5 Years (Agriculture and Agro-processing) .......................... 55
Table 6.2.1: Mining and Energy Sector Profile................................................................................................................................................58
Table 6.3.1: Employee Skills (Mining and Energy) ........................................................................................................................................59
Table 6.4.1: Skills Demanded by Industry (Mining and Energy) .............................................................................................................60
Figure 6.6.1: Skills Deficiencies (Mining and Energy) ..................................................................................................................................61
Table 6.6.1: Scarce Skills (Mining and Energy) ..............................................................................................................................................62
Table 6.7.1: Future Skills Needs in the Next 3 – 5 Years (Mining and Energy) ...................................................................................62
Figure 6.7.1: Automation of Skills in the Mining an Energy Sector in the Next 3 – 5 Years ..........................................................63
Table 7.2.1: Manufacturing Sector Profile .........................................................................................................................................................65
Table 7.3.1: Current Skills in Eswatini’s Manufacturing Sector .................................................................................................................66
Table 7.5.1: Skills Supplied in Tertiary Institutions (Manufacturing) ...................................................................................................... 67
Table 7.5.1: Skills Supplied in Tertiary Institutions (Manufacturing) ......................................................................................................68
Figure 7.6.1: Manufacturing Sector Skills Gaps ..............................................................................................................................................69
Table 7.6.1: Manufacturing Sector Scarce Skills .............................................................................................................................................70
Table 7.7.1: Future Skills Needs in the Next 3 – 5 Years (Manufacturing) ............................................................................................. 71
Table 8.2.1: Profile of Employees in Tourism Sector .................................................................................................................................... 75
Table 8.3.1: Skills Demand in Tourism Sector ................................................................................................................................................. 76
Table 8.4.1: Tourism Sector Skills Supplied by Training Institutions in Eswatini ............................................................................... 77
Figure 8.4.1: Tourism Sector Graduate Employment Dynamics  ............................................................................................................ 78
Figure 8.5.1: Tourism Sector Skills Gaps .......................................................................................................................................................... 79
Table 8.5.1: Scarce Skills (Tourism) .................................................................................................................................................................... 79
Table 8.6.1: Tourism Sector Future Skills Needs in the Next 3 – 5 Years  ............................................................................................80



10

| 
ES

W
A

TIN
I N

A
TIO

N
A

L 
SK

IL
LS

 A
UD

IT 
RE

PO
RT

Table 9.2.1: Information and Communications Technology Sector Profile ........................................................................................84
Table 9.3.1: Current skills in ICT and Education  ..........................................................................................................................................85
Table 9.4.1: Skills demand in ICT and Education .........................................................................................................................................86
Table 9.5.1: ICT Skills Supplied by Tertiary Institutions in Eswatini ......................................................................................................88
 Figure 9.5.1: ICT graduate employment dynamics ....................................................................................................................................89
Figure 9.6.1: ICT Skills Gaps/Shortages and Mismatches ....................................................................................................................... 90
Table 9.7.1: Future ICT skills needs in the next 3 to 5 years  ....................................................................................................................91
Table 10.2.1: Wholesale and Retail Sector Profile ........................................................................................................................................95
Table 10.3.1: Employee skills (Wholesale and Retail) .................................................................................................................................96
Table 10.4.1: Wholesale and Retail skills supplied by Eswatini training institutions  .....................................................................97
Figure 10.4.1 Wholesale and Retail Graduate Employment Dynamics ...............................................................................................98
Figure 10.5.1: Wholesale and Retail skills gaps  ...........................................................................................................................................98
Table 10.5.1: Scarce skills (Wholesale and Retail) ........................................................................................................................................99
Table 10.6.1: Future skills needs in the ...........................................................................................................................................................100
Figure 10.6.1: Future industry skills needs (Wholesale and Retail) ....................................................................................................100
Table 11.2.1: Finance and Insurance Sector Profile .....................................................................................................................................104
Table 11.3.1: Employee skills (Financial and Insurance Activities) ........................................................................................................ 105
Table 11.4.1: Skills demanded by industry (Financial and Insurance Activities) .............................................................................106
Table 11.5.1: Skills supplied in tertiary institutions (Finance and Insurance) .................................................................................... 107
Figure 11.5.1: Employment Status and Employment Transition of Graduates (Finance and Insurance) ...............................108
Figure 11.6.1: Financial Sector skills gaps  .....................................................................................................................................................109
Table 11.6.1: Scarce skills (Financial and Insurance Activities) ..............................................................................................................109
Table 11.7.1: Future skills needs in the next 3 to 5 years (Finance and Insurance) ......................................................................... 110
Figure 11.7.1: Number of vacancies by occupational level in the next 3 to 5 Years (Financial and Insurance Activities) 111
Table 11.7.1: Future skills needs in the next 3 to 5 years (Finance and Insurance) ......................................................................... 115
Table 12.3.1: Employee Skills (Professional, Scientific and Technical Activities .............................................................................. 116
Table 12.4.1: Skills demanded by industry (Professional, Scientific and Technical Activities) ....................................................117
Table 12.5.1:  Qualifications offered by training institutions (Professional, Scientific and Technical Activities) ................. 118
Figure 12.5.1  Employment transition period and type of employer (Professional, Scientific and Technical Activities) 119
Figure 12.6.1: Skills Gaps in the Professional, Scientific and Technical Activities Sector ............................................................ 119
Table 12.6.1: Scarce skills (Professional, Scientific and Technical Activities) .................................................................................. 120
Figure 12.7.1: Employment projection in the next 3 to 5 years (Professional, Scientific and Technical Activities) ........... 121
Table 12.7.1: Future skills needs in the next 3 to 5 years (Professional, Scientific and Technical Activities) .......................122
Table 13.2.1: Construction Industry profile.................................................................................................................................................... 126
Table 13.3.1: Employee skills (Construction and Building) ......................................................................................................................127
Table 13.4.1: Skills Demanded by Industry (Construction and Building) .......................................................................................... 128
Figure 13.5.1: Employment status and employment transition of graduates (Construction and Building) ........................ 129
Figure 13.6.1: Employment status and employment transition of graduates (Construction and Building) ........................ 130
Table 13.6.1 Scarce skills (Construction and Building) .............................................................................................................................. 131
Table 13.7.1: Future skills needs in the next 3 to 5 years (Construction and Building) ................................................................. 131
Figure 13.7.1: Future industry skills needs in Construction Industry ................................................................................................... 132
Table 14.2.1: Other Services Sector summary ............................................................................................................................................. 136
Figure 15.1.1: Industry reasons for recruiting interns ................................................................................................................................ 139
Figure 15.1.2: Percentage of vacant posts by industry ............................................................................................................................140
Figure 15.1.3: Skills that graduates lack .........................................................................................................................................................140
Table 15.2.1: Qualifications of lecturers in academic institutions .......................................................................................................... 141
Table 15.2.2: Proposed solutions to close the gap between tertiary institutions and industry engagement .................... 142
Figure 15.2.1: Skills that learning institutions should continue to provide to the labour market ............................................ 142
Figure 15.3.1 Graduates area of specialisation ............................................................................................................................................ 143
Table 15.3.1: Graduate funding .......................................................................................................................................................................... 144



11

Definition of Terms
Backward linkage: is an effect in which increased production by a downstream manufacturer 
provides positive commercial externalities to an upstream manufacturer responsible for 
different stages of the same production process

Brain drain: is the loss suffered by a country as a result of the emigration of a (highly) 
qualified person
Comparative advantage: is an economy’s ability to produce a particular good or service at 
a lower opportunity cost than its trading partners

Competencies: a satisfactory state of knowledge, skills, and attitudes and the ability to 
apply them in a variety of situations

Competitive advantage: is what a country, business, or individual does that provide a 
better value to consumers than its competitors

Cross-skilling: the process of developing new skills that apply across different functions

Curriculum: the content and specifications of a course or programme of study

Economic diversification: is the process of shifting an economy away from a single income 
source toward multiple sources from a growing range of sectors and markets.

Employability: relates to portable competencies and qualifications that enhance an 
individual’s capacity to make use of the education and training opportunities available in 
order to secure and retain decent work, to progress within the enterprise and between 
jobs, and to cope with changing technology and labour market conditions

Executive: a person with senior managerial responsibility in a business

Forward linkage: are relationships in the supply chain that moves products toward end 
consumers. An industry has significant forward linkages when a substantial amount of its 
output is used by other industries as intermediate inputs to their production

Fourth industrial revolution: is a way of describing the blurring of boundaries between 
the physical, digital, and biological worlds. It’s a fusion of advances in artificial intelligence 
(AI), robotics, the Internet of Things (IoT), 3D printing, genetic engineering, quantum 
computing, and other technologies

Gainful employment: refers to an employment situation where the employee receives 
consistent work and payment from the employer and that allows for self-sufficiency

Human capital: consists of the knowledge, skills, and health that people invest in and 
accumulate throughout their lives, enabling them to realize their potential as productive 
members of society

Industrial productivity: is the relationship between the amount of output and the amount 
of input used to make the product or goods

Internship: a professional learning experience that offers meaningful, practical work related 
to a student’s field of study or career interest
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Labour absorption rate: is the proportion of the working-age population aged 15-65 years 
that is employed

Mainstay: is something that acts as a source of support for a community

Manual labour: includes work ordinarily performed by mechanics, artisans, handicraftsmen, 
seamen, transport workers, domestic servants and all labourers and any other similar work 
associated therewith including workers in the catering trade but not clerical work

Occupational level: job evaluation or grading systems used by many organisations to measure 
jobs according to their content and establish the comparative worth between jobs

Over employed: a condition in which the demand for labour in a country or region exceeds 
the available supply

Overqualified: having more knowledge, skill, and/or experience than is needed for a particular 
job

Qualification mismatch: are discrepancies between the qualifications held by workers and 
those required by their jobs

Qualification: a skill or type of experience that you need for a particular job or activity
Remuneration: is the pay or other financial compensation provided in exchange for an 
employee’s services performed

Scarcity: when the demand for a resource is greater than the supply of that resource, as 
resources are limited

Semi-skilled labour: labour that does not require advanced training or specialized skills but 
does require more skills than unskilled labour (i.e., more than a high school certificate but 
less than a university or college degree). Workers who fall into this category often perform 
repetitive tasks and possess transferable skills; this category often includes professions such as 
technicians, service and sales workers, skilled artisans, trades people (with trade certificates) 
and plant operators. People who perform semi-skilled labour usually have a qualification 
that falls under levels 2, 3, and 4 of the Eswatini Qualifications Framework (ESQF), such 
as a high school diploma (between Form 3 and Form 5 in the Eswatini schooling system), 
or occupational qualifications offered by Technical and Vocational Education and Training 
(TVET) institutions

Skill deficiencies:  is when a person lacks the basic and essential skills, in addition to the 
business knowledge, which is necessary to carry out the mandatory duties required at the 
workplace to reach the organizational goals

Skill demands: the most sought-after skills in a particular sector or industry of the job market
Skill obsolescence: refers to the process by which workers’ skills become obsolete. Skills 
can become obsolete due to aging which depreciates certain manual skills (physical 
obsolescence), through technological or economic change which renders certain skills 
unnecessary (economic obsolescence), or through the underutilisation of skills

Skill pool: is a group of people who share a specific capability

Skilled labour: refers to workers who have specialized training or skills. These workers are 
capable of exercising judgment and knowing the particular trade or industry in which they 
work. The skill category involves managers and professionals with Higher Education Training 



13

(HET), i.e. Form 5 (ESQF 3) plus an occupational certificate/diploma (ESQF 4 or 5); an 
Associate degree (ESQF 6); a Bachelor’s degree (ESQF 7); Honours degree/post-graduate 
certificate (ESQF 8) or a Masters (ESQF 9) or Doctorate Degree (ESQF 10). People who 
perform skilled labour will most likely have a college or university diploma or degree

Skills audit: typically conducted to ascertain the level of skills of employees. Such audits 
help identify gaps in required competencies, after which appropriate capacity-building 
interventions can be designed

Skills development: the acquisition of practical competencies, know-how, and attitudes 
necessary to perform a trade or occupation in the labour market

Skills gaps: measures of the extent to which workers lack the skills necessary to perform 
their current job

Skills mismatch: the gap between an individual’s job skills and the demands of the job 
market

Skills mismatches: situations in which an employee’s current skills are not well suited to 
their current job

Skills shortages: a lack of candidates for a specific job in a specific labour market.

Skills surplus:  a situation in the labour market where the number of people with particular 
type of skills is higher than the demand for that type of skill

Specialisation: a particular area which someone concentrates on or is an expert in

Specialised skills: these are the type of skills designed or developed for a particular 
purpose or area of knowledge

Technical or job specific skills: knowledge on how to operate specific tools, processes, 
machines, software, etc.,  required for a particular job

Underqualified: a situation where an individual has a lower qualification than the current 
job requires
Underemployed: is a measure of employment and labour utilization in the economy 
that looks at how well the labour force is being used in terms of skills, experience, and 
availability to work

Unemployment: a situation when a person who is actively searching for employment is 
unable to find work

Unskilled labour: refers to workers who possess no particular skills and are likely to have 
low levels of formal education (between Grade 4 and Form 2 in the Eswatini schooling 
system). This type of work usually involves simple duties that do not require judgment. 
In some cases, elementary professions unskilled labour requires physical strength and 
exertion

Upskilling: is the process of learning new skills or of teaching workers new skills
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Acronyms
AAT    Association of Accounting Technicians
ACCA    Association of Chartered Certified Accountants
AESAP    Architects,Engineers, Surveyors and Allied Professionals 
BEng    Bachelor of Engineering
BSA    Bachelor of Science in Architecture
CA    Chartered Accountant
CBR    Community-Based Rehabilitation
CEO    Chief Executive Officer
CIC    Construction Industry Council 
COMESA   Common Market for Eastern and Southern Africa
COP    Certificate of Participation
CPO    Chief Procurement Officer
CSO    Central Statistics Office
DBA    Doctor of Business Administration
ECCD    Early Childhood Care and Development
ECD    Early Childhood Development
ECOT    Eswatini College of Technology
EMCU    Eswatini Medical Christian University
ENPF    Eswatini National Provident Fund
ERP    Enterprise Resource Planning 
ESCCOM   Eswatini Communications Commission 
ESEPARC   Eswatini Economic Policy Analysis and Research Centre
ESHEC    Eswatini Higher Education Council
ESQF    Eswatini Qualifications Framework
ESRIC    Eswatini Royal Insurance Corporation
FDI    Foreign Direct Investment
FSRA     Financial Services Regulatory Authority
GDP    Gross Domestic Product 
HE    Higher Education 
HET    Higher Education Training 
HOD    Head of Department
HR    Human Resource
HVAC    Heating, Ventilation, and Air Conditioning
HVACR   Heating, Ventilation Advanced Cooling and Refrigeration
ICC    International Convention Centre
ICT    Information and Communications Technology
IDCE    Industrial Development Corporation of Eswatini 
IDE    Institute of Distance Education 
IDM    Institute of Development Management
ILFS    Integrated Labour Force Survey
ILO    International Labour Organization
IMF    International Monetary Fund 
IPGS    Institute of Post-Graduate Studies
IR    Industrial Revolution 
ISCED    International Standard Classification of Education
ISCO    International Standard Classification of Occupations
IT    Information Technology
KMIII    King Mswati III
LED    Light-Emitting Diode 
LFS    Labour Force Survey
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LMIS  Labour Market Information System
LPG  Liquefied Petroleum Gas
MBA  Master of Business Administration
MBChB Bachelor of Medicine and Bachelor of Surgery
MDP  Management Development Programme
MICT  Ministry of Information Communication and Technology
MNC  Multinational Corporations
MRP  Material Requirements Planning
MSME  Micro Small Medium Enterprise
NDP  National Development Plan
NDS  National Development Strategy
NGO  Non-Governmental Organisation
NHTC  National Handicraft Training Centre
NMC  National Maize Corporation
NOSA  National Occupational Safety Association
NQF  National Qualifications Framework
OECD  Organisation for Economic Co-operation and Development 
OJT  On-The-Job Training Programme
PABX  Private Automated Branch Exchange 
PESSL  Parallel Engineering and Scientific Subroutine Library
PGCE  Post Graduate Certificate in Education
PR  Public Relations
PS  Principal Secretary
PSTA  Professional, Scientific and Technical Activities 
RSTI  Research, Science, Technology and Innovation 
RSTP  Royal Science and Technology Park 
SACCO Savings and Credit Cooperatives Societies
SADC  Southern African Development Community
SAICA  South African Institute of Chartered Accountants
SANU  Southern African Nazarene University
SARUA Southern African Regional Universities Association
SMME  Small Micro Medium Enterprise
STEM  Science, Technology, Engineering, and Mathematics
SZL  Swaziland Lilangeni
TADM  Textile and Apparel Design Management 
TUT  Tshwane University of Technology
TVET  Technical, Vocational Education, and Training
UI  User Interface 
UK  United Kingdom
UNESWA University of Eswatini
UNISA  University of South Africa
UPS  Uninterruptible Power Supply
USA  United States of America
WEF  World Economic Forum
WHO  World Health Organisation
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Executive Summary
The Government of Eswatini (GoE) acknowledges that human resource 
development is important for attaining sustained economic growth and 
development. To this end, the GoE through the National Human Resource 
Planning and Development Unit under the Ministry of Labour and Social 
Security (MoLSS) embarked on a study to assess the current state of human 
capital in the kingdom of Eswatini to identify the challenges preventing 
the economy from thriving. This endeavour has been achieved through 
conducting a National Skills Audit which aims to inform the development 
of a National Human Resource Development Policy. This policy will provide 
a framework to enable the GoE to guide and inform all efforts to improve 
skills development in the country. 

The National Skills Audit Report established that the main challenge 
faced by the Eswatini economy was the chronic mismatch of skills supply 
and demand which perpetuate unemployment, the skills deficit, and the 
brain drain that occur in the country. This conclusion is aligned with the 
National Development Strategy’s (NDS) that advocates the need for the 
augmentation of Eswatini’s labour force such that it is aligned with the 
needs of the economy to fast-track social and economic development. 

Currently, the unemployment rate of Eswatini stands at 33.3%, and youth 
unemployment is at a staggering 58.2% (ILFS, 2021). This reality implies 
that the factors that contribute to a healthy aggregate employment 
reality for a country are definitely misalignment in Eswatini. The National 
Skills Audit Analysis identified that this misalignment occurred primarily 
between the education system’s inability to produce competent graduate 
cohorts and meet industry requirements. 

According to the Technical, Vocational Education and Training (TVET) 
Institution Survey the inability of training institutions in the country 
to produce competent graduates is attributed to the lack of cohesion 
between training institutions and companies. Most companies are not 
involved or engaged in the processes of curriculum development. Yet, 
this is vital for skill absorption and the alignment of course content with 
industry standards and requirements. 
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Skills deficiencies – evident in skills shortages, gaps, 
and mismatches within companies are prevalent 
in the economy. As illustrated by the Graduate 
Tracer Survey, these deficiencies have led to a low 
labour absorption rate (45.9 %), a persistently high 
unemployment rate, and the overall underutilisation 
of available skills in the economy. The low labour 
absorption rate compels people to search for 
employment opportunities outside the country; 
this causes the brain drain phenomenon which 
has detrimental effects on the economy. The skills 
deficiencies were illustrated by the responses of 
companies to the Employer/Industry Survey which 
indicated that new employees lack specific industry 
skills and some vacant positions are difficult to fill. 
Companies resort to hiring foreigners for these 
positions. 

To combat the challenges caused by the skills 
mismatches, shortages and gaps, the Skills 
Audit Analysis profiled the sectors that the GoE 
regards as priority sectors for spurring economic 
growth and development. These sectors include; 
agriculture and agro-processing, manufacturing, 
ICT, education, and tourism. Other sectors analysed 
in this study are energy and mining, wholesale 
and retail, finance and insurance, construction, 
and professional, scientific and technical activities 
(PSTA). The key findings of the study that addressed 
the skills composition in the economy are listed in 
the following table:

Effective skills 
development in Eswatini 
is impossible without a 
nationally dedicated 
human resource 
development policy that 
will coordinate and guide 
training in all sectors of the 
economy.

Most skills supplied in the 
economy do not meet 
industry requirements
on the level of the 
qualification held by 
employees, a lack of related 
work experience, or 
relevance of programme to 
the job description

Generally, management 
positions have the most 
observed skill deficiencies 
largely because they 
require higher level 
qualifications which are 
not produced by local 
training institutions.

01

02

03

Key Highlights
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Sector Skills deficiencies Prospects for Future/Emerging Skills

Agriculture & 
Agro-Processing

Skills gaps in this sector are found mostly 
at the middle management and executive 
level. The gaps are attributed to the 
industry not having enough people who 
are interested in doing the jobs in the 
sector and the lack of industry experience 
especially for HOD positions.

As agriculture and agro-processing activities grow in Eswatini, 
more skills will be required in digital technology, climate 
change, food technologists, sugar cane managers and 
mechanical engineers, agriculture/crop production specialists, 
breeding managers.

Mining & Energy The gaps are seen with skills like Mining 
Engineer, Air-conditioning Engineer, Power 
System Professionals, Advanced Electrical 
Engineers, and Heavy-duty drivers. Skills in 
this sector are not produced locally.

Some of the future skills needed in the sector are in mine 
surveying, mine ventilation, mine planning, and project 
management. Progress towards renewable energy in the 
country suggests that new competencies will be required.

Manufacturing This sector imports middle management 
and executive positions which require 
higher skill levels and offer higher incomes. 
This is because training institutions do not 
provide the required expertise and most 
available programmes are outdated. 

Local manufacturing companies are moving at a slower 
pace towards automation and digitalisation compared to 
other economies, 88% of employers in this will not automate 
positions in the next 3-5 years, thus general and elementary 
labour will still be required.

Tourism Tourism generates the largest employment 
in general officer and elementary 
occupation levels, this sector experience 
the most skills shortages (17.6%) and gaps 
(17.6%), and prevalent with the director/
HOD positions. 

The sector will experience an increasing demand for skills 
in the next 3-5 years. Companies in the industry anticipate 
to hire people with the following skills; digital marketing, 
multimedia production, arts management, marketing etc.

ICT & Education The lack of specialization in most 
programmes offered in local institutions 
is the cause of skills gaps in the ICT 
sector. While the education sector has 
an oversupply of basic education skills. 
Experienced employees are required to 
take up higher positions and a demand for 
resource mobilisation, and well experienced 
subject experts.

ICT is in high demand and cuts across all sectors of the 
economy. Basic computer studies will no longer meet the 
demand to take Eswatini to the next level. Companies are 
looking for graduates with diverse IT skills in programming, 
cyber security, software engineering, programming design 
and data analysis. 

Wholesale & 
Retail

Most skill shortages in wholesale and 
retail are found in specialist/ professional 
skills and executive occupations. These 
shortages are attributed to training 
institutions not offering the second stage 
tertiary qualifications and fewer specialised 
courses.

Technological advancements and growing online presence 
of wholesale and retailing will require an increase in business 
management skills, sales and marketing, accounting, 
procurement, purchase and supply chain management, IT and 
engineering skills in the next 3-5 years. 

Finance & 
Insurance

Gaps in the financial sector result from a 
competitive industry, where insufficient 
compensation is a driver for people 
to seek better opportunities. A lack of 
experience, and relevance of skills in terms 
of application and content is also a cause 
of skill gaps in finance and insurance. 
Major gaps are seen in insurance, financial 
planning and digital skills.

The financial sector is growing rapidly, and employers are 
looking for competent graduates who can use financial 
software. More than 61% of jobs will be automated in this 
sector and an increasing demand for insurance skills, data 
analysts, actuarial science, chartered accounting, and financial 
mathematics skills will be observed.

Construction Skill shortages are prevalent in director, 
middle management and executive 
occupations.  This may be attributed to the 
lack of continuing vocational education 
and professional development in the 
construction industry. A lack of recognition 
of prior learning and career pathways to 
enable vocational diploma or certificate 
holders to acquire degree qualifications. 
Other contributors are: insufficient 
exposure and poor technical/practical skills. 

The sustainable development goals advocate for the 
development of innovative and sustainable infrastructure 
through efforts to establish green buildings and cities and 
this sets the precedent for future investment in the type 
of skills required in this sector. More engineers skilled in 
the application of sustainable infrastructure, structural 
engineering and project management are required.

PSTA There is generally a high demand for STEM 
related skills in the economy, however an 
observed deficiency in the provision of 
relevant professions, quality training and 
higher level education at Msc and PhD 
levels.  

Greater investments in industrial activity, hi-tech 
manufacturing, R&D, and science, technology and innovation 
will generate more employment opportunities for this 
sector. However, more employers are requiring Msc level 
qualifications and specialized fields of learning in engineering 
sciences, creative design, industrial automation, data science, 
and process control to name a few. 

Regardless of the opportunities presented by internal and external developments within the sectors and in the global 

realm, the study established that these priority sectors faced a plethora of challenges that contributed towards the 

prevalence of skills deficiencies. The sectors which have significant skills deficiencies need to be focus areas and 

the GoE should prioritise investment in curriculum and syllabus development in educational institutions. For these 

sectors to eradicate the skills deficiencies the GoE must create a conducive environment for industrial growth and 

entrepreneurial development that encourages job creation rather than job seeking. 
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Conduct biannual 
graduate tracer surveys 

to track the relevance of 
skills offered by training 

institutions in Eswatini 
and overall absorption 

of graduates in industry.

Develop and establish a 
National Apprenticeship 

and Internship 
programme to increase 

opportunities for 
trainees to receive on 

the job training and 
gain exposure to the 

practical world of work.

Upscale support and 
investment in 

Technical and 
Vocational Education 

and Training (TVET) in 
order to channel a bulk 

of Eswatini’s youth to 
this sector of skills 

development and 
employment. 

To enable comprehensive 
investment in skills 

development, particularly 
for specialist professions, 

technicians, and STEM, the 
Ministry of Labour and 

Social Security should 
develop a framework for 

instituting a skills levy. 
Part of the framework 

must include development 
of a New Scholarship 

Model for Funding Higher 
Education in Eswatini.

Develop a National Skills 
Development Master 

Plan to inform overall 
skills development 

priorities in the country 
for a five year cycle. This 

should be a joint 
collaboration between 

the Ministry of Labour 
and Social Security, the 

Ministry of Educational 
and Training, the Ministry 

of Economic Planning and 
Development, and the 

Ministry of Commerce, 
Industry and Trade.

Ensure alignment and 
linkages between the 

National Skills 
Development Master 

Plan and the industrial 
development policies.

Develop a Human 
Resource Development 

Policy & Strategy to 
enhance and facilitate

 skills development, 
up-skilling, and cross 

skilling in the country. 
As industries become 

more diverse and 
complex, people need 

to have a diverse set of 
skills to meet industry 

needs, more especially 
for MSMEs.

Leverage the Eswatini Higher 
Education Council (ESHEC)

to rationalise current
programmes/modules offered 

by training institutions to align 
with current industry needs 

and emerging skills needs.

Provide 
grants/scholarships 

for youth in STEM 
related fields and 

specialists or 
professional skills.

Establish 
employment/career 

centers in all four 
regions of Eswatini to 

provide employment 
market information, 

coaching, and 
matching of Eswatini’s 

youth with 
employment 

opportunities available 
in the economy.

Establish a labour 
market skills 

anticipation system to 
help the country 

identify, anticipate 
labour market shifts 

and inform the 
development of new 

and emerging skills.

Establish industry skills 
assessment systems or 

leverage the LMIS to 
continuously produce 

and update information 
on the skills supply and 

demand in the country 
to inform decision 

making.

1 2 3 4

5 6 7 8

9 10 11 12

Recommendations
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Skills Priority List

Natural Sciences
Biochemistry

Geology 

Meteorology

Biotechnology

Metallurgy

Materials Scientists

Natural Resource Scientists

Renewable Energy Scientists

Climate Change Scientists

Hydrologists

Geographic Information Systems (GIS)

Climate Change

Occupational Health/ industrial hygiene

Renewable energy

Energy engineering/Energy Systems engineering/Energy efficiency management systems

Mine planning, ventilation and surveying

Strata control

Engineering and Technology

Machine Operators

Refrigeration engineering

Mining Engineering,

Industrial electrical engineering

Mechanical engineering

Sound engineering

Computer Assisted Architecture

Civil engineering

Structural engineering

Quantity Surveying

Automation engineering

Rigging

Project management for engineers

3D and 4D Printing Technologists

Nanotechnology

Aeronautical and Avionics Engineers

Electronics and Telecommunication Engineers

Renewable energy technicians: solar, hydro, etc.

Electric vehicle technicians

Medical and Health Science
Advanced Occupational Health & Safety

Health Economics

Physio/occupational therapy

Prosthetist/Orthoptist

Dentistry/dental therapy 
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Cardiology

Podiatry

Dermatology

Anaesthesiology 

Neurology 

Oncologist and Radiographers

Ear Nose Throat (ENT) specialists

Optometry 

Urology 

Public Health

Clinical health and clinical psychology

Palliative care nurses

Nutritionists for specialised diets

Agricultural Science

Agronomy

Agribusiness Development 

Permaculture 

Agro-processing

Horticulture

Crop Production

Agribusiness management

Forestry 

Food Technology

Food science

Animal Husbandry

Aquaponics

Genetic Engineers

Nutritionists and flavour development specialists

Large animal vets and livestock agents

Economics and Business
Economics and Statistics

Financial Economics

Cost benefit analysis specialists

Accounting Software specialists

Financial/Insurance Risk Specialist

Procurement specialists – e-procurement

Project Management

Retail management

Purchasing and supply chain management

Logistics management

Business analytics/ Business informatics

Sales & Finance

Industrial Relations, Public Relations/Publicists

Operations Management

Digital Marketing

Entrepreneurship and Innovation

Advanced accounting and Finance with ICT applications

Chartered accountancy (ACCA/SAICA)

Strategy Development and Management

Insurance, underwriters



21

Reinsurance

Auditing

Actuarial Science/ Pricing Specialist

Tax Administration

Human Resource Management

Business management and administration

Dealers & brokers, investment advisors

ICT 

Software Developers

Back End Developers 

Cloud Computing and ICT Engineering 

Information Systems Development 

Programming 

Cyber Security and encrypting

Network Infrastructure Engineers 

Systems development and Analysis/client management systems development

Robotics

Artificial Intelligence Specialists

Database development and management

Information technology

Data science and big data engineers

Media and Broadcasting Management

Graphic design, User Interface Design, Copywriters, etc.

ICT Hardware 

Automation systems development/programming

Film production

Advanced Sound and Video Engineering

Data Scientists

Machine Learning and Artificial Intelligence Specialists

Business Intelligence Developers

Augmented Reality Specialists

Content Developers

Education

Psychology and counselling in schools and education/ Educational Psychology

Child care and development/ early childhood care and education administrators

Industry based programmes in Hospitality, Mathematics, Science, ICT, and Entrepreneurship

Horticulture, Financial Intelligence

Curriculum Design, Instruction, and Assessment Design

Special Needs Education

Library and Archiving Specialist

Education Specialist in teaching and learning (online)

Educational Leadership

Sports Management

Social Science

Specialised Law: Commercial Law, Industrial, Legal Drafters

Tax administration, tax arbitration

Industrial psychology

Psychosocial support

Psychology & Counselling Specialists
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Gender Specialists

Resettlement Specialist, Negotiators, Mediators, etc.

People Culture and Development Specialists, Talent Managers, etc.

The Tourism and Hospitality Sector 

Screen writers/Content Writers

Creative Copywriters

Film production

Broadcasting 

Multimedia Production

Creative arts management skills

Professional Chefs and Cooks

Certified Restaurant Managers

Digital Marketing and Sales

Experienced front of the house staff

Handicraft computer assisted manufacturing and graphic design

Arts administration and management

Sound engineering

Creative arts culture and multimedia 

Drama

Brand development and management

E-Commerce

Product development

Information management

Copyright and intellectual property law

Baristas

Qualified/Certified beauty stylists and therapists

Sport Management/Gym instructors, etc.

Manufacturing & General Industry

Manufacturing Engineers/Technicians: material technicians, process control, automation, electronics, fabrication, packaging spe-
cialists, testing, mechanical engineering, tooling, equipment operators and maintenance services.

Quality control and assurance

Instrumentation

Food processing and packaging

Food science, food safety

Process control

Industrial automation

Milling/millwright, fitters

Steel fabrication and welding

Heavy duty mechanics 

Gearbox specialists, spray painting, detailing

Metal and automotive trade

Metal fabrication, advanced welding, aluminium welding

Factory operators, industrial processes quality assurance

Electronics

Vehicle programmers & diagnostic specialists

Plant mechanics

Plant operators, crane operators, painters, roof tilers, bricklayers, carpentry, glazing, and industrial electricians

Machinists and tool making technologists, instrumentation specialists, maintenance specialists, HVAC system specialists, machine 
maintenance and servicing, operational technologists, broiler makers, mechanical fitters, industrial electricians, robotics

Maintenance Engineers

Maintenance Technicians

Automation Engineers
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1.1. Background to National Skills  
 Audit 

The Ministry of Labour and Social Security (MoLSS) 
partnered with the Eswatini Economic Policy 
Analysis and Research Centre (ESEPARC) to 
conduct a National Skills Audit. The National Skills 
Audit sought to develop an inventory of the skills 
in Eswatini’s labour market and identify future skills 
needs concerning labour market shifts, industrial 
development and industry needs. The National Skills 
Audit provides invaluable information on specific 
industry skills, skills gaps, and assesses the capacity 
of local training institutions to deliver on their skills 
development mandates to inform the creation of a 
National Human Resource Development Policy. 

Skills development is the fundamental pillar of 
sustainable development and economic growth. 
The World Economic Forum notes that the key 
to economic growth lies in the talent, know-
how, skills, and capabilities of human capital. To 
enhance growth, it is necessary to ensure that the 
skills supplied by the education system in all its 
forms are relevant to the labour market. Through 
education, countries produce the relevant stock of 
skills and competencies needed to increase labour 
productivity and efficiency. 

Eswatini has a young population and suffers from 
high youth unemployment (58.2 %) with almost one 
in two youths unemployed (ILFS, 2021). Moreover, 
stagnant growth and high unemployment (33.3 
%) has become synonymous with the Eswatini 
economy (ILFS, 2021). The stock of human capital 
can only contribute meaningfully to sustainable 
socioeconomic development if its capabilities 
and qualities are enhanced through concerted 
and integrated national manpower development 
programmes. 

The National Development Strategy (NDS) as 
revised in 2016 emphasises human capital as the 
foundational pillar for driving social and economic 
development in Eswatini. The NDS emphasises the 
need to produce a relevant labour force that is 
aligned with the needs of the economy to fast-track 
social and economic development. The Government 
of Eswatini (GoE) has pushed its frontiers in terms 
of human resource (HR) development at different 
levels and in different areas yet evidence on the 
ground points to a chronic mismatch between 
the skills sets and the demand for such skills. The 
anomaly, calls for targeted skills development.

To that end, the GoE has appointed the Ministry 
of Public Service (MoPS), Ministry of Education 
and Training (MoET), and the MoLSS as the key 
ministries mainly responsible for human resource 
development in the country. The key challenge 
for HR planning and development is the mismatch 
and shortage of skills and competencies that can 
support sustainable business and industrial growth.

Introduction
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1.2. Why Eswatini Needed to 
Conduct a National Skills Audit

The National Human Resource Planning and 
Development Unit under MoLSS was charged 
with the responsibility of coordinating the 
implementation of the National Human Resource 
Planning and Development Programme. Currently, 
insufficient information to inform HR development 
in Eswatini is available. According to the World Bank 
group (2020), the country has one of the world’s 
highest skills mismatch indices, ranking 136th out of 
139 countries on the 2017 Skills Mismatch Index of 
the International Monetary Fund (IMF). This means 
that the skills demanded by the local labour market 
remain in short supply due to chronic mismatching; 
entrepreneurship is also only nascent.

Therefore, the overarching aim of the National Skills 
Audit is to provide insights on Ewatini’s strategic 
skills needs to government, employers, education 
and training providers, and individuals. It is the 
key component required to develop the labour 
market to not only ensure that current demand is 
effectively met by the skills system, but also future 
demands are identified, anticipated, shaped, and 
stimulated. The National Skills Audit is part of the 
critical action necessary to address issues of the 
relevance, quality, and availability of adequate skills 
in the labour market in Eswatini and provides a 
profile of the key competencies required to make 
Eswatini competitive in the sectors identified in the 
country’s Strategic Roadmap (2019-2022). These 
sectors include; agriculture and agro-processing, 
manufacturing, Information communication 
Technology (ICT) and education, energy and 
mining, and tourism.

1.3. National Skills Audit
 Objectives

The National Skills Audit is expected to provide a 
comprehensive analysis of Eswatini’s labour market 
as well as fulfil the following objectives: 

i.  Provide a situational analysis of the    
  country’s  industrial development,   
  economic direction and skills development   
  system;
ii.  ets and skills deficits in Eswatini;
iii. Determine the causes of skills gaps in the   
  labour market;
iv. Assess the capacity and quality of skills   
  development in Eswatini’s tertiary    
  institutions;
v.  Assess the skills needs of the key sectors   
  identified in the Strategic Roadmap    
  2019-2022;
vi. Identify other economically significant   
  sectors where skills deficiencies might   
  constrain future employment and    
  economic growth; and
vii. Assess key occupations and skill    
  requirements for future industry needs and  
  emerging industries.
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2.1. The Skills Development 
Challenge

Skills development is a universal challenge. Given 
that skills are essential to reducing poverty 
and improving individual wellbeing, workforce 
development programmes contribute to poverty 
alleviation and economic growth. As a result, regional 
and continental strategies such as the African Union 
Agenda 2063 and SADC Industrialisation Strategy 
2015-2063 emphasise the need for a highly skilled 
labour force underpinned by science, technology, 
research, and innovation to transform economies, 
lead industrial development and improve social 
wellbeing. 

Greater emphasis is placed on prioritising the 
quality of human capital development and labour 
productivity to drive industrialisation. Hence, 
the Eswatini NDS calls for more deliberate 
approaches to addressing skills shortages, gaps 
and mismatches especially in Science Technology 
Engineering and Mathematics (STEM) related 
subjects. Consequently, skills assessments prove 
invaluable in overcoming the limitations inherent 
in skills development programmes. They provide 
a measure and knowledge of existing skill sets 
and the appropriate skills required to drive the 
development agenda. 

Skills deficiencies have impacted and continue 
to impact the level of competitiveness of many 
countries, affecting productivity, organisational 
operations and innovative capacities. For instance, 
the Global Competitiveness Index of 2019 ranks 

Eswatini low on human capital indicators, because 
of its low scores on critical thinking in teaching, the 
quality of vocational training, and graduates’ skill 
sets and digital skills (Schwab, 2019). These and 
other indicators have affected the quality of skills 
in the country, reducing productivity and overall 
competitiveness. 

The literature shows that skills assessments are 
significant in informing organisational and national 
level decisions on training and HR development 
programmes. Skills evaluation exercises have 
helped countries understand the current level and 
stage of development of their industrial sector, and 
have provided comprehensive information on the 
prospective development of that sector. This has 
driven innovative approaches to skilling and up-
skilling industries for significant value add and high 
tech industrial activity. 

Globally skills audits are conducted to produce 
high level information to stimulate dialogue around 
labour market changes, identify opportunities 
for building and sustaining competencies, and 
prioritise areas that need further development 
(Bakule, et. al, 2016). 
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This is important to anticipate labour market 
changes, prepare the current labour force for the 
industries of the future, and achieve sustainable 
development while creating more inclusive and 
decent work opportunities for all demographics. 
Skills assessments have grown in significance 
over the years in tandem with the rapid changes 
in labour market requirements. According to the 
World Economic Forum (2017) epochal changes 
in technology, demographics, consumer demands, 
globalisation, environmental change, mobile 
technology, regional and national policy decisions, 
and regulatory reforms have been the major 
drivers of labour market shifts.  These factors have 
presented challenges and opportunities to skills 
development, employment and employability, and 
coincidentally prompted countries to be proactive 
in skills development and anticipation. For example, 
a study by Fareri et al. (2020) measures the impact 
of the Fourth Industrial Revolution (4IR) on the job 
profiles of employees. The study demonstrates that 
companies need to integrate the existing skills of 
employees in professional profiles with new skills to 
manage digitalisation, while considering the rising 
number of youth in the population. 

A case in point is the COVID-19 pandemic which 
accelerated the integration of digital technology 
in the workplace. The introduction of online 
learning, remote access, virtual meetings, etc., has 
presented a unique opportunity to define labour 
market requirements, training programmes, career 
progression plans and effective HR planning at 
organisational and national level. As a result, of 
such events, skills assessments have evolved over 
the years to fit the demands of industry and cater 
to the changes in labour requirements and training. 

From the use of aggregate metadata at a national 
or regional level to more contextual data through 
surveys and company level engagements, countries 
have adopted different approaches to skills audits 
(Besic, 2018). For instance, through a combination 
of local economic analysis, development 
policy analysis, and a community employment 
assessment survey, a study by the International 
Labour Organisation (ILO) assessed the skills 
demand and supply in Aceh to evaluate the gaps in 
training and industry needs (Kazutoshi, 2010). This 
demonstrates that countries employ a diversity 
of methodological approaches to unpack skills 
deficiencies, as they move towards a combination 
of more robust methodologies. 

Recent developments in skills measurement and 
assessments are presented by the World Bank 
STEP Skills Measurement Programme which 
uses household and employer-based surveys to 
collect policy-relevant data to enable a better 
understanding of skill requirements in the labour 
market.  The Organisation for Economic Co-
operation and Development (OECD) promotes an 
elaborate, timeous, and dynamic approach to skills 
measurement. This approach recommends the 
development of robust statistical infrastructure, 
systems and platforms to collect more accurate 
labour information for active labour market policies 
and skills matching activities. 

Regardless of the evolving methods of pursuing 
skills assessments, labour market information 
management is still a major challenge for skills 
development, anticipation and utilisation in Eswatini. 
The generation, utilisation and robustness of labour 
market information is currently weak. The Mapping 
Skills Anticipation Study states that despite the 
country having sufficient policies and regulatory 
frameworks governing skills development, limited 
research on the labour market and employment 
policy, and limited capacity to coordinate the 
labour market information system (LMIS) exists 
(Bakule, et.al, 2016). 

Moreover, when it comes to the quality of training, 
Eswatini’s education system performing at a 
lower than expected level. Studies show that 
training institutions are bombarded by a plethora 
of challenges that affect their ability to deliver 
adequately on the skills needed by industry. The 
question of whether Eswatini’s education system 
adequately prepares students for the labour 
market has been asked by many authors, dating 
back to 2010 and beyond. Marope (2010) for 
example reported that weaknesses in Eswatini’s 
education system affected planning for future 
sector development and the effective monitoring 
of education and training reforms. Some of the 
major challenges were; poor data and information 
management, resource inefficiencies, the relevance 
of curriculum, and a weak strategic direction for 
skills development. 
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Similar studies conducted by ESEPARC (2018); Aflatoun (2020); and CIC (2017) state that the gaps 
between skills demand and supply in the country are perpetuated by a number of factors. This includes 
the absence of industry-tertiary linkages, weak coordination structures, inadequate training facilities and 
outdated curriculum. In addition, low entrepreneurial training, workplace relevance of training content, 
availability of a diverse base of qualified trainers, competency frameworks, clear performance and 
occupational standards are also major challenges for skills development in the country. 

 As such, labour market trends have only changed marginally in the last 14 years. Figure 2.1.1 shows that the 
composition of labour by industry has remained relatively the same. The service sector constitutes more 
than 60% of overall employment while agriculture is just above 10% and industry is under 20%. Eswatini 
has seen significantly low labour diversity and dynamism in the past years. Figure 2.1.1 also suggests 
that while unemployment and labour absorption rates have fluctuated over the years, employment in 
the services and agriculture sectors has increased slightly while overall employment in the industry 
has decreased. Exacerbating the situation was COVID-19 in 2021 which caused a decline in industry 
employment, when most companies were forced to cut down on employees and halt business operations. 
Generally, Eswatini’s labour market has been growing slowly, driven by the services sector and largely 
informal employment (61.9% in 2021). 
 

Figure 2.1.1: Employment trends in Eswatini  

Source: ILFS 2021, 2016, 2013 and 2007.

2.2. Active Skills Development Policies, Initiatives, and Tools 

The GoE is fully aware of the urgency of the need for skills development to increase employment, create 
jobs, and ultimately improve growth rates. Over the years the government has invested heavily in developing 
policies, plans, strategies, and programmes to achieve the government’s human capital, education, training, 
and skills development objectives. 

The National Development Plan (2019), for instance, was formulated to achieve several key outcomes, one 
of which was to reduce the current skills gap from 47.1 % (2013/14 Labour Force Survey) to 42 % by 2021. 
Gaps, mismatches, and shortages of skills and competencies pose a challenge for HR planning in Eswatini. 
The Strategic Roadmap (2018 – 2022) creates a clear picture of where the economy wants to go and 
how it can position its labour market to produce the skills that will lead to the desired growth. However, 
studies have shown that the country lags in the necessary skills for manufacturing and ICT, yet these are 
two of the high priority sectors highlighted in the Strategic Roadmap (2018 – 2022) that promise to set 
Eswatini on a new growth path. The National Development Plan (2019) also highlights that food processing 
and refrigeration engineers are some of the scarce skills in the agro-processing industry in which the 
government can investigate. 
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The National Education and Training Sector Policy 
(2018) also contains the education and skills 
development plans for the country and helps 
guide the operations of the education sector. It 
addresses the needs of various components of 
the education sector, from early childhood care to 
higher education (HE) and technical and vocational 
education and training and skills development 
(TVETSD) for optimal skills development and the 
supply of the appropriate skills by the education 
system. In addition to mainstream higher education; 
Eswatini, just like other countries regionally and 
internationally, has realized the importance of 
TVET in bridging the employment gap and the 
education and training policy through the National 
Education and Training Improvement Programme 
(2018), which aims to address issues of improving 
the quality of education at all levels, including the 
vocational training level. The National Education and 
Training Policy is also key in realising the outcomes 
which entail increasing and strengthening human 
capacity with the skills needed for industrialisation 
laid out in the Eswatini Industrialisation Policy 
2015-2022. The industrialisation policy aims for 
viable industrial sectors, economic diversification, 
and long term capital accumulation and recognises 
the need to strengthen human capital and skills as 
a precondition for this. 

Evidence suggests that investments in education 
and skills development, youth entrepreneurship and 
efforts to stimulate the economy to productivity – 
have failed to enhance the likelihood of emaSwati, 
especially young people finding and succeeding in 
gainful employment. Although youth unemployment 
dropped from 52.7% in 2007 to 47.4% in 2016, the 
rates of labour force participation and employment 
have also fallen over the same period (Mavundla, 
eta al, 2015). Additionally, the current proportion 
of youth and women, alone, with relevant technical 
and vocational skills is only 24% against the 
desired target of at least 50%. Thus, despite the 
diversification of educational options for young 
people, which now included life skills education 
and vocational education, the question of whether 
young people are ‘market-ready’ or have skills that 
are compatible with the labour market seem to be 
the major factors contributing to the high rate of 
youth unemployment.  

2.3. Regional and Global 
Opportunities for Skills 
Development  

Skills deficiencies are not only associated with 
unemployment and low gross domestic product 
(GDP) but also result in consistent services trade 
deficits. Shortages of skills in the country require 
companies to bring in foreign contractors and 
specialists in large numbers, particularly in sectors 
such as health and construction to service these 
industries as they lack the appropriate skills. These 
service trade deficits are also exacerbated by the 
outflow of skills as emaSwati resort to looking 
outside the borders for better opportunities due to 
the low absorption rates. A recent study by ESEPARC 
(2020) states that although for decades, migrants 
were primarily unskilled and semi-skilled workers 
in the mines, farms and households of white South 
Africa, now and particularly since the collapse of 
the apartheid system the skills profile of Eswatini 
migrants has changed as skilled emigrants found it 
much easier to move, live, and work in South Africa 
and other parts of the world (Crush et al., 2005). 
The country suffers from a shortage of skills in 
some sectors and some of those trained in the said 
specific areas e.g. medicine and engineering do not 
return to Eswatini after completing their studies due 
to lucrative remunerations in other labour markets. 
At a regional level, the inadequate skills pool also 
makes it difficult for Eswatini to gainfully take part 
in the regional trading arrangements offered by the 
Common Market for Eastern and Southern Africa 
(COMESA) and the Southern African Development 
Community (SADC). The COMESA Strategy, which 
is anchored on the COMESA’s industrial policy 
provides a glimpse of the direction the region is 
taking in terms of the types of skills it set outs to 
enhance and the current industrialisation efforts by 
member states. 

The COMESA strategy focuses on nine priority areas 
that have been identified as those that will have the 
greatest impact on the sustainable and inclusive 
economic growth and unemployment reduction 
for the COMESA member states including Eswatini 
(COMESA, 2017). The priority sectors include 
Agro-processing, energy, textile and garments, 
leather and leather products, mineral beneficiation, 
pharmaceuticals, chemicals and agro-chemicals, 
light engineering and the blue economy. 
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Thus, promoting these normally labor-
intensive industries and ignites labor-intensive 
industrialisation that generates employment 
opportunities. However, these industries need the 
right set of skills, which the current local education 
system is not supplying.

2.4. Prior Studies Investigating 
Skills in Eswatini

The National Skills Audit Report supports and 
expands on the findings of all the previous skills 
audits conducted in the country. These audits include 
the Public Service Payroll and Skills Audit of 2013, 
the Construction Industry Skills Gap Survey of 2017, 
the Industry Labour Force Skills Gap Investigation: 
A Focus on the Automotive, Electrical Engineering, 
and ICT Industries in Eswatini of 2018, and the 
Landscape Analysis of Skills for Employability 
Programmes in Eswatini (Skills Audit) of 2020. 
This report not only identifies skills gaps in the 
labour market (also in other sectors not covered 
in previous audits) but also examines the capacity 
and quality of the skills development systems in the 
country by engaging HE institutions. By doing so, 
this report generates more evidence that speaks to 
the responsiveness of higher education institutions 
to industry needs and fills in the necessary research 
gaps that will enhance future skills development 
and HR planning programmes.

2.5. Capacity And Quality of Skills 
Development in Eswatini’s Tertiary 
Institutions

The quality of education and the relevance of skills 
supplied by Eswatini’s education system has been 
subject to criticism since the development of the 
NDS in 1997. The single-most emphasised tertiary 
education outcome also highlighted in the 1997 
NDS is the mismatch in the skills supplied by HE 
institutions which have also resulted in the country’s 
poor labour market outcomes. In the 2019/20 
financial year, the MoET was allocated E3.4 billion, 
which is about 6% of GDP and an increase on 
previous years, yet some of the key performance 
indicators for education and training show that 
Eswatini has not reached the targeted outcomes 
set by some of the education and training, and skills 
development policies (World Bank Group, 2020).

This section provides data on the capacity and 
quality of some of Eswatini’s public post-secondary, 
TVET, and HE institutions. The 2015 Annual 
Education Census is used to provide an overview 
of the faculties offered, and the enrolment and 
graduation numbers in 2015 within those faculties. 
This gives an idea of the kinds of skills that are 
produced locally as well as the capacity for local 
HE institutions to produce skills within the priority 
sectors highlighted in the Strategic Roadmap 2019 
- 2022.   

With regards to the quality of local tertiary 
institutions in 2016, Eswatini adopted the 
Eswatini Qualifications Framework (ESQF) as 
the fundamental component of its qualifications 
system. This framework strengthens the validity 
and recognition of the qualifications produced by 
the local education system. The instrument ensures 
the delivery of a quality and relevant education 
system by facilitating the development and 
recognition of knowledge, skills, and competencies 
along with a yardstick of predetermined skill levels. 
Thus, qualifications issued locally can now easily be 
compared against globally recognised qualification 
system. 

Also notable is that the government has prioritised 
the reorientation of the curricula of colleges, 
schools and training programmes. The curricula 
now include industrial skills needs; the promotion 
of collaborations between industries and vocational 
training institutions for human resources and skills-
based industrialisation; and the improvement of 
the quality of technical and TVET from a supply 
to a demand-driven approach as some of the 
strategies used to propel Eswatini into this renewal. 
More attention has also been channelled towards 
the efficient supply of technical and vocational 
education and skills development as TVET is 
believed to provide skills development programmes 
that supply marketable skills and competencies that 
immediately respond to labour market demands 
and drive growth in post-industrial economies



31

Research 
Methods

03

3.1. Theoretical Framework 

The National Skills Audit is a comprehensive overview 
of Eswatini’s current skills supply produced by local 
training institutions and assessess their relevance to 
industry needs. It provides a baseline of Eswatini’s 
skill sets, skills gaps, and future skills needs. Figure 
3.1.1 summarises the theoretical framework used to 
conduct the National Skills Audit:

Figure 3.1.1 Framework for implementing the 
National Skills Audit

Source: ESEPARC’s depiction of Skills Implementation Process

A.Skills demand: This was measured through 
changes in employment across sectors, occupied 
and vacant positions in companies, direct opinions 
on current and future needs from employers, and 
assessing trends in employers’ reports of volumes 
of staff employed in different occupations. This 
directly assesses skills shortages relying on the 
judgement of managers and HR officers and 
provides information on the employability of 
graduates. Information on changes in occupations 
within companies also provides insights on the 
obsolescing of skills and changes in the levels of 
skills in those industries. 

i. Skills demand can be measured through change 
in or predictions of occupational and employment 
change across sectors, that is, through surveys 
of individuals, and by assessing trends in 
employers’ reports of the type and number of 
staff employed in different occupations.

ii. Skills demand can be measured through the 
direct and subjective opinions of employers on 
current and future skills demand: This is a direct 
method of assessing skills shortages relying on 
the judgement of managers who are position to 
comment. 

iii. Skills demand can be measured through wage 
returns to qualifications/occupations: Possession 
of skills or qualifications which generate higher 
wage returns to an the individual can be an 
indication of employer demand, particularly 
where comparisons can be drawn between 
qualifications/skills at the same level, some of 
which do, or do not attract higher pay.
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B. Skills supply: This was measured through 
possession of qualifications. Technically specific 
and directly related to a particular occupation, 
qualifications may also act as proxies for a 
general level of ability. Thus, the International 
Standard Classification of Occupations (ISCO) 
and International Standard Classification of 
Education (ISCED) were used to identify the level 
of skills provided by Eswatini’s education system. 

C. Skill mismatch: This covered the different types 
of skills gaps and imbalances such as over-
education, under-qualification, over-skilling, 
skills shortages and surpluses. To measure 
the skills mismatch data were collected on the 
occupation of individuals, their level of education, 
field of study, skills obtained and remuneration. 
The National Skills Audit also measured the 
skills mismatch according to these two major 
components:

i. Qualification mismatch – an employee is 
occupying a job for which qualification 
requirements do not correspond to the level/
type of qualification they possess:

a. Mismatch by field of study - when the field of 
study of the employee does not correspond to 
the field of study required to perform their job

b. Mismatch by field of study - when the field of 
study of the employee does not correspond to 
the field of study required to perform their job

People in these types of skills mismatches may 
be over-educated or under-educated (level of 
education and training is higher or lower than that 
required to perform the job).

ii. Skills mismatch – employee occupies a job for 
which skills requirements do not correspond to 
the skills they possess:

a. Mismatch of job-specific /technical skills
b. Mismatch of basic skills
c. Mismatch of portable(soft) skills

People in these types of mismatches may be over-
skilled or under-skilled for their jobs (level and/
or types of skills of the person in employment 
exceeds/is lower than those required to perform 
their job). Skills mismatch by other indicators such 
as socioeconomic status, location, migrant, etc., 
may be covered in individual surveys for employees/
graduates.

D. Future/Emerging skills: These were measured 
from the direct identification of skills by employers 
and secondary data from Labour Force Surveys. 
However, an analysis of the seven drivers of skills 
change was used as the foundational framework 
for assessing current and future skills sets in 
Eswatini. 

Identifying current industry needs, which is one 
of the key objectives of the National Skills Audit, 
will assist the government to develop informed 
responses for enhancing the quality of the skills 
supplied in the labour market. An improvement 
in the skills supplied will in turn result in improved 
production and productivity in the different sectors 
of the economy and reduce skills shortages and 
gaps, unemployment and underemployment and 
move the country further towards the goal of full 
employment as depicted in Figure 3.1.2.

Source: ESEPARC’s own depiction of Skills Implementation Process

Figure 3.1.2: National Skills Audit Output
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3.2. Data Collection

Both primary and secondary data were collected to 
complete the National Skills Audit. Secondary data 
were collected from national documents and reports 
including other skills surveys.  While Primary data 
were collected through surveys and key informant 
interviews with different stakeholders involved 
in skills development, including the Eswatini 
Higher Education Council (ESHEC), skill brokers/
associations, industry and tertiary institutions. A 
document review was conducted to understand 
the context of skills development in Eswatini and 
provide information on the country’s industrial 
development, economic direction, and skills 
development system. It provided an overview of 
the policy landscape on education and training and 
skills development in the country and the region.
 
An industry survey was conducted with 493 
companies in all sectors and regions in the country 
to gather information on the skills demand and 
future skills needs. The survey was shared with 
Chief Executive Officers (CEOs), department heads, 
human resources officers, and administrators to 
respond. Due to a low response rate to the online 
deployment of the survey, face-to –face interactions 
were implemented to encourage and assist 
companies to complete the survey. However, due 
to the implementation of the COVID-19 lockdown 
restrictions some companies could not be reached, 
nor did they participate in the online survey. 
However, findings from the Industry Survey were 

48.4%

48.4% 3.7%

1.7%

Figure 3.2.1 Percentage of respondents by region   

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

LIST OF INSTITUTIONS INTERVIEWED

Ngwane College Botho University

Gwamile VOCTIM CIT College

Eswatini College of Technology (ECOT) Eswatini Medical Christian University (EMCU)

UNESWA NOSA 

Good Shepherd College of Health Sciences Mananga College 

Sebenta National Institute AMADI University College

William Pitcher Teachers Training College Advanced School of IT

Southern Africa Nazarene University (SANU) Emergency Medical Rescue College

William Pitcher College IDM 

Southern Africa Nazarene University Limkokwing University of Creative Technology

Bradford University College

corroborated with a document analysis of skills 
demand and supply in the country and other 
surveys. Figure 3.2.1 shows the Industry Survey 
response rate by region, the survey responses were 
representative at regional and industry levels.

Table 3.2.2.1: Surveyed tertiary institutions 
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A graduate tracer survey was conducted 
through a combination of self-administered 
questionnaires and telephonic interviews. 
Convenience sampling was used to interview 
tertiary graduates from the past 5 to 10 years to 
provide their views on and experiences at local 
training institutions. This period provides two 
cycles of graduates who are now producing 
in the economy and are likely to be employed. 
This is also influenced by significant and 
observable changes in long-term economic 
growth trends that are measurable over 10 
years.  This information was collected through 
an electronic platform. However, due to a low 
response rate to the online platform, telephonic 
interviews were conducted with graduates who 
completed their tertiary education between 
2015 and 2021. A list of graduate contacts 
(cell phone numbers) was obtained from 
key tertiary institutions and graduates were 
surveyed through telephonic interviews. The 
survey reached a total of 2318 graduates in all 
four regions of the country.

3.3. Limitations of the Study

Several limitations of the study must be considered 
when evaluating the results and the extent to which 
they can be generalised:

• A stratified sampling method for the Industry 
Survey was employed. The target sample for 
the number of companies/establishments to 
participate in the survey was 5,163 but only 
493 companies/establishments responded. 
Although the responses were a good 
representation of the different sectors and 
came from across all the industries in the 
economy, the majority of them were from small 
companies so the analysis and perceptions of 
skills among medium and larger entities are 
limited.

• Even though the sample size in this study did 
not meet its targeted number, it is comparable 
to other studies conducted in the economy and 
the findings are relatively aligned. 

• The study was conducted during the peak of 
the COVID-19 pandemic so the number of 
respondents may be a reflection or result of the 
lockdowns during this period.

• The self-administration of the survey resulted in 
some respondents not completing some of the 
questions.

• Although participants understood the 
importance of the exercise, the length of 
the questionnaire made some respondents 
reluctant to participate in the study and so the 
return rate of the survey was low, especially 
from companies and organisations with a larger 
organogram and a larger pool of skills. 

• The study was not able to gather enough 
information on the other services sector which 
includes human health and social welfare, 
public administration and household services, 
real estate and activities of extraterritorial 
organizations and bodies. The reason for this 
shortcoming was the lack of participation by 
the relevant stakeholders.

• The skills audit industry findings excludes 
employment from several government Ministries 
including the forces, who did not respond to 
the skills audit data request.
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4.1. Industry Demographics 

As anticipated, the majority of surveyed 
organisations or businesses were in the Manzini 
(46 %) and Hhohho (48 %) regions as these regions 
are known as the business hubs of the country 
(Figure 4.1.1). The revised NDS alludes to the influx 
of people to Manzini and Mbabane (i.e., rural-urban 
migration) in search of job opportunities (GoE, 
2016a). For instance, Eswatini’s vibrant industrial 
estate in Matsapha, is in the Manzini region. 

Figure 4.1.1: Physical location of the companies
and  establishments 

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Jobs are mostly concentrated within the Hhohho 
and Manzini regions which mostly comprise urban 
areas compared to the sparse distribution of 
skills in the mostly rural Lubombo and Shiselweni 
regions. These findings complement the results 
from the ILFS (2021), which reported that the 
Manzini (35.8%) and Hhohho (30.8%) regions 
had higher percentage distributions of the labour 
force compared to the other regions.

Further analysis shows that the majority (94 
respondents) of the organisations and businesses 
that responded were small private sector 
companies in the Hhohho region followed by small 
private companies in the Manzini region with (86 
respondents) see Table 4.1.1. In the Hhohho and 
Manzini regions were also reported by FinMark 
Trust to have the highest number of Micro, Small, 
and Medium (MSME) owners in Eswatini with 66% 
(FinMark Trust, 2017) of the total business owner 
population. Overall, a majority of the participants 
were private MSME business owners. 

This is testament to the fact that although there 
are a significant number of reforms that still need 
to be made to make the business environment 
more conducive for this sector, MSMEs play an 
integral role in the overall economic growth 
of Eswatini and the efforts that the Ministry of 
Commerce, Industry and Trade (MoCIT) and other 
related portfolio agencies have made to address 
the development the sector are evident.

This industry was established in the early 1970s 
(Dlamini et.al, 2018), and today is home to many 
companies and establishments across different 
industries that employ thousands of emaSwati. 
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Region Public Private Parastatal

Micro Small Medium Large Micro Small Medium Large Micro Small Medium Large

Hhohho 4 7 11 10 36 94 43 10 1 4 10 6

Lubombo 0 3 0 0 2 5 6 1 0 0 0 2

Manzini 4 7 14 7 31 86 47 22 0 1 4 2

Shiselweni 1 1 0 2 3 3 0 1 0 0 0 0

Total 9 18 25 19 70 188 96 34 1 5 14 10

Table 4.1.1: Respondents grouped by region, size and sector

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
Notes: micro enterprises employ less than 10 people; small- between 11 and 20; medium – between 21 
and    60; and large – 61 0r more.

4.1.2. Types of industries and size of participating companies

Companies and establishments that participated in the Industry Survey were from a range of industries and 
represented Eswatini’s business sector fairly. Figure 4.1.2. shows that the majority of respondents were from 
the Construction and Building Maintenance industry (12.2%) followed by the Administration and Support 
Service Activities industry (8.3%). Other significant results were in the Agriculture, Forestry, Fishing, ICT, 
and Wholesale and Retail industries, respectively. 

The results from the Industry Survey showed that the different companies and establishments within these 
industries are mostly small businesses and establishments, employing between 11 and 20 people (using 
the Revived SMME Policy of Eswatini’s working definition to define and categorise the size of enterprises), 
followed by medium-sized businesses which typically employ 21 to 60 people.
 
Figure 4.1.2: Sectoral representation and size of the companies/establishments 

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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The Eswatini business community is an established and experienced community consisting of companies 
that have been operating for decades. However, the majority of organisations and businesses that 
participated in the National Skills Audit were those established between 2000 and 2020, the past two 
decades (Figure 4.1.3.).

Figure 4.1.3: Year of Establishment

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

4.2. Labour Market Structure

4.2.1. Leading employers in Eswatini 

The results show that the leading employer 
among the surveyed organisations and businesses 
is the manufacturing industry which employs 
3813 workers. A detailed analysis of the kinds of 
manufacturing companies using the data on their 
principal activities showed that these manufacturing 
companies were mostly in textiles. This confirms 
not only that the economy is concentrated in a 
few sectors such as manufacturing, but also that 
Eswatini’s industrial sector is indeed dominated by, 
among others, the manufacturing of textiles. 

Manufacturing is central to economic diversification 
and competitiveness and helps achieve structural 
transformation in many countries. The sector is 
also identified in the COMESA Industrialisation 
Strategy (2017-2026) as one of the nine priority 
areas earmarked to drive development through the 
manufacturing of textiles and garments (COMESA, 
2017). The policy also highlights that the total 
number of opportunities to expand intra-COMESA 
trade is in textiles. 

Depending on the country’s competitive and 
comparative advantage, Eswatini should continue 
exploring new subsectors for manufacturing 
but should continue prioritising textiles as this is 
regarded as one of the subsectors that should be 
prioritised in industrialisation efforts. 
The manufacturing industry employs 33.49% of the 
labour force followed by wholesale and retail which 
employs 12.9% and finance and insurance 12.4%. 
(Table 4.2.1). The agricultural sector on the other 
hand only contributes 8.41% of the employment in 
the country. 

According to the Industrial Development Policy of 
2015-2022 (GoE, 2015) Eswatini seeks to increase 
the contribution of the service and manufacturing 
sectors to GDP while increasing employment 
in manufacturing by 5%. Presently, increasing 
employment in manufacturing is possible through 
foreign direct investment (FDI) that will establish 
businesses in the country and support the growth 
of MSMEs. Nevertheless, the National Skills Audit, 
highlighted that the manufacturing and service 
sectors were still the major employers in the country. 
The study also found that overall Emaswati make 
up 97% of the labour force while the remaining 3% 
are non-Swati employees. 
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Industry %

Manufacturing 33.49

Finance and insurance 12.40

Wholesale and Retail 12.90

Agriculture, forestry, and fishing 8.41

Administration and support service activities 5.94

ICT 4.50

Food industry 4.10

Construction and building maintenance 4.22

Education 3.06

Professional, scientific and technical activities 2.86

Accommodation 2.54

Other services 1.34

Human health and social work 1.20

Arts, entertainment, and recreation 1.06

NGO 0.56

Hospitality (events management, décor, etc.) 0.36

Energy 0.32

Tourism 0.18

Transportation and logistics 0.17

Hairdressing salons, beauty parlours, etc. 0.12

Handicraft 0.14

Agro-processing 0.09

Real estate activities 0.03

Mining and quarrying 0.01

Public administration and household services 0.01

Total 100.00

Table 4.2.1: Absorption of Labour by Industry

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Of the companies and organisations that responded, the study also highlighted that the private sector 
companies account for the majority of employees (76%), while central government accounts for 7% and 
parastatals 17%. Although the private sector provides a significant proportion of employment in the country, 
the FinScope MSME Survey 2017 points out that this is largely from MSMEs while the 2021 Integrated Labour 
Force Survey reports that at least 61.9% of the employed population in the country is in the informal sector. 
The formal sector employs only 25.4% of the employed population (ILFS, 2021). Accordingly, Eswatini’s 
employment landscape is characterised by small and medium enterprises and mostly informal employment. 
This affects the types of skills absorbed in the industry and leads to mismatches in qualification levels and 
specialisations. 

Skills mismatches in the country are further perpetuated by the misalignment of the types of skills 
required by industry and what small firms can absorb/afford. Thus, several employed people may either 
be mismatched (overqualified or underqualified for their jobs) or underemployed. This is a major concern 
for skills development as the increasing pace of technological change makes skills obsolete more quickly. 
Studies show that smaller firms are less likely to engage in the training of employees (OECD, 2012).  A lot of 
people will be underemployed or mismatched for longer periods of employment in small enterprises. Hence 
a more comprehensive review of skills development programmes to cater for the development of skills for 
formal and informal enterprises and big and small enterprises is needed. It is important to acknowledge 
the employment landscape in the country and to appreciate the context and changes in employment when 
catering for the needs of industry. 
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Most people living with disabilities were employed in executive positions (50%) or elementary (20%) and 
general officer (15%) occupations (Figure 4.2.3). Executive positions include occupations such as general 
managers, directors, principals, CEOs, and managing directors. In lower level employment, people with 
disabilities were employed as shop assistants, storemen, librarians, security officers and general labour. 
Figure 4.2.2 shows that a significant portion of people with disabilities (9%) who are employed have 
specialist or professional skills. A reported 35% of employed people with disabilities have secondary stage 
tertiary qualifications, and 33% have first stage tertiary (short or medium duration) qualifications (see 
Figure 4.2.2).

4.2.2. Employment of People Living With Disabilities

The National Skills Audit found that a small percentage (0.42%) of employed people are people living with 
disabilities. A total of 46 people employed in the surveyed companies and establishments had disabilities, 
out of a total 11,029 employees. Of those who were employed the majority were in public administration and 
compulsory social security (20%), followed by the non-governmentall organisations (NGO) sector (17%) 
and human health and social work (11%). Figure 4.2.1 shows that an equal number of people with disabilities 
are employed in wholesale and retail, agriculture, education, and PSTA (7%). A significant proportion (9%) 
are also employed in arts, entertainment and recreation. 

Figure 4.2.1: Distribution of people living with disabilities in industry

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Figure 4.2.2: Distribution of people living 
with disabilities by level of occupation and 
qualification

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Contrary to the ILFS (2021) results, most 
employed people with disabilities are 
educated and hold high level positions. 
This difference may be observed because 
of the smaller sample size. However, it 
shows that with more support and more 
inclusive education policies, people 
with disabilities are likely to pursue 
higher levels of education. Hence, the 
education system needs to deliberately 
target and support people with 
disabilities at the tertiary level and in the 
workplace to ensure equal opportunities. 
Empowerment programmes should 
be established in primary schools and 
secondary education to ensure that 
people living with disabilities are not 
left behind after primary/secondary 
education.

Figure 4.2.3 indicates that physical 
disability is the most common among 
employees in Eswatini. More than 50% 
of the employees with disabilities had 
a physical disability (19), while 11 had 
a hearing impairment. A small number 
had autism and a few more had visual 
impairment (Figure 4.2.3). 
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Figure 4.2.3: Types of disabilities

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Some employers preferred not to mention the type of disability of their employees. This demonstrates 
that there is still a stigma around disability in the workplace and a lack of knowledge thereof. That being 
the case, Eswatini needs to design more programmes to educate employers and resource management 
personnel on disabilities for the country to achieve inclusive and equitable employment for all. Employers 
need to be educated on the different types of disabilities and how working environments may be adjusted 
to cater for the needs of people with disabilities in different types of employment. It is however also 
important to note that not all jobs/work environments are well suited for workers with certain disabilities. 
Employers need to be educated to ensure that job creation considers the capabilities of all employees, 
including those with disabilities.

4.2.3. Imported Skills

A minority of the companies and establishments (3%) that stated that they imported or employed non-
Swati nationals gave a plethora of reasons summarised in Table 4.2.2 as to why they did so. Some of the 
reasons for importing skills are the lack of relevant or industry-related skills, new/start-up companies 
need experienced skills to support establishment, a lack of experienced experts in specific fields, and the 
ownership of the enterprise. For instance, multinational companies (with group ownership) or companies 
where the investors, directors or founders are non-Swati, have imported skills. For the Tourism and 
Hospitality sector, the need to import skills rises from the lack of skills and experience in the country, while 
the sector also needs high-level skills to maintain and meet international standards. Companies in this 
sector are owned by enterprises or people from South Africa, the UK, Taiwan or Pakistan. In education, the 
skills imported in this sector are from Zimbabwe, Kenya, Tanzania, and Botswana, with a few from outside 
Africa (the US, Belgium). 
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Table 4.2.2: Reasons for importing skills 

INDUSTRY MAJOR REASON FOR IMPORTING SKILL

Accommodation, Food industry, 
Hospitality, Tourism

	 Shortage of skills and experience; 
	 To maintain International Standards of the Hotel Food Cuisines;
	 We needed well-trained biochemistry professionals;
	 The group partner or owner of the company is not from Eswatini.

Agriculture, forestry, and fishing, Agro-
processing

	 International investor or Director/owner of the business is not from Eswatini;
	 Needed extensive agricultural background for the position
	 Difficult filling positions locally;
	 Promotions from other branches in other countries (e.g. Zimbabwe);
	 Technical skill sourced from Mozambique;
	 Specialist skill (nutritionist) in agro-processing.

Education 	 Needed skills, knowledge and experience in resource mobilisation with donors;
	 Needed highly qualified personnel in the subject, with vast experience in the administration of 

the school;
	 Needed people to liaise with the affiliated international institutions;
	 Needed PhD degrees in horticulture;
	 Only internationals applied for the position.

ICT 	 Shortage of skills – system developers;
	 Needed specialised skills;
	 Company owner is not Swati.

Manufacturing 	 The company owner is not Swati;
	 Needed a higher level of skill and experience;
	 Needed specialist and technical skills;
	 Scarce skill or lack of talent in Eswatini.

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Figure 4.2.4 shows that the health sector imports the most skills (34%) in the country. The majority 
of skills were Master’s or PhD qualifications. The wholesale and retail sector is also a large importer 
of skills (12%), followed by the manufacturing sector (11%), and the agriculture, forestry, and fishing 
(8%). The study found that the majority of the companies that import skills were also owned by 
foreign nationals.

Figure 4.2.4: Industries that import skills

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Skills in the ICT sector are sourced from different countries including; Botswana, Zimbabwe, 
Nigeria, Taiwan, the USA, India, and Portugal. In the manufacturing sector, some companies 
pointed out the underdevelopment of some industries and the inadequate supply of skills 
in the country as the drivers of skills imports. Specifically, one manufacturing company 
mentioned that “there was no support to the printing industry in Eswatini other than from 
South Africa” thus the printing industry was compelled to import all skills regarding printing 
or printers. Some of the prominent countries that supply skills in the manufacturing sector 
are South Africa, Zimbabwe, Taiwan, and Nigeria. China, Sri Lanka and the Philippines are 
major contributors to the textile/dressmaking industry. Zimbabwe and South Africa export 
skills to all sectors of the economy.

The National Skills Audit found that the majority of imported skills in the country were in 
specialist or professional occupations. Figure 4.2.5 shows that 43% of imported skills are expert 
skills, while another 52% are management skills (executive, directors, middle management). 
This signifies that specialist/professional skills and leadership management skills are difficult 
to find locally, either because no training is available locally or the education system is not 
supplying training sufficiently. Some of these skills are merchandisers, mine managers, 
occupational therapists, optometrists, physiotherapists, process plant managers, quality 
assurance managers, national coordinators, chartered accountants, technical engineers and 
technicians. 

While training institutions need to align skills development to the needs of industry, equally 
companies need to invest more in the skills development of their employees, to ensure that 
they pursue innovative and high-value professions that will make them more competitive. 
The majority of the imported skills is in the second stage of tertiary education, - Master’s or 
PhD level. Figure 4.2.5 shows that 38% of imported skills have the highest education level 
qualification followed by degree holders at 29% and first stage tertiary (short or medium 
duration qualifications) at 14%.

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Figure  4.2.5: Types and Level of Skills Imported 
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Agriculture & 
Agro-processing

05

5.1. Introduction

Agriculture is the mainstay of the Eswatini 
economy and the major employer of more than 
70% of the Eswatini population (GoE, 2020). 
However, this sector, is highly dependent on the 
sugar subsector, which together with forestry 
dominates the agriculture sector. Sugar is a major 
source of export earnings and tax revenues and is 
an important employer in the country. However, 
the concentration of agriculture in the sugar and 
forestry subsectors limits the growth prospects of 
the economy. Thus, there is a need to promote a 
more diverse production and trade structure in this 
sector which directly points to creating incentives 
that would support a shift in production from 
lower to higher value commodities (e.g., agro-
processing). Without greater value-addition the 
economy of Eswatini will be challenged to increase 
incomes, and create decent jobs and wealth.

In the Strategic Roadmap (2019 – 2022), the 
agriculture and agro-processing sector was also 
identified as a high priority sector because Eswatini 
enjoys a comparative advantage in agricultural 
production as the country is endowed with 
relatively good soils, conducive climatic conditions, 
the potential for more quality agricultural research 
and competitive wage rates (GoE, 2016a). The 
local agricultural sector also has relatively strong 
backward and forward linkages with other sectors 
of the economy and has the potential to link the 
economy with global value chains in the medium 
to long term. Thus, it makes good economic logic 
to select and attach emphasis to agricultural 
development and the development of the country’s 
agri-food systems as one of the main areas of the 
strategic thrust. 

This sector’s growth would also undoubtedly 
support vibrant entrepreneurial activities among 
the youth, and the expansion of MSMEs in both rural 
and urban areas. As a high priority sector, some 
of the expected outcomes as stipulated by the 
Strategic Roadmap (2019-2022) are an increased 
contribution to GDP from agriculture, increased 
import substitution on agriculture products, and 
increased agriculture exports. In 2018, the sector’s 
contribution to GDP had declined to 8.7% from 
11.9% in 2000 (World Bank group, 2020). 
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For this sector to be able to achieve more favourable 
outcomes, such as a higher GDP contribution 
incentives for commercialising and intensifying 
agriculture needed. Such incentives would also 
require new skills, technology, infrastructure and 
a climate that supports the growth of industries, 
entrepreneurship, and the attraction of foreign 
investments (GoE, 2019).

Reports on local agricultural trends show that the 
economy does not seem to be geared towards 
modern agriculture as only 6.3% of employed 
people in this sector are skilled workers (GoE, 
2016). The sector has faced a variety of different 
challenges such as the impact of the 2015/2016 El 
Nino drought and the limited access – especially by 
smallholder farmers - to finance and technological 
equipment. The Integrated Labour Force Survey 
2021 also reports that few persons are in technical 
jobs (about 4.3%) and this is despite extensive 
research that highlight the value chains just in the 
SADC region which Eswatini can take advantage. 
Opportunities to expand and diversify Eswatini’s 
agricultural product markets lie in, among others, 
the rice processing, soya beans, other beans –dry, 
peanut butter, meat products (poultry and beef), 
and horticulture (fruits, vegetables and flowers) 

value chains, to name a few (see SARUA draft final 
report 2014). However, these opportunities require 
appropriate skills which the National Skills Audit 
aimed to ascertain.

5.2. Labour Market Structure

The study found that Eswatini’s agriculture and 
agro-processing industry was dominated by low 
value adding activities. The principal activities 
of the companies in the industry include, but are 
not limited to beekeeping, seedling production, 
production of animal feed and maize meal, pig 
farming, sugar cane production, cane cutting, 
forestry and timber. The available skills or the skills 
supplied in this sector are also reflective of the 
kinds of activities of the companies in the industry. 
The study further provided an estimated structure 
of the labour force within the agriculture and agro-
processing industry and found that the agriculture 
and agro-processing sector absorbed more males 
(61.36%) than females (38.64%) (Table 5.2.1). This 
trend is consistent with the key findings of the ILFS 
(2021) that reports that the percentage distribution 
of employed males in the agriculture and agro-
processing sector is higher than that of females. 
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Topic Indicator Value

Sectoral Absorption by 
Gender

Total Number of Females 38.64%

Total Number of Males W 61.36%

Employment Age Preferred Median Age Range 36 – 40 Years

Actual Median Employee Age 
Range 

31 – 35 Years

Sectoral Absorption by 
Nationality

Total Number of Swati Citizens 97.29%

Total Number of Foreign Na-
tionals

2.71%

People Living with Disa-
bilities

Total Number of People Living 
With Disabilities

0.57%

Qualifications Minimum Qualifications Pre-
ferred by Employers 

First stage of tertiary ed-
ucation (short or medium 
duration)

Actual Minimum Qualifications 
Held by Employees 

Primary level of education

Remuneration Median Yearly Earnings at Entry 
Level 

E 90 000

Median Yearly Earnings at Expe-
rienced Level

E 137 500

Table 5.2.1: Agriculture, Forestry, and Fishing and Agro-processing Sector Profile

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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When further classifying the employment of 
males and females by occupation level, the results 
show that the majority of females (41.64%) hold 
elementary level positions while 79.17% of the males 
are engaged in agriculture and agro-processing 
activities at a specialist or professional level. 
Collectively, emaSwati in this sector are confined to 
elementary occupations as the diverse agricultural 
activities in the country such as sugar cane 
production, citrus fruit, cotton, forestry, livestock, 
maize and cereal crop production, generally consist 
of a lot of manual labour that is carried out by 
general labour who do not need to necessarily hold 
any sophisticated or complex skills.  

Given the strides made by the GoE to get youth into 
the agro-based economy through campaigns - such 
as the mobilisation of the Youth Enterprise Fund to 
give loans to young people to start agribusinesses 
- and other efforts from government parastatals 
- such as the National Maize Corporation (NMC), 
the results reflect that the cohort mostly engaged 
in agriculture and agro-processing is between 31 
and 35 years. Interestingly the majority of industry 
players (27.34%) also prefer to employ emaSwati 
aged between 36 and 40 years. Table 5.2.1 also 
shows that the youth (aged 18 – 35) engaged in this 
sector are mostly engaged at the director, head of 
department, specialist or professional levels and 
are classified as skilled labour.

When it comes to inclusivity in the sector (and all 
other sectors) the GoE has put in place the National 
Disability Plan of Action (2015-2020) which seeks 
to protect disadvantaged groups from abuse 
and discrimination as many vulnerable emaSwati 
remain inadequately protected even through social 
protection programmes. The ILFS (2016) reports 
that of the 99992 of the working-age population 
living with disabilities, only 29.7% are employed 
and this should be a cause for concern and more 
vigorous efforts need to be undertaken to ensure 
that people living with disabilities are employed 
(GoE, 2016). 

Of the 28 Agriculture and Agro-processing 
companies that took part in the National Skills 
Audit, only two companies employed people 
living with disabilities. Therefore, in this study the 
sector was found to only employ 0.57% of the total 
agriculture and agro-processing employees. 

The two companies were classified under medium 
and large enterprises and employed people who 
had different physical disabilities (i.e. hard of 
hearing, amputee, visual impairment, and other 
physical disabilities) in managerial, elementary, and 
technical and associate positions. 

The majority of employees in this sector hold 
qualifications that are equivalent to a bachelor’s 
degree from HE tertiary institutions. Table 5.2.1 
shows that given that industry only requires tertiary 
qualifications that are of a shorter duration than a 
bachelor’s degree (i.e., higher technical education, 
technician or advanced/higher vocational training, 
associate degree etc.) employees in this sector are 
generally overqualified. 

Current Skills 

Identifying the need of or demand for current 
industry skills was one of the key objectives of the 
National Skills Audit. Ascertaining skills demands 
for the agriculture and agro-processing industry is 
of particular interest as it will assist the government 
to develop informed responses for enhancing the 
quality of the skills supplied within this industry 
one of the five high priority sectors/ industries. 
While Table 5.2.1  provided the agriculture and agro-
processing sector profile, Tables 5.3.1 and 5.4.1 give 
a clearer picture of the labour market structure by 
occupational level and detail some of the skills that 
are currently demanded by the different agriculture 
and agro-processing industry players.

The occupations mostly available in the agriculture 
and agro-processing sector are elementary 
occupations and the study found that 76.6% 
of these elementary level workers occupied 
positions such as cane cutters, groundsmen, farm 
assistants, and irrigators (Table 5.3.1). Although the 
sector comprises mostly unskilled labour, other 
occupations at different occupational levels are 
key in the running of the various activities in the 
sector. Of great importance are the specialist and 
professional occupations as the employees who 
occupy positions at this level normally hold the 
skills required to change and drive agricultural 
diversification. 
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Occupational Level     Skills Total Employees

Executive Agriculture and Finance, law and business finance, project 
management, software programming

8

Director/HOD Agriculture economics, animal health, agribusiness 
management and finance, agriculture and management 
accounting, agronomy, animal husbandry, machine 
operator, technicians, broiler production, forestry

38

Middle Management Accounting and Financial Management, animal husbandry, 
business management, Human resources and industrial 
relations management, strategy development

24

Specialist or 
Professional

Broiler production, animal husbandry, software coding, 
network administration, IT support, HR, food safety, 
nutritionist, labour machine handling, agriculture corporate 
governance, crop production, repair and maintenance of 
heavy-duty vehicles and machinery

24

General Officer accounting and finance, agriculture, archiving and records, 
office administration, procurement, contract management

96

Elementary Occupation/
General Labourer

Animal husbandry, record keeping and clerical support, 
general maintenance, piggery, pump and sprinkler 
controlling switchboard operation, farming, driving, safety

694

Table 5.3.1: Employee Skills (Agriculture and Agro-processing)  

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Interestingly, the study found that agriculture 
companies have a growing IT presence and 
required software engineering specialist skills. This 
shows the mounting significance of IT skills in most 
industrial sectors and depicts the move towards 
more technology-based activities and digitalisation 
which speaks to regional and national strategies for 
taking advantage of the opportunities offered by 
the 4IR.

5.4 Skills Demand

Table 5.4.1 on the other hand, depicts the preferred 
specialisations demanded by industry within the 
different positions at the different occupational 
levels. Generally, the study found very minimal 
qualifications gap in this sector. The qualification 
levels demanded are not too different from those 
found in the current labour market. At executive 
level for instance, most employers in this industry 
prefer employees to hold the highest qualification 
obtained from tertiary institutions. These Master’s or 
PhD degrees must have specialised skills in forestry, 
agri-business management, crop production, and 
management and finance. Analysis on the actual 
qualification level held by employees shows that a 
majority of the employees (57.14%) are Masters or 
PhD holders. 
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Table 5.4.1: Skills Demanded by Industry (Agriculture and Agro-processing)

Occupational 
Level 

Preferred 
Qualification

Preferred 
Specialisation

Executive Second stage of tertiary education 
(leading to an advanced research 
qualification) 80%

Management and finance, agribusiness management, rural development 
finance, business management, project management, forestry, 
agriculture, strategy development, crop production, strategist, industrial 
relations management

Director/HOD Second stage of tertiary education 
(leading to an advanced research 
qualification) 57%

Animal health, agribusiness management and finance, agriculture and 
management accounting, agriculture and agronomy, animal husbandry, 
machine operator, technicians, broiler production

Middle Management Second stage of tertiary education 
(leading to an advanced research 
qualification) 63%

Animal husbandry and agriculturist, crop production, management, 
accounts, HR, knowledge of operations, financial management

Specialist or Professional First stage of tertiary education (Short 
or medium duration) 60%

Facilities management, refrigeration engineering, maintenance 
planning, network administration, IT support, software and hardware, 
software coding, food safety, nutritionist, labour machine handling, 
agriculture corporate governance, crop production and animal 
husbandry, repair and maintenance of heavy-duty vehicles and 
machinery, food processing

General Officer First stage of tertiary education (short 
or medium duration) 48%

Agronomy, sales and marketing, office administration, diploma, 
problem-solving skills, planning, finance and creditor management, 
payroll

Elementary Occupation/
General Labour

Primary level of education 45% Animal husbandry, record keeping and clerical support, general 
maintenance, piggery, pump and sprinkler controlling

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Middle management and specialist/professional 
positions require more specific skills in science 
related fields such as animal health, agronomy, crop 
production, nutritionists, or broiler production. 
Thus, agriculture-related skills development needs 
to modernise and evolve alongside the growth of the 
industry to ensure that the specialist skills remain 
relevant. Overall, qualification gaps only occur at 
the specialist or professional level and the middle 
management level. Industry at these occupational 
levels demands second stage of tertiary education 
qualifications that lead to an advanced research 
qualification such as Master’s and PhD degrees 
(47.1%) but many employees hold only first stage of 
tertiary education qualifications (65%).

5.5 Skills Supply

In terms of the supply of skills in this sector 
the study found that the participating training 
institutions that offered programs in agriculture 
were Ngwane College, CIT College, and UNESWA. 
These HE training institutions only offer agriculture 
programmes at the First stage of tertiary education 
with short or medium duration qualifications (i.e. 
Diplomas and Bachelor’s degrees). This implies 
that the majority of employees who hold second 
stage tertiary education qualifications obtained 
their Master’s and PhD degrees either from other 
local HE institutions that did not participate in 
the National Skills Audit or from universities and 
colleges outside the country. 

The survey found that lecturers in these institutions 
were well qualified, with a minimum second stage of 
tertiary qualification (Masters and PhD). However, 
while tertiary institutions say that they engage 
industry in curriculum review, more than 80% of 
the companies say they are not engaged and 46% 
say graduates do not have the appropriate skills. 
According to the training institutions the only major 
curricula changes in the last 3 to 5 years have been 
the recent adoption of blended learning and the 
incorporation of ESHEC recommendations in some 
teaching programmes. Therefore, comprehensive 
reviews are needed to inform curriculum change to 
ensure the relevance of programmes.

Table 5.5.1 highlights that the graduates in the 
labour market mostly hold agriculture qualifications 
with specialisations in agricultural economics and 
agribusiness management. These specialisations 
offer graduates high end skills that qualify them 
to be gainfully employed or self-employed in value 
added activities. However, the study found that 
graduates were not able to find opportunities in 
this sector and 51.5% of graduates in this sector 
were unemployed. 
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Table 5.5.1: Agriculture Qualifications Offered by Higher Education Institutions

Source:  ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Specialisation                                                           Percent

Agricultural Economics and Agribusiness management 46.60

Agricultural and Biosystems Engineering 16.50

Agronomy 16.50

Animal Science 16.50

Horticulture 3.88

Total 100.00

Figure 5.5.1 shows that more females (57.1%) than males are unemployed in this. These findings 
show that the skills needed for the diversification and expansion of the agricultural base are there 
but are not engaged fully.

Figure 5.5.1: Employment Status of Graduates Based on Gender (Agriculture and Agro-processing)

Source:  ESEPARC, Using National Skills Audit Industry Survey Data (2021)

A minority of graduates who find opportunities 
normally find gainful employment within a year 
or two after training or graduating and are 
mainly (46.9%) engaged by private institutions 
and enterprises (Figure 5.5.2).
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Figure 5.5.2: Employment Transition Period and Type of Employer

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

5.6 Skills Gaps

Only 20% of organisations and businesses in the 
agriculture and agro-processing industry stated 
that they faced skills deficiencies. Further analysis 
shows that of the 20%, 5% of the deficiencies are 
mismatches, 10% are gaps, and 5% are shortages. 
At the different occupational levels, the industry 
faces the most skills deficiencies with clerical and 
support positions 27.27% skills gaps. 

Gaps 

Skills gaps may be due to difficulties in keeping pace 
with rapid technological development, employees 
not having the combination of skills needed, and 
the low quality of training and education received 
by graduates. Technical and associate professional 
positions, as well as skilled agricultural, forestry, 
and fishery positions, also face various skills 
deficiencies (Figure 5.6.1).

Figure 5.6.1: Skills Deficiencies (Agriculture and Agro-processing)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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The leading cause of the skills gaps has been 
attributed to the lack of work experience (30.77%). 
The major cause of skills shortages, on the other 
hand, is the lack of people who are interested in 
doing the jobs. 

Mismatches 

Mismatches were mostly the result of the type 
of candidates who applied for the job. These 
mismatches occurred because candidates usually 
have a certain type of skill/qualification that 
does not meet the demands of the job (33.33%), 
recruitment processes that were unable to pick 
the right candidate for the job or that failed 
to identify skills mismatches during the hiring 
process (33.33%), and the level of education of the 
employees which did not correspond to the level of 
education required (33.33%).

The majority of organisations and business (80%) 
that stated that they did not have any skills 
deficiencies said that there was an adequate supply 
of relevant skills in the industry (68.29%) and that 
the organisation or business had functional skills 
development activities, structures and/or systems 
in place (31.71%).

The study also revealed that 50% of companies 
that faced skills deficiencies had not taken any 
measures to address the skills deficiencies, while 
37.50% had trained their staff to bridge the skills 
gaps, and 12.50% had introduced equipment to aid 
production where gaps or mismatches had been 
experienced.

The skills gaps, shortages, and mismatches identified 
within this sector have led to employers experiencing 
difficulties in sourcing some scarce skills. Some of 
those skills, as shown on Table 5.6.1 include labour 
machine operators, bookkeepers, and directors 
that hold a master’s in business administration 
(MBA) qualification. The labour machine operating 
skills are needed mostly by general labourers in the 
forestry and timber subsectors, while the scarcity 
of business administration skills is experienced by 
director and middle management positions in the 
hammer milling and agro-processing subsectors.

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Table 5.6.1: Scarce Skills (Agriculture and 
Agro-processing

Labour machine operators

Book keepers

Food processors

Refrigeration engineers 

MBA  

Vacant and Hard to Fill 
Occupations 

The National Skills Audit found that most of the 
organisations and businesses did not have vacant 
positions and those that did, mostly had positions 
within the crafts and related trades occupational 
level (25%). Most of the vacant positions were 
for skilled labour (i.e. within the managers (6%), 
professionals (13%), and technicians and associate 
professional (13%) levels). Figure 5.6.2 shows that 
the director/HOD occupation type positions have 
a lot of vacancies compared to other occupational 
levels within the industry. 

These as highlighted earlier in the report include 
skills such as director of agriculture and other 
directors with specialisations such as in animal 
health, agribusiness management and finance, 
agriculture and management accounting, 
agriculture and agronomy, animal husbandry, 
machine operating, and broiler production. 
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Positions that were filled with some degree of difficulty were those within the managerial level, followed 
by elementary and clerical support work positions. In most cases (56.45%) when trying to fill these hard-
to-fill positions internal hiring processes - promotions within the department or the promotion of already 
employed workers – had been used. In other instances, (40.32%) organisations or businesses within 
the industry would try to fill these positions using external hiring processes - advertising, speculative 
applications etc. Labour brokers or hiring consultants were seldom (3.25%) used.

Reasons for Importing Skills

Table 5.6.2 reveals that the prevalent reason for non-Swati nationals in this industry is because the co-
founders of some of these agri-businesses are foreign nationals from countries such as Zimbabwe. 
Organisations and businesses also import skills because some of the technical and specialist skills are not 
found locally and thus must be imported from Zimbabwe, Brazil, and Mozambique.

Major Reasons for Importing Skills 
	 International investor or Director/owner of the business is not from Eswatini;
	 Needed extensive agricultural background for the position
	 Difficult filling positions locally;
	 Promotions from other branches in other countries (e.g. Zimbabwe);
	 Technical skill sourced from Mozambique;
	 Specialist skill (nutritionist) in agro-processing not available locally

Table 5.6.2: Reason for Importing Skills (Agriculture and Agro-processing)

Most workers in this industry (97.08%) were Swati citizens while the remaining 2.9% were non-Swati. 
Non-Swati nationals, according to this study, occupied mostly managerial roles (81.81%) followed by 
professional (9.09%) and clerical support (9.09%) types of positions (see Figure 5.6.3). The organisations 
or businesses that engaged non-Swati nationals in their business operations give a plethora of reasons as 
to why they do so.

Figure 5.6.2: Vacancies across Occupational Levels (Agriculture and Agro-processing)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Figure 5.6.3: Type of Skills Imported (Agriculture and Agro-processing)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

5.7 Future/Emerging Skills

The good news is that the majority of agriculture and agro-processing companies (96.30%) foresee 
themselves still being in operation in the next 3 to 5 years. This is regardless of the current socioeconomic 
impacts caused by the COVID-19 pandemic that affected 88.88% of small, 57.14% of medium, and 80% of 
large agriculture and agro-processing business operations. Although the companies and establishments 
vary in the type of business activities they engage in, when grouped by size many of the companies or 
establishments (about 47.05 %) that were affected by the pandemic were small enterprises.

The COVID-19 pandemic has significantly impacted the sales of many agribusinesses due to decreased 
demand and is a major reason why most of the companies have stated that they would not be operational in 
the next 3 to 5 years. High operational costs, lack of profits, and lack of future business prospects are some 
of the effects exacerbated by the pandemic (Figure 5.7.1). Of the 96.30% of companies and businesses that 
will be operational in the next 3 to 5 years, 100% of them expect to see an increase in output in the next 
3 to 5 years and 73% of them foresee a need for new skills or employees in the next 3 years. Factors that 
would likely limit output and/or revenue for organisations or businesses in this industry are access to credit 
or finance (38.46%), followed by the lack of skilled labour and plant capacity (19.23%).
  
Figure 5.7.1: Factors Likely to Limit Output and/or Revenue (Agriculture and Agro-processing)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Some of the industry-specific skills that would be needed 

for future business activities that were highlighted 

by respondents included cane cutters, agriculture 

specialists, sugar cane managers, animal husbandry, 

food technologists, and equipment operators. Industry 

players reported that the current supply of these future 

skills needs by HE institutions was sufficient with a 

medium (40.74%) to high supply (18.52%).

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Table 5.7.1: Emerging Skills to be in demand in 
the Next 3 to 5 Years (Agriculture and Agro-
processing)

5.8 Conclusion 

The complexity of a sector’s activities can be 
indicative of that sector’s labour market structure 
but may not give a true picture of the skill sets 
available in that sector. The analysis of the sector 
shows that Eswatini’s labour market structure 
within the agriculture and agro-processing sector 
mostly comprises elementary level skills which are 
reflective of the sector’s low value-add activities. 
These skills include those of cane cutters, irrigators, 
farm assistants, herdsmen, and drivers. 

The sector remains highly male-dominated with 
the gender imbalance the highest at the executive 
occupational level where 89% of males hold most 
of the chief executive officer, chief strategist, chief 
software developer, and chief financial officer 
positions. 

The agricultural sector still struggles to draw the 
youth into exploring the opportunities within the 
sector, however, the majority of people engaged 
with income generating activities in the sector fall 
within the youth cohort and are between the ages 
of 31 and 35 years old. The agriculture and agro-
processing sector employs 7% of the 46 people 
found to have disabilities across the different 
sectors and imports 8% of the total imported skills. 

The most required qualification in the sector is the 
first stage of tertiary education (short or medium 
duration) whereas the majority of employees in 
the sector only hold a primary level of education. 
This qualification mismatch is the basis for the 
observable skills mismatches within the sector. 
Skills deficiencies are mostly at the middle 
management and director/HOD occupational level. 
The companies in this sector recorded no gaps, 
mismatches, or shortages of skills at the elementary 
level. 

The major cause of the skills gaps which were 
found mostly at the director/HOD and general 
officer level in the sector is the lack of work 
experience; the major cause of shortages, found 
mostly at the middle management and executive 
level is the industry not having enough people 
who are interested in working in this sector. As a 
result of some of the skills deficiencies the sector 
reported most vacancies at the director/HOD level 
(51 vacancies).

With that said, the sector is still making strides to 
grow and the majority of companies and businesses 
in this sector that will continue operating in the 
foreseeable future (73%) anticipate hiring new 
skills such as, among others, sugar cane managers, 
agriculture/crop production specialists, breeding 
managers, digital and climate change specialists, 
tree crop managers, mechanical engineers, and 
accountants.

Future Skills Needs in Agriculture and Agro-processing

Breeding Managers

Cane Cutters

Mechanical Engineers

Agriculture Specialists (Crop Production)

Sugar Cane Managers

Tree Crop Managers

Animal Husbandry

Food Technologist

Operations Manager

Equipment Operators

Accountants

Digital and Climate Change Specialists

Production, Sales, and Marketing Professionals
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5.9  Recommendations

• The focus needs to be on diversification and 
value-added production within the already 
established products such as the production of 
other foods or spirits using sugar or sugar cane. 
The value add from sugar should create jobs, 
and increase income and create wealth. 

• Increase incentives that will advance women 
and youth-led agriculture and agro-processing 
ventures to increase female and youth 
employment in the sector (i.e., set aside sectoral 
opportunities or markets to be explored solely 
by women and the youth). 

• Investment in some of the scarce skills such 
as labour machine operating, food processing, 
and refrigeration engineering can lead to more 
employment or self-employment in the sector. 

• Higher educational institutions must prioritise 
future skills needs and set appropriate targets. 
Future industry skills now to meet future 
industry demands to ensure an adequate 
supply.
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Mining and 
Energy

06

6.1 Introduction

The GoE has also prioritised mining and energy as a 
sector that can boost economic activity in Eswatini. 
While striving to create wealth and promoting 
sustainable development for all stakeholders, this 
sector faces a myriad of challenges that hinder 
it from living up to its full potential. The National 
Development Plan (NDP 2019-2022) states that 
opportunities for economic growth that could be 
realised through tapping into this sector exist (GoE, 
2019). In mining, the limited number of minerals 
(coal, quarry and iron ore) being extracted, 
combined with the lack of processing industries 
affects the value-add prospects in the sector. This 
reality has resulted in the sector’s low revenue 
contribution to the economy - the mining and 
energy sector contributes less than 1 % to the local 
GDP. 

However, the GoE continues to create an enabling 
environment for investments in this sector. In the 
energy sector, the government has strengthened 
local generation by exploring the viability of 
establishing more local power plants with coal, wind, 
hydro, biomass and natural gas. The government 
has also worked on the preparatory phase for the 
construction of the strategic fuel reserve facility 
in pursuit of energy security in petroleum. These 
activities will create employment that will require a 
range of skills ranging from specialised/professional 
to unskilled labour. 

The GoE is also working towards providing facilitative 
infrastructure to boost investments in mining 
and is encouraging small scale mining operations 
that will provide additional or alternative rural 
livelihood opportunities for emaSwati. Opening the 
sector and issuing mining licences will develop the 
sector and show emaSwati the prospects of being 
professional miners, managers, and owners. This 
will collectively will increase inter-linkages in the 
sector to ensure industrial diversification. Beyond 
the significant development initiatives that the GoE 
has put in place for the augmentation of the sector, 
the challenges revealed by the National Skills Audit 
assessment need to be addressed to ensure that 
the sector operates at maximum capacity. 
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6.2 Labour Market Structure

In the mining and energy sector the study found 
that these industries remained male dominated; 
65.77% of the total mining and energy employees 
were male and the remaining 34.23% being were 
female (Table 6.2.1). Historically, this has been 
attributed to the physical labour required to carry 
out the activities in these industries.  Some of 
the principal activities in this sector include coal 
mining; electricity generation, renewable energy 
solutions, solar system installation, the storage and 
trading of petroleum products, and LPG, medical 
and industrial gases. 

The study also found that the companies and 
organisations in this industry that participated in the 
National Skills Audit exercise were mostly medium-
sized enterprises that preferred to employ workers 
between the ages of 41 and 50 years whereas the 
employees normally found within the mining and 
energy labour market were slightly younger and fell 
between the ages of 36 and 40 years. The study 
found that young people between the ages of 18 
and 25 years were not employed by mining and 
energy employers and the young people in this 
cohort were also not readily available in the labour 
market. Again, this is another sector that employs a 
higher number of emaSwati than foreign nationals 
with emaSwati making up 93.69% of the employees 
in this sector (Table 6.2.1).    

Topic Indicator Value
Sectoral Absorption by 
Gender

Total Number of Females 34.23%

Total Number of Males 65.77%

Employment Age Preferred Median Age Range 41 – 50 Years

Actual Median Employee Age Range 36 – 40 Years

Sectoral Absorption by 
Nationality

Total Number of Swati Citizens 93.69%

Total Number of Foreign Nationals 6.31%

People Living with Disa-
bilities

Total Number of People Living With 
Disabilities

0%

Qualifications Minimum Qualifications Preferred by 
Employers 

First stage of tertiary education, 1st degree (medium 
duration)

Actual Minimum Qualifications Held 
by Employees 

First stage of tertiary education, 1st degree (medium 
duration)

Remuneration Median Yearly Earnings at Entry 
Level 

E132,000

Median Yearly Earnings at Experi-
enced Level

E165,000

Table 6.2.1: Mining and Energy Sector Profile

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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The overview of the mining and energy sector shows that among the companies that participated in the 
National Skills Audit, none of them had employed people with disabilities at the time of the survey.  With 
regards to the most required qualification level in this sector, the findings showed that employers preferred 
qualifications obtained at the first stage of tertiary education. The average yearly salary earning per annum 
at entry level for employees in this sector is E 132,000 which mounts to E11, 000  per month.

6.3 Current Skills 

The analysis on the structure of the skills in this sector reveals that most of the employee skills are classified 
as general officer level positions. Further analysis shows that the most common occupations include office 
administrators, sales representatives, and secretaries (Table 6.3.1). Elementary occupations also make up 
the bulk of the professions in mining and energy. This shows that this industry relies heavily on semi-skilled 
and unskilled labour. The sector profile in Table 6.2.1 highlighted that the sectoral absorption by gender 
was skewed towards males and further analysis in Table 6.3.1 shows that not only are there more men than 
women in this sector, but this is the case at every occupational level, even at general officer level with 
positions such as office administrator and secretary which are positions usually assumed to be mostly 
occupied by women.

Level Skill    Female    Male

Executive Financial Management, leadership

0 5

Director Business management 3 6

Middle Management Human resource development, mining 
engineering

1 2

Specialist or Professional Mine Engineer, engineering manage-
ment

1 2

General Officer Office Administration, Secretarial skills, 
Sales and marketing

16 31

Elementary Occupations Cashier, Petrol Attendant, Driver, Cleaner, 
Groundsman, Security Guard

13 20

Table 6.3.1: Employee Skills (Mining and Energy)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

6.4 Skills Demand

In terms of the skills demanded by the industry, the variables analysed include the industry’s preferred 
qualifications and preferred specialisations across the different occupational levels. The study found that at 
the executive level employers preferred qualifications that fell under the second stage of tertiary education 
such as an MBA, financial management, and leadership. These types of qualifications or specialisations 
normally offer transferable skills that can be used by executives in any other sector. Labour brokers 
and hiring consultants – some of the key informants of the study - confirmed that employees who held 
positions at the executive level such as CEOs and executive directors etc. were few within the local labour 
market and could normally take on any executive level positions in any sector where no specific additional 
specialisation was required. 

Table 6.4.1, however, shows that there are companies that require executives to have sector specific skills or 
specialisations in addition to general MBA qualifications. Some of those specialized skills include renewable 
energy, electricity generation, and energy and electrical engineering. Going down the occupational level 
hierarchy from the director or HOD level positions to general officer-level positions, employers normally 
prefer employees to have some sort of HE institution qualification offered at the first stage of tertiary 
education. 
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Knowledge and skills in the engineering and energy sector are the foundational skills required in this 
sector, such as power systems and mining engineering. Generally, elementary occupation workers are 
classified as unskilled labour but the study found that in mining and energy it was considered an added 
advantage if employees at that level had some basic computer skills.  

Table 6.4.1: Skills Demanded by Industry (Mining and Energy)

Occupational Level Preferred Qualification Preferred Specialisation

Executive Second stage of tertiary education 
(leading to an advanced research 
qualification)

Business Administration, Leadership, Financial 
Management, Venture capital financing, renewable energy, 
electricity generation, Energy and Electrical Engineering

Director/HOD First stage of tertiary education, 1st 
degree (medium duration)

Refrigeration, System automation, Instruments & Controls 
Specialist, Electrical Engineering, Air -conditioning 
Engineering and Accounting, Electrical Engineering

Middle Management First stage of tertiary education (short or 
medium duration)

Mining Engineering, Human Resources Development and 
Management, Business Management

 

Specialist or 
Professional

First stage of tertiary education, 1st 
degree (medium duration)

Engineering Management, Accounting, Power Systems  

General Officer First stage of tertiary education (short or 
medium duration)

Accounting & Finance, Office Administration, 
Engineering,Training (OJT)and skills development

Elementary 
Occupation/General 
Labour

Post-secondary, non-tertiary education & 
Upper secondary level of education

Light Duty Motor Vehicle License, Basic Computer Skills

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

6.5 Skills Supply

From the survey results from training institution and further document reviews the study found that mining 
and quarrying and energy related qualifications, such as mining engineering and geology could not be 
obtained locally. As most of the graduate and tracer survey responses  came from graduates of local HE 
institutions, none of the respondents had qualifications relevant to this sector. Considering the re-opening 
of the Maloma Colliery Mine and other mines in the sector as well as other energy companies this may have 
implications for the availability of relevant labour in this sector. 

For skills within this sector that are higher than those at the elementary and general officer level, employees 
would need to source graduates who hold qualifications from institutions outside the country. The sectoral 
absorption rate of Swati nationals (93.69%) also implies that many emaSwati left the country to obtain their 
qualifications outside Eswatini before returning to ply their trade locally.  The study also found that the 
reasons why companies imported the remaining 6.31% of skills were because the professional skills required 
were not supplied locally (50%) and the main investors in the businesses were foreign nationals. Countries 
from which skills are imported include the United Kingdom, USA, and Mozambique.

6.6 Skills Gaps

Figure 6.6.1 shows that most of the employers within this sector do not experience skills gaps, mismatches, 
or shortages with the employees whom they engage, with except for those who hold positions at the 
elementary and middle management levels. Employers stated that they faced some gaps with elementary 
level occupations (33%) and shortages with middle management workers (17%). At the elementary, general 
officer, and director/HOD levels employers reported that there were no gaps, mismatches or shortages 
because there is adequate supply of workers with the skills that perfectly match the descriptions of the 
different occupations at those levels. 
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Table 6.4.1: Skills Demanded by Industry (Mining and Energy)

Figure 6.6.1: Skills Deficiencies (Mining and Energy)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Given the limited supply of the mining and energy sector skills by local HE institutions, the absence of 
skills deficiencies across most of the occupational levels may be tied to the size and the limited activities 
of the sector. This makes it easier to fill vacancies either by importing the skills as some companies have 
or by hiring emaSwati who obtained their mining or energy qualifications outside the country. At the 
executive, middle management, and specialist or professional levels, the absence of skills deficiencies 
is mostly attributed to the fact that employees are normally afforded skills development initiatives like 
training or study loans by the employer where deficiencies are present. 

In some instances, where skills deficiencies like shortages are present, as in the middle management 
occupational level in this sector, there may be vacant positions. Further analysis, however, shows only two 
vacancies in this sector in the companies that took part in the study at the time data were collected. The 
vacancies were for chief executive directors in the electricity, gas, steam, and air conditioning supply sub-
sector. However, managing directors have been imported in the past 3 to 5 years from countries like the 
UK, Mozambique, and the USA.

In some cases, the persistence of skills deficits and the indication by companies of some vacancies that 
have been difficult to fill for extended periods alludes to the scarcity of a particular skill. In the mining 
and energy sector, one of those skills is mining engineering usually needed by middle management-
level workers in the mining sector (Table 6.6.1). Other skills also include air-conditioning and electrical 
engineering skills that are hard to find by companies in the energy sector that specialise in installing air-
conditioners and solar systems. 
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Table 6.6.1: Scarce Skills (Mining and Energy)

Mining Engineer

Air-conditioning Engineer

Power System Professionals

Accountant

Advanced Electrical Engineers

Heavy duty drivers

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

6.7 Future/Emerging Skills

Forecasts by companies and businesses in this sector about future business prospects 
reveal that 100% of the companies in this sector will still be operating in the next 3 to 5 
years and 71% of these companies also anticipate an increase in the number of new skills 
or employees they will hire to continue to run the businesses efficiently. Some of these 
skills in the mining sector particularly - include mine surveying, mine ventilation, mine 
planning, and project management. In the energy sector, more technicians will be required 
as well as engineers, and those with renewable energy skills (Table 6.7.1)  

Many employers (41.66%) of the employers also state that there is currently an adequate 
supply of these skills in the labour market, however, there is still room for local HE training 
institutions to offer programmes in these fields to help meet future skills needs going 
forwards as this sector continues to explore opportunities. When it comes to innovation 
and the adoption of new technologies in this sector, most employers do not foresee the 
possibility of automating any of the positions across the different occupational levels and 
will continue using manual labour to carry out their day-to-day activities (see Figure 6.7.1).

Table 6.7.1: Future Skills Needs in the Next 3 – 5 Years (Mining and Energy)

Future Skills Needs in Mining and Energy

Mine Surveying

Mine Ventilation

Mine Planning

Project Managers

Construction Professionals

HVACR Technicians

Air-conditioning Technicians and Engineers

Technicians

Communication and Marketing

Renewable Energy Skills

Strata Control

Energy Engineers

Trader

Heavy Duty Drivers 

Mid-management Skills

Advanced Electrical Engineers

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Figure 6.7.1: Automation of Skills in the Mining an Energy Sector in the Next 3 – 5 Years

6.8 Conclusion

With the lowest (0.01%) ranking of the leading employers in Eswatini, the mining and energy sector is an 
example of a sector that presents opportunities that have not been tapped into. The sector still experiences 
a scarcity in skills such as mining engineers, air-conditioning engineers, accountants, electrical engineers, 
heavy-duty drivers, and power system professionals. As with agriculture and agro-processing, this sector 
is also another male-dominated sector but to a lesser extent with females occupying 34% of the total jobs 
within the sector. 

Overall, the industry’s general qualification demands are qualifications obtained during the first stage of 
tertiary education (first degree) and are met by the majority of employees in the sector who hold either 
a higher technical/vocational education qualification or a bachelor’s degree. However, industry demands 
are not met by higher educational training institutions as none of the surveyed HE institutions offers 
programmess specifically for the mining sector. 

The mining and energy sector only experiences skill deficiencies at middle management (17% shortages) 
and elementary occupational levels (33% gaps). Some of the deficient skills are mine managers and heavy 
duty drivers. The majority of the working-age population within the sector falls between the ages of 36 
and 40 years whereas companies and businesses in the industry generally prefer employees to be between 
the ages of 41 and 50 years. This is due to the experience that employers look for that might come with 
age. However, an aging workforce almost guarantees a mass exodus of well-trained, highly experienced, 
and essential knowledge holding professionals whom the sector still needs.

6.9 Recommendations

• Skills in the mining sector are largely sourced from other countries, hence government scholarship 
should avail funding for mining engineering qualifications.

• Prioritise more advanced and specialised skills supply in the energy sector, especially in renewable 
energy, sustainable power generation, power systems and heavy duty electrification.

• Investments in local energy generation can increase the share of the energy sector’s contribution to 
employment creation.

• Invest in TVET specialised programmes to support the generation of technical skills to support the 
development of the energy and mining industry. 
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Manufacturing 
Sector

07

7.1 Introduction

Eswatini strives to revitalise and create a 
well-developed manufacturing sector. The 
manufacturing sector is a major contributor to 
the local economy and a key economic policy 
priority because of its ability to drive economic 
growth, attract foreign investments, and create 
opportunities for industrial development and 
industrialisation. However, according to the World 
Bank Group (2020), manufacturing in Eswatini has 
undergone significant changes since 1990, moving 
from limited to advanced manufacturing and 
services, and then back to limited manufacturing 
by 2015.  Currently, the range of manufacturing 
operations carried out in Eswatini varies from 
textiles to food manufacturing, and the processing 
of sugar-based concentrates where the latter alone 
accounts for about 40 % of total exports. 

What will create a well-developed and advanced 
manufacturing sector though, especially in 
the case of Eswatini, necessitates a shift and 
transformation of the sector away from its limited 

manufacturing base to one with more diversified 
industrial and services subsectors that can harness 
innovation and the adoption of tech improvements 
which will in turn ultimately pave the way for an 
advanced information society and knowledge-
based economy (GoE, 2016a). This will inevitably 
have implications for skills and skills development 
in this sector. According to the Post COVID-19 
Economic Recovery Plan, the current contribution 
of the manufacturing sector to local GDP is 32% 
but is expected to grow from the E6.537 billion 
injection the sector is due to receive through 
various proposed post-COVID-19 manufacturing 
projects (GoE, 2020). This planned expansion of 
the sector also presents opportunities to absorb 
Eswatini’s youth, particularly those engaged in 
TVET and includes some projects for value-add 
in the sugar subsector, a Kellogg’s factory to 
manufacture noodles and other food products, the 
manufacturing of soap, pharmaceuticals, and the 
assembly of cars and an ethanol enrichment plant.

Regionally, export of goods and services are still 
very low with manufacturing and value-add even 
lower. However, if manufacturers in Eswatini want 
to be big industry players locally, regionally, and 
in international markets, they need to identify and 
adopt tech improvements, source top-class sub-
suppliers, access international markets, and attract 
top-talent. Embracing the digital transformation 
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trends driving the 4IR, such as advanced analytics, 
machine learning, cloud computing and human-
machine seems to be the most vital step in the 
technological reformation of the country’s factories 
and manufacturing processes. The adoption of 
these transformations will in turn also inform future 
skills needs in this sector. Therefore, this National 
Skills Audit will help to determine if this sector has 
or can produce adequate tacit knowledge and the 
high-tech manufacturing skills needed to transform 
local manufacturing.

7.2 Labour Market Structure

Regarding, the labour market structure in this 
sector ,the study found that the sector was the 
leading employer, absorbing employees mostly 
in subsectors such as textiles, wearing apparel, 
beverages, and food products. 

Other significant manufacturing employers include 
manufacturers of furniture, chemicals and chemical 
products, and rubber and plastic products. Contrary 
to the findings of the ILFS 2021 (GoE, 2021), the 
study found that more women were engaged 
in manufacturing work than men with a female 
participation rate of 82% (Table 7.2.1). The National 
Skills Audit found that the positions females 
occupied the most in this sector were elementary 
and general officer levels. These levels are often 
classified as semi-skilled and unskilled professions. 
Although the total participation rate of men in 
the sector was lower than that of their female 
counterparts, men still occupied more positions at 
the executive, director/HOD, middle management, 
and specialist or professional levels at 78%, 76%, 
54%, and 63%, respectively.

Topic Indicator Value

Sectoral Absorption 
by Gender

Total Number of Females 81.75%

Total Number of Males 18.25%

Employment Age Preferred Median Age Range 36 – 40 Years

Actual Median Employee Age Range 36 – 40 Years

Sectoral Absorption 
by Nationality

Total Number of Swati Citizens 97.88%

Total Number of Foreign Nationals 2.12%

People Living with 
Disabilities

Total Number of People Living With 
Disabilities

0.10%

Qualifications Minimum Qualifications Preferred by 
Employers 

Post-secondary, non-tertiary 
education

Actual Minimum Qualifications Held by 
Employees 

Post-secondary, non-tertiary 
education

Remuneration Median Yearly Earnings at Entry Level E 70,000

Median Yearly Earnings at Experienced 
Level

E 120,000

Table 7.2.1: Manufacturing Sector Profile

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Given that most of the employees in the sector hold 
positions at an elementary level, the study revealed 
that some of them (35%) held lower secondary level 
of education qualifications -equivalent to Form 3 
or Grade 10. However, the occupational level and 
qualifications that were required for the much-
needed shift and transformation of this sector 
needed to be qualifications that offer employees 
the skills to drive industrial and services sub-sectors. 
Overall, the study found that employees generally 
held the minimum qualifications preferred and 
sought by employers which were post-secondary 
and non-tertiary education qualifications. This 
may be because of the principal activities of the 
manufacturing enterprises – requiring manual 
labour - offered by elementary occupation staff. 
The foreign nationals in this sector (2.12%) held 
middle management positions and were from 
countries like China, Zimbabwe, Sri Lanka, South 
Africa, and the Philippines.  

7.3 Current Skills

The analysis of the labour market structure shows 
that most of the skills in the sector are categorised 
under elementary occupation level positions. Table 
7.3.1 shows that the most common jobs at this 
level include embroidering, sewing assistants, line 
feeders, pressers, fabric layers, driver, and cleaners. 
These jobs are normally within the textile and 
wearing apparel subsectors. This concentration of 
workers within these jobs especially in comparison 
to the number of employees in other occupational 
levels reveals that the complexity and sophistication 
of the skills in this sector are low given the direction 
the manufacturing sector is set to take in driving 
value-added production and industrialisation. 
Overall, the skills in the sector reflect that food 
and textile manufacturing is still very vibrant and 
a significant part of the manufacturing sector in 
Eswatini. Given the opportunities to be explored in 
this sector electronic components manufacturing 
and assembly, manufacturing of automobile spare 
parts, processing of hides and skins (leather 
good and footwear), processing furniture and 
other timber related manufacturing need further 
analysis to determine if the current employee skills 
available are transferable skills that can be used 
in these subsectors to help diversify the current 
manufacturing base.

Table 7.3.1: Current Skills in Eswatini’s Manufacturing Sector

Occupational Level Skills Females Males

Executive Biochemistry, basic science, Carpentry, Aluminium Installation and Busi-
ness Management, MBA, textile technology, engineering, leadership

1 8

Director/HOD Business Management, Technical Training and Systems Training, com-
puter science, engineering, operations and quality management

7 22

Middle Management

Administration and business management, HR, cost accounting and 
finance, embroidery technology, food science garment technology, Corel 
drawing, industrial relations, IT, marketing, mechanical/electrical engi-
neering, MRP/textile technology, occupational health and safety, garment 
costing, supply chain management and logistics

31 37

Specialist or profes-
sional

Aluminium Fabrication and Installation, carpentry, electrical and me-
chanical engineering, finance and accounting, food science, garment 
quality control, industrial engineering, inventory management, milling, 
pattern making, safety, supply chain management, welding

40 68

General Officer

Administration, accounting, garment quality control, Industrial relations, 
HR, Inventory management, IT, Driving, marketing and sales, engineering, 
pastel, procurement, systems management

190 63

Elementary Occupa-
tions

Technical, packaging, marketing and sales, light and heavy duty driving, 
embroidery, garment technology

1351 158

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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7.4 Skills Demand

Current industry needs can also be deduced from understanding the industry’s preferred qualifications 
and specialisations for the different positions across the occupational levels. The study found that for the 
majority of the manufacturing companies it was not enough for employees occupying positions at the 
executive level to hold only qualifications in business administration (i.e. MBA). Employers in this sector 
preferred executives to have sufficient business administration or business management skills as well as 
an additional qualification relevant to that subsector. Some of the specialisations that come as an added 
advantage when seeking work in textile manufacturing at an executive level, for instance, include textile 
technology. In companies that manufacture sugar and ethanol, executives such as CEOs and managing 
directors also need to hold qualifications with specialisations in fields like biochemistry or engineering. For 
director/HOD level positions, employees need to hold at least a bachelor’s qualification with specialisations 
in engineering, computer science, and business management. Vast experience in the different subsectors 
is also equally as important because directors are tasked with managing the day-to-day business activities 
of companies and therefore sufficient industry knowledge is a prerequisite. 

Given that Table 7.3.1 showed that a majority of jobs in manufacturing fall under the elementary occupation 
level. Table 7.4.1 further reveals that the skills or specialisations required at this level are generally not 
complex and include garment technology skills, embroidery, packaging and driving skills. The average 
minimum qualifications to be able to perform tasks at the elementary level preferred by industry is a lower 
secondary level of education (45%) and many of the employees at this level (35%) hold this qualification. 
Interestingly, further analysis also shows that 15% of employees working jobs at the elementary occupation 
level are overqualified for the job as the lower secondary level of education (i.e. Form 3) is not the highest 
qualification they hold. Except for workers classified under the executive occupational level, employers do 
not experience a qualifications mismatch in this sector. 

Occupational 
Level 

Preferred Qualification Preferred Specialisation

Executive Second stage of tertiary 
education (leading to 
an advanced research 
qualification) 60%

Aluminium Installation, Business Management, Biochemistry, Business Management, 
Carpentry, Engineering and Business Leadership, Management or Marketing, Marketing 
& Sales, Paint Technician Certification, Textile Technology

Director/HOD First stage of tertiary 
education, 1st degree 
(medium duration) 44%

Business Management, Chartered Accountancy, Computer Science and Technical skills, 
Engineering, Management, Technical Training and Systems Training, Vast experience on 
the entire weaving industry

Middle 
Management

First stage of tertiary 
education (short or 
medium duration) 29%

Engineering, Management, Food Science, Book Keeping, Business Administration, 
Textile Technology, Cost Accounting, Industrial Relations and Capacity Development, 
MRP, Syspro/Textile Technology, Sewing Machine Technology, Syspro /Garment Costing, 
Information Technology, Payroll System/Pastel, Embroidery Technology
Occupational Health and Safety, Garment Technology, AAT level 2, Garment Technology 
and Corel Drawing, Supply Chain Management, Mechanical or Electrical Engineering, 
Finance and Accounting, Administration and Human Resources, Supply and Logistics, 
Business Management, Marketing and Sales, Majority Shareholding, Accounting and 
Finance, Management, Marketing Management, Manufacturing, Milling, Sales & Finance 
Quality Management, Operations Management, Business Management

Specialist or 
Professional

First stage of tertiary 
education (short or 
medium duration) 32%

Aluminium Fabrication and Installation, Bookkeeping and Accounting, Carpentry, 
Electrical or Mechanical Engineering, Fabric Cutting, Financial Accounting, Financial 
Management, Garment Quality Control Technology, Human Resources, Industrial 
Engineering, Inventory Management, Mechanical and Electrical Engineering, Milling, 
Pattern Making Technology, Plumbing, Production Management, Safety Management, 
Sewing Machine Technology or electronic technology, Supply Chain Management, 
Welding

General Officer Post-secondary, non-
tertiary education 42%

Accounting, Administration, Garment Quality Control Technology, Human Resources, 
Industrial Relation, Inventory Management, IT and Syspro, Light Duty Vehicle Drivers 
License, Logistics, Marketing and Sales, Mechanical Engineering, Pastel, Procurement 
or Business Studies, Quality Management, Supply Chain Management, Systems 
Management, Textile Technology

Elementary 
Occupation/
General Labour

Lower secondary level of 
education 45%

Embroidery, Garment Technology, Heavy Duty Drivers Licence, Light Duty Vehicle Drivers 
License, Marketing and Sales, Packaging, Technical & Mechanical Skills

Table 7.5.1: Skills Supplied in Tertiary Institutions (Manufacturing)
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Training Institution Programs offered Enrolment Level of Qualification

Mananga College ICT 50 Diploma, Associate Degree, Bachelor’s Degree

Botho University ICT 29 Bachelor’s Degree

UNESWA Engineering, ICT, Textile 
Appel Design and 
Management, Textiles

154, 127 Bachelor’s Degree, Master’s Degree

ECOT Manufacturing 
Engineering, ICT

330, 135 Diploma 

Eswatini Medical Christian 
University

ICT 26 Bachelor’s degree

AMADI University College  ICT 30 Diploma

Gwamile VOCTIM Manufacturing 
Engineering, ICT

24, 30 Diploma

Advanced School of IT ICT, Software 
Engineering

30, 20 Diploma

Ngwane College ICT 200 Diploma

IDM ICT 50 Diploma

Bradford University ICT 10 Certificates, Diploma

Limkokwing IT 100, 50 Associate Degree and Bachelor’s Degree

Table 7.5.1: Skills Supplied in Tertiary Institutions (Manufacturing)

7.5 Skills Supply

An analysis of the employee skills in Table 7.3.1 and the 
skills demanded by industry in Table 7.4.1 highlights 
some of the skills currently absorbed and needed 
by the industry. The study through a HE institution 
survey found that a sizable amount of institutions 
offer courses for the local manufacturing sector. 
Table 7.5.1 shows that UNESWA offers courses in 
textile and apparel design management (TADM) at a 
bachelor’s degree level. Textile technology, garment 
technology, and sewing machine technology, for 
instance, are some of the specialisations preferred 
by employees in the textile subsector across the 
different occupational levels and they are covered 
by the TADM programme at UNESWA. Worth noting 
is that employers prefer employees at the executive 
level to hold a Master’s or PhD degree (i.e. second 
stage of tertiary education (leading to an advanced 
research qualification) in the above mentioned 
specialisations yet the highest qualification level 
offered locally is a bachelor’s degree (i.e. first 
stage of tertiary education, 1st degree (medium 
duration)). Both ECOT and Gwamile VOCTIM also 
offer Diplomas in manufacturing engineering. 
The study found that all employed lecturers had 
the right qualifications for the job, however, they 
pointed out the need to improve course content 
and more practical work in the classroom. 

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Figure 7.6.1: Manufacturing Sector Skills Gaps

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Some skills in the manufacturing are classified as scarce skills by employers. With these types of skills 
employers not only face a once-off shortage or gap during a period, but also simultaneously experience 
a combination of skills deficiencies for long periods. Normally jobs that require these skills are hard to fill. 
Table 7.6.1 shows some of the scarce skills in manufacturing. The most common scarce skills in the sector 
is textile technology which is mostly needed by middle management employees in textile manufacturing.

ICT has also become important in Eswatini’s industrial development. Skilled manufacturing professionals - mostly 

at the middle management level - such as dispatch managers and even professionals at the general officer level like 

production clerks use computer software such as SYSPRO Enterprise Resource Planning (ERP) to help the companies 

or businesses manage their data and gain full view of all business activities. Computer Aided Design/ Computer Aided 

Manufacturing are some of the technologies adopted in manufacturing and needs for employers to have some basic 

knowledge of ICTs. Several institutions (12) offer programmes in ICT and IT in the country and the qualification levels 

also vary depending on the type of higher education institution (see Table 7.5.1). 

7.6 Skills Gaps

Overall, the majority of companies and enterprises in the manufacturing sector state that they do not experience any 

gaps, shortages, or mismatches because there is an adequate supply of relevant skills in the industry.

Shortages

Skills shortages in manufacturing are observed in executive, specialist or professional, middle management, and 

general officer skills (Figure 7.6.1). This includes skills such as process plant managers, country managers, industrial 

engineers, and sales personnel. Industry attributes the shortages to the inability of training institutions to provide the 

required expertise. 

Mismatches

Only a few mismatches in the manufacturing industry, mostly in executive positions (10%) and directors or 
heads of departments (11%), occur.

Gaps

Figure 7.6.1 also shows that the most significant gaps are found within director/HOD positions. 



70

| 
ES

W
A

TIN
I N

A
TIO

N
A

L 
SK

IL
LS

 A
UD

IT 
RE

PO
RT

Table 7.6.1: Manufacturing Sector Scarce Skills

Marketing and Sales Milling

Sales and Finance Mechanical and Electrical Engineer

Certified Paint Technician Millwright, broiler makers

Industrial Relations and Capacity Developer Heavy duty mechanics

Textile Technology Maintenance Engineers

Sewing Machine Technology Advanced welding/Industrial welding e.g. steel welding

MRP Gear box mechanics

Syspro Hydraulics specialists

Industrial Relations Specialised machine repairs e.g. fork lifts, boilers, etc.

Operations Manager

Milling Manager

Manufacturer

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

7.7 Future/Emerging Skills

Generally, the future of work in manufacturing for many countries, especially developed countries, 
around the world, is evolving and adopting the 4IR technologies such as artificial intelligence, cognitive 
automation, advanced analytics, and advanced robotics to transform the workplace. These technologies 
hold the key to exponential growth in efficiency and productivity and are the key to many manufacturing 
facilities becoming the smart factories of the future. Eswatini needs to recognise and embrace the fact 
that to participate in modern and advanced manufacturing it needs to aggressively invest in mechanical 
engineering, technology, and innovation to equip the youth to participate in the 4IR. 

Eswatini is also paving its way towards the 4IR. However, looking at the forecast by industry on the 
manufacturing skills needs of the future the pace at which local manufacturing companies are adopting 
even the internet of doing things (IoT) is very slow. The influence of the 4IR may be growing but not as 
quickly as in other economies. Examples of some of the industry’s future skills needs in the next 3 to 5 years 
are detailed in Table 7.7.1 and include mostly embroidery, sewing, knitting, and artisan skills. 
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Table 7.7.1: Future Skills Needs in the Next 3 – 5 Years (Manufacturing)

Future Skills Needs in Manufacturing

Embroidery 

Sewing, ginning, spinning, dyeing, printing 

Industrial hygiene specialists

Industrial design/systems design

Food processing & packaging 

Knitting 

Merchandising

Machine operating and management

Research and Development

Machinist

Accounting

Carpentry

Automation Engineers

Mechanical Engineers

Mechanical Technicians

Instrumentation Technicians

Shipping and logistics management

Factory security system

HVAC technicians – Advanced Cooling and Refrigeration 
technicians 

Technical and innovation skills

Leadership skills (advanced factory supervisors, directors, etc.)

Management skills: Factory/production analytics using artificial 
intelligence

Advanced skills in factory maintenance/production system 
maintenance

Certified technicians for servicing and providing maintenance 
services to factories

Capacity building

Information technology

Mechanical engineering (weaving industry)

Electronics engineers

Milling

Sales 

Basic computer skills

Fitters

Industrial manufacturing

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

When asked about plans of automating positions in this sector in the next 3 to 5 years, 88% of the employers 
in this sector stated that there was no possibility whatsoever to automate the positions in their companies 
as they still needed labour to carry out most of their tasks. Of the remaining 8% stated that there were plans 
to automate some of the positions in their companies but to a small degree and only 4% said there was 
definitely an opportunity to automate or use computers or machines to carry out the functions of some of 
the positions within the company. Some of those positions or skills that will be automated are mostly at 
the elementary level and include skills such as presser, cutter, and sewing assistant which are skills that are 
repetitive and can therefore be automated. 

7.8 Conclusion

According to the findings of the study, manufacturing is one of the leading employers in Eswatini, employing 
about 33% of the working-age population and most of the manufacturing activities of respondents’ 
companies and businesses fall under the textiles, wearing apparel, beverages, and food products subsectors. 
The study also found that this sector is the only high priority sector that employs more females (82%) than 
it does males. However, the majority of those females occupy low-income jobs such as embroiderer, sewing 
assistant, presser, line feeder, fabric layer, and factory line worker. 

Skills demands in this sector are mostly for skills that fall under the elementary or general officer occupational 
level and, due to the technical nature of the sector, employers mostly require a vocationally-oriented type 
of qualification such as technical diplomas or primary professional qualifications which are qualifications 
classified under the post-secondary, non-tertiary education qualification level. 
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The abundance of unskilled and semi-skilled workers 
also presents a low density of skills deficiencies at 
these occupational levels. Significant skills gaps 
(22%) and mismatches (11%) in the sector are 
observed in the director/HOD positions while 31% 
of skills shortages are at the middle management 
level. Some of the current scarce skills in the sector 
that are also going to be in demand in the next 3 
to 5 years include information technology, milling, 
accounting and finance, mechanical engineering, 
sewing machine technology, and operations 
manager/ machine operating and management.

7.9 Recommendations

• Sector specific incentives to promote the 
absorption of females in leadership positions 
(executive and director/HOD levels) to help 
achieve more gender equality in the sector are 
needed.

• Legislative measures to increase the hiring and 
training of local mangers must be implemented. 
Swati middle managers remain a minority in 
the sector, especially in the textile and wearing 
apparel sub-sector.

• Investments by the GoE to help provide 
additional resources and the facilities needed to 
increase the enrolment rates for manufacturing 
related programmes in local training institutions 
including vocational training centers must be 
made.

• Design programmes to encourage the youth 
(especially between 18 and 25 years) into 
manufacturing jobs beyond the elementary 
occupation level must be developed. Employers 
can quicken the uptake of technology within 
the sector to get the youth into manufacturing. 

• The manufacturing sector needs to diversify 
from its limited base/current manufacturing 
activities and explore other previously identified 
opportunities such as electronic components, 
the manufacturing of automobile spare parts, 
the processing of hides and skins (leather good 
and footwear), and furniture and other timber 
related manufacturing.

• Increased investments in local manufacturing 
capacities are needed to increase the industrial 
base in manufacturing and deliberate attempts 
should be made to create linkages between 
multinational corporations (MNCs) and local 
MSME businesses.
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Tourism Sector

08

8.1 Introduction

Tourism has become one of the world’s biggest 
industries and it is a major and dynamic component 
of the world’s economy. Before to the global 
COVID-19 pandemic and the associated lockdowns, 
tourism was considered the world’s fourth largest 
export industry and global budgets for tourism 
had either been maintained or increased by 
governments. Learning from other countries, 
the GoE has since also identified tourism in its 
development policies as a key sector in which to 
anchor economic activity. The Eswatini 2019-2022 
Strategic Roadmap, for instance, has prioritised 
the tourism sector as a key engine for economic 
recovery, and in 2020 the country was rated as the 
5th Best World Destination to visit by Lonely Planet, 
which is one of the leading global travel agencies. 
Furthermore, the National Tourism Policy of 2019 
recognises tourism as a priority economic activity 
that has the potential to sustainably contribute to 
national development. 

Tourism serves as a significant economic sector 
in many developing countries including Eswatini. 
Due to the growing awareness of the prospective 
contribution of this sector to job and wealth 
creation, economic growth, and poverty alleviation 
(OECD, 2018), the sector has the potential to be the 
engine of the Eswatini’s growth if it is well designed 
and effectively managed. As a result, Eswatini 
has made efforts to focus on marketing itself as 
a cultural tourism destination where heritage and 
culture are core assets in the tourism product 
offering and tourists can experience ancient Swati 
ceremonies such as the Umhlanga (Reed Dance) 
ceremony. 

Since the beginning of the COVID-19 pandemic 
domestic tourism has picked up significantly in 
the country. According to the World Travel and 
Tourism Council (2018), tourism contributes 6.9% 
of the total GDP, with an annual growth of 2.4% and 
contributes 2.7% of all employment in the country. 
In 2019, although not a cultural event, the annual 
Bushfire Festival was reported to have contributed 
E45m to the economy of Eswatini and over E500m 
to the broader creative economy over the past 12 
years. 
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The tourism industry is well poised to be a good 
stimulator for enhanced economic diversification 
and to benefit local communities in its value chain 
as it energises and rejuvenates other sectors of 
the economy. The sector brings about the demand 
for tourism activities, such as accommodation, 
restaurants, arts, entertainment and recreation, and 
even handicraft. 

The tourism sector has been the worst affected of 
all major economic sectors due to the COVID-19 
pandemic. However, the Hospitality and Tourism 
Association of Eswatini (HOTAES) in collaboration 
with the Ministry of Health ensures that Eswatini 
is safe and ready for tourism business by applying 
protocols in line with COVID-19 regulations of 
the World Health Organisation (WHO). Given 
that Eswatini is now a known international tourist 
destination of choice according to Lonely Planet, it 
is also important for tourism stakeholders to work 
towards expanding this sector and considering 
other tourism product offerings around and even 
outside the country’s natural and cultural heritage. 
Both direct and indirect tourism activities would 
create more wage employment and subsequently 
more substantial economic (and social) benefits for 
emaSwati. The country can create value chains in a 
sector that promises to become the largest single 
sector of world trade in the next century.

8.2 Labour Market Structure

The tourism sector is another sector that absorbs 
more males than it does females at a 55% absorption 
rate (Table 8.2.1). However, when analysing female 
participation rates by occupational level, the 
study found that females held more specialist or 
professional positions as well as general officer and 
elementary occupation type of positions than their 
counterparts. The age profile in the sector reveals 
that, even though the industry generally prefers 
to employ workers in the 31 to 35 age range, the 
median age range of workers employed in the 
sector is 26 to 30 years. This indicates that many of 
the youth (24%) within the tourism sector can find 
opportunities in the various tourism sub-sectors. 

Photo by yomzansi
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Topic Indicator Value

Sectoral Absorption 
by Gender

Total Number of Females 45%

Total Number of Males 55%

Employment Age Preferred Median Age Range 31 – 35 Years 

Actual Median Employee Age 
Range 

26 – 30 Years

Sectoral Absorption 
by Nationality

Total Number of Swati Citizens 98.17%

Total Number of Foreign Na-
tionals

1.82%

People Living with 
Disabilities

Total Number of People Living 
With Disabilities

1.82%

Qualifications Minimum Qualifications Pre-
ferred by Employers 

First stage of tertiary education (short 
or medium duration)

Actual Minimum Qualifications 
Held by Employees 

Post-secondary, non-tertiary education

Remuneration Median Yearly Earnings at Entry 
Level 

E40,000

Median Yearly Earnings at Expe-
rienced Level

E60,000

Table 8.2.1: Profile of Employees in Tourism Sector

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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The occupations in the tourism sector are mostly 
middle management occupations (27%) such as 
marketing manager, project manager and business 
development manager, digital transformation 
and new ventures manager, music manager, 
artist and repertoire manager, and other types 
of managers and supervisors. Overall, the sector 
employs most workers in the general officer and 
elementary occupation level and positions at 
these levels do not necessarily require complex 
skills or high qualifications. Therefore, it is not 
surprising that the average qualification held by 
employees in the sector is post-secondary, non-
tertiary education which are programmes that are 
normally vocationally oriented. Remuneration per 
annum in the Tourism Sector ranges from E40,000 
to E60,000. Due to the number of sub-sectors in 
this industry, the structure of the labour market is 
diverse and the study in the succeeding section 
reveals some specific employee skills within the 
sector.

8.3 Skills Demand

The study found that the current human capital 
needs in the sector included mostly executive 
and elementary positions. Table 8.3.1 shows that 
companies that employ CEOs prefer them to hold 
the first stage of tertiary education, first degree 
(medium duration) which includes Bachelor’s and 
Master’s degrees. 

Further analysis reveals that 50% of the employees 
who occupy positions at this level hold doctorate 
qualifications and, based on the needs of the sector, 
are overqualified to be executives in the tourism 
sector. 

Some of the preferred specialisations at this 
occupational level include casino management, 
arts administration, and events management. 
An overall analysis of the preferred qualifications 
by industry from the director/HOD occupational 
level to elementary level shows that the 
preferred qualifications match the labour market 
competencies and the majority of the employees 
at the different occupational levels hold the 
qualifications demanded. The diverse preferred 
specialisations across the occupational levels 
show the diversity of the activities within the 
tourism sector.  Interestingly, this is one of the 
few sectors where most employers stated that no 
specialisation or experience is needed to secure a 
job at the elementary occupation level especially 
with jobs such as cleaners and groundsmen. With 
other sectors the study found that for cleaning and 
groundsmen jobs, potential employees needed to 
have at least some sort of experience to be able 
to carry out the job. An expansion of the tourism 
sector and the harnessing of the opportunities that 
exist has great potential to absorb a significant 
proportion of Eswatini’s labour force at all levels 
from unskilled to skilled labour.

Occupational 
Level 

Preferred 
Qualification

Preferred Specialisation/skills

Executive First stage of tertiary 
education, 1st degree 
(medium duration) 50%

Casino Management, Competence in Arts and Culture, Arts Administration, Arts and Drama, 
Events Management, Sound Engineering, CA, DBA, MBA, Facilities Management

Director/HOD First stage of tertiary 
education, 1st degree 
(medium duration) 35%

Events Management, Marketing Management, Humanities (arts and culture), Leadership 
Courses, Arts and Entertainment, Creative Arts and Management, Logistics, Event Planning, 
Accounting, Archives and Information Studies / Administration, Management, Retail Trade, 
Finance, Hotel Management

Middle Management First stage of tertiary 
education (short or 
medium duration) 50%

Advanced Cleaning Skills, Business and Administration, Music Production, Audio Engineering, 
Sound Design, Accounting, Marketing, Human Resource Management, Copyright Right, 
Contracts, Brand Development, Hospitality, Catering, Business Management, Accounting, 
Project Management, Business Management, Program Management, Computer Science, IT, 
Informatics, Digital Marketing, Multi-Media Design, 5-10 years experience as General Manager

Specialist or 
Professional

First stage of tertiary 
education, 1st degree 
(medium duration) 25% 
or Upper secondary level 
of education 25%

Marketing, Events Management, Accounting, Silver Crafting, Information Studies and 
Administration, Catering (meal preps and good food presentation), Marketing, Accounting, 
Management

General Officer Upper secondary level of 
education 39%

Business and Administration, Silver Crafting, good interpersonal skills, Secretarial studies, Basic 
Accounting, marketing, sports management, Accounting, Catering, Hospitality, Marketing, 
Management, IT skills, Hospitality, Office administration Skills

Elementary 
Occupation/General 
Labour

Upper secondary level of 
education 55%

Experience in the hospitality field, Landscaping, Cooking, Hygiene, Cleaning/Housekeeping, 
Accounts, Light Duty Motor Vehicle License, Maintenance experience (mechanical)

Table 8.3.1: Skills Demand in Tourism Sector

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Tourism skills are offered by a handful of training 
institutions in Eswatini, including Ngwane College, 
ECOT, and Limkokwing University. Table 8.4.1 
shows some of the programmes and the different 
qualification levels offered for each programme. 
The programme offering for the tourism industry 
is very limited and the enrolment rates are very 
low. Moreover, some of the programmes have not 
been reviewed in the past 3 to 5 years and remain 
irrelevant to industry needs. This is exacerbated 
by the fact that 78% of surveyed companies are 
not engaged in curriculum content development 
or quality assessments. The programmes offered 
by Ngwane College, which enrolls on average 161 
students per year, include arts and crafts. ECOT 
offers a tourism diploma qualification but enrols 
only 43 students every academic year. Other 
programmes aligned with the skills required in 
this sector, including sound and music, design and 
innovation, and hospitality and hotel management 
offered by Limkokwing University. Some of the 
specialisations such as, sports management/science 
preferred by industry are not offered locally and 
the current supply in the local labour market is met 
by graduates who have studied at the University 
of South Africa (UNISA) or the Tshwane University 
of Technology (TUT) in South Africa. The National 
Handicraft Training Centre (NHTC) in Ezulwini was 
established to cater for skills development in the 
handicraft sector. 

Table 8.4.1: Tourism Sector Skills Supplied by Training Institutions in Eswatini

The tourism sector is particularly interesting sector 
as some of the skills required by the industry and 
the industry’s subsectors do not necessarily require 
formal training. Traditional craftsmanship forms 
part of the handicraft sector in Eswatini and these 
skills are normally transferred from generation 
to generation or through communities as part of 
cultural and artistic traditions. These skills can be 
enhanced and preserved as they can offer emaSwati 
much-needed self-employment and the ability 
to generate income. Overall, the analysis of the 
preferred qualifications and specialisations against 
the programmes currently offered by local training 
institutions shows that no adequate supply of skills 
exists both at a qualification or specialisation level. 

Training Institution Programmes offered Enrolment Level of Qualification

Ngwane College Arts and Craft 161 Diploma

ECOT Tourism 43 Diploma

Tourism graduates transition from tertiary education 
to the world of work takes a little over a year (39%) 
while others find opportunities immediately after 
finishing their training (26%). At most, graduates 
never go without any form of work for longer 
than 3 years. However, the study found that at the 
time the graduate survey was conducted 63% of 
tourism graduates who were without jobs or had 
their businesses closed because of the COVID-19 
pandemic. Another 15% still had businesses running 
and the remaining 23% were employed by different 
public institutions or enterprises in the country 
(Figure 8.4.1).

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Figure 8.4.1: Tourism Sector Graduate Employment Dynamics 

Source: ESEPARC, Using National Graduate Tracer Survey Data (2021) 

8.5 Skills Gaps

The results of the National Skills Audit revealed that the majority of employees in the tourism sector 
are well-placed; however, some skills deficiencies across the different occupational levels still occurred. 
Employers experienced deficits in the form of skills; shortages (17.6%), gaps (17.6%), and mismatches 
(11.8%) in director/HOD positions (Figure 8.5.1). Both gaps and shortages were at the director level in the 
handicraft and arts, entertainment, and recreation sub-sectors. 

Mismatches

The most pronounced mismatches were in director positions in the accommodation and food services 
subsector. These professionals are skilled in their respective fields but are not necessarily a perfect fit to 
run the daily activities of an accommodation service business or a food outlet. The analysis highlighted 
that the sector was currently in short supply of specialist skills (25%) such as marketing officers, archivists, 
and event planners. 

Shortages

The reasons for most shortages in the sector is because companies/organisations did not pay enough 
or people were not interested in joining the sector. Employers in the arts, entertainment, and recreation 
subsectors also report that the current supply of specialised or professional skills lacks the full competencies 
needed to carry out their jobs. 

Gaps

Overall, the sector experienced more gaps (82%) than other skills deficiencies and according to industry 
perceptions this was caused by tertiary institutions not providing the relevant skills for industry needs. 
However, the tourism sector was more open to engaging potential employees even when they did not have 
the perfect qualifications and experience for which the hiring company might be looking.
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Figure 8.5.1: Tourism Sector Skills Gaps

Source: ESEPARC, Using National Graduate Tracer Survey Data (2021) 

The number of vacancies was used to determine the presence of skills deficits within the sector. With 
regards to the tourism sector and at the time the Industry Survey was conducted, various employers in the 
assorted subsectors collectively reported that ten vacancies were available. The small number of vacancies 
in the tourism sector shows that employers within the sector still opt to employ the available workers within 
the labour market even though employees generally lack the right combination of skills to do the jobs for 
which they are employed. Skills that have been hard to find and positions that are vacant and subject 
to severe skills deficits thus, deemed scarce in the sector in the past 3 years include art coordinators/
administrators, business managers, and information officers (see Table 8.5.1).

Arts coordinator/administrator Advanced graphic designers, videographers, and arts professionals

Business Management Professional sound mixers, sound Editors, sound effects

Business and Administration Cinematographers

Food and Beverage Technicians Film Directors and Content developers

Professional Chefs (five star or Michelin chefs) Professional Tour Guides, Conservationists, Historians/curators

Cocktail mixologists Professional Customer Service and Client

Baristas Management Skills

Sports Developers Corporate & professional events planers

Marketing and ICT Skills

Public Media Specialists

Table 8.5.1: Scarce Skills (Tourism)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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8.6 Future/Emerging Skills

The provision of the tourism industry’s future skills 
needs by the current labour market’s skill sets 
or by HE institutions in the next 3 to 5 years is 
important in helping the sector take the direction 
envisioned for it by the country. The Strategic 
Roadmap emphasises the potential of Eswatini’s 
tourism sector for economic recovery. Therefore, 
the tourism sector needs to be prepared to take 
advantage of the opportunities that come with 
future investments in the tourism sector. 

Due to the sector constantly evolving and trends 
changing, the companies and businesses in the 
tourism sector have provided some of the skills 
they deem as emerging skills that they will need 
for future business activities. Some of these skills 
include -but are not limited to - tour planning, digital 
marketing, physical trainers, musicians, and law 

(see Table 8.6.1). Some skills that are already in the 
market and that will still be needed in the future are 
accounting, project management, administrative 
skills, events management, and marketing. ICT is 
also a reoccurring and important skill in this sector 
- as in other sectors like manufacturing - and will be 
even more important in the future as the country 
moves towards 4IR. According to this study, only 
19.9% of positions in this sector will have some level 
of automation soon.

Service sectors normally deal with providing 
intangible goods and the retention of customers 
normally depends on the experience received from 
the service provider. This is the reason companies 
and businesses in the sector also emphasised the 
need for workers in the sector to have excellent 
soft skills, such as interpersonal skills, as tourism 
deals with offering hospitability to people.

Future Skills Needs in Tourism

Information Communications and Technology

Copywright and intellectual property law

Information Systems Management Sound engineering

Artisans

Project Management

Digital Marketing 

Artistic Directors

Arts Educators

Musicians (Instrumental Skills)W

Tour Planning Manager

Arts administration and management

Events management

Electronic Technicians Creative arts management skills

Analytics

Physical Trainer/Coaches

Anti-doping Officers

Marketing skills

Real Estate skills

Multimedia Producers

Product and brand development 

Creative arts culture and multimedia 

LED Screen Tech/Video Delivery Tech

Innovation

Interpersonal

Waiters (of International Standards)

Law

Customer Service

Culinary skills/Qualified/Certified beauty stylists and therapists

Languages

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Table 8.6.1: Tourism Sector Future Skills Needs in the Next 3 – 5 Years 
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8.7 Conclusion

The findings of the study show that tourism is a small sector 
but significant employer in the economy, employing about 8% 
of emaSwati. The sector also employs  the youth especially the 
26 to 30 age range. The current structure of the tourism labour 
market highlights that the sector has more men at 55% than 
females (45%) across the labour force and accommodates more 
disabled people than other sectors in the economy. 

The sector has an abundance of semi-skilled professionals 
that mostly hold post-secondary (non-tertiary) education 
qualifications which is why the sector experiences large skills 
gaps as employers generally prefer the first stage of tertiary 
education (short or medium duration) qualifications. Some of 
the abundant skills are classified as general officer type skills 
and are administrative as administrative assistant, secretary, 
receptionist, production officer etc. An abundance of skills also 
occur at the elementary occupation level and that inevitably 
presents skills deficiencies at other levels. 

Employers in the sector face a lot of skills deficits with positions 
at the executive level such as directors and the specialist or 
professional level with employees in the arts, entertainment, 
and recreational subsector. Moreover, addressing the skills gaps 
through skills development at the training level will need a lot 
of investment as the capacity of HE training institutions in the 
country does not seem able to support the skills demanded by 
the sector currently much less in the future. 

8.8 Recommendations

• Leverage Eswatini’s rich biodiversity to diversify tourist 
attractions and add value to tourist activities to increase 
employment, self-employment, and tourist spending per 
capita. 

• Tertiary institutions should increase the diversity of 
content and types of skills in their programme offerings to 
meet industry demands. Moreover, as the sector is largely 
entrepreneurial, all programmes in hospitality and tourism 
should mainstream entrepreneurship training.

• Tertiary institutions should also invest in the resources 
necessary to increase their annual intake and increase the 
qualification levels they offer.

• Introduce business courses or components in tourism 
programmes to increase the business management 
competencies of managers and leadership personnel, as the 
scarce skills in the sector are mostly business related.

• Strengthen soft skills development in all tourism related 
fields. 

• Skills shortages can also be addressed through sector salary 
reviews. The reviews could change the perceptions of people 
about the sector and get more people interested in jobs in 
the sector. 



82

| 
ES

W
A

TIN
I N

A
TIO

N
A

L 
SK

IL
LS

 A
UD

IT 
RE

PO
RT

Information and 
Communications 
Technology and 
Education

09

9.1 Introduction

TAs the Eswatini economy moves towards 4IR, 
ICTs have become critical in the integration of the 
country into the global economy as they create an 
enabling environment for eliminating geographical 
and social divides. The ICT sector has also been 
identified as a national priority in Eswatini as the 
sector is key in driving economic growth and 
sustainable development. The country’s focus for 
the medium to long term is in ensuring the adoption 
of innovative measures for inter-connectivity and 
as a vehicle for the fast delivery of services to gain 
efficiencies and improve the reliability of services. 

If well developed, the sector together with its 
subsectors will add value to industrial productivity; 
increase efficiencies and enhance the performance 

of different economic sectors such as agriculture, 
transport, and manufacturing; enabling ease of 
doing business; and improving information access 
and sharing. The major achievements seen in the 
sector in the last few years include the establishment 
and operationalisation of the Department of 
Research, Science, Technology and Innovation 
(RSTI), the Royal Science and Technology 
Park (RSTP) and the Eswatini Communications 
Commission (ESCCOM). RSTP, in particular, was 
established to promote multi-sectoral development 
and the enterprise seeks to hub all technological 
research and development (R&D) for Eswatini as 
well as establish a training centre for both men and 
women on matters of ICT in the country.

However, given these achievements, Eswatini is still 
faced with the challenge of keeping up with the rapid 
pace of technological change and the developments 
that characterise 4IR. The local ICT sector 
whose key markets include telecommunications, 
postal services, and broadcasting is still in the 
early stages of liberalisation and the broadband 
market’s infrastructure, in particular, is strategic 
but underutilised (ESCCOM, 2017). Other low-level 
developments and policy-based constraints have 
also inhibited the growth of the sector.
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The monopolistic structure of the sector and financial constraints have led to its non-competitive nature 
and barriers to adequate access to ICT have been consequently caused by unaffordable internet services. 

A perfectly competitive ICT sector could lead to the creation of much needed jobs for the youth and the 
public. However, even given the current structure of the sector there is also a shortage of technical and 
advanced ICT skills in the country and this creates a major bottleneck in the economy (ESEPARC, 2018). 
Thus, developing and expanding the ICT sector before gaining insights on the current skills available and 
skill demands, as well as ensuring sufficient skills reforms, if needed, would still leave sectoral opportunities 
untapped. 

The contributions of this sector to national growth are undeniable. The revised NDS also stresses the 
need for digital literacy and the introduction of ICT syllabi at primary and secondary levels, access to 
ICT in schools, and the development of an online learning environment (GoE, 2016a). ICT penetration in 
Eswatini would also be fast-tracked if the country were to leverage on its demographic dividend. Eswatini 
has a young population that would ease the uptake of technologies and sustain a diverse and robust ICT 
sector. In turn, allow the young people in Eswatini to gain digital skills that would enable them to get wage 
employment or create start-up businesses.

9.2 Labour Market Structure

The National Skills Audit found the ICT sector to be a growing employer in the economy, employing 
about 4.5% of the working age population. The sector’s progress to include women in STEM related fields, 
particularly ICT development, can be seen through the distribution of women and men in the sector. At the 
time the study was conducted, at least 43% of women were involved in the industry while their counterparts 
made up the larger 57% (Table 9.2.1).  Women in leadership positions (77%) - executive and director/HOD 
positions were fewer than men (84%) in the ICT sector. However, this sector is one of the few sectors that 
has more females in middle management positions than males. 

The study also found most workers in the industry were young people between the ages of 31 and 35 years, 
which is slightly younger than the average preferred industry age range of 36 to 40 years. 

Further analysis showed that the older age cohorts occupied the senior positions but 26 to 30 year olds 
generally held the ICT specialist or professional roles. Young people are the largest group of private ICT 
consumers and sparks have a genuine interest in the sector. 

Qualification demands by industry players in the sector are met because most workers in the sector hold 
the first stage of tertiary education qualifications (first degree, medium duration). However, holding the 
right qualification level does not necessarily equate to holding the relevant specialisations needed by the 
industry. The study also highlighted that the sector imported about 3% of the labour they employed in the 
sector and these skills were imported mostly from Zimbabwe but also from other countries such as South 
Africa, the US, Botswana, Congo, India and Nigeria. These skills were specialist or professional skills such 
as editors, technical engineers, and managers. 

The following sub-sections of this section will reveal if the skill sets are matched with the competencies 
required by the industry. The high competitiveness of the sector demands that employers ensure their 
remuneration also remains competitive or they could risk losing key staff. Thus, at entry-level, an employee 
in the sector on average can earn an annual salary of E120,000, making the sector one of the best paying 
sectors in Eswatini. 
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Topic Indicator Value Value (Education)

Sectoral 
Absorption by 
Gender

Total Number of 
Females 

43.10% 50%

Total Number of Males 56.90% 50%

Employment 
Age

Preferred Median Age 
Range 

36 – 40 Years 36 – 40 Years

Actual Median 
Employee Age Range 

31 – 35 Years 36 – 40 Years

Sectoral Ab-
sorption by 
Nationality

Total Number of Swati 
Citizens 

97.04% 92%

Total Number of 
Foreign Nationals

2.96% 8%

People Living 
with Disabilities

Total Number of People 
Living With Disabilities

0.49% 1%

Qualifications Minimum Qualifications 
Preferred by Employers 

First stage of tertiary 
education, 1st degree 
(medium duration)

First stage of tertiary 
education, 1st degree 
(medium duration)

Actual Minimum 
Qualifications Held by 
Employees 

First stage of tertiary 
education, 1st degree 
(medium duration)

First stage of tertiary 
education, 1st degree 
(medium duration)

Remuneration Median Yearly Earnings 
at Entry Level 

E120,000 E96, 000

Median Yearly Earnings 
at Experienced Level

E156,000 E120, 000

Table 9.2.1: Information and Communications Technology Sector Profile

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

9.3 Current Skills

Analysis of the current industry skills and skills demanded in ICT gives a clearer picture of the ICT labour 
market structure. Table 9.3.1 shows that the skills pool in the sector is mostly made up of skilled professionals 
and is categorised under specialist or professional level skills. The complexity and nature of the skills allude 
to a vibrant ICT sector. The abundance of specialised skills in the sector is encouraging for the development 
path the sector wants to take, particularly because specialist skills are keenly sought after in this sector. 
Specifically, most of the specialist skills employed in this sector include IT technicians, programmers, full-
stack developers, network engineers, and program analysts. Other professions such as accountants and 
legal advisors are also important in the sector to ensure the smooth operation of ICT business activities.
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Level ICT Skills Education Skills    Female    Male

Executive Business Management and 
Information Communications 
Technology, IT systems 
development, leadership, 
media and broadcasting 
management, programming, 
software engineering

Accounting and Auditing, 
Adult education, 
leadership, resource 
mobilisation, business 
management, education, 
teaching

6

(9)

18

(6)

Director/HOD ICT specialisation, business 
management, film production, 
finance, Geographic 
Information Science and 
Systems, IT, strategic 
management, , multimedia 
broadcasting management

Education and 
management, Human 
psychology, HR and 
finance, Humanities 
PGCE, PhD in horticulture, 
research and management

4

(25)

23

(23)

Middle 
Management

Accounting and finance, 
business management, 
marketing and records 
management

Business administration, 
HR, Marketing and 
public relations, strategic 
management, education 
management

11

(3)

10

(2)

Specialist or 
Professional

ACCA, business management, 
ICT, programming, database 
administration, graphic design, 
IT, journalism and writing, 

Vocational specialisation, 
accounting and finance, 
resource mobilisation, 
carpentry, curriculum 
design, research, 
leadership, IT, office 
administration, teaching

63

(31)

93

(28)

General officer Customer relations and 
business administration, 
distribution, logistics, record 
management, sub-editing, sales 

Accounting, community 
development, business 
management, graphic 
design, secretarial studies, 
type writing

84

(10)

62

(4)

Elementary 
occupations

mechanics, Office management, 
procurement, light duty 
driving, housekeeping, 

7

(10)

25

(21)

Source:  ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Table 9.3.1: Current skills in ICT and Education 

Notes: The numbers in brackets represent the education sector

9.4 Skills Demand

Ascertaining skills demands in every sector is important as industry demands may differ from the employee 
skills or the skills absorbed by employers. In some instances, employers hire the available skills in the labour 
market which might differ from the preferred skills which are what normally leads to skills deficiencies. 
Table 9.4.1 reports that the most preferred qualification in the industry across the different occupational 
levels is the first stage of tertiary education, first degree (medium duration). For executive and director/
HOD occupational levels, employers normally prefer master’s or PhD qualifications so that incumbents can 
efficiently carry out their jobs at these levels.
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Table 9.4.1: Skills demand in ICT and Education

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

SECTOR ICT EDUCATION

Occupational 
Level 

Preferred 
Qualification

Preferred Specialisation/Skills Preferred 
Qualification

Preferred Specialisation/
Skills

Executive Second stage 
of tertiary 
education 
(leading to 
an advanced 
research 
qualification) 
53%

Business Management and 
Information Communications 
Technology, Software Engineering, 
ACCA, Information Systems 
Development, Programming, 
Logistics, Business Management, 
Executive leadership, Journalism, 
Media and Broadcasting 
Management

Second stage 
of tertiary 
education 
(leading to 
an advanced 
research 
qualification) 
50%

Accounting And 
Auditing, Business 
Management And 
Administration, Adult 
Education, Education 
Studies Or Teaching

Director/HOD Second stage 
of tertiary 
education 
(leading to 
an advanced 
research 
qualification) 
55%

Management and Information 
Communications Technology, 
Business Management, Film 
Production, City and Guilds 
Electronics, Information Technology, 
Any ICT Related Specialisation, 
Finance, Multimedia Business and 
Management

Strategic Management, Education 
and Law, Geographic Information 
Science and Systems

Second stage 
of tertiary 
education 
(leading to 
an advanced 
research 
qualification) 
45%

HR, Education, 
Management, Finance, 
Research

Middle 
Management

First stage 
of tertiary 
education, 1st 
degree (medium 
duration) 67%

Records ManagemWent, Any 
ICT Related Specialisation, 
Business Management, Marketing 
Management, ACCA, Operations, 
Accounting and Finance

Second stage 
of tertiary 
education 
(leading to 
an advanced 
research 
qualification) 
(70%)

Education, Strategy, HR, 
Business Administration

Specialist or 
Professional

First stage 
of tertiary 
education, 1st 
degree (medium 
duration) 56%

Information Technology, Web 
Developing, Camera Operation, 
Law, Software Development, 
Computer, Programming and 
Analysis, Networking and 
Security, Database Administration, 
Programming and Systems 
Analysis, Information and 
Communications Technology, 
Information Technology – Hardware, 
Support and Diesel Mechanics, 
Finance and Accounting, Any ICT 
Related Specialisation, IT specialist, 
Business Management, Mass 
Media and Communication, ACCA, 
Journalism and Writing, Writing, 
Graphic Design, Networking, 
Accounting, Business Management,  
Information Technology, or  
Electrical Engineering and 
Telecommunications

First stage 
of tertiary 
education 
(short or 
medium 
duration) 38%

Accounting And 
Finance, Resource 
Mobilization, Vocational 
Skills, Curriculum 
Design, Research, And 
Leadership, Education, IT

General Officer First stage 
of tertiary 
education (short 
or medium 
duration) 39% or 
Post-secondary, 
non-tertiary 
education 39%

Record Management and Customer 
Service, Office Administration, 
Customer Relations, Accounting, 
Customer Relations and 
Administration, Psychology, 
Sales, Distribution, Logistics, 
Accounting, Sub-Editing, Business 
Administration

Second stage 
of tertiary 
education 
(leading to 
an advanced 
research 
qualification) 
39%

Adult Education, 
Research, Leadership, 
Community 
Development, 
Communications, 
Secretarial Studies

Elementary 
Occupation/
General Labour

Primary level of 
education 100%

Mechanics Primary level of 
education 35%

Housekeeping, driving
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Interestingly, in the ICT sector executives must specialise in a basic qualification in business administration: 
a general MBA will not suffice.  Industry specialisation is important in the ICT sector. This also makes it 
harder for executives such as CEOs from other sectors to occupy positions in ICT businesses or companies. 
Middle managers and specialists or professionals require the first stage of tertiary education (first degree) 
qualifications and the preferred specialisations at these levels are required to fill in the skills needs of 
the telecommunications - programming and broadcasting activities, motion picture, video and television 
programme production, sound recording and music publishing activities; and publishing subsectors. 

Semi-skilled labour in this sector which includes general officer type jobs also requires a post-secondary 
level of education although the first stage of tertiary education level is regarded as an added advantage. 
No, set prerequisite specialised skills, apart from basic mechanical knowledge when working as a general 
ICT labourer (IT officer) at the elementary occupation level, are needed to hold a cleaning or security 
guard position at the elementary level. Generally, the industry demands higher levels of qualifications, not 
surprising given the fast-paced nature of the industry and how quickly it changes. Due to the continuously 
evolving trends of the sector, the report also provided information on the forecasted skills needs that will 
be in demand in the next 3 to 5 years.

Most of the skills required in the education sector are the second stage of tertiary qualifications, with 
relevant experience in education, teaching, business management and administration, curriculum design 
and finance management. Middle management, directors and executive positions require the greatest 
proportion of second stage tertiary education at 70%, 45% and 50% respectively, (Table 9.4.1) these 
positions also demand that employees have good leadership skills for management and operationalisation 
of academic institutions. 

9.5 Skills Supply

Earlier in this section, the report highlighted the importance of the education sector in the development of 
the ICT sector. The responsibility for skills development for the ICT sector is expected to spread out across 
all levels of educational training institutions including the primary level. This will not only aid and enhance 
learning outcomes as ICTs allow access to a wide range of information, but also help familiarise students 
with ICT skills and allow learners to learn the basics of ICT, providing a good foundation for students who 
will further their studies in ICT and ICT related fields. With that, colleges and universities will not spend 
the bulk of the first year of tertiary education laying the ICT foundations but will rather focus more on 
teaching specialised ICT skills which will in future close the technology gap between Eswatini and other 
technologically advanced economies.

Table 9.5.1 shows the ICT and ICT related skills supplied by the different HE training institutions in the 
country. The table shows that of the training institutions that participated in the exercise, most of them 
offer ICT programmes. There are many institutions from which to select depending on the qualification 
level that a prospective student wants to obtain. Certificates in ICT which are the lowest qualification level 
is offered by IDM and bachelor’s degrees are offered by Mananga College, Botho University, UNESWA, and 
EMCU. The Advanced School of IT (RSTP) and Limkokwing University are the only institutions that have 
diversity in their programme offering.

Training institutions do not offer any second stage of tertiary education (leading to an advanced research) 
qualifications such as master’s degrees and PhDs. This is surprising given that these qualification levels are 
demanded at executive and director/HOD occupational levels and that students are interested in pursuing 
qualifications in this field. It is also important to keep in mind that ICT related skills just as business related 
skills are not only absorbed by the ICT industry but also by the other sectors. The complexity of the 
competencies is just as important as the number of these skills supplied.
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Table 9.5.1: ICT Skills Supplied by Tertiary Institutions in Eswatini

Training Institution Programs offered Enrolment Level of Qualification

Mananga College ICT 50 Diploma, Associate Degree, Bachelor’s 
Degree

Botho University ICT 29 Bachelor’s Degree

UNESWA ICT

Education

127

997

Bachelor’s Degree

Eswatini Medical 
Christian University

ICT 26 Bachelor’s Degree

CIT Education 400 Diploma

William Pitcher Education (Primary and secondary teacher) 80, 480 Diploma

Ngwane College ICT

Education

200

50

Diploma

ECOT ICT

Education

135

237

Diploma

Advanced School of 
IT (RSTP)

ICT, Software Engineering, Multi-media, Hard-
ware and Information, Information Security and 
Ethical Hacking, Cyber Security and Network 
Forensics

30, 20,10, 10, 
20, 20

Diploma

Gwamile VOCTIM ICT

Education (woodwork)

30 

94

Diploma

IDM ICT

Education

50

50

Diploma, Certificates

Bachelor’s Degree

AMADI College ICT

Education

30

365

Diploma

Masters, post graduate, Bachelor

Limkokwing Univer-
sity of Technology

Information Technology, Communication and 
Media, Creative Multimedia

100, 100, 100 Associate Degree and Bachelor’s 
Degree

Bradford University 
College

ICT

Education

10

80

Certificates, Diploma

Sebenta Vocational education 264 Certificates

SANU Education 600 Certificates, Diploma

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Skills supply in education is currently over saturated. Most institutions offer diploma level qualifications in 
mostly primary or secondary teaching while industry demands degree qualification in specific education 
training needs. Table 9.5.1 shows that the sector is highly saturated in the number of institutions offering 
education programmes and the enrolment rate amounts to 3,697 graduates yearly. This is larger than the 
number of employment opportunities available in the sector each year. Moreover, the Graduate Tracer 
Survey found that at least 80% of graduates in education and ICT register for education programmes and 
almost half (45%) are unemployed. 
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 Figure 9.5.1: ICT graduate employment dynamics

Source:  ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Graduates who do not constantly familiarise themselves with the field and gain industry experience for an 
extended period risk their skills becoming irrelevant and obsolete. This eventuality may be because not 
enough internship programmes for students to get work experience are available. The types of employers 
that absorb most ICT graduates are in the private sector (51%). This is not surprising as many private 
companies use ICT skills for different aspects of the industry, hence, graduates may not be solely employed 
by ICT firms.

9.6 Skills Gaps

Despite the number of institutions supplying ICT and ICT-related skills in the economy, the analysis of 
the skills deficits in the sector showed that there was room for improvement with regards to the types of 
skills supplied. The majority of employers in the sector (69%) did not experience any skills deficiencies 
but merely experience gaps (14%) and by mismatches (11%). In education 8% were mismatches, 9% were 
shortages and 29% were gaps.

Shortages 

The number of shortages in the sector made up only 6% of the skills deficits and these results complimented 
previous findings in the section that alluded to the high supply of ICT skills in the sector. Most of the 
shortages were observed in general officer and middle management positions, and these were skills that 
companies simply could not find in the economy. 
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Mismatches

Further analysis showed that mismatches, on the other hand, were most prevalent in the ICT skills. These 
included directors engaged in programming and broadcasting activities, administrators, principal network 
engineers, managing directors (especially in the telecommunications subsector), service administrators, 
reporters, and circulation officers. Mismatches were the result of employees not having the level of 
education that corresponds to the level of education required to perform the job, thus in as much as the 
analysis alluded to a general qualification match between the average qualifications demanded by industry 
and those held by employees, most companies experienced a skill mismatch while a few companies and 
businesses still experienced qualification mismatches, especially with skills such as reporters, technical 
engineers, principal network engineers, and some director positions.

Skills Gaps

Figure 9.6.1 shows that the majority of the skills gaps (25%) are indicated among employee skills at the 
general officer occupational level. Some of the occupied positions where gaps are present include: sales 
consultant, account administrator, and printer which are merely of support skills to the ICT sector. Noticeable 
shortages of CEOs, directors, programmers, videographers, photographers, and sales and marketing 
managers occur. Overall, the reason for skills gaps in the ICT sector is due to the competitive environment. 
Inadequate compensation causes gaps in some positions, especially in in-demand jobs positions. Often 
companies are lumbered with the task of filling vacancies with employees who lack the comprehensive set 
of skills required.  Even though the education sector is saturated 26% of positions in this sector experience 
skill gaps, and these are largely in management positions. The major causes of these gaps are inadequate 
compensation and lack of work experience in management and administrative positions. 

Figure 9.6.1: ICT Skills Gaps/Shortages and Mismatches

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021

The detected skills deficiencies - which persist despite that more than half the companies and businesses 
in the sector (69%) offer internship and work-based learning attachments to try and bridge the deficits - 
have resulted in scarce skills. The scarcity of skills in the sector has also resulted in some positions being 
difficult to fill for extended periods. Some employers in search of directors with an information technology 
specialisation, find it difficult to find this skill in the current labour market. A scarcity of managing directors 
with software engineering skills and sales consultants with specialisations in customer relations also exists. 
The study further revealed that most ICT companies and businesses had not found ways to reduce the 
number of skills gaps, mismatches and shortages in the sector. However, some organisations prioritised 
trainings as per organisational needs despite financial constraints.
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9.7 Future/Emerging Skills

Digital technologies are actively developing current and future network technologies such as 5G, IoT, 
sensor networks and other emerging technologies that will soon reshape the world of work. Eswatini needs 
to ensure that local training institutions are training future skills at the same speed as digital transformation 
to ensure that the ICT skills gap does not widen in the coming years.

The high demand for people with high-level ICT skills across the economy is forecast to continue over 
the coming years. Table 9.7.1 provides some of the skills employees will need in the next 3 to 5 years. The 
study found that employers would need more data specialists and scientists to perform business analytics, 
software engineers/programmers, advanced web designers with high customisation capabilities, ICT 
consultants, lighting technicians, advanced automation technologists, and user interface (UI) designers. 

Table 9.7.1: Future ICT skills needs in the next 3 to 5 years 

Computer Assisted Accounting Advanced Website Designers for customization 

Developers/programmers of client management systems Software Engineers

Data Scientists/Specialist in Business Informatics and Big 
Data

Factory/Warehouse Technicians/Technologists/Engineers

Cyber Security Network Infrastructure Engineers

Advanced Social Media Marketing using ICT/ Digital Mar-
keting

Robotics

Artificial Intelligence for Business Management Application Developers

Electronics Engineers System Analysts

Automation Systems Developers/Programmers Avionics

Vehicle programmers and diagnostics specialists Database Managers/Specialists

User Interface Designers Screen Writers

Advanced Sound and Video Engineers Business Developers

Online

Source:  ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Comparing the future skills needs with the current employee skills, the study found that some of the 
skills that would be needed in the next 3 to 5 years were skills that were currently available in the existing 
labour market, save for the fact that the people who possessed these skills needed to specialise and 
advance their competencies/certification in the field. These skills include skills such as computer-assisted/
automated accounting, marketing, programmers, finance managers, reporters, cyber security and software 
engineering.

Some of the major skills needed in the education sector are curriculum design, teachers of science, 
mathematics and ICT teachers, horticulture, entrepreneurship, hospitality lecturers, psychology, early 
childhood care and development, and counselling. Most industry players emphasised the need to teach 
learners more creative and entrepreneurial skills and to instil an agile business mindset. They pointed 
out that the education system needed to shift towards teaching more employability or self-employment 
skills. Reference was made to increasing scientific and practical learning. Some of the skills required to 
improve the education sector itself are creativity, problem solving skills, school management, and financial 
management, leadership, and communication skills. 
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9.8 Conclusion

The world is experiencing a shift to a digital 
economy and it is important to ensure that the 
local ICT sector is equipped for the rapid take-up 
of new technologies that are changing the nature 
of products and services, and the way people 
interact. An analysis of the sector found that the 
information and communications technology 
industry had a very skilled labour force and the 
majority of employees in the sector were ICT 
specialists or professionals who, on average, held 
diplomas or bachelor’s degrees. The specialist skills 
employed in the sector included IT technicians, full 
stack developers, principal programming analysts, 
database administrators, graphic designers, and 
videographers.
 
The study also found that the sectoral absorption 
of the different genders in the sector depicted 
the increased participation rate of women in the 
sector. A lot of women were also plying their trade 
within the sector as 43% of females held jobs in 
the sector although not many were in leadership 
positions. These jobs were mostly semi-skilled and 
skilled jobs that were classified under the general 
officer and specialist of professional occupational 
levels. Although the sector generally did not 
experience severe skill deficiencies, noticeable 
skill deficits in the sector, especially in the general 
officer and director/HOD occupations, still 
occurred. As a result, the sector imported almost 
3% of its employees. 

Overall, the sector experiences more skills 
gaps than  skills deficits and this is due to the 
companies and organisations in the sector not 
being able to find the right candidates because 
of the inadequate compensation they offer, often 
leaving them to fill vacancies with employees who 
lack the comprehensive set of skills demanded. 
Many companies and businesses in the sector do 
not have any initiatives in place to address skills 
deficiencies, however, trainings has helped bridge 
the gap for those few companies that face acute 
skill shortages.  The high-paced and constantly 
evolving nature of the sector as well as some of the 
proposed projects within the sector will influence 
and drive future and emerging skills demands in the 
sector. In the next 3 to 5 years the sector predicts 
the need for database specialists, data scientists, 
digital marketers, cyber security specialists, 
software engineers, UI designers and other 
technical skills; the importance of the capacity and 
efficiency of the skills supply and development 

systems for the sector is emphasised.  On the other 
hand the education sector experiences more gaps 
than shortages and mismatches resulting from lack 
of experience and inadequate compensation. This 
shows that management positions in the education 
sector are hard to fill while lower level teaching 
skills are supplied in abundance. A clear gap in the 
skills produced and those required in this sector 
is evident; more specific teaching skills are only 
required for strategic skill sets and other forms of 
educational psychology, early childhood care and 
development (ECCD), education administration 
and management.

9.9 Recommendations
• The GoE should ensure that ICT connectivity, 

speed, and pricing are improved to access to 
digital technologies and the internet.

• HE training institutions should focus on 
providing scarce and imported ICT skills such 
as editors and technical engineers.

• Introduce master’s and PhD qualifications 
especially for the executive and director/
HOD level occupations as the national 
diplomas and bachelor’s degree are not 
enough for the development requirements 
of the industry. These qualification levels 
should be for specialisations such as software 
engineering, information systems development, 
programming, journalism, media and 
broadcasting management, management and 
ICT, film production, city and guilds electronics, 
information technology, multimedia business 
and management, geographic information 
science and systems.

• Instead of accrediting all the ICT program at 
the different training institutions, ESHEC should 
focus on guiding the establishment of a limited 
number of schools of excellence for the ICT 
sector. Such a handful of training institutions 
would focus only on providing ICT programs, 
courses, and specialisations in response to the 
growing needs of the local ICT sector. This 
would also ensure effective quality assurance.

• Education training should focus on specific 
teaching programames for science, mathematics, 
ICT, hospitality and entrepreneurship.

• More education programmes should be 
focused on education management, education 
psychology and counselling.
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Wholesale &
Retail

10

10.1 Introduction

The wholesale and retail sector is the second 
largest sector in the economy contributes 14.4% to 
Eswatini’s GDP and employs a significant number of 
the country’s labour force (18.4% according to the 
ILFS 2021).  The ILFS 2021 reports that, this sector 
is the largest employer in the country, followed by 
agriculture and manufacturing. The wholesale and 
retail sector constitutes the largest proportion of 
the service sector which is responsible for 68% of 
employment in Eswatini.

Wholesale and retail activities in Eswatini spread 
across formal and non-formal activities, with the 
majority of activities in the informal sector which 
employs between 1 and 3 people. The sector 
represents a handful of large and dominant 
enterprises and several MSMEs. The majority 
of MSMEs in wholesale and retail operate small 
shops/stores, stalls and markets, spazas, or are 
independent traders or hawkers. The FinMark 
MSME Survey 2017 reports that 41% of MSMEs 

in the country are involved in wholesale and 
retail, creating employment for 46% of women 
entrepreneurs (FinMark Trust, 2017). This sector is 
dominated by women working in low income/low 
revenue activities - in the sale of vegetables, food 
parcels, and crafts. 

Eswatini’s formal retail sector on the other hand 
has grown significantly in the past years. Increased 
investments in retail outlets, malls and shopping 
complexes have amplified the presence of retail 
shops and franchise businesses/chain stores 
countrywide. Chain stores include local chains, 
as well as regional, national and international 
operations. Therefore, it is not surprising 
that Eswatini’s wholesale and retail sector is 
monopolised by South African retail chains which 
have grown rapidly over the years, and dominates 
most of the African continent, especially Southern 
African economies. 

Major retail outlets in this sector are hypermarkets, 
supermarkets and convenience stores. The most 
prominent in Eswatini are Spar, Shoprite, and 
Pick n Pay in the food industry, and Jet, Mr Price, 
Woolworths, Truworths, and Edgars in the clothing 
sector. 
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Other retail shops found in the country are 
involved in the sale of food, beverages, fuel, 
household appliances and materials, machinery 
and equipment, furniture, agricultural raw 
materials, motor vehicle parts and others. Many 
local enterprises in this sector are also involved in 
the supply of different materials, machinery and 
equipment (tenderpreneurs). 

Wholesale and retail trade is crucial for the efficient 
and effective flow of goods from producers to 
consumers. However, Eswatini’s wholesale sector 
is relatively small, with a few companies such 
as Ruchi playing in this sector. Wholesalers of 
building material include Build It, Baceth, Essential, 
CashBuild and Buy Cash Hardware. Many large retail 
chain stores now manufacture their own brands or 
procure directly from suppliers; this has cut out 
most of the wholesale trade. New job opportunities 
for supply chain management, logistics, centralised 
stock control management, stock procurement and 
storage have been created. On the other hand, to 
maximise profits, manufacturers have increased 
their direct interaction with consumers through 
online chains that facilitate distribution only. Thus, 
several people in the country are also involved in 
the sector through product distribution activities, 
for example Avon, Inuka, and Tupperware products. 

However, even though the sector generates 
employment for a significant share of the 
population, it has one of the most precarious 
working environments (GoE, 2016). A lot of work 
in this sector is casual labour which results in job 
insecurity. Researchers contend that temporary 
workers in wholesale and retail are on average 
younger than permanent workers and work 
part-time in low-paid occupations with inferior 
employment conditions. This is a cause for concern, 
especially when it comes to encouraging career 
development in the sector. These positions have 
been the source of a significant proportion of jobs 
in the industry and provide temporary solutions to 
the rising youth unemployment challenge.

The wholesale and retail industry has experienced 
significant changes in the last two decades, some 
of which have fundamentally altered the way 
businesses work and the types of jobs available 
in this industry. Technological developments and 
changes in customer habits have driven most of 
the changes that are observed in the sector. For 
instance, retail shops now hire cooks and chefs to 
prepare ready-made meals for customers. 

Therefore, the current landscape of skills in the 
economy to inform HR development initiatives 
must be assessed.

Although, the COVID-19 pandemic disrupted 
wholesale and retail value chains and decreased 
demand, the sector has great recovery potential 
and can contribute to the development of the 
domestic economy through local production 
and sourcing of products. This section, therefore, 
provides an overview of the current labour market 
structure in the wholesale and retail sector to 
identify opportunities for skills development and 
training to support the growth of the sector and 
improve its competitiveness.

10.2 Labour Market Structure

The retail sector is a significant contributor to 
overall employment in the country, employing 
individuals in both the formal and informal sectors. 
Consistent with the findings of the latest Labour 
Force Survey, more women are employed in 
the service sector than their male counterparts 
(Table 10.2.1). However, gender disparities are 
significant in the occupational levels in the sector 
and indirectly lead to income inequalities. For 
example, more women are in low-income jobs as 
product distributors (such as Tupperware, Avon 
etc.) while men are managers and CEOs. Even 
though overall employment in this sector is largely 
female, leadership and management positions are 
occupied by males.
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Topic Indicator Value

Sectoral Absorption 
by Gender

Total Number of Females 56.36%

Total Number of Males 43.64%

Employment Age Preferred Median Age Range 36 – 40 Years

Actual Median Employee Age 
Range 

36 – 40 Years

Sectoral Absorption 
by Nationality

Total Number of Swati Citizens 95.14%

Total Number of Foreign Na-
tionals

4.86%

People Living with 
Disabilities

Total Number of People Living 
With Disabilities

0.13%

Qualifications Minimum Qualifications Pre-
ferred by Employers 

First stage of tertiary education, 1st de-
gree (medium duration)

Actual Minimum Qualifications 
Held by Employees 

First stage of tertiary education, 1st de-
gree (medium duration)

Remuneration Median Yearly Earnings at Entry 
Level 

E72,000

Median Yearly Earnings at Expe-
rienced Level

E122,500

Table 10.2.1: Wholesale and Retail Sector Profile

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Given that youth unemployment is the most pressing issue in Eswatini’s labour market, job opportunities 
for young people are of great concern. As such, the demographic structure in the wholesale and retail 
sector reflects that the cohort mostly engaged in retail activities are aged between 31 and 35 years (24%) 
and are largely employed in elementary and general officer levels. This is not surprising as the retail sector 
employs a lot of younger people at lower occupation levels while leadership and management positions 
are occupied by people aged 36 and over. However, it is interesting that a many of employees in the 
sector are adequately qualified as they meet the minimum preferred qualification - first stage tertiary (first 
degree) - which is equivalent to a bachelor’s degree.
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10.3 Current Skills

An analysis of the labour market skills in the industry shows that a most of professionals are employed 
in specialist/professional occupations. Table 10.3.1 shows that the most common jobs in the sector are 
directors, branch managers, accountants/administrators, sales representatives, shop assistants and petrol 
attendants. This reflects that the diversity and sophistication of skills in the sector are relatively low 
compared to those of similar industries in other countries which require more technical skills complemented 
by competencies in data analytics, supply chain management and logistics. This level of sophistication 
could directly indicate the stage of development of wholesale and retail services in the country, given that 
a most shops are franchises and only a few operate sophisticated business models.  However, the increased 
need for excellent customer service presents great opportunities for the sector to engage in labour force 
development initiatives that will attract more skilled labour. This may propel the level of sophistication of 
service delivery, competitiveness and performance in the sector.

Occupational 
Level

Skills Female Male

Executive MBA, sales management, chartered accountant, executive trade, sports equipment, manage-
ment skills, marketing, pharmacy, project management, retailing, strategy, supply manage-
ment, accounts and finance,

9 27

Director Accountant, Marketing, product information, management, analytics, management,  masters 
in finance, pharmacist, purchasing and supply management,

20 31

Middle management Administration 3 0

Analytics, Business management 2 14

Finance  and accounting 6 0

Human Resource management 2 1

Retail management 3 10

Operations/technical management 0 3

Purchasing , supply chain management 1 0

Sales and marketing 2 1

Supervisor 6 8

Transport/warehouse managing, driving 1 2

Specialist or 
professional

PABX/UPS technicians/service engineers, electrical 0 24

Sales and Product Specialist 3 1

Customs clerk, debtors clerk, procurement, accountant 4 1

Mechanic 0 4

Pharmacist 1 0

Butcher 0 1

Distributors 290 10

General officer Accounting 11 4

Administration 19 6

Supervising 2 6

Cashier, finance 10 3

Fundraising 0 1

Compliance 0 1

Logistics 0 1

Procurement 1 1

Secretarial 2 0

Sales representative 19 22

Stores clerk 2 1

Elementary 
Occupations

Cleaner, good attitude 4 1

Driver 0 37

General Labour 0 6

Petrol Attendant 2 21

Processor 11 19

Security Officer 0 34

Shop Assistant 10 78

Table 10.3.1: Employee skills (Wholesale and Retail)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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10.4 Skills Supply

Programmes in wholesale and retail are supplied by several of institutions including those that produce 
finance and administration skills. Table 10.4.1 shows that the majority of programmes are bachelor’s degrees 
in business administration, business management, HRM, and commerce (BCom). The production of degree 
qualifications meets the needs of the industry in terms of education level, but the programmes are not 
directly aligned with industry requirements. Only two institutions offer direct programmes in wholesale and 
retail. IDM and AMADI offer diploma qualifications in procurement and supply and purchasing and supply 
management. Together these institutions enroll 60 students a year, this enrolment is very low considering 
the size of the sector. Most skills required in the sector, such as logistics, warehouse management, business 
analytics, retail management and other master-level qualifications, are trained in other countries.

Training Institution Programs offered Enrolment Level of Qualification

Botho University Business Management and Accounting 24 Bachelor’s Degree

UNESWA Commerce 127 Bachelor’s Degree

ECOT Business Administration 375 Diploma 

IDM Human Resources 50 Diploma and Bachelor’s degree

IDM Business and accounting 100 Bachelor’s degree

IDM Procurement and supply 50 Diploma

AMADI University 
College

HR and PR 25 Diploma, Advanced diploma, 

AMADI University 
College

Business Administration 40 Diploma, Bachelor’s Degree, masters,

AMADI University 
College

Purchasing and supply management 10 Diploma

Limkokwing 
University

Business and Globalisation 100 Associate Degree and Bachelor’s

Bradford University 
College 

Management 29 Certificates, Diploma

Table 10.4.1: Wholesale and Retail skills supplied by Eswatini training institutions 

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Most learners in wholesale and retail develop the relevant skills and training through on the job training 
and some through furthering their studies. Many have degree qualifications (39%) while others have 
diplomas (29%) and certificates (32%). A few graduates have more than one qualification in this sector. 
However, all graduates involved in wholesale and retail are employed even if their qualifications do not 
align with industry requirements. For example, some graduates have qualifications in early childhood 
care and development, primary/secondary teacher diplomas or events management. This is the biggest 
contributor to skill mismatches in the sector, as industry-relevant qualifications are not offered by local 
tertiary institutions and lower levels of education are required for some positions.

Figure 10.4.1 shows that most graduates employed in the sector (54%) are engaged on a contractual basis. 
Only 11% are employed seasonally and 27% are employed permanently. Positions such as accountant, IT 
technician, or manager can be hired permanently, while other positions are hired temporarily/contractually. 
Nevertheless, the majority of graduates (80.8%) are employed in general or elementary occupations 
in informal employment. Some of the positions in which graduates are employed are sales officers/
representatives, store data capture, pricing, clerks and office/shop assistants. The analysis further reveals 
that it takes graduates between 1-6 months or 1-2 years to find a job in the sector. This lag may result from 
the fact that graduates may be looking for employment that is relevant to their field of study directly after 
training instead of jobs in wholesale or retail. Such jobs may be obtained as a second option, which would 
cause the lag in securing a first job for most graduates.
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Figure 10.4.1 Wholesale and Retail Graduate Employment Dynamics

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Most skills shortages, gaps, and mismatches in 
wholesale and retail are observed in the specialist or 
professional skills. These skills include engineering 
skills, sales and product specialists, and mechanics. 
However, overall 11% gaps, 12% shortages and 10% 
mismatched skills are noted in the wholesale and 
retail sector.

Shortages

A level of skill shortage is also observed in general 
officer positions - sales representatives, cashiers, 
accountants, and logistics and procurement 
officers. This means that these positions were 
not filled during the survey period. A significant 
proportion of the shortages also result from a lack 
of work experience and high competition in the 
industry. This makes it difficult for employers to 
retain skills after they have been trained.

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Mismatches

Figure 10.5.1 shows that the most significant 
mismatches are found in executive and middle 
management positions. Predominantly, employers 
reported that hiring processes were the prime 
reason for mismatches in the sector. As a result, 
employees are mismatched because their level 
of education does not correspond to the level of 
education required to perform the job.

Gaps 

Gaps are mostly found in specialist or professional 
and middle management occupations. Some of 
the major causes of gaps cited by employers are 
the lack of technical/practical skills and a lack of 
work experience. This is mostly associated with the 
vocational and engineering skills required in the 
sector. 

Figure 10.5.1: Wholesale and Retail skills gaps 
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Skill deficits in the sector are also apparent in the presence of vacant posts. In total, 205 vacant posts in 
the retail and wholesale sector were reported by the companies participating in the survey: three positions 
in middle management and 202 (of which 200 are distributors, and two are general officer positions) in 
professional/specialist positions.

Table 10.5.1 shows some of the scarce skills in wholesale and retail. Employers reported gaps, mismatches 
and shortages in these occupations while some of the positions were difficult to fill. The common scarce 
skills in the sector are BEng Electrical and electronic engineers, purchasing and supply management skills, 
knowledge on food safety, computer skills and business analytics.

Branch Manager/procurement manager/operations 
manager

Marketing, sales and product specialists

Distributors Business Analytics

BPharm Service Engineer with Grade 1 trade testing

Computer skills Food Safety

Customs Clearance & Warehouse clerk Import – Export knowledge

Purchasing and Supply Management Technicians

Logistics & Warehouse Management Electrical and Electronics Engineering

Corporate & professional events planers

Table 10.5.1: Scarce skills (Wholesale and Retail)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

10.6 Future/Emerging Skills

Increasingly, jobs in the wholesale and retail sector will evolve due to the opportunities presented by 
the 4IR, robotics, and artificial intelligence. In some countries that have begun implementing teller free 
shopping, online retail, straight from the manufacturer purchasing platforms, and mobile phone retailing, 
the customer experience presented by wholesale and retail is expected to change drastically. Changes in 
customer habits are now redefining the landscape for sales, marketing, branding and business models for 
most enterprises. 

Though slowly adjusting, Eswatini enterprises are also moving towards digital technology to access and 
reach customers. This is evident in the increasing growth of the social media presence of retail companies 
in the country. Due to the growth of e-commerce, the importance of digital marketing, graphic designing, 
and social media management capabilities will also grow. However, Eswatini’s retail sector is still lagging 
when it comes to the actual automation of skills and the adoption of technology in the sector. At least 73% 
of the jobs in this sector will not be automated in the next 3 to 5 years, and this is not surprising as the retail 
sector employs a mostly sales assistants and distribution personnel.

The study found that technological innovations such as online purchasing, multichannel retailing and other 
developments would not only introduce new skills to the sector but also augment the role of others. For 
example, 27% of the jobs in wholesale and retail will require some degree of automation or total automation. 
This shows an immediate and growing desire for technological skills in wholesale and retail. Moreover, new 
skills such as those of purchasing manager to head a department responsible for procuring products 
and services for use or resale are required. Expansive global value chains enable purchasing managers to 
locate, procure and even sell goods from all parts of the world and thus managers require the knowledge 
of import/export flows, costs and logistics planning. Skills such as those of supply chain managers will 
become more important as the sector grows and the infiltration of digital technology changes the world 
of work. Table 10.6.1 shows some of the skills that will be needed by wholesale and retail in the next 2 to 5 
years.
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Procurement

Supply chain management

Field service engineer/technicians

Customs clearance and warehouse management

Sales and product specialist

Marketing skills

Computer/Technological  skills

Business management

Management skills

Sales representatives and shop attendants

Human resource management

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Table 10.6.1: Future skills needs in the
next 3 to 5 years (Wholesale and Retail) 

Responding employers alluded to an increase in 
skills demand in the coming 3 to 5 years in the 
sector, with the majority of jobs being specialist/
professional occupations. Figure 10.6.1 shows 
that a total of 389 jobs will be created in 
the next 3 to 5 years, by the 40 companies 
that were surveyed. The diagram shows that 
management staff to manage departments, 
value chains and retail branches will be more 
important. For future skills needs employers 
pointed out that business management skills, 
marketing, accounting, procurement, supply 
chain and computer skills.

Figure 10.6.1: Future industry skills needs (Wholesale and Retail)

Currently, most skills imported from South Africa, 
Zimbabwe, and Pakistan are in management 
positions; 35% directors and 15% executive 
positions. This shows that even though Eswatini is 
opening several of retail outlets, native Swazis lack 
adequate capacity at management level, hence the 
high level of imported skills in this sector.  Therefore, 
the management capabilities to exploit technology 
and optimise efficient business operating systems 
in the sector must be improved. Other jobs that 
will be created in the sector will include 66 chief 
executive posts, 26 sales representatives, 2 field 
engineers and 30 HR officers.

10.7 Conclusion 

The current labour market structure in wholesale 
and retail reflects the level of sophistication 
and development of the sector. Contributing 
significantly to youth employment and general 
employment in the service sector, the wholesale 
and retail sector employs a significant percentage 
of employees. Notably, a considerable proportion of 
the specialist/professional skills and general officer 
positions that are required in the retail sector are 
filled by young people aged 18-35. Many young 
people (57%) also work in elementary positions in 
the sector. Even though the sector is dominated 
by females (56%), most of whom occupy low-
income jobs more than 60% of males are found 
in leadership positions including executive and 
director occupations women hold administrative 
and secretarial jobs. 

Figure 10.6.1: Future industry skills needs (Wholesale and Retail)
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The most required qualification in the sector is the 
first stage of tertiary (first degree qualification) 
whereas executive qualifications employ second 
stage tertiary qualifications; elementary occupations 
require the upper secondary qualification as the 
minimum requirement. Substantial skills deficits in 
the sector are observed in specialist/professional 
occupations, followed by general and office 
occupations and middle management. Some of the 
scarce skills in the sector are logistics, IT, business 
analysis, and supply management. The major causes 
of skills deficiencies in this sector are the lack of 
experience, high competition and inadequate 
hiring processes.  The wholesale and retail sector 
will require more than 300 jobs in purchasing and 
supply chain management, sales and marketing, 
and engineering in the next 3 to 5 years.

10.8 Recommendations

Skills development in the wholesale and retail 
sectors should focus on a combination of formal 
and on the job training to ensure that the sector 
remains efficient and competitive and to ensure that 
it exploits new market opportunities, particularly in 
e-commerce/e-trade.

• As more learning will need to happen in the 
workplace for most employees in this sector, 
greater private sector involvement will be 
required. More training centres need to partner 
with private companies to develop suitable 
programmes that will support lifelong learning 
for the sector.

• Investments in digital, numeracy, and 
communication skills as basic requirements for 
employees in this sector will be imperative.

• Training institutions should provide supportive 
specialist courses/short-term courses to 
supplement the general education that is 
usually possessed by the people employed 
in the sector. The short-term courses should 
include programmes on retail management, 
supply chain and logistics management and 
online retailing and wholesaling.
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Finance &
Insurance

11

11.1 Introduction

Eswatini’s financial sector is relatively developed 
compared to other sectors in the economy; however, 
it is still far below other economies. With the 
introduction of financial technology (fintech), the 
sector has seen tremendous growth and diversity 
in services, reaching most of the population. As 
such, the country has made significant strides in 
addressing issues of financial inclusion. 

The latest FinScope Consumer Survey (2018) 
reports that the country has increased overall 
access to financial services to 87% with only 13% 
financially excluded (FinMark Trust, 2018). Financial 
and insurance activities in the country are found 
in the banking sector, non-bank sector and the 
informal sector. Some of the major services provided 
in these sectors are saving, credit, insurance, and 
investment most of which are provided in the 
formal economy. 

The Financial Services Regulator (FSRA) is 
responsible for the non-bank sector which is 
made up of four major industries. The insurance 
industry comprises insurers, reinsurers, insurance 
brokers, corporate and individual agents, medical 
aid schemes and service providers. The retirement 
funds industry consists of local and foreign 
retirement funds, beneficiary funds, and trustee 
and fund service providers. The capital markets 
industry deals with investment and securities. 
The credit and savings industry is constituted 
of savings and credit societies (SACCOs) and 
credit providers. Some of these companies are 
Eswatini National Provident Fund (ENPF), Eswatini 
Royal Insurance Corporation, (ESRIC), Eswatini 
Development Finance Corporation (FINCORP), 
Industrial Development Corporation of Eswatini 
(IDCE), Amandla Financial Services, and Letshego.

The banking sector is regulated under the Central 
Bank of Eswatini and is characterised by a few 
locally - owned institutions and foreign banks. 
Some of the large banks are: the Central Bank 
of Eswatini, Standard Bank, First National Bank, 
Nedbank, Swazi Bank and Building Society; most 
of the foreign banks are South African enterprises. 
The largest subsector in terms of employment is 
created by the banks, insurance/investment funds 
and credit companies. These companies employ 
the largest proportion of labour in the finance and 
insurance industry.
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Most sectors of the economy are dominated by small 
establishments that contribute to the fast growth 
of the sectors, and the finance and insurance sector 
is no exception. A significant part of the population 
is also serviced by informal service providers. 
According to the MSME Survey 2017, at least 11% of 
the MSME sector is serviced by informal financial 
institutions. The majority of smaller companies in 
this sector are credit companies that offer micro-
loans and legal or managerial services. These 
may be shylocks/unregistered micro-loan sharks, 
community savings and credit group ‘stokvels’ 
and funeral groups (masingcwabisane), which are 
said to be cheaper and accessible. A considerable 
number of the rural population are involved in this 
sector.  

Over the years, finance and insurance have become 
important to the livelihood and survival of most 
families, and demand for such services has grown. 
As such, the FinScope Consumer Survey 2018 
reported the increased use of financial services 
in the country. The report suggested that the 
number of adults using two or more financial 
services increased from 43% to 53% in 2018, 
while the number of people making three or more 
transactions on mobile money increased to 56%. 
Therefore, financial and insurance service providers 
must be more innovative in the way they deliver 
services and access their customers. The influx 
of fintech and the upsurge in mobile technology 
and access to the internet have impelled service 
providers to develop more innovative products 
and platforms in this industry. This has resulted in 
changes in labour requirements, for example, the 
declining use of bank tellers and increasing demand 
for IT specialists and software developers.  

Moreover, while companies grapple with fintech 
in service delivery on the front-end, they are also 
incorporating fintech to improve efficiencies, 
reduce costs and increase productivity on the 
back-end. This has affected labour market demand 
and skills supply. More and more companies in the 
insurance sector are requiring mathematical and 
computational skills for data collection that can 
lead to better risk identification and mitigation 
measures. Therefore, these new ways of doing 
work and new demands for labour, are important 
in understanding the context of Eswatini for both 
business performance and skills development in 
the country. As such, this section provides an audit 
of Eswatini’s labour market in the financial and 
insurance activities sector.

11.2 Labour Market Structure

The majority of jobs in financial and insurance 
activities offer services in banking, savings, credit, 
or insurance. Like wholesale and retail, specialist/
professional (26.5%) and general officer (25.7%) 
occupations account for a significantly greater 
proportion of total employment in the sector. Table 
11.2.1 shows that the median age range in the sector 
is currently 36 to 40 years old. Young people are 
predominantly found in lower occupational levels. 
This means that a significant proportion of youth 
employees (18-35) work in elementary or general 
officer positions. Despite progressive legislation 
and a commitment from the government to achieve 
inclusive employment, the survey found that none 
of the responding companies employed people 
living with disabilities.
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Topic Indicator Value

Sectoral Absorption 
by Gender

Total Number of Females 53.4%

Total Number of Males  46.6%

Employment Age Preferred Median Age Range  31 - 35 Years

Actual Median Employee Age 
Range 

36 - 40 Years

Sectoral Absorption 
by Nationality

Total Number of Swati Citizens 95.42%

Total Number of Foreign Na-
tionals

4.58%

People Living with 
Disabilities

Total Number of People Living 
With Disabilities

0%

Qualifications Minimum Qualifications Pre-
ferred by Employers 

First stage of tertiary edu-
cation, 1st degree (medium 
duration)

Actual Minimum Qualifications 
Held by Employees 

First stage of tertiary edu-
cation, 1st degree (medium 
duration)

Remuneration Median Yearly Earnings at Entry 
Level 

E 200 000

Median Yearly Earnings at Expe-
rienced Level

E 240 000

Table 11.2.1: Finance and Insurance Sector Profile

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Further analysis indicates that a significant 
percentage of employees are well educated. Half 
of the labour force (50%) hold first stage tertiary 
qualifications, and 24% have second stage tertiary 
qualifications. This is further reflected in the quality 
and level of remuneration in the sector. Financial and 
insurance employees have competitive salaries in 
the economy. Insurance and finance personnel earn 
an annual gross income of E240, 000 which is twice 
that of wholesale and retail earnings. Moreover, the 
ILFS 2016 attests that the financial sector pays 
one of the highest median monthly earnings in the 
economy at E8,000 and for insurance activities pay 
E7,000 (GoE, 2016). 

In addition, the ILFS 2016 reports that the sector 
offers secure jobs since the precarious employment 
ratio is zero (GoE, 2016). Consequently, the finance 
sector offers a combination of good and secure 
formal employment in the economy, and generous 
remuneration in the sector ensures that it continues 
to attract the brightest and most highly qualified 
skills. As such, an individual with higher academic 
qualifications is more likely to be hired and earn 
a good salary than an individual with lower-level 
qualifications.

11.3 Current Skills

This section examines the current structure of 
financial and insurance activities in the labour 
market. In general, a substantial proportion of the 
workforce is employed in middle management 
and professional/specialist occupations. Table 
11.3.1 shows that there is a clear demand for high 
professional or specialist skills. Over a quarter 
of employees in the sector work in professional 
roles such as insurance, actuary and pricing, 
financial billing, and risk and credit life. Given the 
rise in fintech and the demand for technology-
based systems and services, the finance sector is 
expected to have an appreciable level of IT support 
and specialist staff. However, the study found that 
there was currently a low supply of IT personnel in 
the sector.

When it comes to gender equality significant 
strides have been made to achieve gender balance 
in overall employment, including in leadership 
positions. To demonstrate this, the finance and 
insurance sector employs females in 50% of 
director positions and 49% of executive positions. 
Across the sector women hold predominantly 
administrative and secretarial positions.

Occupational 
Level

Skills Female Male

Executive Accounting and finance management, strategy planning, executive development, 
business management, financial planning, leadership

20 21

Director HR, marketing and accounting, insurance, emotional intelligence, innovation, 
finance, customer service, business administration, auditing, chartered accounting

9 9

Middle 
management

Advanced COP, accounting, customer service, strategic planning and leadership, 
insurance, financial administration, computer skills, 

23 37

Specialist or 
professional

Accounting and finance 12 12

Actuarial and Pricing specialist 0 1

Insurance agent/consultant 8 9

Financial and Billing Officer 2 1

Client engagement (portfolio consultant, client service) 5 3

Strategy consultant 2 1

IT specialist 0 1

Pricing and research specialist 1 0

Legal and Compliance 1 0

Health Claims management/administration 3 2

Loan consultants/underwriting officer 4 1

Marketing and communications 1 0

Table 11.3.1: Employee skills (Financial and Insurance Activities)
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Risk and Credit Life 1 0

General officer Accounts clerk 7 6

Claims and Benefits Administrator 17 10

Administration assistant/Receptionist 5 1

Client/customer service 3 2

 HR 2 0

 Communications 1 0

Loans Consultant 4 0

 General Officer 2 4

Elementary 
Occupations

Cleaner 5 3

Elementary Occupation 1 0

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

11.4 Skills Demand

Lower-level qualifications such as certificates and diplomas are quickly losing competitiveness in finance 
and insurance. Employees in this sector need to upgrade their entry level qualifications to remain relevant 
and competitive in the market. To illustrate, the study found that there were 13% more general officer 
occupations including receptionists who hold a first degree than those that hold a short/medium duration 
qualification. Essentially, employees in the sector are highly educated and have relatively high skills 
compared to other sectors.  This means that experts in the financial sector need to continuously upskill and 
upgrade their qualifications to meet industry standards and company needs. Certification and accreditation 
such as chartered accountants, AAT level certification, etc. 

The most favourable industry and technical skills in the financial and insurance sector are those with 
competencies particular to the financial sector and a clear knowledge component. Table 11.4.1 summarises 
the nature of skills utilised by the different occupational groups across the sector and the minimum level 
qualifications deemed important in the industry.

Position Qualification Specialisation

Executive Second stage of 
tertiary (67%)

Master’s in Business management/administration, financial manage-
ment, Insurance and risk management, financial planning

Director Second stage of 
tertiary (46%)

Chartered accountant (ACCA, SAICA), Master’s in auditing, marketing, 
accounting, finance, advanced insurance, business management, 
financial planning, leadership

Middle management Tertiary (1st degree) 
(46%);

 Second stage tertia-
ry (38%)

Bcom, accounting, strategy, insurance, investment, COP, chartered ac-
countant, finance and administration, business management

Specialists or professional Tertiary (1st degree) 
(53%)

MDP, COP, insurance, Business management, finance and adminis-
tration, accounting, use of accounting software

General Officer Tertiary (1st degree) 
(44%)

COP, Insurance, customer service, computer skills, accounting financ-
ing, human resource management

Elementary Occupations Upper secondary 
level (50%)

Secretarial studies

Table 11.4.1: Skills demanded by industry (Financial and Insurance Activities)
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The table shows that there is an increasing demand 
for master’s qualifications in executive and director 
positions. The field of study/specialisation varies 
with the roles of the position, however, an MBA, 
auditing, accounting, finance and advanced 
insurance are preferred. Chartered accounting, 
risk management, financial planning, business 
management and leadership skills are also required. 

The level of knowledge and experience expected 
of employees deepens with the position in the 
company. For example, employees start from 
customer service and basic accounting skills at 
the general officer level to more sophisticated 
mathematical analysis and financing at the 
professional and management levels. The use of 
accounting software and computer skills are also 
important for employers in the sector.

11.5 Skills Supply

A plethora of local institutions offers courses in 
the finance and insurance sector in Eswatini. Table 
11.5.1 shows some of the colleges and universities 
that offer programmes in finance and insurance. 
According to Table 11.5.1 the majority of programmes 
are offered in business administration, business 
management and accounting and finance. Course 
offerings in insurance programmes still need further 
development. Most institutions offer bachelor’s 
degree level qualifications compared to the diploma 
or postgraduate level. Even though some colleges 
review their curriculum annually, review processes 
are not clearly articulated and the lack of resources 
is a challenge. Nevertheless, many programmes in 
this sector have internship components and both 
employers and tertiary institutions concur that ICT 
skills are becoming more important for learners. 
Thus, the use of ICT software and the application 
of ICT skills is important in finance and insurance. 

Table 11.5.1: Skills supplied in tertiary institutions (Finance and Insurance)

Training Institution Programs offered Enrolment Level of Qualification

Mananga College ICT, Business related 100 Diploma, Associate Degree, Bachelor Degree, Mas-
ter Degree

Botho University Business Management 24 Bachelor Degree

UNESWA Fac. Of Commerce 127 Bachelor Degree

ECOT Business Administration 375 Diploma 

IDM Business and accounting 100 Bachelor degree

AMADI University  Accounting and finance 60 Diploma, Bachelor, advanced diploma, masters

Limkokwing University of 
Technology

Business and Globlalisa-
tion

100 Associate Degree and Bachelors

Bradford University College Management 29 Certificates, diploma

Source: ESEPARC, Using National Training Institution Survey Data (2021)

Given the number of colleges and universities offering programmes in finance, the focus must be on niche 
areas and content diversity to remain competitive and aligned with industry requirements. The tuition fees 
of the majority of colleges/universities range between E20, 000 – E29, 999 for undergraduate studies and 
E50, 000 and above for postgraduate studies; these fees have drawn more students to programmes in this 
sector. 

Currently at least 1,000 learners a year are enrolled in finance studies and 88% are self-funded.  As such, 
the Graduate Tracer Survey found that at least 30% of the graduates in this sector had more than one 
qualification (certificate, diploma, degree) and 95% specialised in accounting and finance. Learners in this 
sector have two to four qualifications, most of which are certificates. However, only a few had qualifications 
in insurance, and those who studied insurance study in other countries. This shows that there is currently 
an undersupply of insurance programmes in the country. Local tertiary institutions do not offer training in 
insurance related studies, which contributes to the skill deficiencies in the sector. Solving the undersupply 
of insurance skills does not necessarily mean that the country needs to set up many tertiary institutions to 
cater for this sector. Eswatini is a small economy, there needs to be a balance in the skills produced by local 
institutions and opportunities to make training in other countries easier for this field. 
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The unemployment level of graduates in insurance and finance is still high. The study found that 52.4% of 
graduates in the sector were unemployed, 40.5% were employed and 7.1% were self-employed (see Figure 
11.5.1). Those who were employed were employed in permanent jobs in public institutions, and worked 
directly after training. More than half of the graduates in finance (53%) got jobs directly after training. This 
shows that there is a high demand and high supply of finance skills in the country. Moreover, their cross-
cutting nature ensures that graduates are employed in different sectors of the economy. Nevertheless, 
graduates often lack soft skills when employed, most graduates expressed that they lack entrepreneurial, 
negotiation, perseverance and motivation/working under pressure skills in the workplace.

Figure 11.5.1: Employment Status and Employment Transition of Graduates (Finance and Insurance)

        Source: ESEPARC, Using National Skills Audit Graduate/Tracer Survey Data (2021)

11.6 Skills Gap

The results of the National Skills Audit indicated that 
more than 50% of employees in the financial sector 
were well placed in their occupations. Competency 
deficiencies were concentrated in specific jobs 
such as chartered accountants, administration 
managers, computer specialists, marketing and 
accounting.  In the insurance sector insufficient 
skills for actuarial and pricing specialists, insurance 
risk management, health claims administrators, 
insurance/commercial output policy (COP) 
competencies, customer service, and credit, 
business or financial management were noted.

Shortages 

Marginal skills shortages are observed in director/
HOD positions and more gaps in executive 
positions (Figure 11.6.1). Skill shortages stem from 
unsatisfactory remuneration and highly specialised 
skills not provided by tertiary institutions.

Mismatches

Only a few mismatches occur in the sector (2%) 
and these are caused by the level of education 
of the employee not corresponding to the skill 
requirements. 
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Figure 11.6.1: Financial Sector skills gaps 

Gaps

Gaps are mostly found in executive and director/HOD positions. The prime causes of skill gaps (11%) in 
the sector are: insufficient compensation, lack of experience and tertiary institutions not providing the 
relevant skill. This suggests that some job-specific skills are undersupplied in local training institutions 
leading to observable skill deficiencies in the Eswatini labour market. 

The observed skill deficiencies in the financial and insurance sector, have led to persistent scarce skills that 
are difficult for employers to find. Table 11.6.1 shows the skill sets and occupations that are scarce to find in 
the local labour market. Most of these competencies are specialised or expert skills that require additional 
knowledge and expert knowledge specialised in specific fields.

Table 11.6.1: Scarce skills (Financial and Insurance Activities)

Chartered Accountant (ACCA or SAICA)
Actuarial pricing specialist/ Advanced Pricing and research specialist
Insurance and reinsurance
Advanced financing
Directors – Accounting and management, financial planning
Actuarial scientist
MDP (Maximum Disability Income Policy), COP, Advanced Insurance
Insurance risk management
Accounting, Finance and commerce
Investment
Billing and contribution
Strategist
Customer service
Analysts
Information Technology (IT)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

The study further uncovered that finance 
companies have found ways to reduce 
the number of gaps, mismatches and 
skill shortages in the sector. A reported 
81% of jobs have no mismatches, gaps 
or shortages and this has resulted from 
the establishment of functional skills 
development activities (65%) within 
companies. Well established in-house 
training and upskilling programmes 
enable employee progression and 
ensure relevance to the job. Hence most 
companies have established flexible 
programmes to enable employee 
training and upskilling, while others 
(36%) receive adequate skills from 
local institutions. 
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11.7 Future/Emerging Skills

Studies show that globalisation and the 
development of new markets will create a demand 
for more innovative products in the finance and 
insurance sector. This will increase the demand for 
qualified financial advisers, compliance officers and 
technical skills. The World Economic Forum (2016) 
predicts that the increasing use of mobile internet, 
cloud technology, processing power, and big data 
will influence a shift in the skills and competencies 
of people in finance (World Economic Forum, 2016). 
This will favour the growth of jobs for computer 
and mathematical roles such as data analysts, 
information security analysts and database and 
network professionals. 

To put this in context, Eswatini employers in this 
sector were asked about their future skills needs. 
Most employers contend that they will need more 
skills in financial mathematics, IT, auditing, tax 
administration, actuarial skills, investment and legal 
skills (Table 11.7.1). Softer skills such as commitment, 
teachability, professionalism, and endurance were 
also highlighted as important in this sector.

IT specialists
Analysts
Cyber security
Computing skills
Financial mathematics
Auditing
Tax administration
Actuarial skills
Investment
Credit, Business or Financial Management
Science information
Insurance and reinsurance

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Table 11.7.1: Future skills needs in the next 3 to 
5 years (Finance and Insurance)

Given the global shifts in emerging economy 
demographics and the impact of globalisation, 
younger people - a significant share of the 
population - are using technology-based solutions, 
in most sectors supported by finance and insurance 
activities. This has resulted in changes in customer 
habits and compelled more companies to devise 
and design new and innovative ways for service 
delivery, data security and the use of big data in 
decision making. As a result, the skills required in 
the sector are changing rapidly and digital skills 
are becoming a basic need. For example, the study 
found that most of the surveyed companies in 
Eswatini’s finance and insurance industry would 
automate 61% of the jobs they now have. This means 
that some jobs will be replaced by new technology 
while others will require employees to be sufficiently 
skilled to work with new technologies. This reality 
is likely to result in structural unemployment in this 
sector.

Nevertheless, companies will still hire more people 
in the next 3 to 5 years. Figure 11.7.1 shows some of 
the jobs that will be available from the companies 
surveyed in this sector. A total of 29 employment 
opportunities will be created in the next few 
years with most positions (17) being specialist/
professional skills and executive positions. Some of 
the jobs that will be created include IT specialists, 
insurance agents, strategists, actuarial and pricing 
specialists. Currently, most of these positions 
(actuarial scientist, CEO, director) are occupied 
by non-Swati employees, and the common reason 
for importing these skills is the lack of experience 
and adequate skill sets in the economy, especially 
at the company start-up stage in which expatriates 
support business development and establishment. 

The analysis therefore illustrates the need to 
improve skills development and training in the 
sector to meet high standard skill needs for the 
future development of the industry. Eswatini 
training institutions need to ensure that the supply 
of digital and mathematical skills in the finance 
industry is on par with industry requirements.

This may imply that training institutions can 
produce the generic finance and insurance skills 
needed by employers but are unable to supply 
more sophisticated competencies that will help 
employee progression. This may also allude to the 
competitive nature of jobs in the sector and the 
desire of employees to continuously upgrade their 
own skills. Hence, there were only two vacant posts 
in the sector when the survey was conducted.
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11.8 Conclusion

The financial and insurance sector is a very 
competitive sector, with high income and well- 
established training and upskilling programmes. 
The more advanced skills in the sector are however, 
relatively new and scarce to find. As the country 
experiences more technological advancements 
more complex systems and services will be utilised 
in the sector and more actuarial scientists, analysts 
and chartered accountants will be required. The 
demand for insurance risk management, reinsurance 
and advanced business and financial management 
skills is also growing.

Skill deficiencies however, are experienced in 
computer skills, manager positions, marketing and 
accounting positions; this is largely because of 
competitive remuneration and the lack of specialised 
skills produced by local tertiary institutions. 
Executive positions experience the largest skills 
gaps due to the lack of adequately experienced 
leaders and insufficient remuneration. The financial 
and insurance sector sufficiently produces lower-
level skills and basic finance/accounting skills that 
enable people to work in the industry, however, 
they lack diversity and specialisation. Nonetheless, 
there is a great demand within the corporate 
environment for high levels of professional skills. 
Companies in this sector prefer second stage 
tertiary qualifications for higher positions and first 
degrees for all other positions. 

Finance and insurance companies have well-
established training programmes that enable 
employee progression and development. This was 
reflected in the availability of only a few vacant 
posts in the sector during the survey period. 
Notably the sector has managed to achieve 
gender equality in employment opportunities and 
leadership positions in the industry.

11.9 Recommendations

• All skill levels in this sector are becoming 
technology intensive, therefore tertiary 
institutions should mainstream ICT skills 
in finance and insurance programmes, and 
capacitate learners with soft skills to help them 
collaborate, communicate and work effectively 
in the sector.

• Diversify and improve the rigour and quality of 
basic insurance, finance and accounting studies 
to ensure that skills development advances 
with the changes in the sector.

• Technological advances and new technology 
are providing for more innovative and 
technologically savvy insurers/finance experts 
with a competitive advantage. Therefore, 
training institutions must introduce digital skills 
and the use of accounting software in finance 
training to ensure that graduates are well-
capacitated and have industry-ready skills.

Figure 11.7.1: Number of vacancies by occupational level in the next 3 to 5 Years (Financial and Insurance Activities)

Number of vacancies
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• Strengthen the role of the ESHEC in monitoring 
skills development institutions in the country to 
ensure that they produce more relevant skills 
for industry. (This should be a recommendation 
for all sectors).

• Professional/specialist skills will continue to 
be in demand in the finance and insurance 
sector going forward. Tertiary institutions 
must focus on the provision of scarce skills in 
the sector, and establish industry-institution 
relations to strengthen information generation 
for future skills anticipation and inform 
curriculum development. (This should be a 
recommendation for all sectors).

• Management and leadership skills are likely to 
be in continual demand for this sector to be 
responsive to market opportunities, therefore, 
companies and tertiary institutions should 
increase investment in management capacities 
of employees and graduates.

• Finance skills are changing rapidly, therefore, 
longer-term periods of learning and skills 
development may not be efficient for skilling 
and upskilling professionals in the sector. 
Training institutions should produce more 
continuous/lifelong learning programmes that 
are accredited, certified, and recognised locally 
and regionally. This may be done through 
affiliations with globally recognised institutions 
on the continent or in the global economy.

• Tertiary institutions should consider teaching 
programmes in industry niche areas to 
increase the diversity of content and to remain 
competitive and relevant in the sector. In this 
regard, insurance programmes should be 
prioritised. 
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Professional, 
Scientific, and 
Technical 
Activities

12

12.1 Introduction

This section provides an overview of the skills 
distribution in the PSTA sector. This sector 
comprises all activities that contribute to knowledge 
generation, the utilisation and provision of skill-
based services and support activities. This includes 
all establishments that specialise in performing 
PSTA for others such as legal, accounting, 
architectural and engineering activities; technical 
testing and analysis, R&D and management, and 
consultancy services. These are activities that 
require a high degree of expertise and training 
and usually represent all STEM fields. The NDS 
recognises the role of professional, scientific and 
technical skills in driving the manufacturing sector 
and transforming Eswatini into a knowledge-based 
economy. 

However, Eswatini like many other African countries 
lags in the development of such skills needed to 
support industrial development and economic 
growth. Studies show that there is an undersupply 
of highly technical skills in the country and an even 
lower capacity for innovation (Hlophe & Dlamini, 
2018; WEF, 2017). The WEF report on the future of 
jobs and skills in Africa states that African college 
graduates with STEM degrees account for a mere 2% 
of the continent’s total university-age population. 
This means that even though professional, scientific 
and technical skills are growing in demand, they 
are insufficiently produced by training institutions. 
Moreover, the issue of quality and relevance is a 
great challenge for most training institutions. 

The increasing demand for skills in this sector is 
demonstrated in the country’s GDP performance 
over the past few years. The PSTA sector has shown 
a positive growth trend since 2010, growing from a 
GDP contribution of 2.8% in 2010 to 4.0% in 2020 
(CSO, 2020). Furthermore, the GoE’s Quarterly, 
Eswatini Economic Bulletin reported that the sector 
showed significant growth in the second quarter of 
2021, increasing economic activity by 28.1% in the 
tertiary sector (MEPD, 2020). This indicates that the 
sector was able to bounce back from the effects of 
the COVID-19 pandemic, most likely because it is a 
sector that is largely technology supported, thus 
working from home was not a challenge. 
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Even though the sector presents enormous growth 
opportunities it could be disadvantaged by the 
ability to create quality formal sector jobs or the 
inability of the education system to create the 
relevant and appropriately qualified skills level. 
Because, the growth of job opportunities in the 
economy does not match the pace of population 
growth fewer job opportunities are available in 
the formal sector. This anomaly increases number 
of unemployed university or college graduates 
currently at 1.2% and 3% respectively (CSO, 2019). 
Training institutions need to align skills development 
with industry requirements and also introduce 
an entrepreneurial focus in skills development to 
produce independent consultants, technicians and 
professionals.  

Investment in Africa’s enormous infrastructure 
needs such as improving regional connectivity, 
and establishing industrial zones will create 
more growth opportunities. Such investment will 
create a wide range of new jobs such as data 
analysis, computer science engineering, actuarial 
and intelligent financing, creative design, digital 
technology, environmental health, climate expertise, 
and engineering in the economy. As a result, labour 
market shifts that, which will require changes in the 
education system and training curricula to meet 
the demands of the future economy, will occur. 
Therefore, to pursue economic transformation and 
growth in Eswatini an emphasis on building an 
economy that is well equipped to compete globally 
in policy development dialogue is important.

12.2 Labour Market Structure

The structure of the labour market in this sector 
is quite diverse and spans several sectors from 
activities performed for households to services 
provided to companies. The sector is known for 
its high academic requirements. Therefore, it is 
not surprising that the majority of emaSwati in this 
sector have high-level skills and competencies. The 
number of employees with first degrees almost 
equals the number of master’s/PhD qualifications 
in the sector. The study found that 31% of emaSwati 
held the second stage of tertiary qualification 
compared to 32% with degree qualifications. On 
average 27.8% of professionals in the sector held 
master’s degrees at all levels of occupations. In this 
sector even general officer occupations (14%) held 
the second stage of tertiary qualifications (master’s/
PhD) whereas in other sectors no employed had the 
second stage of tertiary qualifications at this level.

The age profile in PSTA shows that while the 
preferred age range in the sector is 31 to 35, the 
median age is 36 to 40, years; the majority of 
employees (24%) are in the preferred age range. 
This means that the sector employs a generous 
proportion of young people. Accordingly, survey 
results show that the youth (18-35) constitute half 
(50%) of the total employed people in the sector. 
The study found that the PSTA sector employed 
1.14% of people with disabilities in executive and 
general officer positions. Consistent with the ILFS 
of 2016, the PSTA sector has a high median monthly 
earning of E8,000 The study found that this had 
gone up to an annual gross income of E240,000 - 
E20,000 gross monthly income (Table 12.2.1).
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Topic Indicator Value

Sectoral Absorption by Gender Total Number of Females 44.08%

Total Number of Males 55.92%

Employment Age Preferred Median Age Range 31 - 35 Years

Actual Median Employee Age 
Range 

36 - 40 Years

Sectoral Absorption by 
Nationality

Total Number of Swati Citizens 97.68%

Total Number of Foreign 
Nationals

2.55%

People Living with Disabilities Total Number of People Living 
With Disabilities

1.14%

Qualifications Minimum Qualifications 
Preferred by Employers 

Second stage of tertiary 
education (leading to 
an advanced research 
qualification)

Actual Minimum Qualifications 
Held by Employees 

First stage of tertiary 
education, 1st degree 
(medium duration)

Remuneration Median Yearly Earnings at Entry 
Level 

E120,000

Median Yearly Earnings at 
Experienced Level

E240,000

Table 11.7.1: Future skills needs in the next 3 to 5 years (Finance and Insurance)

12.3 Current Skills

The majority of skills in the sector are STEM related qualifications. The nature of the work in the sector 
demands the use of knowledge and competencies embedded in the creativity, problem-solving capabilities 
and ingenuity of HR and, thus, requires expert knowledge. Some of the skills in Eswatini’s labour force 
are electrical engineers, mechanical design engineers, control systems engineers, programmers, industrial 
psychologists, scientific researchers, technicians and technologists. A significant proportion of the jobs 
in the sector are specialist/professional professions (28%) followed by general officer positions (24%), 
executive positions (21%), elementary skills (11%), directors (11%) and middle management (5%).

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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The study found that there was an undersupply of chartered accountants, business advisory consultants, 
creatives, IT specialists and programmers. Table 12.3.1 shows that general officer positions are largely 
constituted of administrative and clerical skills while elementary posts comprise simple and routine tasks 
such as cleaners, drivers, gardeners and artisans. A continued need for and supply researchers, engineers 
and business development skills was observed. However, emerging skills such as those of industrial 
psychologists will continue to become more important in the country to create innovative environments to 
improve the productivity and efficiency of employees as they deal with a demanding, dynamic and rapidly 
changing working environments.

Table 12.3.1: Employee Skills (Professional, Scientific and Technical Activities

Level Skills Female Male
Executive Accounting and business management, MBA, Project Management, En-

trepreneurship, strategy and finance, field specialisation (e.g Chartered 
Accountant, Advanced Law, Taxes, MSc Electrical/mechanical engineer-
ing, Environmental risk management, economic policy analysis)

17 37

Director Business management, registered/professional engineering(civil/electri-
cal/mechanical), insurance, finance, IT, HR, ACCA, tax law

9 20

Middle management Finance and administration, project management, human resource 
management, Applied Economics, Development Economics, Editor/sci-
ence writer, Automation Engineering, MBA

9 3

Specialist or professional Business management, accounting 1 7

Business advisory specialist 0 1

Consultant 8 1

Chartered account 3 0

Industrial/Clinical Psychologist 2 0

Engineers (Civil/structural/Electrical/ mechanical design, control sys-
tems, automation)

2 16

Draughtsman 0 1

Creative associate 0 1

Environmental risk, Clinical psychology 1 1

Technician/technologist 5 6

IT/Programmer 0 2

Quantity surveyor 0 3

Research, economics, tax 10 3

General officer Finance and business Administration 2 1

Assistant 2 1

Public relations, Public Speaking, Marketing, secretarial and administra-
tion

1 0

Research, economics, statistics, demography, agriculture, applied 1 4

Accounting and finance 12 4

Administration, IT, Communication, people skills 8 2

Candidate attorney 1 0

Marketing and public relations 7 2

Business development 0 1

Consultant 2 0

Other, Electrical Engineering, Instrumentation 0 3

Elementary Occupations Driver 0 7

Cleaner/Gardner 8 2

Clinical assistant 1 0

Artisan fitter 3 13

Messenger 1 0

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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This sector has a huge underrepresentation of 
women in most occupation levels with twice more 
men occupying all levels. Attempts to achieve 
gender equity in this sector need to be strengthened 
in top management positions, especially, to ensure 
that women are also represented. In director/HOD 
occupations, for example, 31% are filled by women 
and 63% by men.

12.4 Skills Demand

In this section, the minimum required qualification 
and specialisation provides an understanding of 
the industry skills demand in the sector. Therefore, 
like to the finance and insurance activities industry, 
the PSTA sector demands higher qualification 
levels. The most required minimum qualification for 
36% of the jobs in this sector is the second stage 
tertiary qualification. This is followed by the tertiary 
first degree qualification (31%) and the tertiary 
(short/medium duration) qualification (22%). High 
level occupations (for executives and directors 
combined) account for more than half of the 
second stage of tertiary qualifications (master’s/
PhD).

In Table 12.4.1 in executive positions 63% of the jobs 
require master’s qualifications in the respective 
fields of studies, such as architecture, environmental 
and risk management, business administration and 
entrepreneurship. 

Other skills that are required  at this level are project 
management, especially for the engineering fields, 
strategic thinking and leadership skills. Similarly, 
50% of the director occupations require master’s 
degrees in economics, commerce, quantity 
surveying, programming and an MSc in engineering 
(electrical/mechanical/civil). On the contrary, upper 
and lower secondary skills are mostly required for 
elementary positions which do not require a lot of 
intellectual ability. 

The study found that Eswatini had a highly educated 
population, considering that about two-thirds of 
all the occupations in the sector are required first 
and second stage tertiary qualifications. As a result, 
the propensity for people to get employed in this 
sector is higher when they hold a master’s/PhD 
level qualification. This means that HR development 
policies should deliberately support the provision 
of PhD level education for specialists in this 
sector. Furthermore, the study found that most 
of the specialist skills in engineering required a 
B.Tech qualification (which is currently not offered 
in the country) and employers recommended 
grade tested qualifications in vocational training 
certificates. This calls for an improvement in the 
vocational skills offered in the country, if MSc. and 
PhD degrees are to be regarded as equivalent 
qualifications. It further puts pressure on the efforts 
to improve skill recognition and accreditation 
systems in the country to facilitate vertical and 
horizontal skill integration and increase employee 
mobility and skill recognition.

Occupation level Preferred Qualification Preferred Specialisation

Executive Second stage of Tertiary 
(63%)

Project management, MSc in accounting, MBA, professional 
accounting, architectural degree, chartered accountant, accounting 
software, finance and investment, MSc. environmental and risk 
management, Msc business administration and entrepreneurship, 
economics, advanced law, strategy/strategic thinking

Director Second stage of Tertiary 
(50%)

Masters in architecture, economics, design, programming, Masters 
in commerce, ACCA, electrical/mechanical/civil engineer, legal, IT 
business development, professional quantity surveyor

Middle 
management

First stage Tertiary (1st 
degree) (54%)

B.Com, applied economics, finance and administration, master in 
business administration, human resource management, IT, automation 
engineer

Specialist or 
professional

First stage Tertiary (1st 
degree) (38%)

B.Tech Engineering (electrical, mechanical), industrial automation, 
clinical/industrial psychology, civil and structural engineering, 
quantity surveying, B.com, economics, accounting, programming, risk 
management, litigation, design

General officer First stage Tertiary 
(short or medium 
duration) 

(55%)

B.com., finance and accounting, economics/statistics, secretarial 
studies, IT, electrical engineering, instrumentation, business 
administration, marketing, litigation

Elementary 
Occupations

Post-secondary

 (31%)

Driving, hygiene, mechanical fitting grade 1/apprenticeship,

Table 12.4.1: Skills demanded by industry 
(Professional, Scientific and Technical Activities)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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12.5 Skills Supply 
 
Professional, scientific and technical skills are 
produced by different institutions in the country, 
including ECOT, AMADI, UNESWA, Gwamile VOCTIM 
and Limkokwing University. Table 12.5.1 shows some 
of the programmes offered by these institutions. 
The table shows that there is very little diversity in 
the programmes offered by training institutions in 
Eswatini. For example ICT, accounting and finance 
and business management courses are offered by 
more than three institutions. Programmes aligned 
with the skills required in this sector are business 
management, accounting and finance, engineering, 
information technology, architecture and interior 
design and business administration.

Considering that employers are looking for higher-
level qualifications at degree, master’s and PhD 
levels, the level of qualification offered in the 
country is lower than what is required by employers. 
Hence, local tertiary institutions, based on the 
level of the qualification and, to some extent, the 
content of the programmes offered, are not able 
to meet industry needs. This demand is therefore 
complemented by graduates that study abroad. 
Some of the programmes studied by graduates in 
PSTA are automotive engineering, biochemistry, 
economics, development studies, mathematics, 
science and urban and spatial information. The 
majority of these programmes are studied outside 
of the country.

Training Institution Programs offered Level of Qualifica-
tion

ECOT Education, Tourism, Energy, Building and Civil, ICT, 
Engineering and Science, Business Administration   

Diploma

Education, Mathematics, health and safety, HR and 
PR, Business Management, ICT, Vocational programs, 
Accounting and Finance 

Certificates, 
Diplomas, 
Bachelor’s degree, 
Masters

Gwamile VOCTIM ICT, Education, Manufacturing Engineering, commercials, 
Woodwork

Diploma

Limkokwing University of 
Technology 

Business and Globalization, ICT, Sound and music, Design 
and innovation, Creative Multimedia, Architecture and 
interior design, Communication and media

Associate Degree 
and Bachelors 
Degree

UNESWA Agriculture, Commerce, Consumer Science, Education, 
Health Science, Humanities, Science, Social Science, IDE, 
IPGS

Bachelor’s Degree

Advanced School of IT ICT, Software Engineering, Multi-media, hardware and 
information, Information security and network forensic

Diploma

Table 12.5.1:  Qualifications offered by training institutions (Professional, Scientific and Technical Activities)

Source: ESEPARC, Using National Training Institution Survey Data (2021)

The graduate survey showed that at least 39% to 95% of graduates in this sector are employed and 9.8% are 
self-employed. Some graduates are unemployed (50.3%), and this may be associated with the relevance 
of their skills to employer needs, and the generally high levels of unemployment in the country. Females 
(54%) make up the larger proportion of unemployed graduates and occupy more of the general officer 
positions compared to their male counterparts. Like to the labour market structure in this sector, graduates 
are found in specialist/professional positions (34.8%) and general officer positions (47.8%). A smaller group 
of graduates occupy elementary positions (14.5%) and a mere 2.9% are in middle management. 

Transitioning from education to work can be difficult for many graduates and for several reasons. Long 
transition periods can be frustrating and financially draining. However, this survey found that the majority 
of employed graduates in this sector took shorter periods to obtain their first job. Figure 12.5.1 indicates 
that 30.4% take between one to six months, followed by 24.6% who get a job directly after training and 
4.3% who take less than a month. This means that with the right qualification graduates are easily absorbed 
into work and the majority join public institutions or private enterprises. The fact that the public sector is 
the largest employer may reflect that it is the priority employer on aspects of job security, remuneration 
and type of employment provided in the sector. Nevertheless, the differences are not too big.
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Table 12.5.1:  Qualifications offered by training institutions (Professional, Scientific and Technical Activities)

Figure 12.5.1  Employment transition period and type of employer (Professional, Scientific and Technical Activities)

Source: ESEPARC, Using National Skills Audit Graduate/Tracer Survey Data (2021)

12.6 Skills Gaps

Despite an aggregate demand for graduate level 
qualifications in the PSTA sector, there is evidence 
of a skills deficit. The sector has more skill gaps and 
shortages than mismatches. Gaps are seen in 18% 
of the jobs in the sector, 14% have shortages, and 
only 9% of the employees are mismatched in their 
positions. Substantially, most skills in the sector are 
well matched to the competencies of employees 
(59%). To demonstrate, about 53% of the jobs in 
the sector have adequate skill supply, while 38% are 
supported through established training programmes 
within companies. 

Gaps

Figure 12.6.1 shows that specialist/professional 
occupations and middle management occupations 
have the highest combination of gaps and 
shortages, followed by directors and general 
officer occupations.  The major cause of gaps in 
the sector is the lack of technical/practical skills in 
recruits who, subsequently, perform poorly. This is 
exacerbated by the lack of relevant work experience 
for employees in these positions. 

Figure 12.6.1: Skills Gaps in the Professional, Scientific and Technical Activities Sector

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Previous studies have suggested that the inability 
to produce adequately skilled graduates from local 
TVET institutions emanates from the plethora of 
challenges facing the vocational sector (ESEPARC, 
2018). Some of these are the lack of infrastructure, 
practical oriented learning and obsolete teaching 
and learning technology. Moreover, the fact 
that most Swazi’s pursue postgraduate studies 
immediately after completing their first degrees 
means that they lack the relevant work-related 
experience when hired in higher/management 
positions. Therefore, the introduction of graduate 
training programmes is one way in which 
companies may close the experience gap for 
recruited employees. Moreover, the establishment 
of a nationally supported internship programme 
may facilitate more engagement of the private 
sector in offering graduate programmes and 
apprenticeships for vocationally trained graduates.

Shortages

Skill shortages are mostly observed in management 
(executive, director, middle management) 
occupations. These result from the absence of 
highly specialised skills and competencies in the 
labour market. Specific industry requisite skills are 
not produced in local training institutions; thus, it 
becomes difficult for companies to fill the positions. 
Given the demand for high level skills in the labour 
market, other reasons for the skill shortages are 
the inability of companies to pay competitive 
remuneration and the lack of experience of 
prospective employees. This implies that a lot 
of employers lose staff members to companies 

that pay loftier salaries. Consequently, better 
qualified candidates have a higher probability of 
obtaining and retaining jobs than underqualified 
or unqualified candidates. These better-qualified 
candidates are more likely to be active in the labour 
market. However, this affects skills development 
and training in companies that do train people only 
to have them poached by bigger companies. 
 

Mismatches 

Skill mismatches in the PSTA sector industry 
ensue from the discrepancies between the field 
of study of the employees and the field required 
to perform the job. This is the major cause of 
mismatches in the country and has resulted in 
over and underemployment. Given the high levels 
of unemployment in the country, a combination of 
strategies for cross-skilling, reskilling and upskilling 
programmes should be considered to help 
companies derive the best from their employees 
and to help employees better perform their jobs. 
More and more companies are hiring people 
with versatile skill sets and capabilities. Hence 
local training institutions should explore the 
possibilities of offering specific short courses and 
training programmes to provide the right skills for 
employees. Table 12.6.1 shows the scarce skills in the 
sector. These positions are difficult to fill and will 
continue to be needed in the economy in the next 
3 to 5 years. Some of the scare skills in the sector 
are chartered accountants, engineers, economists, 
automation engineers, programmers, people with 
knowledge of accounting software, and information 
technology specialists.

•	 Chattered Accountant
•	 Control Systems Engineer
•	 Engineers (electrical, mechanical, civil)
•	 Electrical Design Engineer
•	 Finance and Administration
•	 Insurance and Marketing
•	 Mechanical Design Engineer
•	 Knowledge Manager
•	 Programmer
•	 Instrument Technician
•	 Principal Engineer
•	 Quantity Surveyor
•	 Business Development
•	 Chartered Accountant
•	 Research Associate
•	 Finance and Investment

•	 IT
•	 Economics
•	 Architectural Degree
•	 Automation/Industrial Automation
•	 Master in Business Administration and Entrepreneurship
•	 Chartered Accountant
•	 Civil Structural Engineer
•	 Design
•	 Instrumentation
•	 Accounting Software
•	 Insurance
•	 Research
•	 Mechanical Engineering
•	 Professional Quantity Surveyor/Degree in Quantity Surveying
•	 Degree in Project Management

Table 12.6.1: Scarce skills (Professional, Scientific and Technical Activities)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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The study further observed that the majority of 
vacant posts in this sector required specialised 
proficiencies which many local graduates lacked. 
These vacancies are in general officer occupations 
and specialist or professional occupations. This 
shows that despite the current level of qualifications 
in this sector, a lack of skills that can be filled by 
future graduates is observed. Moreover, these 
scarce skills are occupied by 2.55% non-Swati 
employees in this sector. These occupations are 
generally in executive and director positions that 
are often filled by also business owners. 

12.7 Future/Emerging Skills

Globally the pace of growth in the PSTA field 
is expected to increase in the next 3 to 5 years. 
Commitments to increase R&D at national, 
regional and continental levels and drives towards 
innovation-led development provide the basis for 
skills development in the sector. The implementation 
of global, regional and national industrialisation 
policies call for increased investment in STEM-
related sectors to support industrial development. 
More specifically for developing countries to move 
to medium and high technology industries, the level 
of skills and competencies in this sector is required 
to be high. 

Therefore, as a developing country, Eswatini will 
experience significant shifts in some of the industry 
subgroups in this sector. 

With current and future construction projects in 
the pipeline and the operationalisation of the RSTP, 
the country will need more scientists, engineers 
and IT specialists to support future development 
needs. Moreover, projections in regional and 
global trends indicate that the rise of the digital 
economy in Africa will create more jobs in ICT, data 
analytics, computing, computer systems, design 
and the service sector. Regional and national 
infrastructure development projects such as the 
South Africa-Eswatini-Mozambique railway line will 
further provide opportunities for professionals in 
the sector. This increases opportunities for skills 
and technology transfer, skills export and skills 
mobility which will foster regional integration, 
- as advocated in the SADC Regional Indicative 
Strategic Development Plan 2020-2030.

To meet both regional and national skills needs, 
industry pointed out that their future skill needs will 
require professional accounting skills, statisticians, 
vocational training, engineering qualifications, and 
ICT skills. Some of the specific skills were quality 
management systems and standards, heating 
ventilation air-conditioning and refrigeration 
(HVACR), auditing, design, industrial automation, 
data science and process control. When asked if 
they would hire more people in the next 3-5 years, 
employers stated that they would hire in 31% of 
occupations while 7% of the jobs will be obsolete 
in the next 3-5 years. Figure 12.7.1 shows that the 
sector projects the employment creation of 148 
jobs among the surveyed enterprises.

Figure 12.7.1: Employment projection in the next 3 to 5 years (Professional, Scientific and Technical Activities)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Studies also show that more countries will 
require professional, scientific and technical 
skills for the implementation of their sustainable 
development goals. This calls for more experts in 
R&D, next-generation infrastructure development 
projects, greening the economy, and skills to 
engage in 4IR. Broad based skills to improve 
workplace competitiveness will also be required. 
As such, emerging skills in the sector will be 
disproportionately skewed towards non-routine 
skills that cannot be automated. Occupational 
diversity will increase, moving towards more 
specialised and technology aided competencies. 
Hence, adapting successfully to disruptions from 
technological advancements will require being 
able to unlearn old technologies and practices 
and relearn new ones. According to the OECD 
(2012), the demand to focus on raising skills will 
increase the competitiveness of communities and 
businesses, thereby improving their local economic 
profile and stimulating innovation. Therefore, some 
of the jobs that will be created in the specialist 
positions for example are shown in Table 12.7.1 
The 29 companies surveyed in this sector will 
need at least 11 engineers (mechanical, electrical, 
civil structural engineers), 6 industrial automation 
engineers, 6 chartered accountants, 2 architectural 
degrees, 3 industrial psychologists, 14 economists.

Table 12.7.1: Future skills needs in the next 3 to 
5 years (Professional, Scientific and Technical 
Activities)

• Economists, statisticians, researchers, 
MBA

• Professional accountants (with financial 
software knowledge), chartered 
accountants, auditors, insurance

• Architects, quantity surveyors
• Industrial automation engineers, process 

control engineers, systems engineers
• Industrial psychologists, psychologists, 

clinical psychologists
• Information technology specialists, 

Design
• Engineers (Civil, mechanical, electrical)
• Business development and 

entrepreneurship experts, IT marekting
• Strategists
• Technical Tax and financial management, 

taxation

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

12.8 Conclusion

The PSTA sector employs the most educated 
professionals in the economy. A third of all employees 
in this sector hold master’s/PhD qualifications 
and another third have degree-level qualifications. 
Employers in the sector prefer second stage 
tertiary qualifications, the equivalent of a master’s 
degree. The sector employs engineers, chartered 
accountants, business advisers, researchers, and 
finance and administration staff. The study found 
that most skills in the sector were STEM related and 
specialist or professional skills. 

The gender discrepancies in the sector are quite huge, 
with men occupying more than twice the number 
of occupations than occupied by women. The major 
gaps, shortages and mismatches in the sector are 
found in executive and director occupations and are 
largely caused by inadequate skill supply, a lack of 
technical or practical skills in graduates and a lack of 
experience. The study found that some of the scarce 
skills or difficult to fill occupations were automation 
engineers, IT positions, business and administration 
jobs, chartered accountants, architects, engineers, 
surveyors and researchers. 

The major challenge for skills development in this 
sector is the inability of local institutions to produce 
the relevant skills and the inadequate quality of 
vocational training. To close the gaps in the sector, 
the government needs to consider the establishment 
of a national internship policy to facilitate graduate 
training internships and apprenticeships. Shifts 
towards green economies, environmentally friendly 
and sustainable infrastructure development, 
technological advances and 4IR will drive the changes 
in skills demand in the sector. More computational 
and technology-assisted skills will be required in the 
next 3 to 5 years and employers plan to hire several 
such skills in the sector. More opportunities in local 
and regional infrastructure development, R&D and 
industrial development will create employment for 
professionals in the sector. Hence, the country will 
need to develop more skills to support technological 
adaptation. 
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12.9 Recommendations

• Implement targeted initiatives to reduce 
the gender biases in this sector, especially 
leadership positions. Targeted programmes 
for women in STEM and leadership positions 
should be encouraged.

• Establish a national PhD programme to ensure 
that employees can upgrade their skills.

• Increase investment in STEM related fields to 
support Industry 4.0 and the green economy, 
by first updating the quality of STEM education 
in primary and secondary schools, and through 
vocational training to develop a workforce 
capable of competing in a technology-driven 
economy.

• Encourage critical thinking, creativity, cognitive 
flexibility and emotional intelligence in all 
education programmes instead of rote learning 
to match the future needs of a tech-based 
economy.

• Strengthen implementation of the NQF to align 
skills and qualifications in the country and to 
deliberately create educational pathways within 
the country’s education system and with other 
countries.

• Strengthen the role of ESHEC in accreditation 
and assessment systems to improve the quality 
and recognition of skills.

• Establish a national internship policy to 
provide incentives and facilitate private 
sector participation in graduate training and 
apprenticeship programmes.

• Strengthen HR development policies in 
companies to allow work-based learning and 
short-term training for employees.

• Companies should develop skill attraction and 
retention strategies to avoid losing expert/
scarce skills.

• Improve the intensity and application of 
practical/technical learning in vocational 
training institutions and create pathways 
leading to degree, master’s and even PhD 
qualifications for TVET graduates.

• Introduce digital fluency and ICT literacy in all 
vocational programmes.

• Increase the mainstreaming of entrepreneurial 
programmes at all tertiary levels and ensure 
that they are designed to fit the dynamics and 
different requirements of that sector.

• Strengthen and increase investment in R&D to 
solve social and economic challenges in the 
country.
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Construction 
Industry

13

13.1 Introduction

The construction industry is considered an 
important sector for Eswatini’s social and economic 
development through both the development of 
local infrastructure to meet first-world standards 
and the generation of employment. It contributes to 
the overall development of the country through an 
assortment of projects and operations at national 
and regional levels. For instance, the construction 
of the Mbadlane Highway, KMIII, and ICC has 
contributed to significant job creation in the past 
years and upgraded the country’s infrastructure. 
However, the construction industry was one of the 
hardest hit by COVID–19 which slowed demand 
and delayed or deferred project implementation. 
According to the Central Bank Annual Report 
(2020) the sector has experienced a decrease in 
performance from 2019 (CBE, 2020).

Construction industry activities in Eswatini span over 
several subsectors including building construction 
(residential and commercial), road infrastructure, 

architecture, and industrial construction. National 
infrastructure development projects have been the 
foundation for generating employment for skilled 
and semi-skilled labour in the sector, contributing 
to curbing the high rates of unemployment. The 
GoE has played a pivotal role in generating the 
largest employer in the sector, tendering processes 
and contracting through the Micro Projects Unit. 
To illustrate, the Construction Industry Council 
(CIC) Strategic Plan 2021–2024 reports that in the 
2021 financial year, construction projects totaled 
184, of which 87% were government projects and 
13% private-owned projects. A total of 86% of 
these projects were delivered by local contractors. 
However, studies show that the majority of local 
contractors lack adequate skills and capital to take 
on large projects and implement high industry 
standards despite their increased participation in 
construction work.

Generally, the construction industry in Eswatini is 
characterised by small and medium enterprises 
which form 65% of the companies in the industry, 
according to the CIC Skills Gap Analysis Report. 
According to the FinScope MSME Report (FinMark, 
2017), the construction sector forms 1% of the MSME 
sector in Eswatini and, as of 2020, contributes 2.6% 
to the country’s GDP (CSO, 2020). 
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Big firms in the construction sector include 
international companies such as Inyatsi Construction 
and Stefanutti Stocks, whereas other big companies 
are the Mbhilibhi Construction Group, Dan & Don 
(Pty, Ltd), and Ant Construction.  The majority of 
companies and individual contractors in Eswatini are 
registered with the CIC and affiliated with different 
industry associations and professional groups such 
as the Council for Architects, Engineers, Surveyors 
and Allied Professionals (AESAP).

A significant proportion of large construction 
companies operate in big infrastructure projects 
such as road construction and commercial building 
projects (e.g., malls, hospitals etc.) whereas the 
majority of MSMEs are sub-contracted or provide 
services to residential construction projects. The 
MSME sector enterprises range from informally 
operating plumbers, electricians and builders/
block layers to formally registered professional 
engineering consultants, architects and building 
material suppliers who employ between 1 and 9 
people. Furthermore, MSME contractors in Eswatini 
are relatively underdeveloped, mainly constrained 
by limited access to and the high cost of capital, 
and an inadequate skill supply (CIC, 2017; Thwala 
and Mvubu, 2009). For instance, the CIC (2017) 
report documents that the sector currently lacks 
skills in project management, quantity surveying, 
steelworks, civil/structural engineering.

Nevertheless, the construction sector is still a 
considerable source of direct employment in 
Eswatini. The NDS further identifies the role of 
the construction industry in supporting sectoral 
infrastructure development activities in education, 
health, and agriculture. The implementation 
of these projects and the achievement of the 
sustainable development goals 9, 11 and 13 for the 
industry - innovation and infrastructure, sustainable 
cities and communities and climate action - will 
require varying levels of skills and specialisations. 
Therefore, this section provides an audit of the skills 
in the construction sector and provides an analysis 
of the labour market.

13.2 Labour Market Structure

The study found that skill sets were relatively low 
in the construction industry compared to other 
sectors in the economy. The sector is dominated 
by diploma and certificate occupations, compared 
to degree level qualifications in other sectors. 
Predominantly construction labour is male, with 
men occupying all levels of employment. 

Table 13.2.1 shows that the sector employs 81.2% of 
men compared to 19.5% of females; only 6% of the 
women in the sector occupy executive positions 
while 25% are in director occupations. 

These acute gender disparities are largely the result 
of the perceived gender roles in society which 
stem from the perceptions that are perpetuated 
by the dominance of the patriarchal paradigm in 
the country. Moreover, studies show that women 
tend to join traditional professions labelled as best 
suited for women from an early age. As a result, 
more targeted interventions to increase gender 
equity from as early as primary school need to be 
implemented. 

The study further found that the construction 
industry employed 1.3% of people with disabilities 
during the survey period. This is expected 
considering the physical nature of the work that 
is performed in construction. However, it renders 
the sector non-conducive to employment of this 
cohort of the country’s population. 

Table 13.2.1 shows that most people employed in 
this sector are in the 36 to 40 years age group, 
while employers prefer a younger group. The 
youngest employed people in the sector (18 to 25 
years) are employed in elementary occupations 
as general workers (24%). Most people in the 
sector hold a first stage tertiary (short or medium 
duration) qualification, compared to the minimum 
required first degree qualification. Mismatching 
qualifications are major contributors to skills 
mismatches of employees in the sector.
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Topic Indicator Value

Sectoral Absorption by Gender Total Number of Females 18.95%

Total Number of Males 81.05%

Employment Age Preferred Median Age Range 31 – 35 Years

Actual Median Employee Age 
Range 

31 – 35 Years

Sectoral Absorption by 
Nationality

Total Number of Swati Citizens 96.73%

Total Number of Foreign 
Nationals

3.27%

People Living with Disabilities Total Number of People Living 
With Disabilities

1.31%

Qualifications Minimum Qualifications 
Preferred by Employers 

First stage of tertiary 
education, 1st degree 
(medium duration)

Actual Minimum Qualifications 
Held by Employees 

First stage of tertiary 
education (short or medium 
duration)

Remuneration Median Yearly Earnings at Entry 
Level 

E108,000

Median Yearly Earnings at 
Experienced Level

E180,000

Table 13.2.1: Construction Industry profile

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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13.3 Current Skills

Most people in construction are employed in director and specialist skills/professional occupations as 
technical and operations directors or artisans, draughtsman and quantity surveyors. Most employees in the 
sector are directors or owners of their companies, hence, holding the position of director or chief executive 
officer. Consistent with other studies, this is explained by the fact that several companies in the sector 
are MSMEs largely operated by the owners of the business and an assistant or less than 10 employees.  
Table 13.3.1 shows that several women occupy administrative roles in the construction industry, while, more 
sophisticated jobs like project designers, estimators, and interior architects are quite underrepresented by 
women in the sector. This may relate to the low level of development and the complexity of current labour 
in the construction sector.

Level SKILLS Females Males

Executive Civil/electrical engineering, fabrication/construction 
engineer, cost management and administration, 
MBA

0 15

Finance 1 0

Director/HOD MBA with project management, technical skills, 
mechanical engineering, civil/mechanical, 
architecture 

15 48

Middle management Construction, civil engineering 0 5

Human Resource management 1 0

Accounting and finance 3 2

Specialist/professional skills Electrician 0 1

Artisan - Boilermaker 0 5

Artisan - Rigger 0 1

Artisan - Welder 0 1

Draughtsman 0 3

Foreman 0 2

Interior Architect 0 1

Mechanic 0 1

Operations Supervisor 1 1

Project Designer 0 1

Project Estimator 0 1

Quantity Surveyor 2 2

General officer General Worker, no skills required 0 14

Human Resource 1 0

Personal Assistant, communication skills 1 0

Receptionist, secretarial 3 11

Safety and Health Officer 0 2

Storeman 2 1

Elementary Occupations Driver 0 6

Table 13.3.1: Employee skills (Construction and Building)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Table 13.4.1: Skills Demanded by Industry (Construction and Building)

13.4 Skills Demand

Skills demanded by employers in the construction sector are relatively higher for higher positions compared 
to lower levels. Preferred skills are largely second stage tertiary (masters and above) qualifications in any 
engineering-related field, business management and project management for executive positions. The 
majority of specialist/professional skills require a short-medium duration qualification (Table 13.4.1). These 
skills are mostly technical or vocational skills specialised for specific skill sets and requiring a level of 
experience in the field. People with medium/short duration tertiary education are obtain fewer management 
positions compared to those who hold first degrees. Hence, skills development in the sector needs to 
enable educational pathways for learners with vocational skills to upgrade their qualifications to a first 
degree or second stage tertiary degree.

Occupation level Preferred Qualification Preferred Specialisation

Executive Second stage tertiary 
(53%)

MSc/BSc in civil/structural/mechanical/ electrical engineering, finance 
and administration, MBA, project management

Director Tertiary fist degree 
(48%)

Project management, Engineering degree (mechanical, civil, 
electrical)

Middle 
management

Tertiary first degree 
(58%)

Degree or Diploma in marketing and management skills, human 
resource and finance and accounting 

Specialist or 
professional

Tertiary short – medium 
duration (67%)

Diploma in interior architecture, architecture, civil engineering, 
quantity surveying, mechanical engineering: steel fabrication, rigging 

General officer Post-Secondary (38%) Certificate or diploma in secretarial studies, storekeeping, 
occupational health

Elementary 
Occupations

Upper secondary (67%) Cleaning, drivers licence, heavy duty driver

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

When comparing the skills that employees have and those required it is clear that employers are moving 
away from hiring post-secondary qualifications to higher level certificates/qualifications. The specific skills 
for each position vary according to the level and profession of the employee. Grade-tested skills are most 
preferred for the specialist/professional skills, and national diplomas and degrees are more in demand than 
certificates. Moreover, there is an oversupply of first-degree academic qualifications than what is required 
by employers across all occupation levels. The emphasis on medium duration qualifications is related to the 
need for expert skills and experienced professionals in specialised fields. In addition to engineering skills, 
graduates with project management skills are more likely to get employed.

13.5 Skills Supply

The major institutions that supply skills for the construction sector are: UNESWA and the vocational 
training and skills centres - ECOT and Gwamile VOCTIM. Major programmes are offered in electrical and 
electronic engineering and building and civil construction at degree and diploma levels. The Limkokwing 
University of Technology offers programmes in architecture and interior design which is an associate 
degree qualification. Other institutions offer occupational health and health and safety programmes which 
are also used in this sector.  On average these four training institutions enroll less than 171 learners a year. 
However, UNESWA, ECOT and Gwamile VOCTIM offer 50% or less practical training in their programmes 
while Limkokwing University offers 60%. This shows that the level of the practical applicability of learning 
material may differ by institution, despite the importance of such skills for graduates in the workplace.  
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Given the type of skill and level of qualification 
required by employers in Eswatini, the study found 
that tertiary training institutions provided the 
required skills in electrical and civil engineering. 
However, the level of qualification was mostly 
the diploma, which might affect the leaner’s 
progression in the workplace, as most employers 
preferred degree and master’s level qualifications 
for higher positions (first stage (first degree) and 
second stage tertiary education). 

Stakeholder engagements indicated that there 
was a gap in the mechanism of engagement and 
the intensity of private sector involvement in 
programme or curriculum review. Most companies 
stated that they were engaged during internship 
programmes where they offer advice to tertiary 
institutions through internship reports. However, 
this may not be sufficient to inform programme 
improvement and the timeliness of executing 
recommendations may be affected by a several 
challenges. 

For example, both tertiary institutions and ESHEC 
pointed out the inadequacy of the implementation 
of the curriculum review processes in most 
institutions. Such processes are highly affected by 
the availability of specialist skills and the cost of 
implementing new and upgraded programmes.

Therefore, it is not surprising that a significant 
proportion of graduates hold certificate and diploma 
qualifications (73%) and only 27% have degree 
qualifications in civil engineering and electrical and 
electronic engineering. The Graduate Tracer Survey 
shows that most graduates are unemployed, 
and the difference between employed and self-
employed graduates is just 1.5%. This shows that 
an equal number of graduates are willing to create 
jobs as those who are looking for white-collar jobs. 
Figure 13.5.1 shows that 24.6% of graduates are 
employed and 23.1% are self-employed. Graduates 
involved in businesses (67%) operate in businesses 
that are aligned with their qualifications.

  Source: ESEPARC, Using National Skills Audit Graduate/Tracer Survey Data (2021)

Figure 13.5.1: Employment status and employment transition of graduates (Construction and Building)

Further analysis of the Graduate Tracer Survey in Figure 13.5.1 shows that about 20% of the graduates in the 
construction sector get employed right after their training. A significant proportion (44%) are employed 
between 1 and 6 months thereafter whereas another large group (25%) may take between 1 and 2 years 
to acquire employment. Those who are employed mostly work for the private sector (81%) in informal 
employment where they are employed in specialist/professional occupations.
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Figure 13.6.1: Employment status and employment transition of graduates (Construction and Building)

However, most employers, and graduates point 
out that they lack entrepreneurial and working 
environment exposure/familiarity with the job 
when they become employed. This is a challenge 
for graduates because of the inadequate practical 
experience or application of their training. A 
significant proportion of graduates also lack 
negotiation skills when they are employed. This calls 
for the diversification of learning to include soft 
skills in the training programmes. The proportion 
of practical to theoretical learning in construction 
industry jobs, must be reviewed as more practise 
and problem-solving skills are obviously required.

13.6 Skills Gaps

The findings highlight that most employees in the 
construction industry hold the right skills for their 
jobs. Despite the availability of adequate skills in 
the construction industry, the sector experiences 
shortages, (13%), gaps (22%) and mismatches (8%) 
at different occupational levels (Figure 13.6.1).  

Shortages

The skills shortages are prevalent in director, middle 
management and executive occupations.  This may 
be related to the low levels of continuing vocational 
education and professional development in the 
construction industry. 

A lack of recognition of prior learning and career 
pathways to enable vocational diploma or certificate 
holders to acquire degree qualifications (preferred 
by employers at management level) inhibits career 
progression and development in the construction 
industry, thus creating skills shortages. 

Mismatches

Mismatches in the construction industry 
are observed equally in director and middle 
management positions.

Gaps
The leading causes of skill gaps in the construction 
industry result from lack of experience (40%) 
and the poor technical/practical skills (30%) of 
employees. This implies that employed graduates 
lack the necessary exposure and experience to 
industry related work, and tertiary institutions are 
failing to produce the right skilled candidates with 
sufficient technical competencies. Additionally, the 
lack of specialisations (29%) and expert industry 
skills exacerbate the skill gaps in the industry. As 
such, expatriates employed in the construction 
sector largely occupy executive positions as 
directors or partners in the businesses.

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Further analysis of the gaps in the construction sector shows that 30 vacant 
positions exist at different occupational levels. Occupations with vacant posts are 
the artisan, directors, foremen, quantity surveyors and general workers positions. 
Eswatini has a weak supply of the skills such as those of boilermakers. These 
skills are also difficult for employers to fill. Most of the jobs that are difficult to 
fill are boilermakers, interior architects, civil engineers and mechanical engineers 
with knowledge of steel and fabrication. Table 13.6.1 shows some of the scarce 
skills in the construction industry. 

Artisan – Boilermaker Project Designer

Artisan – Rigger  Occupation Health/Industry Hygiene 

Artisan – Welder  Project Management

 Civil Engineering Quantity Survey

Mechanical Engineering – Major Steel 
Fabrication

Project Estimator

Storeman Storekeeping

 Interior Architecture/  Architect Rigging

Manual labour

13.7 Future/Emerging Skills

Sustainable development goals advocate for the development of innovative and 
sustainable infrastructure through efforts to establish green buildings and cities. 
This calls for efficient use of energy, environmentally friendly building material 
and the introduction of climate-smart building technology. The green agenda 
cuts across all sectors including infrastructure development and will have an 
impact on the relevant skills and competencies of professionals in the sector. 

Newer skills to understand building material, environmental standards and 
building technology such as solar installation will be required of employees. The 
acquisition of newer skills will ensure that Eswatini’s infrastructure meets national 
and international environmental standards, while efficient and sustainable 
structures will be constructed. Moreover, infrastructure development nowadays 
requires experts that will introduce innovative designs and processes to increase 
productivity, meet the low/zero carbon requirements and adopt relevant 
technologies to satisfy industry regulations. However, these skills are currently 
scarce to find in the local market and have led to the importation of skills from 
South Africa and other countries to support big national projects requiring such 
knowledge. Table 13.7.1 provides a summary of the construction industry’s future 
skills needs.

Civil and structural engineering
Electrical engineering
Mechanical engineering
Industrial automation
Builders
Data science
Architecture 
Process control 
Renewable energy courses, 

Energy efficiency management systems

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Table 13.6.1 Scarce skills (Construction and Building)

Table 13.7.1: Future skills needs in the next 3 to 5 years (Construction and Building)
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Responding companies in the sector pointed out that industrial automation, data science, process 
control, renewable energy courses, and energy efficiency management systems will be crucial 
skills in Eswatini’s construction industry going forward. However, the study highlighted that access 
to credit or finance is a major deterrent to the growth of the sector and its ability to become 
more sophisticated. Nevertheless, employers acknowledge that their skills demand will continue 
to grow. 

Moreover, 80.5% of the positions in this sector will not be automated in the next 3 to 5 years, and 
therefore, will continue to require manual labour to carry out the job. The National Skills Audit 
also found that Eswatini’s construction sector would therefore generate employment in the next 
3 to 5 years. Figure 13.7.1 shows the distribution of the jobs that will be created by the companies 
surveyed in this sector. Employment opportunities include jobs for architects, engineers and 
occupational health professionals; to be specific ten jobs will be created for civil engineers, 10 for 
manual labour and 25 for artisan-welders. 

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)

Figure 13.7.1: Future industry skills needs in Construction Industry

It is important to also note that the changing nature of work in the sector will create more 
opportunities for sufficiently skilled regulators in the construction industry, environmental and 
occupational health professionals and the majority of executive positions will require project 
management skills.

13.8 Conclusion

The labour market structure of the construction industry depicts the sector as comprised of a 
great proportion of director and specialist/professional occupations. The analysis shows that 
the sector is dominated by male employees who occupy more decision-making positions than 
women do.  For instance, 94% of executive positions are filled by males and 6% by females. The 
most prominent positions in the sector are sector specific skills in civil, mechanical, electrical and 
electronic engineering. In addition, architectural skills and quantity surveyors are some of the skills 
held by employees. Women occupy mostly administrative positions in HRM and accounting. 

The majority of employers prefer second stage and first degree qualifications for most executive 
jobs whereas the first-degree qualification is the most preferred for other positions. Nevertheless, 
persistent gaps in the skills supplied by institutions and those required by companies are noted. 
Most gaps, shortages and mismatches result from the lack of technical/practical skills and the lack 
of adequate experience to do the job. However, future skills development requires engineers and 
field specialists to take advantage of the opportunities in the green economy, and zero carbon 
emissions agenda and adopt the right technologies to satisfy various environmental and building 
standards. 
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13.9 Recommendations

• Improve the accreditation of vocational skills to 
enable the recognition of skills.

• Introduce new skills in the sector to ensure 
relevance and that industry specific 
requirements are met by graduates.

• Upgrade vocational qualifications from short-
medium duration to first degree qualifications 
and master’s level while increasing the period 
of work exposure and the practical training 
component.

• Intensify practical/technical skill development 
in all TVET programmes.

• Invest in the skills of the existing workforce to 
ensure that they are prepared for the challenges 
ahead.

• Introduce reskilling and upskilling programmes 
for all employees to improve their knowledge 
of relevant industry developments and 
technologies.

• Improve managerial capacities and business 
administration skills of construction industry 
workers, as a majority are small and 
microenterprises.

• Training institutions should strengthen 
curriculum review processes and industry 
involvement in curriculum development.

• Strengthen entrepreneurial training and soft skill 
development in construction industry-related 
fields to support the development of confident, 
well skilled, and innovative entrepreneurs in the 
sector.
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Other 
Services

14

14.1 Introduction

Other sectors in the economy support social 
and economic activities outside of the industries 
discussed in the preceding sections.  These 
industries include a myriad of economic activities 
such as Other Service Activities, Administrative 
and Support Service Activities, Hairdressing Salons, 
Beauty Parlours, Human Health and Social Work; 
Public Administration and Household Services 
(cleaning, laundry, etc.) and Real Estate Activities. 
Survey data from the aforementioned sectors 
were not enough to reach conclusions about the 
respective sectors individually. In terms of sector 
representation and response rates, the number of 
survey respondents in these industries was barely 
representative of the size of the sector. However, 
this section provides a summary of the observed 
trends in each industry. 

The importance of the service sectors as individual 
sectors cannot be overlooked. The role of the 
Human Health and Social Work Sector in human 
capital formation, for instance, is crucial as health 
and development are inextricably linked (GoE, 
2016a). Only healthy people can work efficiently and 
with full potential in a manner that can contribute 
towards the development of the country. Thus, the 
availability of adequate health care services is one 
of the fundamental requirements for improving not 
only the standards of living and welfare of people 
but also national economic growth. 

The Public Administration and Household Services 
Sector is a service sector that provides services 
such as interior cleaning, trash disposal, and laundry 
as well as a combination of other related services 
to support operations within a client’s facility. Jobs 
commonly classified under the administrative 
and support activities sector include domestic 
work, security, office support activities such as 
printing/photocopying shops, collection agencies, 
employment placement agencies, etc. Activities 
classified in this sector provide operating staff 
to carry out these support activities, but are not 
involved with or responsible for the core business 
or activities of the business or organisation.
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The Real Estate Sector is also considered an important support sector. The 
buying, selling and renting of commercial and residential properties or land in 
the country are closely linked and provide support to mostly the agriculture, 
forestry, and fishing, manufacturing, and construction activities. The Real 
Estate Sector includes the leasing of commercial property, such as shopping 
malls, office parks, or other spaces used for business. The residential sector 
consists of home leasing. Industrial real estate is the leasing of manufacturing 
and production property such as factories, plants, and warehouses. 
Companies involved in real estate in Eswatini are Pam Golding, VJR, Remax, 
and Ncedze. This sector has seen a boom in construction activities in recent 
years - both on title deed land and Eswatini nation land and has contributed 
to the growth of the construction industry.

14.2 Labour Market Structure
and Summary of Skills Gaps

The general labour market structure in the sectors in this section varies 
according to industry. Table 14.2.1 shows that public administration and 
household services require the lowest level of qualification in hygiene 
and soft skills such as communication and numeracy. Most respondents 
in the sector were household service activities. At higher qualification 
levels an understanding of accounting may be an additional requirement 
by employers, however, people employed in these positions have lower 
secondary qualifications.  

When it comes to the supply of these skills, there is no formal training 
required to undertake this type of employment, however, knowledge of the 
basics of hygienic practices, decency, and interpersonal skills is beneficial for 
potential employees. Most training on the fundamentals of work etiquette, 
cleanliness, behaviour and job requirements in this sector would therefore 
be provided on the job by big cleaning companies or respective employers. 
Currently, no skills deficiencies are observed in this sector.

The health and social work sector - underrepresented in the survey - is 
also considered an important sector to Eswatini’s social and economic 
development. However, results from the sector show that employers in the 
industry (37%) require a minimum first stage tertiary qualification (first 
degree). Companies (21%) are also interested in second stage tertiary 
education. 

Skills that are growing in demand in the health sector are health economics, 
statistics and public health. Such skills are also important to support the 
development of policy and decision making for the country’s health sector. 
Moreover, professionals with these skills are important for health insurance 
companies and pharmaceutical manufacturing; understanding and predicting 
the behaviour of the health care market and functioning of health systems 
to inform public health practice, are also important skills. The study found 
that most companies in the sector also required community development 
and social development skills, business management, social work and more 
specific skills in optometry, physiotherapy, certified prosthetist, Bachelor of 
Medicine and Bachelor of Surgery Degrees (MBChB) etc.
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Sector Skills demand

Major Skill Deficiencies Scarce Skills Causes of Skills Deficiencies

Specialisation Qualification 
Level

Skills Supply

Human Health 
and Social Work

Health economics and 
statistics, nursing, community/
social development, business 
management, physio/
occupational therapy, Certified 
Prosthetist/Orthotist (CPO), 
MBChB, Industrial sociology, 
public health, social work

Tertiary (1st 
degree) 

(37%)

Eswatini Christian 
Medical University, 
SANU, UNESWA, IDM, 
Good Shepherd offer 
programmes in health 
science and nursing.

Specialists/professional 
and general officer 
occupations experience 
the largest gaps, 
shortages, and 
mismatches. 

CBR Technician, 
Community development, 
M& E, Economist/
statistician, public health 
experts, optometry, 
therapy (physio/
occupational). Dental 
therapy, Prosthetist/
Orthoptist, Oncology and 
Radiography, palliative 
care

Highly specialized sector that 
requires expertise and training 
institutions not providing the 
required expertise, inadequate work 
experience and level of education 
not matching the required level

Other Service 
Activities

Administration, Communication, 
IT, Financial, Peoples Skills, 
beauty therapist, business 
management, marketing, 
theology

Tertiary (1st 
degree) 

(47%)

SANU, AMADI, 
IDM, Bradford 
University College, 
Mananga College 
offer programmes in 
theology, business 
management and 
accounting/finance

Leadership positions 
(executive, director) have 
the highest deficiencies, 
and overall the sector has 
a lot of mismatches than 
other deficiencies

Economics and statistics, 
theology, permaculture, 
agronomy, Psycho-Social 
Support Certificate or ECD 
certificate

Lack of work experience, company/
organisation does not pay enough, 
candidates that apply for the job 
have to be retrained to meet the 
demands of the job

Public 
Administration 
and Household 
Services 
(cleaning, 
laundry, etc.)

Accountant, hygiene, 
communication skills 

Lower 
secondary level 
(36%)

- No gaps, shortages, mismatches

Activities of 
extraterritorial 
organizations 
and bodies

Advocacy & Human Rights, 
agribusiness management, 
rural development finance, 
B.com, Counselling training 
/ Restorative Justice, 
development studies, statistics, 
IT, social work, environmental 
health

Tertiary (1st 
degree) 

(49%)

UNESWA offers 
agribusiness courses, 
environmental health, 
statistics

Management positions 
have deficiencies 
(executive, director, middle 
management occupations)

Project manager, 
community caregiver, 
permaculture, business 
development, statistics, 
agronomy, development 
studies

Company/organisation does not pay 
enough, candidates that apply for 
the job have to be retrained to meet 
the demands of the job

Real Estate 
Activities

Residential and Commercial 
Valuator, Accounting and 
Secretarial Studies, Plumbing, 
Painting, Electrician and 
General Repairing

Second stage 
of tertiary 
education (40%)

ECOT, VOCTIM, BSA 
offer construction 
related skills, and 
AMADI, IDM, Botho 
University offer 
accounting

Executive positions have 
skill deficiencies in this 
sector

Professional Valuator Skilled workers in niche fields 
reaching retirement, tertiary 
institutions not providing the 
relevant skills for industry needs

Source: ESEPARC, Using National Skills Audit Industry and Training Institution Survey Data (2021)

Table 14.2.1: Other Services Sector summary



137

Major skill gaps in the health and social work sector 
are observed with specialist/professional and 
general officer occupations. The specific scarce 
skills in the sector are monitoring and evaluation 
officers, health economists, technicians and public 
health experts; the major cause for these skills 
deficiencies is an inadequate supply of skills from 
local tertiary institutions. The mismatch of skills 
is also a major cause of skills deficiencies in the 
country as the qualifications of graduates do not 
match their job-specific responsibilities. 

Most of the skills supplied by local tertiary 
institutions are in nursing science. The EMCU offers 
a variety of programmes in psychology, social 
work, radiography, and pharmacy at degree level. 
Good Shepherd and SANU are the only institutions 
that offer diploma level qualifications in nursing. 
IDM offers other health programmes such as 
community development and environmental health. 
Programmes offered in other tertiary institutions 
are occupational health, health and safety and 
health information management. 

The major challenges in the arts, entertainment, and 
recreation industry, are low pay and unstructured 
wages. This is exacerbated by the historically 
slow growth and development of this industry, 
and this affects the overall performance and job 
creation in the sector. Table 4.11.2.1 demonstrates 
that the majority of skills gaps result from the lack 
of interest in the sector because the low wages 
offered. Moreover, the undersupply of skills in 
the sector is a major problem. The Limkokwing 
University of Technology is the only institution in 
the country that caters for the diversity of skills 
required in this sector. Such skills are sound and 
music, design and innovation, creative multimedia, 
and communication and media.  

Skills in arts and culture development are also 
required by employers in the sector and skills in brand 
development, copyright, music production, audio 
engineering and sound design are fundamental. 
Employers prefer the first stage of tertiary (short 
or medium duration) qualifications which may 
be a diploma or certificate qualification in these 
specialisations. Generally, government support for 
this sector requires a massive investment approach 
and must reach beyond skills development, towards 
infrastructure and facilities that will enable young 
entrepreneurs to nurture their skills, showcase their 
talents and develop businesses from their skills.
The nature of the entertainment industry is 
dependent on the skills of individuals and their 

passions, thus, well-equipped and well-managed 
national creative centres/multimedia houses 
that will allow individuals to commercialise their 
skill sets are required. However, more intensive 
approaches to creating an entrepreneurial mindset 
are fundamental for people involved in this industry, 
especially the arts.
Other service activities mostly require financial 
and administrative competencies, largely for the 
management of business operations, accounting 
and communication.  Some companies in this 
sector are youth/child care centres therefore 
require certificates in psycho-social support or 
early childhood care and development (ECD) 
qualifications are needed. Most of the companies 
in this sector are small organisations that do not 
pay competitive salaries and, thus, lose most of 
their skilled personnel to better-paying institutions. 
Moreover, it is also likely that jobs in these 
organisations are temporary/project based, which 
may result in skills gaps for higher qualification jobs 
such as economists, permaculture and agronomy 
experts.  Activities of extraterritorial organisations 
and bodies also face similar challenges with skill 
deficiencies in the sector. 

A significant proportion of employers require first 
stage (first degree) qualifications, however, the 
majority of employees who apply for these jobs 
need to be retrained to meet the demands of 
the job. Therefore, this industry faces major skill 
deficiencies, especially in leadership positions.  Most 
of the skills required by activities of extraterritorial 
organisations and bodies support NGOs. Most 
NGOs in Eswatini require skills in advocacy and 
human rights, agribusiness management, rural 
development, counselling, development studies 
and restorative justice (bachelor’s degree level 
or equivalent qualification). The majority of gaps 
in this sector are observed in occupations that 
require agriculture business development support, 
permaculture, agronomy, statistics and project 
management.   This indicates the project-based 
demand of skills required by NGOs.  

When it comes to skills supply however, most 
tertiary institutions in the country do not produce 
advocacy and policy/development studies. Thus, 
graduates with such qualifications obtain their 
qualifications outside the country. However, there 
is an oversupply of general business management 
skills but not business skills. UNESWA produces 
agriculture-based skills. Even though UNESWA 
supplies agriculture skills alignment or these 
programmes, industry needs and current 
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developments in the sector are cause for concern. 
Most tertiary institutions do not provide agricultural skills because of the 
vocational nature of such skills and requirements for land, equipment and 
machinery. Most institutions stated that skills development for this sector is 
therefore expensive, hence, they cannot afford to offer these programmes. 
This is a major concern for the country as it relies heavily on the agriculture 
sector. Training and skills development could consider localising training and 
adapting agricultural practices within the country. This can be application-
based to support the growth of the agriculture sector. Training institutions 
might consider different methodologies of structuring agriculture programmes 
such that they are field/practical-based by partnering with agri-communities 
and companies for access to land.

The Real Estate Sector largely requires skills supported by other sectors of 
the economy, mostly the construction and financial sectors. Most of the skills 
in this sector relate to competencies in finance or building. For instance, the 
skills demanded by companies in the sector are residential and commercial 
valuators, accounting and secretarial skills and construction-based skills 
(plumbing, painting, electrical). Most of these skills are produced in local TVET 
institutions including Gwamile VOCTIM, ECOT and BSA Training Centre. The 
prime causes of skills gaps in real estate are that the skilled workers are close 
to retirement and an inadequate supply of skills from tertiary institutions. Even 
though a qualification may not be required to be a real estate agent, people in 
this field need marketing, business and a basic understanding of the property 
industry in the country.

14.3 Summary of Key Findings

This section provided an overview of the skills supply, demand, and deficiencies 
in support industries. These sectors had a low response rate; hence, conclusive 
observations may not sufficiently represent the picture on the ground. 
However, the level of information provided in this section gives a picture of the 
current status quo. Industries represented in this section are: Other Service 
Activities, Administrative and Support Service Activities, Hairdressing Salons 
and Beauty Parlours, Human Health and Social Work, Public Administration 
and Household Services (cleaning, laundry, etc.) and Real Estate Activities. 
The study found that there was an undersupply of leadership (executive, 
director, middle management) occupations in the sectors analysed in this 
section. In the health sector, most of the specialist/professional occupations 
and general officer positions have skill deficiencies. The deficiencies observed in 
the health sector are in health economists/statisticians, optometry, community 
development and monitoring and evaluation. Sector-specific skills in arts, 
entertainment and recreation and the NGO sector are also undersupplied. 
Some of the skills with deficiencies in arts, entertainment and recreation are 
sound engineering, arts and drama and archiving; digital marketing, design, 
brand development and sound design skills are in demand.

Common skills in business management and accounting are sufficiently 
provided in all sectors. A major concern in these sectors is the low wages and 
this has resulted in the observed gaps and the need to retrain graduates once 
they are employed. This shows that while some skills are produced locally, 
graduates’ qualifications do not match the skills demanded by the jobs.
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Cross-cutting Issues

15

15.1 Industry Participation in Skills Development

Given the shortfalls in Eswatini’s education system to meet industry needs, more companies are getting 
involved in skills development and training through the provision of internship and apprenticeship 
opportunities. At least (56%) of the surveyed companies in the country offer paid 3-12 week long student 
(50%) and graduate internships (36%), while 6.8% offer job shadowing or volunteering opportunities. 
More than a recruitment opportunity companies are providing internship opportunities as a desire to 
expose learners to a working environment and provide them with practical experience. Figure 15.1.1 shows 
that only 12% of the surveyed companies provide internship opportunities with the intention to hire the skill 
or develop a future employment pool. This is not surprising as more companies 85.8% stated that they do 
not have challenges in filling vacant positions, and use internal hiring processes 45.76% to hire. This signals 
a structural challenge of the skills development dogma- as it shows that Eswatini’s industrial base is very 
thin, there is a lot of skill recycling and fewer opportunities for new industry entrants.

Even though companies may not immediately 
hire interns they still have vacant occupations 
in more specialized positions and management 
posts. Out of the surveyed companies, there 
were 522 vacant posts during the survey period. 
Figure 15.1.2 shows that most positions in the 
wholesale and retail sector (40%) were vacant, 
followed by public administration and defense 
and the manufacturing sector. Vacant posts in 
manufacturing were technicians, mechanical 
engineers and computer scientists, while 
wholesale and retail had no product distributors 
and branch managers. 

Figure 15.1.1: Industry reasons for recruiting interns

Source: ESEPARC, Using National Skills Audit Industry Survey Data (2021)
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Figure 15.1.2: Percentage of vacant posts by industry

Source: ESEPARC, Using National Skills Audit Industry and Training Institution Survey Data (2021)

Source: ESEPARC, Using National Skills Audit Industry and Training Institution Survey Data (2021)

The study finds that locally trained graduates meet the basic employment 
requirements in companies and have the appropriate skills for the job (67%), 
however, they lack industry relevant and specific skills, experience and mostly 
soft skills such as communication. Figure 15.1.3 shows some of the skills 
graduates lack in the work place. This may contribute to the reasons some 
companies may not immediately hire graduates after an internship.

Figure 15.1.3: Skills that graduates lack



141

15.2 The Capacity of local training institutions

Table 15.2.1 shows that most lecturers in Eswatini’s training institutions are well-qualified in terms of the level 
of education required to teach in training institutions. However, the level of education of most lecturers is 
at the master’s level, which discourages the introduction of higher learning programmes at master’s and 
PhD levels across the sector. This has resulted in an oversupply of diploma and certificate qualifications in 
most sectors of the economy and a lack of specialisation in skills supply. As such, local training institutions 
must encourage more professorships and PhD opportunities across different fields of study to significantly 
improve the quality and standard of the skills produced by tertiary institutions. Improving the capacity and 
performance of lecturers - through PhD programmes or introducing performance-based measurement 
to reward and encourage skills upgrading, research and field expert skills development - will lead to an 
improved education system and a more superior skills quality.

Post-secondary, non-
tertiary education

First stage of tertiary 
education (short or 
medium duration)

First stage of 
tertiary (1st degree)

Second stage of tertiary 
education

College 0 1 4 38

TVET 1 0 5 7

University 0 0 3 25

Source: ESEPARC, Using National Training Institution Survey Data (2021)

Table 15.2.1: Qualifications of lecturers in academic institutions

The mechanisms and systems used to review course 
content and curricula need to be improved. ESHEC 
needs to strengthen programme review processes 
and introduce monitoring and evaluation systems 
to assess academic institutions on programme 
reviews. The study found that while most training 
institutions reviewed their curriculum, review 
processes were not clear and had not led to 
significant changes in curriculum content. This 
was evident in the fact that 77.4% of the surveyed 
companies did not engage with training institutions 
to inform curriculum content. About 68% of 
companies were not involved in giving feedback on 
the quality of skills produced by training institutions. 

Even though all tertiary institutions stated that 
they engage with industry regularly to improve 
course content and curricula, a significant 
proportion of engagements centre largely around 
partnership in projects, internship/apprenticeship 
programmes, responding to questionnaires (tracer 
surveys), participation in workshops/seminars and 
presentations. 

This has not been instrumental in enhancing skills 
development in the country or improving skills 
development outputs to respond to industry 
needs or Eswatini’s development challenges. Some 
companies stated that they did not engage with 
training institutions because of their small size 
and feedback from smaller companies was not 
considered.

The major factors inhibiting the ability of academic 
institutions to respond to industry needs are the 
lack of feedback mechanisms, the lack of finances 
to implement changes, excessively expensive 
curriculum review processes and extremely 
expensive upgrading of equipment and machinery, 
especially in vocational training. The consensus 
between training institutions and industry is that, if 
the right systems and opportunities are put in place, 
training institutions will be responsive to industry 
needs and curriculum content engagement. Table 
15.2.2 shows some of the proposed solutions to 
close the gaps between tertiary institutions and 
industry.
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Table 15.2.2: Proposed solutions to close the gap between tertiary institutions and industry engagement

• Digital feedback platforms
• Surveys between industry and higher training education institutions
• Establishment of a structured National Skills Body
• National Statistical Development Strategy with National Statistical System in place
• Annual stakeholder dialogues
• Rigid Curricula and institutions

Source: ESEPARC, Using National Training Institution Survey Data (2021)

 

When asked if some of the future skills needed in the industry were met by local institutions, 95.3% 
of companies said that tertiary institutions were not responsive to industry needs. Currently 51% of 
the companies/organisations mentioned that there was no supply, of future skills; 34% said there 
was a low supply of some skills 16% said there was a medium supply. This could mean that some 
current skills may be non-existent in three to five years. Some of the skills that will continue to 
be in demand are ICT, engineering and management skills. Figure 15.2.1 summarises the views of 
employers on the skills that training institutions should continue to provide. Other specific skills are 
hospitality management, chef and cooking courses in tourism, agriculture, forensic investigation, 
risk assessment, tax returns loan and bond classes in public administration and defense.

Figure 15.2.1: Skills that learning institutions should continue to provide to the labour market

The triple helix model of innovation advocates the strengthening of the collaborative relationship 
between government, academia and industry to improve innovation and social and economic 
development outcomes. Therefore, that deliberate efforts at national and institutional levels 
must be made to create a sustainable relationship between government, industry and training 
institutions. However, strengthening academic institutions requires the adoption of more proactive 
approaches from both training institutions and the GoE (through ESHEC, MICT and MoLSS).

Source: ESEPARC, Using National Training Institution Survey Data (2021)
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15.3 The Capacity of local training institutions

Most graduates in the country have completed their training in education and training, business 
administration and ICT (Figure 15.3.1). This is not surprising as the sectoral analysis shows that all three 
sectors have an oversupply of training programmes in these fields and enrolment rates are high. This shows 
a saturation of skills in these sectors, unfortunately, these basic skills are no longer required by industry. 
Hence, training institutions offering these programmes need to review and improve course content to meet 
industry demand for more specialised training.

Figure 15.3.1 Graduates area of specialisation

Source: ESEPARC, Using National Training Institution Survey Data (2021)

Table 15.3.1 shows that most graduates are funded either through government scholarships (61%) or self- 
funding (36.8%).  The Funding provision is skewed towards the government and shows that the GoE is a 
major player in the economy, in both the provision and absorption of skills, and as a significant provider of 
formal employment. This is a negative development trajectory for the country and contributes to stifling 
growth. On the other hand, the provision of scholarships may be a determining factor in the programmes 
selected by graduates in tertiary institutions and, thus, the government may leverage the scholarship 
programme to determine and direct the country’s development agenda through skills development. By 
clearly articulating and targeting scholarship provision to Eswatini’s development needs, the scholarship 
programme can play a fundamental role in social and economic development.

% Percentage of Graduates
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How did you pay for your education? Frequency Percent

Government scholarship/funding 1305 61.0%

Self-funded 787 36.8%

International scholarship 10 0.5%

Funded by a local company/private institution 5 0.2%

Self-funded plus government 27 1.3%

Self-funded plus grant 4 0.2%

Table 15.3.1: Graduate funding

  Source: ESEPARC, Using National Skills Audit Graduate/Tracer Survey Data (2021)

Unclear skills development is a barrier to economic growth because the study 
showed that this investment was lost as the levels of graduate unemployment 
in the country were high. Figure 15.3.2 shows that 50% of trained graduates 
are unemployed. Those who are working are employed in contract-based 
employment in general officer (30.8%) and elementary occupations (42.3%). 
Hence, they are still not able to contribute back to the scholarship funding 
system. Most graduates are employed as merchandisers, sales representatives 
and as assistants (in finance, shops etc.). Even though most graduates are 
unemployed (50.09%), 73.6% state that they received a good or very good 
education in the country. This is a major problem in terms of understanding 
the quality, relevance and standard of education offered in the country.

Figure 15.3.2: Employment status of graduates

  Source: ESEPARC, Using National Skills Audit Graduate/Tracer Survey Data (2021)

Slow economic growth, skills gaps and slow industrialisation are evidence of 
a lower than standard education system. Yet, continued funding of students 
in underperforming training institutions will affect the sustainability of 
government-funded scholarships. Thus, while funding education is a public 
good, performance measurements could be introduced in institutions 
especially public institutions that will host government funded students. 
Programmes should only be funded if they meet the quality, standard and 
relevance needed to meet the country’s development goals.
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Conclusion

16

The purpose of this study was to conduct a 
national audit of the skills within Eswatini’s labour 
market to provide valuable insights that would 
help reposition the country to close the gap 
between the skills demanded by the economy and 
the skills supplied by the education and training 
system. Eswatini’s unemployment (23%) and 
youth unemployment (47.4%) problem has mostly 
been attributed to mismatches and shortages of 
skills and competencies. Thus, addressing these 
issues will allow for the efficient HR planning and 
development that the country needs to meet 
its development agenda. The study specifically 
identified and analysed the following: the present 
skill sets and skills deficits in Eswatini, the current 
skills needs of industry, the causes of skills gaps, 
shortages and mismatches in the labour market 
and key occupations and skills requirements for 
future industry needs.

The study confirmed that most of the country’s 
business activity takes place within the Manzini and 
Hhohho regions, with Manzini being home to 46.3% 
of the surveyed companies and establishments and 
Hhohho 48.4%. The bulk of the respondents were 
also private sector companies and establishments 
in the Manzini region. The National Skills Audit also 
found that the manufacturing sector, retail, finance 
and insurance industries were the major employers 
in the country. These results are similar to the 
employment structure described in the Labour 
Force Survey of 2021. 

Generally, a larger proportion of the population 
participates in private sector employment, with 
more than 70% of the occupations listed falling in 
the private sector. Only 3% of the people employed 
in the different sectors of the economy are not 
emaSwati. However, the majority of expatriates are 
found in management positions, with more than 
70% occupying the positions of directors or CEOs. 
This is not surprising as the study found that the 
majority of these positions were either occupied 
by the owners of the businesses, investors or 
multinational companies with a partner or group 
CEO who was not liswati. A key finding of the study 
is that about 14% of specialist or professional skills 
are imported because of the absence of adequate 
skills and experience in the country. 

The National Skills Audit found that Eswatini’s 
expatriates were largely from Zimbabwe, a few 
from Taiwan and some from South Africa and 
other African countries. A small proportion came 
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from countries outside Africa.  Furthermore, the 
National Skills Audit revealed that the majority 
of the country’s personnel possess elementary 
skills, especially in agriculture, manufacturing and 
tourism/hospitality, while employees in the ICT 
sector tend to have relatively higher level skills. 
The study found that within the present skill sets, 
almost half of the workforce (48.4%) made up of 
elementary or general labour type occupations. 
Only 9.9% were specialist or professional skills, while 
15.2% were middle management and 16.6% general 
officers. These skills included drivers, security 
guards, factory workers shop assistants etc. Only 
a minute percentage of employees had technical 
skills. The Research and Development Survey 
(2017) validates the undersupply of technical skills 
in the country, yet these skills are important for 
the growth of manufacturing and industrialisation 
activities.

According to the findings, the companies or 
establishments that fall under the PSTA industry 
mostly prefer employees who hold the second 
stage of tertiary education level. On the other 
hand, the agriculture, forestry, and fishing industry 
companies that took part in the audit engage in 
activities that mostly only require their employees 
to hold a primary level of education. The majority 
of skills employed in the industry are degree level 
occupations with some master’s qualifications in 
higher positions and more industry-specific or 
specialised skills in middle management and HOD 
positions. 

In most of the sectors, the country needs a 
workforce – currently in low supply - with skills and 
educational qualifications on par with international 
standards and technological development. 
However, there are opportunities for Eswatini to 
take advantage of regional industrialisation and 
national policies that seek to advance industrial 
development, in MSMEs significant contributors 
to employment in the economy. Sectors such 
as agriculture, manufacturing and ICT have the 
potential to create more employment opportunities 
and absorb a significant proportion of TVET skills 
in the country.

The findings also revealed that Eswatini has made 
notable strides in the representation of people 
living with disabilities in all levels of company 
structures; however, more work still needs to be 
done to increase their employment in all levels of 
organisational structures including representation 
across all sectors.  

The National Skills Audit also showed that while 
companies could find a level of skills in the 
economy, about 272 positions remained vacant 
19% of these positions were for HODs and 36% 
for middle management. Hence education and 
training institutions need to do more to develop 
adequate skills in the economy to support industrial 
development and drive economic growth. Currently, 
an oversupply of skills in education and finance/
business administration related to the abundance 
of institutions with these programmes exists. 
The study found that most training institutions 
in the country offered a business administration 
programme and an education qualification. More 
diversity in programme offerings and course 
content is necessary for all training facilities.

Skills deficiencies - gaps, shortages and mismatches 
– are present in all three sectors (parastatals, 
private, and public). The public sector reports 
more skills gaps and mismatches than the private 
sector and parastatals, while the private sector 
reports more skills shortages. For the MSME sector, 
about 70% of surveyed institutions reported no 
gaps, shortages or mismatches, which may be 
because of the majority of respondents were small-
sized enterprises that employ between 11 and 20 
people, making it easier for them to find the skills 
they need. The major cause for skills shortages for 
many of the bigger companies (24%) was that their 
respective industries were highly specialised and 
they could not find the required expertise. Skills 
mismatches (29%) were mostly result of employers 
hiring applicants that have a different type of skill 
or qualification just so they could fill that role.

In terms of the future skills needed by industry, 
the National Skills Audit found that the companies 
and establishments that stated that they would be 
operational in the next 3 to 5 years anticipated an 
increase (71.7%) in the need for new skills; however, 
they also reported that the current graduates did 
not have the skills that industries would need. 
Industry-specific hard skills, are scare but even 
more concerning is the lack or scarcity of even soft 
skills such as communication, critical thinking, and 
problem-solving. The results further revealed that 
the current supply of both the soft and hard skills 
needed for future industrial use is insufficient as 
there is a low to no supply of such skills training at 
HE institutions.
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A National Skills Development Master Plan to inform overall skills development 
priorities in Eswatini, for a five year cycle must be developed. This should be a 
collaboration between the Ministry of Labour and Social Security, the Ministry 
of Education and Training, the Ministry of Economic Planning and Development, 
and the Ministry of Commerce, Industry and Trade. These Ministries led by the 
Ministry of Labour and Social Security should collectively articulate the strategic 
direction of the country and also ensure that the relevant stakeholders are not 
left out of decision-making processes where skills development is concerned. 

Ensure alignment and linkages between the National Skills Development Master 
Plan and industrial development policies.

Develop a Human Resource Development Policy to enhance and facilitate skills 
development, upskilling, and cross skilling in the country. As industries become 
more diverse and complex, people – more especially those involved in MSMEs - 
need to have a diverse set of skills to meet industry needs.

Leverage ESHEC to rationalise current programmes/modules offered by training 
institutions to align with current industry and emerging skills needs. This must 
include shutting down redundant/irrelevant programmes and streamlining 
courses offered by the institutions to balance the skills needs required by industry.

ESHEC should increase its capacity to direct and guide programme development 
in tertiary institutions to make sure that it aligns with current industry needs.

Recommendations

17
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Strengthen the accreditation systems at ESHEC to ensure that tertiary 
institutions comply with the required quality and standards of skills 
development and training. This will improve the quality of skills produced in 
the country and ensure that graduates are competitive and take advantage 
of regional development opportunities.

Establish a platform to link industry with training institutions to engage on 
curriculum review for the key sectors to be identified in the National Skills 
Development Master Plan.

Increase industry engagement in skills development, through a structured 
and sectoral approach to facilitate dialogue, improve curriculum and devise 
strategies for funding HR development initiatives in the country.

Develop lifelong learning programmes that support labour upskilling, reskilling 
and cross-skilling approaches. This should be supported by more flexible HR 
policies that encourage skills development in the industry.

Conduct biannual graduate tracer surveys to track the relevance of skills 
offered by training institutions in Eswatini and the overall absorption of 
graduates into the industry. 

Establish industry skills assessment systems that will update information on 
the skills supply and demand in the country to inform decision making.

Develop and establish a National Apprenticeship and Internship Programme 
to increase opportunities for trainees to receive on-the-job training and gain 
exposure to the practical world of work. This programme should have checks, 
balances and quality assurance measures to ensure that it delivers value to 
students and employers.

Upscale support and investment in TVET to channel the bulk of Eswatini’s 
youth to this sector of skills development and employment. The focus of 
TVET investment needs to be aligned with the needs of the manufacturing 
sector, ICT, agriculture and agro-processing, and energy and mining. 

Increase investment in TVET infrastructure to ensure that tertiary institutions 
are well supported with modern equipment and the latest technology - 
especially through industry partnerships.

Establish formal institutional relationships between TVET training institutions 
and entrepreneurship/MSME funding to support TVET graduates interested 
in starting up their own businesses in manufacturing, ICT, agriculture, and 
STEM related fields.

Ensure the accreditation of TVET colleges and qualifications.

Introduce short-term courses for certification of professionals in ICT, 
manufacturing, and TVET sectors.
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To enable comprehensive investment in skills development, particularly for 
specialist professions, technicians, and STEM, the Ministry of Labour and Social 
Security should develop a framework for instituting a skills levy. Part of the 
framework must include development of a New Scholarship Model for Funding 
Higher Education in Eswatini. 

Provide grants/scholarships for youth in STEM related fields and specialists or 
professional skills.

Revise the scholarship funding model to address current social challenges faced 
by leaners in Eswatini. The system should review the support measures afforded 
to disadvantaged youth in consideration of their socio-economic status and 
responsibilities.

Establish employment/career centers in all four regions of Eswatini to provide 
employment market information, coaching, and the matching of Eswatini’s youth 
with employment opportunities available in the economy.

The Ministry of Education and Training should use this report to intensify career 
guidance in schools. 

Establish a labour market skills anticipation system to help the country identify, 
anticipate labour market shifts and inform the development of new and emerging 
skills.

Establish industry skills assessment systems or leverage the LMIS to continuously 
produce and update information on the skills supply and demand in the country 
to inform decision making.

The government of Eswatini should establish a performance based system to 
funding tertiary institutions to ensure that quality skills and competencies are 
taught to learners. This system should encourage competition among training 
institutions and external and internal efficiencies within the institution.

Incentivize companies to provide work-based learning and longer internship 
periods, beyond 3 months. The internships should be structured and focused on 
competency based outcomes.

Develop strategies to reskill and cross skill unemployed graduates in Eswatini, 
especially those with obsolete or oversupplied skills in the economy.

Review education curriculum, from primary to tertiary education to take a more 
transformative approach, so as to ensure that the education system remains 
relevant and continues to address national and global economic challenges.

Promote entrepreneurship as a foundational skill throughout the education 
system – from primary skill, and ensure that tertiary institutions, especially 
vocational centers train for self-employment.



150

| 
ES

W
A

TIN
I N

A
TIO

N
A

L 
SK

IL
LS

 A
UD

IT 
RE

PO
RT

AFLATOUN INTERNATIONAL. (2020). Landscape analysis of skills for employability programmes in Eswatini 

(Skills Audit). Aflatoun

BAKULE, M., CZESANA, V., HAVLICKOVA, V., KRIECHEL,B., RASOVEC, T., AND WILSON, R. (2016) Developing 

skills foresights, scenarios and forecast: Guide to anticipating and matching skills and jobs. Volume 2. ILO.

BAYGIN, S., GABRIEL, M., & PESSL, E. (2016). The fourth industrial revolution.  Industry 4.0 and sustainability 

impacts: Critical discussion of sustainability aspects with a special focus on future of work and ecological conse-

quences. Annals of the Faculty of Engineering Hunedoara, 14(2), 131.

BESIC, A., CARTA, E., CURTH, A., MURPHY, I., REGAN, K., RICHARDSON, M., MCGUIRE, D., SCOTT, D., SOUTO-

OTERO, M., & ULICNA, D. (2018). Skills audits: Tools to identify talent. Final Report. Luxembourgh: European 

Commission.

BRIXIOVÁ SCHWIDROWSKI, Z., IMAI, S., KANGOYE, T. & YAMEOGO, N. D. (2021). Assessing gender gaps in em-

ployment and earnings in Africa: The case of Eswatini. Development Southern Africa, 38, 643-663.

CENTRAL BANK OF ESWATINI. 2020. Annual Report. Central Bank of Eswatini (CBE). Mbabane

CENTRAL STATISTICS OFFICE (CSO). 2020. 2020 GDP report. National Accounts Unit. 

CENTRAL STATISTICS OFFICE (CSO). 2019. 2017 Population and Housing Census Volume 5. CSO

CONSTRUCTION INDUSTRY COUNCIL (CIC). (2017). Construction Industry Skills Gap Survey Report. Retrieved-

fromhttps://www.cic.co.sz/aboutus/industryreports/file/ConstructionIndustrySkillsGapSurveyReport2017.pdf 

CONSTRUCTION INDUSTRY COUNCIL (CIC). 2021. Development strategies for contractors and construction con-

sulting firms. Mbabane

References

18



151

COMESA. (2017). COMESA Industrialisation Strategy 2017-2026.  https://www.comesa.int/wp-content/

uploads/2020/10/COMESA-Industrial-Strategy-Final-Eng_.pdf 

CRUSH, J., WILLIAMS, V., & PEBERDY, S. (2005). Migration in southern Africa. Policy analysis and research 

programme of the Global Commission on International Migration.

DLAMINI, T. S., MLIPHA, S., MOHAMMED, M., & SACOLO, T. (2018). Path to economic recovery and sustainable 

growth in the Kingdom of Eswatini. African Review of Economics and Finance, 10(2), 3-9.

ESWATINI ECONOMIC POLICY ANALYSIS AND RESEARCH CENTRE (ESEPARC) (2018). Industry labour 

force skills gap investigation. A Focus on the automotive, electrical engineering, and ICT industries in 

Eswatini. Mbabane, Eswatini. Retrieved from: https://www.separc.co.sz/wp-content/uploads/2018/04/

TVET-Enhancement-Project-Report.pdf 

ESWATINI ECONOMIC POLICY ANALYSIS AND RESEARCH CENTRE (2020). Assessing the relationship 

between brain drain and the economy of Eswatini (ESEPARC Working Paper 001/SZL). https://www.separc.

co.sz/wp-content/uploads/2020/06/Brain-drain-research-paper-final.pdf  

FARERI, S., FANTONI, G., CHIARELLO, F., COLI. E., & BINDA, A. Estimating Industry 4.0 impact on job profiles 

and skills using text mining. Computers in Industry 118 (June 2020)

FINMARK TRUST (2017). FinScope Micro, Small and Medium Enterprises (MSME) survey. Retrieved from: 

https://www.findevgateway.org/sites/default/files/publications/files/finscope-swaziland-pocket-guide_

en.pdf 

FINMARK TRUST (2018). FinScope Consumer Survey 2019 Highlights. FinMark Trust.

GOVERNMENT OF ESWATINI (2007). The Eswatini Integrated Labour Force Survey 

2007. Ministry of Labour and Social Security. Mbabane, Kingdom of Eswatini.

GOVERNMENT OF ESWATINI (2013). The Eswatini Integrated Labour Force Survey 

2013. Ministry of Labour and Social Security. Mbabane, Kingdom of Eswatini.

GOVERNEMENT OF ESWATINI (2015). Industrial Development Policy: Period 2015-2022. Mbabane, Kingdom 

of Eswatini. 

GOVERNEMENT OF ESWATINI (2015a). Youth and Public Policy in Swaziland. Mbabane, Kingdom of Eswatini. 

GOVERNMENT OF ESWATINI (2016). The Eswatini Integrated Labour Force Survey 

2016. Ministry of Labour and Social Security. Mbabane, Kingdom of Eswatini.

GOVERNMENT OF ESWATINI (2016a).The National Development Strategy. Ministry of Economic Planning 

and Development. Mbabane, Kingdom of Eswatini.

GOVERNMENT OF ESWATINI (2018). National Education and Training Policy. Ministry of Education and 

Training (MoET). Mbabane, Kingdom of Eswatini.

GOVERNMENT OF ESWATINI (2018). National Education and Training Policy. Ministry of Education and 

Training (MoET). Mbabane, Kingdom of Eswatini.

GOVERNMENT OF ESWATINI (2018a). National Education and Training Improvement Programme 2018. 

Ministry of Education and Training (MoET). Mbabane, Kingdom of Eswatini.

GOVERNMENT OF ESWATINI (2019).The National Development Plan. Ministry of Economic Planning and 



152

| 
ES

W
A

TIN
I N

A
TIO

N
A

L 
SK

IL
LS

 A
UD

IT 
RE

PO
RT

Development. Mbabane, Kingdom of Eswatini.

GOVERNMENT OF ESWATINI (2019a). The Kingdom of Eswatini Strategic Roadmap 2019-2022. Mbabane, Eswatini. 

Retrieved from https://www.cabri-sbo.org/uploads/bia/Swaziland_2019_Planning_External_NationalPlan_

NatGov_COMESASADC_English.pdf

GOVERNMENT OF ESWATINI. (2020). Final Post Covid-19 Economic Recovery Plan. Retrieved from:\

GOVERNMENT OF ESWATINI (2021). The Eswatini Integrated Labour Force Survey 

 2021. Ministry of Labour and Social Security. Mbabane, Kingdom of Eswatini.

KAZUTOSHI, C. (2010). Skills gap analysis in Aceh: From reconstruction to sustainable growth through skills 

development. Geneva: International Labour Organization.

HLOPHE, T., G and DLAMINI T., S. 2018. Mapping the national system of innovation in Eswatini. African Review of 

Economic and Finance. Vol 10 (2) 2018

LEVESQUE, E. M. (2019). Brookings: Understanding the skills gap-and what employers can do about it. 

Retrieved from https://www.brookings.edu/research/understanding-the-skills-gap-and-what- employers-can-do-

about-it/

MAROPE, M. (2010). The education system in Swaziland: Training and skills development for shared growth and 

competitiveness.bWashington, DC: World Bank Group.

MAVUNDLA, S., DLAMINI, N., NYONI, N., & MAC-IKEMENJIMA, D. (2015). Youth and public policy in Swaziland.

MEPD. 2020. Quarterly Economic Bulletin 33: Quarter 1 2020. Ministry of Economic Planning and Development 

(MEPD). Mbabane

ORGANISATION FOR ECONOMIC COOPERATION & DEVELOPMENT. (2012). Upgrading workforce skills in small 

businesses: Reviewing international policy and experience. Retrieved from Skills Workshop Background report_

Stone.pdf (oecd.org)

SCHWAB, K. & SALA-I-MARTIN, X. (2014). The global competitiveness report 2014–2015.  

World economic forum, 2014. 36-38.

SCHWAB, K. (2019). The Global Competitiveness Report 2019.World Economic Forum

THWALA, W., AND MVUBU, M. (2009). Problems Facing Small and Medium Size Contractors in Swaziland. J. 

Service Science & Management, 2009, 2: 353-361

UNITED NATIONS EDUCATIONAL & ORGANIZATION (2012). Youth and skills: putting education to work. Unesco. 

New York.

WORLD BANK GROUP (2014). Assessing Swaziland’s Technical and Vocational Education and Training System to 

Improve Economic Growth. Washington DC.

WORLD BANK GROUP (2020). The Kingdom of Eswatini Toward Equal Opportunity: Accelerating Inclusion and 

Poverty Reduction, World Bank.

WORLD ECONOMIC FORUM (2016). The human capital report. Geneva: World Economic Forum.

WORLD ECONOMIC FORUM (2017). The Future of Jobs and Skills in Africa: Preparing the region for 
the Fourth Industrial Revolution. World Economic Forum



153


