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1. Background 
Women, the majority of whom are black, provide most of the ECD programmes in South Africa through 

privately owned enterprises and community-based Non-Profit Organisations (NPOs) that ask a 

nominal fee for services. These women provide need-based services in communities by caring and 

stimulating children’s development, and thereby making it possible for thousands of parents to work 

and participate in the economy.  The current ECD sector is potentially a large employer of women and 

low-skilled workers in rural and peri-urban areas. This sector has diligently served the children of South 

Africa for more than 40 years. 

According to the ETDP SETA ECD sector plan for 2020 to 2021, skills upgrades are needed for managers 

and supervisors of this sector. Occupations such as ECD assistant practitioners, ECD practitioners, and 

ECD supervisors, including government officials, require increased professionalisation and continuing 

professional development. Investing in qualifications and short courses and on boarding for the 

officials working in ECD will preserve and stabilise the ECD sector, providing a solid foundation for DBE 

to improve quality and increase access. Mentoring and coaching of the ECD workforce to improve 

implementation will positively impact the quality-of-service provisioning1.   

2. Purpose 
The purpose of this document is to encourage dialogue and consultations between DBE and ECD civil 

society organisations, in order to collectively contribute to a comprehensive ECD Human Resource 

Development (HRD) strategy for the ECD workforce currently working in ECD centres; playgroups; 

childminders/day mothers; home visiting and toy library programmes, serving children younger than 

five years old. A number of critical changes have taken place in the sector-most notably, the 

proclamation on the function shift of ECD services from DSD to DBE. As a result, the Collaboration of 

ECD Networks (CECDN) identified HRD as a key area in which to advocate for the sustainability and 

professionalisation of the current workforce as the shift takes place. 

What is the policy intention? 

The National Integrated ECD Policy (NIECDP) 2 recognises ECD as a fundamental right and a public 
good. The Policy, therefore, calls for the public provisioning of ECD services and programmes to secure 
the following: 

1. Universal availability of quality ECD services; and 
2. Equitable access for children vulnerable to exclusion, including the youngest children (under 
two years), children living in poverty, in under-serviced areas, and children with disabilities3. 
 

Whilst ECD services are to be provided through a comprehensive workforce of cadres, this document 

brings to attention the need and considerations required in HRD of ECD practitioners who are focused 

on providing early learning services for children under five. The term used to identify this group of 

people throughout the document is ‘ECD workforce’.  

 

                                                           
1 Early-Childhood-Development-Sector-Skills-Plan-2019-2020-Update_0.pdf (etdpseta.org.za) 
2  National Integrated Early Childhood Development Policy 2015 (www.gov.za) 
3 National Integrated Early Childhood Development Policy 2015 (www.gov.za) 

https://www.etdpseta.org.za/education/sites/default/files/2018-06/Early-Childhood-Development-Sector-Skills-Plan-2019-2020-Update_0.pdf
https://www.gov.za/sites/default/files/gcis_document/201610/national-integrated-ecd-policy-web-version-final-01-08-2016a.pdf
https://www.gov.za/sites/default/files/gcis_document/201610/national-integrated-ecd-policy-web-version-final-01-08-2016a.pdf
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3. Gaps and recommendations relating to the DBE ECD HR Strategy 

(2018) 
In compiling this document, the existing DBE Human Resources Development Strategy for Early 

Childhood Development (2018), based on the NIECDP (2015) was engaged to understand DBE’s 

position and ideas on how HR could be developed. The Policy on Minimum Requirements for 

Programmes Leading to Qualifications in Higher Education for Early Childhood Development Educators 

(MRQECDE;2017) has also contributed to some of the inputs expressed in this document. 

In the proposed DBE ECD HR Strategy (2018)4 a number of gaps were identified.  The table below 

provides recommendations to close the gaps which impede efforts to develop a comprehensive and 

inclusive human resource strategy: 

Gaps Identified Recommendations 

1. The DBE ECD HR strategy does not 

adequately represent the entire workforce 

responsible for Pre-Gr R (children younger 

than five, and who are not yet in Grade R)  

We recognise that the National Development 

Plan (NDP) makes 2 years of preschool 

compulsory before GR 1.  What is critical is to 

put some ideas down for further consultation 

and collaboration, in order to develop an 

inclusive and comprehensive HR development 

plan. 

2. The DBE HRD strategy states that there is no 

framework outlining provision of early 

learning services through a diversified 

platform including playgroups, day mothers, 

toy-libraries, centres and so on. 

Although no formal framework exists, there are 

organisations in the ECD sector with an existing 

footprint and trained ECD practitioners 

providing playgroups, toy libraries, ECD mobile 

services and day-mother programmes and so 

on.  These civil society organisations have the 

experience and practical knowledge that can 

assist with developing a national norms and 

standards framework for different early 

learning programmes. Associations such as the 

Toy Library Association of South Africa have 

developed norms and standards for toy 

libraries. This ECD workforce, currently working 

in different modalities,  should be retained, 

embraced and incorporated into the DBE ECD 

HR Strategy. 

3. No framework to action NIECDP 

programmes to deliver ECD services 

including: 

● A national food and nutrition strategy 

for children under the age of 5 years 

We agree. The policy does outline five key 

programmes and all five should be prioritised in 

the HRD plans of DBE. This is only possible if 

frameworks of implementation, appropriate 

                                                           
4DBE. 2018. Human Resource Development Strategy for Early Childhood Development. Based on the National 

Integrated ECD Policy. 4.pdf (education.gov.za) 

https://www.education.gov.za/Portals/0/Documents/Publications/4.pdf?ver=2020-03-09-141936-040
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● A national and integrated policy for 

parenting programmes by DSD, DoH 

DBE and COGTA 

● Inclusion and support for children with 

disabilities within all ECD programme 

resources, training, and funding are provided to 

implementation partners. 

4. The DBE HRD strategy admits that while 

decentralised planning will continue to be 

necessary, there is a critical need for a 

central planning capacity to produce a 

coherent plan, which is based on a 

coherent budget. Such a facility will also 

ensure consistency across separate data 

systems and establish data systems for 

those areas in which credible data is 

unavailable. 

 

We agree that there needs to be a coherent 

coordination and leadership plan that includes 

all responsible departments. This is an 

additional reason why we need a 

comprehensive DBE ECD HR strategy and 

system. It is clear that DBE must assume the 

responsibility of coordination and leadership. 

Nonetheless provision is made in the NIECDP 

for joint coordination through statutory 

structures such as the National ECD 

Intersectoral Forum, the inter-ministerial 

forum, and so on. We want to endorse those 

structures and believe their function and 

efficacy should be supported and strengthened 

to enforce greater accountability and 

collaboration between relevant government 

departments. 

 

4. ECD ecosystem for children younger than five 
The ECD ecosystem is a multi-layered complex system that is interdependent. The ECD ecosystem 

includes the child, the parents, ECD workforce, communities, government departments, civil society 

organisations and funders.  Central to the ECD ecosystem is a child younger than five. The mother, 

father and baby need specific care and support during the first 1000 days which is from conception to 

the age of two.  They need access to shelter, water and sanitation, nutrition, health care, protection 

from harm, and quality play-based early learning opportunities.  They have to be able to access a 

continuum of coordinated, age-appropriate services from various government departments, ECD civil 

society organisations and funders that invest in the various ECD services and programmes. 

Modalities of service provisioning 
The ECD programme, as presented in the NIECDP, provides early learning and development 

opportunities, daily care, and support to children from birth until before children enter formal 

schooling.  

The ECD service delivery model includes the following modalities which are updated to reflect the 

policy requirements. Brief definitions of the modalities are provided below5: 

● ECD centres: An early childhood programme with an early learning and development focus for 

children from birth until the year before they enter Grade R/ formal school provided within a 

partial care facility to more than six children. 

                                                           
5 National Integrated Early Childhood Development Policy 2015 (www.gov.za) 

https://www.gov.za/sites/default/files/gcis_document/201610/national-integrated-ecd-policy-web-version-final-01-08-2016a.pdf
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● Playgroups: A group of young children organised for play or play activities for early learning and 

development (cognitive, language, motor, emotional, social). A playgroup is attended by children 

from birth until the year before they enter formal school. They may or may not be accompanied 

by their mothers and/or fathers or primary caregivers and are implemented by a voluntary or a 

paid playgroup facilitator. 

● Parenting programme that 

targets parents, guardians, or 

other primary caregivers with 

knowledge and skills about the 

early childhood development 

of their children.  

● Childminder or day mother 

providing full-time or part-

time quality care, stimulation, 

and early learning to six or 

fewer children on the same 

premise.  

● Home based programme that 

targets families and young 

children through home visiting 

or community-based 

interventions to support the 

early childhood development 

of their children. 

● Mobile ECD support services: Provide an early childhood development programme through a 

mobile unit that can move from place to place. Operates three to four days per week for three to 

four hours.  

● Toy-library: Provides developmentally appropriate educational play and learning materials to 

early childhood development service providers, parents, or children. It may offer play and learning 

sessions, toy-making demonstrations, individual lending, and/or lending to early childhood 

development service providers.  

If universal access to quality early learning is to be realised, an enabling environment for the existence 

of these modalities must be created. Majority of these modalities do not have norms and standards 

guiding their initiation and registration.  Quality of early learning services should be front of mind as 

an enabling environment is created and quality tracking determinants should be child centric. 

Unfortunately, the ECD sector has been subjected to a regulatory system that has elevated compliance 

as a major determinant of quality and this has proved to be a major shortcoming. In addition to 

training and qualifications to develop the workforce, DBE must carefully consider additional means to 

promote and improve quality of early learning. Ultimately, the ideal learning and nurturing space for 

young children is one where child outcomes can be confidently achieved and facilitated by the ECD 

workforce. Training and monitoring systems that track child outcomes and children adequately will 

provide DBE with an understanding of the performance and competence of the ECD workforce. 
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5. Who is the ECD workforce that is responsible for early learning and 

development? 
 According to the NIECDP, categories of the ECD workforce include: 

● “Health promoters and community health workers as part of the ward-based PHC outreach teams. 

They are responsible for a host of health and nutrition services, parent support and early learning 

support for children till the age of two. 

● WBOT team leaders employed by the Department of Health to provide mentoring, support and 

oversight of the community health workers;  

● ECD practitioners to facilitate centre- and non-centre-based ECD programmes, including parent 

support programmes;  

● ECD coordinators/supervisors to provide oversight and support with planning and in-service 

training of ECD practitioners, playgroup facilitators and child-minders or early childhood 

development centres;  

● Child-minders for children under the age of 2 years to be funded by the local municipalities (where 

they are accredited and registered);  

● Cooks for full-day programmes that provide food;  

● Toy librarians and assistants; and  

● The existing community-based rehabilitation workforce and other health care practitioners, to 

ensure coverage of and inclusive access to ECD services for children with disabilities and their 

families.” 

In addition, the following positions should be included to provide a comprehensive package through 

different modalities: 

● ECD assistant practitioners 

● Trainers/Lecturers (Not for profit training and skills providers, also referred to as resource and 

training organisations (RTO's).’s, TVETs and Universities etc.) 

● DBE officials (national, provincial and local level) 

● Cleaners 

● General workers 

● Drivers of mobile ECD support services and mobile toy libraries 

What should the ECD HRD strategy focus on: 
The process to develop human resources adequate to create access to ECD services required by 

children in South Africa would have to contemplate a number of critical factors: 

● The sustainability and retention of the current workforce rich with experience of working with 

young children; 

● Building a workforce to deal with the huge gaps in terms of access and quality; 

● Addressing the impact of Covid-19 on the ECD workforce; 

● Incentives and conditions of service in order to retain the rich experience that already exists in the 

sector; 

● Clear direction with regards to career pathing, articulation of qualifications, the role of short 

courses, accumulation and transfer as well as recognition of prior learning, and continuous 

professional development for the entire ECD workforce; 

● Outlining an agile credentialing system tied to basic competencies that translate into children’s 

outcomes;  

● Monitoring and the capacitation of the ECD workforce; and  
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● Professional registration to professional bodies such as SACE or the Social Workers Professional 

Council. 

It is of utmost importance that the child remains at the centre of the DBE ECD HR discussion.  The 

child’s optimal development, care, interests and needs should inform the DBE ECD HR Strategy. 

Qualifications landscape in ECD 
It is envisaged that over a period of time the ECD workforce will be professionalised and recognised 

as educators by DBE. The table below aims to illustrate the qualifications for early childhood care and 

education educators and practitioners, the progression or articulations routes between them678. 

NQF 
Exit 

Level 

Certificates Degrees Diplomas 

10  Doctorate  

Professional Doctorate 
 

9 
 

Masters  

Professional Masters 
 

8 Bachelor of Education 
Honours (Post Graduate 
Degrees) 
 

Post Graduate Diploma in 
ECCE (Post professional 
qualification) 

7  
Bachelor of ECCE  (Initial 
Professional Qualification) 
 

Advanced Diploma in ECCE 
(Post professional 
qualification) 
 

6 Advanced Certificate in ECCE 
(Post professional 
qualification)  
 

 Diploma in ECCE (Initial 
Professional Qualification) 

5 Higher Certificate in ECCE 
ID 97542 (Entry Level)  

  

4 Further Education and 
Training (FETC) Certificate: 
Early Childhood Development 
ID 58761 

  

QCTO Early Childhood 
Development Practitioner 
ID 97542 

  

 

                                                           
6https://www.etdpseta.org.za/education/sites/default/files/2018-06/Early-Childhood-Development-Sector-

Skills-Plan-2019-2020-Update_0.pdf 
7 Higher Education Act and National Qualifications Framework Act: Policy on minimum requirements 
for programmes leading to qualifications in higher education for early childhood development 
educators (dhet.gov.za) 
8 Mathey, M. 2018. ECCE qualifications landscape:  ECCE teacher education policy context,  p.6, DHET.  

https://www.dhet.gov.za/Teacher%20Education%20Policies/Policy%20on%20minimum%20requirements%20-%20ECD.pdf
https://www.dhet.gov.za/Teacher%20Education%20Policies/Policy%20on%20minimum%20requirements%20-%20ECD.pdf
https://www.dhet.gov.za/Teacher%20Education%20Policies/Policy%20on%20minimum%20requirements%20-%20ECD.pdf
https://www.dhet.gov.za/Teacher%20Education%20Policies/Policy%20on%20minimum%20requirements%20-%20ECD.pdf
https://www.dhet.gov.za/Teacher%20Education%20Policies/Policy%20on%20minimum%20requirements%20-%20ECD.pdf


9 

The qualifications pathway outlined above shows the possible articulation between qualifications as 

envisaged in MRQECDE. In terms of this policy, the ECD Level 4 qualifications can enable admission to 

the Dip (ECCE) and the Bed (ECCE).  All qualifications within the framework should be aligned and well-

articulated with each other. This may require some of the qualifications to be reviewed for quality and 

effectiveness. We will also have to consider shorter courses that can build up towards the required 

credits, that give recognition along the way, rather than only focusing on a qualification route. Pilot 

projects are underway to create a bridging course from level 5 to the ECCE Diploma. Efforts to 

professionalise the sector should not disadvantage those who are currently without any qualifications 

and those who are within the vocational framework and might require additional support in attaining 

higher qualifications. These members of the ECD workforce should be protected for the next 10 years 

to get a minimum qualification of Level 4. In addition, those who want to move to higher education 

qualifications should be supported to do so, as per the MRQECDE. 

It is understood that the attainment of qualifications, over time, by the ECD workforce will not 

necessarily make them DBE employees but as noted above, preservation of the current workforce 

remains key. Putting in place incentives and working conditions to improve the retention becomes 

paramount but must be tied to certain basic competencies determined by developmental outcomes 

of children. These competencies could be attained through RPL or credit accumulation towards a full 

qualification overtime. Incentives should be provided to get credits and to pursue a minimum 

qualification. 

The DBE ECD HR Strategy must also outline the relationship between qualifications, the conditions of 

service, or the lack thereof, and the funding of posts. We do not want to lose the current group of 

practitioners who are taking care of and providing early learning opportunities to children younger 

than five.  We also do not have to take away their autonomy. We want the sector to grow, not to be 

curbed. The question is how are they presented in the DBE ECD HR Strategy, and how can they be 

further developed and sustained to do quality work? 

6. ECD Training Plan provision  
The ECD strategy should work towards developing a training plan for the ECD workforce. It should also 

outline the role of the various training entities. Currently, the provision of training in the ECD sector is 

predominantly provided by RTOs, with years of practical experience relating to early childhood 

development and care and TVET colleges. Training will be expanded to include Universities.  Effective 

coordination and partnerships between TVET colleges, Universities and existing RTOs have to be 

established and supported by an equitable funding mechanism to support training provision across 

the entities. The complexity of the landscape requires an in-depth analysis of the current 

qualifications, articulation that includes credit accumulation and transfer, and recognition of prior 

learning for the entire cadre of the ECD workforce as outlined in section 5.       

A multi-stakeholder task team comprising RTOs, TVET colleges, DHET, DBE, QCTO, DSD, SAQA, 

researchers, ECD NGOs and ETDP SETA should be convened to develop the ECD training plan. This 

group of stakeholders would contribute greatly to the HRD of the ECD sector through collective 

thinking and problem solving informed by experience and expertise of training and development. Such 

a body could be set up and managed by DBE with the assistance of civil society.  

To date, NPO and independent training providers offer a variety of programmes on effective parenting 

skills, toy-making and resources, nutrition and play-based learning to upskill practitioners in local 
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contexts9. The development of the basic skills of management and leadership at ECD programmes 

which includes governance, management, financial management, fundraising, general administration, 

record keeping, report writing, registering programmes and staff recruitment, selection and 

development should be emphasised.  Existing ECD RTOs are experienced and capable to continue the 

ECD Levels 1, 2 and 4 qualifications, and can be capacitated to provide credit bearing skills 

development.  In addition, continuous professional development courses, and the core content 

required by anyone working in the ECD ecosystem can be added to their offering.  

The courses listed above are illustrative and will be conceptualised by the team developing the ECD 

Training Plan. There is a wealth of relevant, practical, and credible resources and courses in the ECD 

sector that can be harvested for future use. This will save costs and time. 

The following map of required qualifications per modality and job title is a draft aimed at providing a 

point of departure for further consultations and discussions. 

Modality or function in 

ECD ecosystem 

Job categories Professional Training 

Requirements 

Continuous 

professional 

development 

ECD centre-based 
programme either at 
schools or in community-
based sites 

ECD educators Bed in ECCE 

Diploma in ECCE 

300 hours per 
3 years 

ECD centres ECD practitioner  QCTO ECD Level 4 or 
Level 5 qualification 

40 hours per 
annum 

Assistant ECD 
practitioner 

*Skills courses 20 hours per 
annum 

Principal Skills courses:  Managing 
an ECD programme 
(financial, HR, 
administration etc.) 

30 hours per 
annum 

Cook Relevant in-service 
training courses 

10 hours per 
annum 

Cleaner Relevant in-service 
training courses 

5 hours per 
annum 

General workers Relevant in-service 
training courses 

5 hours per 
annum 

ECD mobile services ECD practitioner QCTO ECD Level 4 
qualification 

40 hours per 
annum 

Assistant ECD 
practitioner 

Skills courses 20 hours per 
annum 

Driver Relevant in-service 
training courses 

5 hours per 
annum 

                                                           
9https://www.etdpseta.org.za/education/sites/default/files/2018-06/Early-Childhood-Development-Sector-

Skills-Plan-2019-2020-Update_0.pdf 
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Playgroups ECD practitioner QCTO ECD Level 4 
qualification 

40 hours per 
annum 

Assistant ECD 
practitioner 

Skills courses 20 hours per 
annum 

Cook Relevant in-service 
training courses 

5 hours per 
annum 

Home based programmes: 
Child minders/day mothers  

Day mother or child 
minder 

Relevant skills and in-
service training courses 

20 hours per 
annum 

Home based programmes: 
Community health workers 

Community Health 
Worker 

Relevant skills and in-
service training courses 

20 hours per 
annum 

Parenting programmes Facilitator Relevant skills and in-
service training courses 

20 hours per 
annum 

Toy libraries Toy librarian Relevant skills and in-
service training courses 

20 hours per 
annum 

 Driver of mobile toy 
library 

Relevant skills and in-
service training courses 

5 hours per 
annum 

RTO, TVET and University 
training personnel 

ECD trainer or lecturer  Level higher than what is 
being trained 

40 hours per 
annum 

Onsite mentoring and 
support 

ECD mentor Level higher than those 
being mentored 

20 hours per 
annum 

DBE officials DBE officials 
responsible for ECD 

Education/ECCE degree 

In-service training 
relating to core 
competencies and ECD 

20 hours per 
annum 

*Skills courses should be recognised for accumulation and transfer of credits, which could lead to 

alternate pathways to obtain qualifications in ECCE.  

7. Incentivising the current ECD workforce 
Incentivising the current ECD workforce to obtain certain milestones to move the sector towards 

quality provision and registration, coupled with a clear training plan per job category, will positively 

impact the entire ECD ecosystem.  

Incentives could include awarding infrastructure grants per qualification milestones reached, 

providing learnerships to obtain the QCTO ECD Level 4 qualification, and monetary rewards against 

achieved learner outcomes to ensure the implementation of quality early learning opportunities.  

The incentivised professional development training programme should complement and strengthen 

the quality assurance and performance monitoring system.     

8. Our questions 
It would be helpful if the following questions can be answered when entering into a series of dialogues 

to enhance the DBE ECD HR Strategy: 
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1. How does the workforce accumulate learning that advances and improves their practice without 

the need for a degree? How do we build an accumulation and transfer or recognition of prior 

learning systems between RTOs and universities? 

2. How will existing RTO’s expertise and ECD footprint be incorporated beyond the function shift? 

3. It is estimated that 70% to 79% of the current ECD workforce do not have a level 4 qualification.  

Will they be permitted to continue providing early learning programmes to children younger than 

five years old for at least the next 5 to 10 years? 

4. To be recognised as an educator a Relative Education Qualification Value (REQV) 13 score is 

required.  How do we ensure that a percentage of the current ECD workforce are upskilled towards 

an REQV 13 so the career path in ECD is clearly understood? 

5. Will ECD practitioners working with children younger than five be required to have an REQV 13 

score? 

6. What is DBE’s post provisioning for those ECD practitioners/educators working with children 

younger than five in Gr RR and Grade R? 

9. Next steps 
On behalf of civil society working with and responsible for training the ECD workforce, we request a 

series of dialogues, with DBE directly, and with other civil society stakeholders, and including the QCTO 

and SAQA.  The dialogues are aimed at reviewing the entire ECD workforce and incorporating them 

into a comprehensive DBE ECD HR strategy, qualified and equipped to serve children younger than 

five.   

The Collaboration of ECD Networks, comprising of NECDA, SA Congress and BRIDGE remain committed 

to supporting DBE to transition ECD successfully.  

 

 


