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Foreword

This report was prepared as one in a series of gnagkd studies under an
international research project conducted by the IISRills and Employability
Department in partnership with the European Tra@niffoundation on the
implementation of National Qualifications FrameworkNQFs) and their use and
impact. The individual country studies and the sglent cross-country comparative
analysis strengthen the empirical foundation faergwal policy advise on whether and,
if so, then how to introduce a qualifications framoek as part of a strategy to achieve
countries’ wider skills development and employmgogls.

Whether the emphasis is on increasing the relevanddlexibility of education and
training programmes, easing recognition of pri@rheng, enhancing lifelong learning,
improving the transparency of qualification systeroseating possibilities for credit
accumulation and transfer, or developing qualityuaance systems, governments are
increasingly turning to qualifications frameworksapolicy tool for reform. Despite the
growing international interest, there is very ditémpirical research about the actual
design process, implementation and results of N&@§-an approach to reform skills
development systems where it has been attempted.

This report on Botswana is one of a dozen studfesoantries around the world
undertaken to examine the extent to which quatifices frameworks are achieving
policy objectives and which types of qualificatidremeworks seem most appropriate in
which contexts. The case studies were conductedgh two stages of field work. The
first stage generated a description of the qualibms framework, the design process, its
objectives and the existing system of qualificatidhat it was intended to reform. For
the second stage, the focus was on implementats®),and impact of the qualifications
framework, including asking employers, training ypders, workers, and government
agencies about the extent of their use of the figgtions frameworks and the extent to
which they felt it was serving their needs.

In addition, five case studies on the early stagtelifications frameworks (Australia,
the English NVQs, New Zealand, Scotland, and Saiditlta) were written on the basis
of existing research and documentation only, arldighied as an Employment Working
Paper (Allais, Raffe, Strathdee, Wheelahan, anchypll O 2009).

| would like to thank Dr. Daniel Tau and Dr. Stamsl Modesto for carrying out the
research and preparing this case study report.ouldvalso like to acknowledge our
gratitude to the practitioners and stakeholders mhde time to respond to the questions
and share their views. The paper reflects the wiefathe authors and not necessarily
those of the ILO.

Dr. Stephanie Allais, as Research Associate inltl@ Skills and Employability
Department, supported the group of researchergdpapng the country studies and
wrote the synthesis repofThe implementation and impact of National Qualifications
Frameworks: Report of a study in 16 countries, 2010) which also explains the
methodology set out for the country studies. | Malso like to thank Judy Harris for
editing the case study.

Christine Evans-Klock
Director
Skills and Employability Department
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Summary

The discourse about vocational education and trgi(NVET) has become globalized.
This study enters this discourse with specific nerfiee to the creation of the
Botswana National Vocational Qualifications Framekvdlhe research is premised
on the hypothesis that a systematically createdifipaéions framework will enable
Botswana to meet its VET goals, which include iasieg access to training,
increasing job opportunities, and reduction of poveData were collected from
documents, interviews, and field notes based orershton and interaction with
employers, trainers, trainees, and workers in @iffe sectors. Analysis of the data
revealed indicators about sustainability of the rfeamework. Some positive points
were noted, for example, that the framework hasodhiced useful ideas for the
unification of national efforts in VET. On the néiga side, the framework is facing
challenges to do with buy-in from some of the stalteers, more specifically when it
comes to acceptance and implementation of unitistais. Whilst it may be too early
to make a definitive judgment of the failure or segs of the framework regarding the
VET goals outlined above, the odds seem to be antislly against the successful
implementation of the framework.
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1. Introduction

According to Young and Allais (2009), a growing rluen of countries are
introducing qualification frameworks (QFs) follogna common definition of
outcomes, level descriptors, and a set of occupatior knowledge fields. Botswana
has been no exception to this trend. The passinthefVocational Training Act
(1998) led to the creation of the Botswana NatioNaicational Qualifications
Framework (BNVQF). Prior to that, there had beerQ#o It is noteworthy that even
to date, there is no inclusive national qualifioa framework (NQF) in place.
Typically, an NQF would, according to Allais (2009,1) include “all forms of
learning at all levels”. The BNVQF is best concegized as a sectoral QF on account
of its focus on vocational education and trainiN@T). It actually stands on its own
without any links to general and higher education.

The present study, the first of its kind to reflext the three phases of the QF
(introduction, capacity building and implementajioimvestigates the progress of the
QF to date. This is accomplished by critically exang evidence, thereby
establishing the extent to which aspirations aathtd have been met.

The Government of Botswana has had a policy ontima education (VET) and
training since independence. The Department of taeal Education and Training
(DVET) played a coordinating role without any frammek to guide it. Training
providers and industry did not have any bindingtiehship, and training was largely
institution-based. The creation of the BNVQF arfreen a belief by the Government
that there was a mismatch between acquired skillsreeeds dictated by economic
circumstances. The present study, therefore, amsait to establish the extent to
which the new QF is capable of addressing the pardeneed.

Botswana was faced with a difficult decision ofatetining what framework would
best suit its circumstances. It had to either boroy learn from countries which
already have qualification frameworks in place. @unting on difficulties in this
regard, Johanson and Adams (2003) are of the apthit this should not be doad
hoc. A similar view is echoed by Young (2005, p. 8)ondrgues that a qualifications
framework “is a revolutionary, not an evolutionahange”.

For Botswana, alternatives for a suitable QF carmen fdeveloped countries such as
the United Kingdom (UK) or New Zealand. Donor ageacand consultants who
rendered funds and technical support also came different backgrounds. National
bodies tasked with development of the new framewttrérefore, needed to be both
critical and analytical as the process of develapmeafolded.

A distinction is made between rhetoric about thigability of a framework and what

it actually achieves in real time and environmerite research conducted in the
Botswana scenario had two aims in mind; the first being to capture the structure
of the new BNVQF as reflected in documentary evogeand from observation. The
second was to critically examine the sustainabdityhe framework by looking at the
initiation, capacity building, implementation andakiation stages. Evaluation of the
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QF will encapsulate both positive and negative eva# of its impact. Discussion will
reflect what is typical and distinctive about the\BQF.

2. Thebackground

The Republic of Botswana is a land-locked countrySouthern Africa. It gained
independence on 30 September 1966. It is border&tbbth Africa to the south and
to south east; Namibia to the west; Zambia to tehn and Zimbabwe to the north
east. Despite its vastness (582,000 square kilesj)etBotswana is sparsely populated
with a population of 1.7 million according to the census (Republic of Botswana,
2003). The country is home to a relatively stabtditigal system and has since
independence, maintained a stable democracy (Hotivviolutsi, 1989). Botswana’s
economy is one of the most successful in Africeedaecond fastest growing in the
world (UNESCO, 1998); dominated by an expandingviser sector, a thriving
manufacturing industry and world-renowned miningpgcially diamonds). As Tau
(2006, p. 7) observes, this has been the reswbmdcious effort from the mid 1970s
to “diversify its economy away from cattle and magl agriculture with the
discovery of diamonds and the development of nickglper matte, soda ash, coal,
and investment in tourism”.

The country’s demographics, which impact on VETyehahown some dynamism
over the years. According to the World Bank (1928)independence, 96 per cent of
the population lived in rural areas, while only dr gent lived in urban areas. By the
1990s, the latter figure had increased to 30 pet. dhe number of people in formal
employment dramatically rose from 14,000 to 222, 70@®005. Notwithstanding
impressive economic growth, income distributionfds the majority, negatively
skewed, and the problem of unemployment rampanngrtize youth who according
to Tau (2006) constitute 60 per cent of the poputat

The Government of Botswana, like many developingntges, is thus continuously
grappling with the socio-economic challenges of thounemployment and their
migration to cities and towns, soaring crime, sdhiyop-out and poverty alleviation.
Unemployment reached a record high of 34.6 per d®nt1998 (Republic of
Botswana, 1998). Currently, 30 per cent of the petmn lives below the poverty
datum line (Republic of Botswana, 2005). It is agaithis backdrop that the issue of
gualifications framework will be examined.

It was our observation that the land-locked natfrBotswana has had some impact
on the economy and accounts its limited diversitindustrial activities and services
compared to South Africa, Botswana’'s more powengighbour in economic terms.
Over the years, many unskilled and semi-skilleds®anha have sought employment
in South Africa. This trend is slowing down, maitilgcause South Africa has its own
unemployment issues to contend with.

The politics of Botswana take place in a framewofla representative democratic
republic in which the President is the Head of &tatead of Government and Head
of a multi-party system. Democracy and multi-pamyi are catchwords in the
country, and account for aspirations for econonnverdification. With that national
vision, the Government has encouraged employmeation and access to education
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and training opportunities for its citizens; hertbe national efforts to make the
provision of Vocational Education and Training (\VEMore systematic.

The increase in Government revenue from diamondddthto a great expansion in
educational provision. Students @earanteed 10 years of basic education leading to
a Junior Certificate. Approximately half of thisheol population attends a further
two years of secondary schooling leading to therdwsd the Botswana General
Certificate of Secondary Education (BGCSE), whiglequivalent to the Cambridge
School Certificate (CSC). After leaving school, dgots with weaker passes at
BGCSE attend one of the six technical collegesae tvocational training in the
Brigades (independent community-based organizgtishgre training in trades like
carpentry, motor mechanics and brickwork is offerBaie Government hopes that by
investing a large part of national income in vomadl education, the country will
become less dependent on diamonds for its econsumidval, and also become less
dependent on expatriates for its skilled workers.

The above issue is critical in the Botswana corsivn industry where the majority
of artisans are from neighbouring countries, ngtabimbabwe. While it is true that
the Brigades and the six technical colleges hawn @aying their role, there has
been a credibility crisis, something noted durinigldivork interaction with

employers. The rating given to qualifications fradifferent providers was not
uniform; qualified Batswana tend to lose out in thee of competition. Foreigners’
gualifications are perceived as higher by emplay&wsrthermore, the ambitious
expansion of education has not been properly coated, with duplication of
gualifications being a common phenomenon. There wWwsefore the need to
harmonize VET efforts, hence the creation of thdstana National Vocational
Qualifications Framework (BNVQF) (RNPE, 1994).

3. Moaotivation for the new BNVQF

Factors that compelled the Government to put ingplanew framework included:

= Lack of experience and job-specific skills amortgens.
= The labour market not adjusting quickly enoughaioid demographic change.
= The absence of a Human Resource Development Strsitege independence.

Whilst this is the thinking upon which the goodeintions of the Government were
based, it is quite another thing to get intenticeadized in practice, as discussed later.
In brief, the purpose of the QF was to support widecial and economic
transformation by:

promoting access and progression within the educatystem;
reducing unemployment by equipping learners witbvant skills;
promoting lifelong learning;

reducing poverty; and

providing an instrument of accountability amongviders.

The VET system which the newly introduced BNVQF gituto reform can be
summarized briefly as follows: there are six techhtolleges that provide vocational
training opportunities through the Botswana Techhi&ducation Programme
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(BTEP). These fall under the Department of VocatloBducation and Training
(DVET). The BTEP is planned at four different lexelfoundation, certificate,
advanced certificate, and diploma. Qualifications guality assured and co-awarded
by the Ministry of Education and the foreign-baSambttish Qualifications Authority
(SQA) (Republic of Botswana, 2009). The Brigadegage in local development and
provide vocational training and employment oppattes. Private colleges offer
franchised courses, mostly accredited in foreigmtes. This state of affairs led the
Permanent Secretary in the Ministry of Educatiod 8kills Development to observe
that there is poor coordination among the traimprayiders Mmegi, 2009).

The purpose of the qualifications framework (QF)swa promote quality and
standards by rationalizing existing provision imanner similar to the way Ireland
approached the design and implementation of its(lQGAI, 2008). According to
Young (2005, p. 21), the Irish framework was “imoentalist”, that is, it built on
previous developments. To a certain extent, the BR\has followed a reformist
approach by not being over prescriptive. On theeotiand, the BNVQF was not
meant to be simply a tool for volunteers to addpather, through the Botswana
Training Authority (BOTA), the QF was itself expedtto be the driver of change
through enforcement of guidelines on course deveéoq, quality assurance, and the
increased accountability by providers. It is thip@ach that makes it reformist rather
than being either communications- or transformatiaented as per the typology of
NQFs advanced by Raffe (2009).

Our evaluation led us to the conclusion that wthiere was a system of some kind,
there was limited dialogue among providers regadanticulation or transfer of
credits from one institution to another. Secondlyere was no coordination at
national level to ensure an absence of ambiguityanding the credibility of
qualifications. Thirdly, there was some duplicatlmetween what the Brigades and the
Botswana Technical Education Programme (BTEP) ge#eoffer. Fourthly, and
further compounding the state of affairs, was thet that private providers offer
courses that are developed and accredited else\floerexample, secretarial courses
accredited by Pitman, or courses accredited byQhg and Guilds of London
Institute or the Institute of Commercial Managemianthe UK). Therefore, there are
many qualifications of various descriptions asseciavith the same type of job. For
example, someone with a three-month Pitman’s czaté would compete with a
counterpart holding a six-month BTEP Certificatetakeholders who were
interviewed expressed their concern about theseggiancies.

According to its officials, this is why the BotswarTraining Authority (BOTA)
introduced the idea of unit standards; so that @iencies possessed by trainees
could be harmonized irrespective of time takendmlete a given course. This, of
course, is the ideal expectation; the fulfilmehtMnich is yet to be established in this
study.

Informed by the perceived inadequacy of the cursygtem, and influenced by
developments in neighbouring countries, notably t®&ofrica, policy developers
drafted the Revised National Policy on Educatiof9d). Inter alia, they noted the
following with regard to the vocational educatigstem in Botswana:



= There was no unified system to guide the developroénraining, and no
clear philosophy and goals.

= Vocational training was institution-based, fragneehtand the quality of
education differed from institution to institution.

= There were no clear, standardized qualificationsth wiappropriate
equivalencies.

= The curricula for different vocational courses dat meet the demands of the
economy because some were developed outside thergdor altogether
different purposes.

= Some practicing vocational trainers were not qigalito train.

= Vocational education and training was under-fundesbpite its importance to
society.

From the point of view of research, these areaalittoncerns at national level, but
the relevant questions to ask are the extent tealwhinew vocational qualifications
framework can solve the problems, and secondly, et a framework will be able
to do that on its own. The reform agenda has predlumixed results with
overwhelming evidence of limited success.

4. The(N) QF: Description and analysis

The BNVQF was established following the passingh&f Vocational Training Act
1998. The Act established the Botswana Traininthéuty (BOTA) with a mandate
to develop the framework and coordinate trainingissko enable Batswana to be
competitive in the labour market. Though commentirgn a different context,
Godfrey (1991) echoes the view that this effortifiass those who acquire skills to
compete both at home and internationally.

The first question to be addressed is: What doegytlalifications framework look
like? Presently, Botswana does not have a natiqumaifications framework like that
of South Africa which consists of three bands, ngm@eneral Education (level 1),
Further Education and Training (levels 2-4), andhdr Education (levels 5-8). What
presently obtains in Botswana is what Young (20@B)J Young and Allais (2009)
refer to as a sectoral qualifications framework aectount of its focus on the
vocational or occupational field. The BNVQF compsghree levels - levels 1, 2 and
3. It is the locus of these levels that is problembecause they are not synchronized
to an NQF.

The other question is: How does the BNVQF actualtyk? The whole idea, it would
seem, is that it should harmonize the differentrepghes taken by the Botswana
Technical Education Programme (BTEP), the Brigaded public and private
providers. It is the case that BTEP and the Sdotfsialifications Authority have
continued to offer courses in the way they werengdbefore the creation of the
BNVQF. That means that the BTEP continues to offeurses without following
BOTA unit standardsHowever, the Government has authorized the Botswana
Training Authority (BOTA) to begin regulating theining offered nationwide up to
certificate level. Existing awards have been plamedhe BNVQF on a best-fit basis,
pending full re-designation in terms of framewot&rglards and criteria. However,
according to a member of the BOTA quality assurategartment, “no deadline has
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been set for the providers to comply”. The incretakst approach is comparable to
some of the developments in the Irish national &éaork as described by Raffe
(2009).

The Botswana Training Authority (BOTA) has adopthd idea of unit standards as
the best way to unify qualifications. This has ® set against the situation where
institutions have been providing training followingonventional methods of
designing curricula. BOTA has approached the saoats follows:

Registration

The Botswana Training Authority (BOTA) registers yamprovider that meets
minimum requirements in terms of the trainers, stuchumbers, budget, facilities
and resources to offer training. Statistics shoat #s at 16 December 2008, the 4th
year of implementation of the qualifications franmety 124 institutions had been
registered nationwide (BOTA, 2009). This represantsst of the institutions in the
country. According to one BOTA official, all inaftions are to ensure that they are
registered by the end of 2009 and “those that dommeet registration requirements
should close shop”. It emerged during interviewat tall government providers,
including the Botswana Technical Education Progr@n{BTEP) colleges, were
registered by December 2008. It was mainly privaieges and the community-
owned Brigades that were still to be registerede Tdovernment has, however,
recently taken over the Brigades, a step that shtadilitate speedier registration.
The distribution is reflected in table 1 below.

Tablel. Distribution of registrations by number of institutions
Type of institution Number
Private 66
Public 13
Community 34
Workplace 6
Non-governmental Organization (NGO 2
Parastatal 2
Total 124

Source: BOTA, 20009.

Approval

The Botswana Training Authority (BOTA) has allowedtitutions to continue with
their training but does undertake audits of thegpammes offered. Approval involves
rating a given programme and assigning it to a BOd&l (BOTA, 2009) pending
compliance with unit standards in the future. Adiog to BOTA, to be approved, a
course must satisfy certain criteria and be rigerau terms of the skills to be
developed. Approval simply means that BOTA is uaailthe present time to widely
and immediately enforce unit standards. It theeefiocredits the course in its current
form and pegs it at one of its levels. Therefopgraval is in effect accreditation in
the absence of compliance with unit standards. @ total of 643 programmes
offered across the 124 institutions, 633 programaresapproved, and each one has
been equated to one of the three BNVQF levels.nifrgiproviders, and not BOTA,
offer learners completion certificates providingyhmeet the quality criteria of the
regulatory body.



Accreditation

Accreditation goes beyond approval and involvesgd@nce with unit standards. The
Botswana Training Authority (BOTA) accredits thasgurses that are based on unit
standards registers the unit standards with thelasgy body. According to statistics
(BOTA, 2009) only 10 programmes have been accreditethe basis of the BNVQF
criteria as illustrated statistically below (sebl¢a2). The first column shows that unit
standards for only 10 sub-fields, out of a totalédf have been developed to date.
Against each sub-field there is an indication & type of provider that has complied
with the unit standards stipulation.

Table2. Programmes accredited by BOTA

Typeof provider

Field Private | Public | Community | Workplace | NGO | Parastatal

Generic 2

HIV/AIDS 1

Food and 1
beverages

Tourism 2

Wholesale and 1
retail

Computer 2 1
application

AAT 1

HRM 1

Hospitality 1

Carpentry 1

Source: BOTA, 20009.

Typically, accreditation of programmes involvesbeleate procedures (Tuck, 2007).
An institution requiring a programme to be accredlithas to be registered as a
provider in the first instance. Forms are filledspecifying the availability of trainers
and assessors, the curriculum and any other rdl@vianmation. The institution then
puts in place the study material to be used tm tasid the assessment procedures to
be followed. Thereafter, a team from the Botswaraning Authority (BOTA) visits
the institution on an appointed date to ask spegifiestions and tour the facilities to
get first-hand information. Thereafter, the Autiyrcommunicates its results. If
accredited, a certificate of accreditation will issued. This is usually for a fixed
period not exceeding five years.

In our view, approval and accreditation as desdrieove suggest that two systems
of alignment with the qualifications framework dreing used. Whilst accreditation is
seemingly the ideal, and supposedly the ultimategerothe approval route (which
should be temporary) is currently the more dominaf@iven this slow
institutionalization of the ideal route, the questihat looms large is whether BOTA
is winning or losing in its efforts to entrench aadjfication framework anchored on
unit standards.

It appears that the main influence regarding thermi@l benefits of a qualifications
framework came primarily from South Africa, whetewias thought that the South

7




African Qualifications Authority (SAQA) had demorated successes since it was
created in 1995. The study established that thieeoff from BOTAwho undertook
visits to South Africa were more interested in plositive aspects of SAQA. The foci
of the visits were to research guidelines for sgttout boundaries of qualifications,
levels of vocational education and training in 8auth African NQF and the structure
of the regulatory authority. One of the differencested by the officers was that
whereas SAQA saw the apartheid system as an inateeaarting point (South
African NQF, 2009), the BNVQF preferred engagemeiith stakeholders and
rationalization of the existing system.

The German Technical Cooperation (GTZ) had somaante on the development of
the Botswana National Vocational Qualifications rReavork (BNVQF), mainly in
terms of funding. It supplied an international expegho participated in workshops
run by BOTA, and offered an international perspection the purpose of a
qualifications framework in a developing countrynelexpert cited examples from
other countries in Africa where certain ideas hillee worked or failed to work, in
order to guide the development of the BNVQF. TheZGpecifically insisted on the
development of HIV/AIDS unit standards as a priorithese are now registered on
the BNVQF.

The other important influence on the Botswana Nmetid/ocational Qualifications
Framework (BNVQF) came from Cue F Consulting Ltd.,New Zealand-based
consultancy. A consultant preaches what he/she &nhamd the audience may not be
aware of this. In retrospect, the research estaighat the design of the BNVQF
bears close similarities with that of New Zealgpalkticularly in the following areas:

the use of unit standards and achievement standards
recognition of credit for a wide range of knowlefge
the idea of fields and sub-fields,

the idea of task force teams;

guality assurance systems and procedures; and
assessment procedures. (NZQA, 2009)

Motivated by a sense of urgency and to keep padk developments in other
countries, the Botswana Government, therefore olagd quite significantly from the
New Zealand model. The New Zealand Qualificatiomantework, which was
inclusive of all educational levels, 10 of them,swestablished in 1991. Tuck (2007,
p. 18) however, reports the failure of the framdwarainly because universities
“strongly resisted what they perceived as the aation of coherent degrees”. The
New Zealand Ministry of Education also had concetmsut the role of unit standards
in schooling. Though no research has been condirctBdtswana on the success of
the BNVQF, there are some indications of atomizatihe framework is sectoral in a
context where there are no defined levels for gdremnd higher education. It floats
alone without clearly defined pathways, and is boetl by the language of unit
standards; little understood by stakeholders.

4.1. Policy Framework

The Revised National Policy on Education has owercessive years guided the
Ministry of Education, recently renamed the Minystof Education and Skills



Development. The Policy, with specific referencerécational education and training
(VET), emphasized the need to equip learners wtls $or the job market through:

= collaboration with industry;
= promotion of equity and access to quality vocati@uucation; and
= lifelong learning for self-employment.

This national imperative is in line with the Intational Labour Office (ILO), which
considers education, vocational training and lifiglolearning as pillars of
employability and sustainable enterprise developr(ie®, 2008, p. 1).

The new qualifications framework was thus meardriog these high sounding ideals
to reality. Other policies were formulated (Flemi2§03) and bodies were created to
support the BNVQF. These include:

1. National Youth Policy of 1996, aiming to assist ggupeople to access
adequate and appropriate programmes in orderdmadtte knowledge, skills
and experiences required to effectively participatenational development.
The policy led to the creation of the Botswana blai Youth Council, with
responsibility for funding young people to startadirscale businesses and for
providing information on opportunities in educat@amd the job market.

2. National Policy on Vocational Education and Tragiaf 1997, aiming to
establish an integrated, accessible and equitabbatonal education and
training (VET) system and lifelong learning for tliermal and informal
sectors.

3. Policy on Small Medium and Micro Enterprises (SMM#&)1999, to foster
citizen entrepreneurship, encourage the developroerg competitive and
sustainable SMME community and create sustainabhlaplayment
opportunities. The policy has led to the creatiom the Citizen
Entrepreneurship Development Agency (CEDA) by thevé&nment. CEDA
provides:

= A funding agency for those who want to start busses provided
they meet certain criteria, such as possessiomlefant skills in
business management.

= Statistics on small to medium businesses in thatrpuas well as
their success rate.

4. Vision 2016 —Towards Prosperity for All, which es&ges the transformation
of Botswana in the coming years into a prosperai®n through the pursuit
of seven strategic pillars, among them the buildofgan “educated and
informed nation” and a “prosperous, productive ammsbvative nation”.

5. Regulatory bodies such as the Botswana Traininghduty, established
through the Vocational Training Act 1998, and thestiiry Education Council
(TEC), established through the Tertiary Educatiah 2004. These bodies are
charged with the responsibility of regulating teicah and vocational
education and training (TVET) in Botswana.

The Botswana Training Authority (BOTA) regulates cational education and
training up to certificate level. The Tertiary Edtion Council (TEC) quality assures
training from diploma-level upwards. TEC was rebtemtreated (2004), and at the
time of research, the envisaged levels after theetlhhy BOTA are not yet in place.
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The extent to which the policies outlined abovepsupthe BNVQF will be focused
on under the section on sustainability.

Detailed development and implementation of the Bate National Vocational
Qualifications Framework (BNVQF) are carried outtla¢ three levelsnamely, at
foundation, intermediate and full certificate les)el The consultant from Cue F
Consulting Ltd., who facilitated the structuringtbe BOTA (2002), emphasized that
the framework is national because it is a natioraburce, representing a national
effort to integrate vocational education and tmagniinto a unified structure of
recognized qualifications. This view is shared lmeK (2007) in his characterization
of what a national qualifications framework is,veall as by Young and Allais (2009)
in their discussion document on the role of quadifions in educational reform.

It is presumed that when learners know that thezeckear learning pathways, which
provide access, mobility and progression withinaadion, training and career paths,
they are more inclined to improve their skills akadowledge, and subsequently
increase their employment opportunities. This isaaesumption, which is perfectly
well placed at the level of principle and aspiratibut yet to be established when
issues of sustainability of the qualifications fmork are taken into account.

The Botswana National Vocational Qualificationsrireavork (BNVQF) has become
institutionalized under the Botswana Training Auttyp which is headed by the
Chief Executive Officer (CEO), under whom are threain bodies (each under a
director). These are Research, Finance and Quabksurance. The portfolios of
Human Resources Management and the Internal Auditoralso answerable to the
CEO. The Quality Assurance organ is responsible Key functions, namely:

assessment and evaluation; registration and atatied; and the regulation of
trainers and assessors. The organizational steuctuian be represented
diagrammatically thus:

CEO

Research Finance HRM Quality
Assuranc

4.2. Themandate of the Botswana Training Authority (BOTA)

The Botswana Training Authority was mandated toiewvand develop national
training standards for levels within the new BNV@Fform a clear and consistent
system relevant to the Botswana economy. The Mmcali Training Act 1998

empowers the Authority to:

= coordinate the regulation of public and privateatamnal training institutions
and assessment centres;

= regulate vocational trainers and assessors; and

= establish and implement a new framework of nationacational
gualifications below technician level.
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4.3.  Structure of the qualifications framewor k

The Vocational Training Act sets out broad plans & three-tier vocational
qualifications framework (BOTA, 2002; Fleming, 2Q0Raleru and Modungwa,
2003). Regulations pertaining to the new qualifemad system were drawn up and
approved by the Minister of Labour and Home Affaimsder whom the Authority
falls. The regulations elaborate on the naturehef wocational qualifications, and
establish unit standards which are registered components of the vocational
gualifications. The framework is structured asdwoi:

Level 1: Foundation Certificate level

This includes broad-based initial training andeetff competence to perform, under
supervision, routine jobs and some non-routine.jdlbe level matches employers’
minimum vocational criteria for recruitment intosactor. Task force teams were
established by BOTA to ascertain sectoral requirdené order to determine the
performance criteria for a given level. This levak with all three levels, was
seemingly borrowed as is from the New Zealand QEherbasis of its logic.

A Foundation Certificate is a minimum of 40 creditdevel 1 or above, relative to a
specific vocational field, of which a minimum ofgét credits reflect numeracy and
technology skills, and a further minimum of eighedits reflect communication and
interpersonal skills

Level 2: Intermediate Certificate level

This level includes competence to perform, with imum guidance and supervision,
routine and some non-routine jobs. An Intermed@getificate is a minimum of 60
credits related to a specific vocational field diigh a minimum of 40 credits are at
level 2 or above.

Level 3: Certificate level

This includes competence to perform tasks assacmith skilled jobs of a non-
routine and complex nature, and indicates poteritialsupervisory functions. A
Certificate is a minimum of 120 credits relatedatepecific vocational field of which
a minimum of 40 credits are at level 3 or above.

A unit standard

According to the Botswana Training Authority (BOTA9 unit standard formally
reports the attainment of an outcome of learningrthyo of national formal
recognition in its own right. Unit standards havesciptors of what skills and
performances align with each of the three levele Botswana National Vocational
Qualifications Framework (BNVQF) has levels, ledelscriptors and unit standards;
in this way it complies with what Tuck (2007) refdp as the essential elements of a
national qualifications framework.

Unit standards are developed for each qualificatioa for each sub-field. This takes
place under the supervision of BOTA. One of the kegstions the investigation
sought to address was: How are unit standards ags@lin practice? During the
capacity building stage (March 2000 to July 20B),TA trained stakeholders in the
development of unit standards. Thereafter, 14 faste teams were formed, each
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tasked to develop unit standards one of the folgwiields: generic skills; tourism;
hospitality; wholesale and retail; information coommtation technology; practice
standards; automotive; skin and body therapy; tha@ssing; textiles; travel; building
construction; electrical trades and metal trades.

The idea was that the teams would develop unitdstas for the three different
levels. These would be verified and registered len BNVQF. This was the main
approach.

The other approach was for institutions or workptawhich intended to develop their
own curricula, to work with BOTA to establish theitustandards to be registered on
the BNVQF. The institution would then develop iticse using those unit standards.

To date both approaches have resulted in only lrses being developed in
accordance with BNVQF standards. No national re$edras been conducted
nationwide to establish the numbers of learners tdne been awarded certificates,
and how many of these have managed to find jobs wicro level, however, it was
established that the Botswana College of Distamce@pen Learning (BOCODOL)
has awarded 1,060 certificates at level 2 of the/BN. These relate to four annual
intakes into the Small Business Programme. A tratady is being planned by the
research section of the College to establish howynad the certificate holders have
been able to access employment. However, from wvasen, there seems to be
overwhelming evidence that a very limited numbewehdbeen able to secure
employment. The two cases that came to light wame:former student who managed
to access a government loan to start a brick-mgldusiness, and the second who set
up a chocolate manufacturing enterprise. As notatiee, BOTA has approved a
number of courses developed as stated above, withsisting on unit standards.
Deviation by BOTA in this way might be an acknowdedhent that registered
institutions do not find it easy to comply with tistandards.

5. Design issues

As explained in section 4.3 above, the intentionthat the three levels of the
framework will be based on unit standards and legroutcomes will be derived
from these. According to the Botswana Training Auity (BOTA), the
determination of outcomes of learning is a cru@apect of the framework, and
follows these guidelines:

= Workplace operations are the determinants of theooues and capabilities to
be expressed through unit standards.

» The task team analyses each work-related staget¢ondine what knowledge,
skills, and values are to be demonstrated. Thsuigect to verification and
quality assurance by BOTA. A work-related stagen®to the particular stage
for which demonstration of skills is required eagsembling the chassis of a
car in the production chain.

= Once the lists of knowledge, skills, and attituthése been completed, they
are grouped into families.

= The team then turns the family groupings into ootecstatements.
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The outcomes are determined from three sourcesicelum documents; training
manuals or from work situations if no curriculumsg (BOTA, 2004). One provider
actually analyzed the knowledge and skills requif@dall identified areas in the
workplace (VOLVO Bus and Truck Builders Ltd.) inder to formulate key
outcomes. However, this is not common practice s&ctbe programmes that BOTA
has accredited so far. VOLVO required a traininggoamme to be developed for its
employees. To that end, the Botswana College otabt® and Open Learning
(BOCODOL) engaged in a brainstorming exercise \thth stakeholder and a course
relevant to the communication needs of the workeas then developed. It was
approved by BOTA although not following the generianmunication unit standards
already registered on the BNVQF.

5.1. Deriving outcomes of learning where no curriculum exists

The Botswana Training Authority has also taken oartl the accreditation of courses
where no curriculum exists (Abbey and Makhulela@&0 According to BOTA, the
framework certificates traditional dancing groupsl dhose engaged in basketry. In
2007, BOTA extended this experiment to traditiot@hcers of the Kalahari. Experts
in the field of music and dance were engaged aonh fihe cultural section of the
Ministry of Education through education officers avhwere in touch with
practitioners. The method of accreditation inclutiezse steps:

= Experts were asked to describe what knowledgdsskild values the people
to be assessed were to show as evidence.

= Learners were asked to specify what they knew &amat wihey were able to do.

= The experts then assessed the group against amdasts that had been
developed.

This experiment is discussed in some detail inee®& of this report where responses
to interview questions are analyzed.

It is noteworthy that the different purposes fogigen programme may not be met
with a single unit standard, since the evidenceired may differ markedly for each

purpose. This is in agreement with the view of Upg4990), with reference to the
situation in the UK where different unit standaadle written for what are, in essence,
different outcomes.

5.2.  Featuresof unit standards

Data obtained from interviewing BOTA staff showdwhtt it is at the level of unit
standards that the quality of any given programruoght to be manifested. The
supposition is that the clarity with which a givenit standard is articulated forms the
basis of assessment, which in turn leads to andaviarone of the interviews, the
officer acknowledged that the view about unit stadd was “the ideal which was
proving difficult to implement mainly because staéklers found it difficult to come
to terms with unit standards”. Indeed, the obs@&wmahas already been made that
most stakeholders do not comply with the gospelnif standards.

In the earlier discussion about how unit standam@sdeveloped, key players were
specified. However, in terms of the design of ttamework, BOTA quality assurers
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provide guidance to stakeholders that when dewvetpaind writing titles for unit
standards, unit standards should typically:

= represent a measurable and meaningful outcomeufitey or required performance;

= be expressed as an outcome, in the format VERB, NNOCGONTEXTUAL
CONDITION (where applicable);

= describe demonstrable and assessable outcomesentdertinat describe tangible
outcomes allow for direct assessment; and

= apply to broad rather than specific applications.

Providers, used to institution-based approachedjrage to find it difficult to adapt to
this aspect of the framework. Apart from the comple associated with the
interpretation of unit standards, the other spec#ason for eschewing unit standards
was financial. In response to a specific questionmy private providers were not
developing courses that met BOTA requirements:vaid providers did not have
government funding, and the time taken to re-desairses attracted costs regarding
development of materials and upgrading trainingrainers”. The issue of profit-
making in an increasingly competitive business mmment features quite
prominently in the apparent resistance to unitdaafs.

An important observation to make is that a unibhd#ad is broken down into elements
and performance criteria for purposes of assessridsments are the outcomes of
learning specified in the title of a unit standahat are assessed and reported on.
Moreover, the identification of elements assists ttesign and administration of
assessment:

= Elements are the key sub-divisions into which tbhé&come expressed in the
title of the unit standard can be broken down.

= Elements are the necessary parts, or chunks, selyacdentified to assist the
manageability of assessment of the outcomes ohilggathat will be reported
on.

= Collectively, elements equate with the title.

Performance criteria (PC) are derived from elementese are the characteristics of
performance criteria:

= They are written as clear descriptions of the parémce required to prove
that the outcomes have been attained.

= They detall all the essential evidence that musproeluced to achieve each
element.

= They are measurable statements that accuratelyrilsesthe quality of
achievement of the stated outcomes.

= In specifying the required evidence the PC stdias $omething (a result of
this ability) is evident and that certain actions ehaviours should be
manifested by the learner.

= In focusing not orthe doing but onwhat is done, they are expressed in the
format OBJECT + VERB e.gomething is donghis well and the result of
doing haghese characteristics.

The formulation of elements and performance catési the responsibility of those
who teach the curriculum, referred to as role-hdd® trainers. What follows is a
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brief illustration of how the unit standard, themkents and performance criteria are
interlinked. The unit standard (used as an exampiigure 1) is drawn from Generic
Computing.

Adherence to unit standards, elements and perfarenanteria forms the basis for
quality courses that are readily accredited by Bwswana Training Authority
BOTA. Stakeholders were taken through the standatiihg process in a series of
workshops. Collaboration in this regard resultedhi@ production of three guides to
the qualifications framework:

1. Generating Unit Standards for Registration on the BNVQF (BOTA, 2002).

2. Registration and Accreditation Instruments for Vocational Education and
Training Institutions (BOTA, 2003).

3. Guiddinesfor Preparing Curricula Linked to Unit Sandards (BOTA, 2004).

Figurel. Unit Standard: Exchanging messages using electronic mail
Purpose
People credited with this unit standard are ablddscribe the use of e-mail, create,
send, receive, organize, and save e-mail.
Entry
Open, however the person should have the prior lediye to operate a personal
computer.
Element Performance Criteria
1. Describe the use of = The advantages and disadvantages of e-mail systems
e-mail outlined and compared to other forms of commuroceti
= Alternative forms of e-mail are compared
= Ethical issues associated with the use of e-magl| ar
outlined
2. Create e-mail = The message header (subject) and content are aigbeqq
to the message purpose and target audience
» The message is addressed to the required recipients
= The message conforms to organization standarde-for
mail
= A document (where necessary) is attached to amikerm
message
3. Send, receive, = Evidence is provided that e-mail messages have de@n
organize, and save e- to recipients
mail » The recipients of incoming mail are recognized
= The contents of incoming e-mail are displayed and
printed.
= Precautions when sending and receiving mail |are
observed T

Source: BOTA, 2002.

The aim was that these guides would become keyergfes for institutions aspiring
to be registered and have their courses accreljt¢ke Botswana Training Authority
(BOTA). However, the observed resistance to uahdards has meant that this aim
has not been achieved. It is worth noting thatruisvs with stakeholders who
participated in the training by BOTA on how to farate unit standards revealed that
the activity was somewhat difficult mainly becaits@as too technical.
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6. Roleof stakeholdersand users

The key stakeholders of the Botswana National Mooat Qualifications Framework
(BNVQF) are:

= Education institutions (both public and private)nang them are the
Botswana College of Distance and Open Learning¢hvis a public provider,
and the Gaborone Institute of Professional Studoee of many private
providers). The number of registered institutionget to be established.

= The Government that formulates policy and funds Baoéswana Training
Authority (BOTA).

= Training providers e.g. the Botswana Police Serveed Okavango
Wilderness Safaris that provide training for polafécers and employees in
the tourism and hospitality sector, respectively.

= Employers, who run in-house training for employees seek accreditation
by BOTA.

= Non-governmental organizations (such as the GTa&) piovide part of the
funding.

Initially, stakeholders participated in the detaration of elements and performance
criteria related to given fields and sub-fields.drder for people to find their way
around the BNVQF, a classification system has lieseloped. This allows people to
quickly locate unit standards and qualificationstbe BNVQF and also provides a
means for vocational training institutions and asegent centres to specify the parts
of the NQF for which they wish to be accreditednifrly, trainers and assessors can
be accredited to teach and train in different BelQualifications are named according
to fields, sub-fields and learning domains. Whendt standards are in place for
certain courses, we noted that all stakeholdersezamily specify the parts of the
gualification framework for which they wish to becaedited. The newly established
Francistown College of Technical and Vocational édion and the Botswana
College of Distance and Open Learning are exampllggoviders actively engaged
with BOTA regarding unit standards in the areag@drmation technology, problem
solving, communication, and more recently in ermeapurship.

7. TheBNVQF fields

According to the Botswana Training Authority (BOTAfjelds” are the broadest

divisions on the Botswana National Vocational Qiedtions Framework (BNVQF).

The Board of the Botswana Training Authority apm®whe names of the fields,
while the management of BOTA, in consultation watlandards-setting task force
teams, approves the sub-fields. Twelve fields afieng were approved by the BOTA
Board in 2002 (see figure 2 below). This is a “wist” which should be viewed in

conjunction with the statistics regarding how mamyt standards are actually in
place. Statistical representation of this is giwetable two (above).
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Figure 2.

Fields and sub-fiddds of the Botswana

National Vocational

Qualifications Framewor k

Fields

Sub-fields

1. Agriculture and
Nature Conservation

Horticulture

Nature Conservation

Forestry and Wood Technology
Livestock

Fisheries and Wildlife

2. Business
Commerce

an

Finance

Economics and Accounting
Management and Human Resources
Purchasing and Procurement
Administration

Public Relations Marketing

3. Culture, Arts and
Crafts

Design Studies

Visual Arts and Photography
Performing Arts

Cultural Studies

Recreation

Music

Sport

Film

Television and Video

4. Education

Early Childhood
Teacher Aids
Workshop Assistants
Lab Assistants

Day Care Centre

Adult Learning Tutoring

5. Engineering
Manufacturing

an(

Engineering and Related Design
Manufacturing and Assembly
Fabrication and Extraction
Textiles

6. Health and Socis
Services

Preventive Health
Promotive Health and Developing Services
Curative Health and Rehabilitative Health

7. Law and Security

Safety in Society
Justice in Society and Sovereignty of the State

8. Information and
Communication

Technology

Computing

Computer Systems Support
Information Technology
Communication Technology
Information Security
Computer Human Interaction

9. Services

Hospitality

Tourism

Travel

Gaming and Leisure

Transport

Operations and Logistics
Personal Care

Wholesale and Retall

Consumer Services and Liabilities

10. Planning an(

Construction

Physical Planning

Design and Management

Building Construction

Civil Engineering, Construction and Electrical kdtructure
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Construction

11. Generic Skills Literacy
Numeracy
Problem Solving
Team Skills
Communication
Entrepreneurship

Self Management and Work Readiness

12. Mining and
Quarrying

Plant Operator
Construction Plant Equipment Technology

A training provider e.g. BOCODOL awards a qualifioa (e.g. Certificate in Small
Business Management) after learners have complle¢eprescribed modules within a
given time. Such an award is based on the factlhigaprogramme is either accredited
or approved and quality assured by BOTA.

8. Stagesof development and implementation
strategy

Three phases are distinguishable (BOTA, 2007). Til& phase involved the
establishment of the Botswana Training AuthorityO(BA) as a parastatal under the
Ministry of Labour and Home Affairs in 2000. Theopess actually started in
November 1996, when the Botswana government seedupgort in VET policy
formulation and the establishment of a VNQF appnedcthe German government
for assistance. The second phase (March 2000 ya2004) concentrated on capacity
building and staff development in order to prepB@TA for its role to reform,
operationalize and monitor the vocational educatod training (VET) system in
Botswana. The current phase started in August 2804 is concerned with
implementing the qualifications framework. Implertegion has therefore been
underway for the past five years. It is when thedlphases are taken together that the
issue of sustainability arises, especially witharelgto implementation.

9. Sustainability

The sustainability of a qualifications frameworkems to the extent to which it is

viable and can be kept going or maintained. Fources of data were used to gauge
sustainability, namely: BOTA’s operational docunsentonference papers; oral

interviews with key stakeholders; and observatibrd@velopments on the ground.

The following are some of the stakeholders inteveie:

officers from BOTA;

providers of training, e.g. public and private egks;
government officials (Ministry of Education/Labour)
members of task teams created by the Authority;
representatives of donor organizations;

employer organizations; and

the Chief Executive Officer of the Botswana Tramiwuthority.

In examining the impact of the new qualificatiomanhiework, the challenges faced
during the second phase (the capacity building @hasd the third phase (the
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implementation phase) will be addressed. The pest focuses on challenges and
negative perceptions of the qualifications framdwand the second part on
challenges and positive perceptions.

9.1. Implementation challenges and negative perceptions

The reformist aims of the Botswana National VoaadioQualifications Framework
(BNVQF) are measured by evaluating the extent tehvit has achieved those aims
in practice. To that end, political, social andhteical impact will be examined. Some
of the negative indicators (derived from findingsg that:

= The existing system, led by the Botswana Trainingharity (BOTA), is
neither properly coordinated nor coherent.

= The system cannot on its own promote access totisoeh education and
training (VET).

= From a technical point of view, unit standards h&een resisted, partly
because of the opaque language.

= Established institutions have resisted the qualioms framework (QF).

= The absence of a national QF renders the BNVQFatisol with clear
pathways for articulation.

= The aims e.g. reduction of poverty and unemployraeaseen to be rather too
broad for a QF, which is more of an instrumentlodrgge rather than an agent
of change.

= Borrowing from countries like New Zealand or Sodtftica, and failure to
take time to learn, seems to account for some efstmortcomings of the
framework.

In the sections that follow, the above findings @&ealuated, cognizant of the
limitations noted by the interviewees. In that melgasome interviewees (especially
employees of the Botswana Training Authority) wadg self critical. Indeed, they
seemed unable to separate themselves from they poiperatives of the QF they are
working to install. There were instances where tlvegre defensive regarding
borrowing ideas and a language from the New Zeal@ndlifications Authority
(NZQA) without attention to local contextual conditis. Other stakeholders e.g.
providers, employers and learners who had acqif@@A-accredited qualifications
gave information that could be viewed as more dlyjecn its own way.

In practical terms, the purpose of the qualificasidramework was to improve the
social and economic competitiveness of citizengabilitating access to technical and
vocational education and training (TVET) opportigst In our opinion this was

somewhat out of touch with reality and rather toubaious. In particular, the

reduction of poverty and the creation of employmepportunities do not seem
feasible. It is one thing to see the qualificatidr@mework (QF) as an instrument of
change to which other drivers of change are dukpewledged and accommodated,
and quite another for the QF to be the sole driviethe intended reform. The
BNVQF's insistence on applying the model has beeet mvith resistance, a

phenomenon referred to by Young and Allais (2008) a challenge in the

management of expectations.
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Borrowing heavily from the New Zealand Qualificatso Authority (NZQA), the
regulatory authority (BOTA) launched the initiaticalling stakeholders together to
explain and teach them about unit standards. Thehokity taught related
terminology (elements, performance criteria, dggors, etc.), and created task teams
to develop unit standards for fields and sub-fiel8®me participants expressed
concern about the lack of time to reflect on theustire and design of the
qualifications framework. Thus, technical problewere noted early in the life of the
QF. Other imperatives were also influential. Onetloése was the pressure on
Botswana to develop a framework as a matter ofnageBotswana had to move with
the times, just like its neighbour South Africa hdmhe. In a sense this was a recipe
for limited success.

The very slow progress made in the five-year peoiidhplementation can, at least in
part, be attributed to pressure. Where partnerprssurized to follow an approach,
they tend to resist. The CEO of BOTA acknowleddpas: t

Uptake of the framework by stakeholders has noh lzeefast as BOTA would have
expected. Possibly, one of the factors could bdithiéed time that was allowed to

learn all about the framework before its implem&ata The second one has to do
with interpretation in practice of unit standardsmd applying them to influence

course development. Thirdly, training providerspexsally private colleges, find it

difficult to change ways of doing things becauserghis the cost factor involved, at
least initially.

The best way to ensure stakeholder participatiortoiscreate familiarity with
procedures and involve stakeholders in a meaningériner. Gallagher et al., (2005)
make this useful observation with reference toSbettish Qualifications Framework,
which is described by Raffe (2009) as a commuroocatimodel; one that is not
prescriptive. As is the case in South Africa (R2802), the BNVQF has prescribed
regulations, quality assurance and assessment du@se unit standards and a
prescribed language of reform. Our findings shoat #takeholders found these to be
cumbersome, and have therefore retained coursengfein the traditional mode.
This is overwhelmingly true of private providers avbontinue to offer programmes
accredited elsewhere e.g by tlity and Guilds of London Institute which the
Botswana Training Authority (BOTA) approves.

Private colleges are interested in making profit] arefer offering courses that are
easy to provide irrespective of the link to empl@y as one provider put it:

Offering courses accredited outside Botswana doesave any hassles as a way of
earning a living for private colleges. To be honest do not think long and hard
about the employment opportunities that our cousas open. If students want
courses on our menu, we simply give them.

Participation in a qualifications framework (QF) wi inevitably lead to higher costs

for private providers who would have to train texs, buy new resources and pay for
the other processes required to meet BOTA acctetitand registration standards.

This has a negative impact on the prospects ofessdor the QF. Letamo and Thothe
(2003) have articulated these and other incongigenn Botswana’'s technical and

vocational education and training (TVET) policies.
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Other providers, even the more compliant governmeliges, have not been able to
develop courses according to BOTA'’s unit standafdstainer from a government
institution had this to say: “The idea of unit stards sounds like a good academic
exercise, and we find it difficult to translatento practice. Some of us do not see the
point of abandoning tried and tested ways of dguelp curriculum. It has always
worked.” As in the private sector, public instituts have also continued to design
their own courses and BOTA has approved them. Anguéhis is a sign of failure on
the part of the qualifications framework.

Unit standards have not been generated for the nsabyfields that have been
prescribed. Moreover, the few unit standards tmatragistered on the QF are not
widely used. As discussed, out of the 643 prograsnmoiered across the 124
institutions under the BNVQF, only 10 programmespty with the unit standards

specifications. Many qualifications, therefore, emoutside the framework, despite
five years of implementation. The few unit standattat are registered on the
gualifications framework have been developed iregerskills, computer application,

tourism, hospitality, and HIV/AIDS. According toelBOTA CEO:

Tourism and hospitality have registered high susdescause most operators in the
sector are from South Africa. They are used to wtéindards and value their
significance in enhancing the services they offgitast their competitors.

Government institutions constitute the main bodypadviders that have taken up
generic skills unit standards, presumably becabsg find these easier to offer.
However, such skills do not address one of the mbjectives of the QF, namely,
increasing employment opportunities. Responderdsn fthe Ministry of Labour
argued that while in theory the idea of generidlskinakes logical sense, courses
based on these skills do represent a good investfhetamo and Thote, 2008). This
is because there is no evidence to suggest thse tlvbo acquire the skills are better
able to use them to secure employment or reducerfyov

An officer from the Botswana Confederation of Comeoee Industry and Manpower
(BOCCIM) reinforced the above position and shederight on it* She said that:

* Industry does not find generic skills crucial taoeomic development in the short
term, though BOTA is insistent on them.

= BOCCIM finds it difficult to sell the idea of ungitandards to industry because few
employers find it easy to translate them into pcact

= Member industries find courses offered by BOCCIMrencelevant to their needs
than courses registered on the BNVQF.

= BOCCIM continues to offer courses to its memberustides without BOTA
accreditation.

* Progress to meet BOTA's requirements is too slavBfoCCIM.

The data above demonstrate the difficulties thaf B@as yet to overcome in order
to bring everybody on board. It is an organizatoth such a wide range of industry

1 BOCCIM is a private non-profit organization regisid under the Trade Unions and Employers’
Organization Act 1983. It represents the interedtdhe private sector, and is recognized by the
Government as fulfilling this task. BOCCIM admimst an extensive programme of training courses;
offers industrial relations assistance; and praviolesiness management counseling.
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membership has not been able to meet BOTA’s expi@cta and vice versa. In our
opinion, this shows the lack of systematic coortiomaof vocational education and
training (VET), a situation which casts doubts abthe prospects of success in
implementing the QF.

Both public/government institutions and private\pders have made use of the unit
standards that are registered on the qualificatimmework in computer application
skills. We observed widespread excitement aboutpchens in Botswana and private
providers have capitalized on that. Computer cauase offered in urban centres and
in almost every village (electricity permitting).aWly holders of BOTA-accredited
gualifications in this field are unemployed. Thianchardly be called a success
indicator in the reduction of unemployment and ptxeMoreover, the computer
courses do not articulate with other courses insystem because there is nothing to
articulate with, since the three BNVQF levels ac¢ synchronized with any other
framework (and no other framework exists).

Distance education has been encouraged to plajyeaAtthough providers in this
category have not used unit standards, they haea b#owed to design courses,
notably in the areas of generic skills such asntfepreneurship and communication.
These have been approved and offered to learnetstviews revealed that the
position of these learners in the job market hasmproved. Moreover, the graduates
cannot transfer to another provider as there aneationally accepted pathways. The
University of Botswana does not recognize thesesesy for example. What the
gualification framework (QF) can be credited withthe present situation, is creating
opportunities for access to education. However,tarms of sustainability, the
situation prefigures limited success, if not fa@lilo meet QF objectives.

The issue of recognition of prior learning and telated award of qualifications is
still to be realized. Our research showed an amistiattempt to recognize prior
learning through the award of a BNVQF intermediatatificate (level 2) in a

situation where there was no pre-existing currigulin existence. The Botswana
Training Authority (BOTA) decided to engage tragiital dancers and musicians;
rural people without any formal education. Expewsre hired to design unit

standards, then assessors were engaged to quslitieahe project before certificates
were awarded.

Two failings were observed. Firstly, (according B®OTA quality assurers), the
language issue proved problematic at two levelg. fifst was to do with the dancers
and musicians themselves because they could omiyncmicate in the vernacular.
The experts hired to work out unit standards hablpms coming to terms with the
language of the unit standards. Notwithstandingithgediments, the project went
ahead.

The second failing (observed by BOTA officers amdraborated by those awarded
certificates) has to do with progression, a keyassor the BNVQF. After the

excitement had died down, those who received @atés, including the Chief of the
area began asked relevant questions, namely, Wwhatettificate was worth and what
they could do with it. When closely analyzed, itsmelear that acquisition of the
certificate had done little to increase opport@sitifor employment; increase
economic development; or reduce poverty. Although ihitiative boosted egos and
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raised confidence, these are not adequate or @sigeegoals in and of themselves,
especially in the light of the overall objective$ the qualifications framework.
Further, we are of the view that recognition obpitearning (RPL) for its own sake is
not viable. Since that project was undertaken i@72€here has been nothing to
indicate that RPL is seriously regarded as a mtgol for increasing access and
certification for those excluded from training opfomities under the previous VET
system. In our opinion, it is fair to conclude thiaé challenges outlined above are
weaknesses that threaten the sustainability oBN¢QF.

There seems to be silent contestation on the pagtablished institutions, regarding
what the qualification framework (QF) stands focaflemic disciplines are jealously
guarded as is institutional autonomy. In particutaere is ambiguity regarding the
link between unit standards and the traditional svafydeveloping and implementing
curricula. Equally problematic is the issue of ames on the basis of which unit
standards are premised. There is some truth iwvidve that the established order is
not easy to dislodge, and that the conservatitesteinentality is still very much at

work when it comes to untested phenomena and eduoahtpractices. That,

obviously, is dependent on the manner of engagerdopted by the driver of the
QF, namely BOTA. Our findings revealed that thesswsignificant participation by

the University of Botswana in the second phasehefgroject, the capacity building
stage.

In comparative terms, the above issue also pactigunted for the failure of the New
Zealand Qualifications Authority (NZQA) as explagheariously by Tuck (2007) and
Strathdee (2009). Both analysts acknowledge coraditie conflict and controversy
between the Authority and key stakeholders. Deghédact that the NZQA designed
a broader NQF, with 10 clearly defined levels amdvision for articulation, the
framework failed. It makes logical sense that soatality is questionable given the
fragmentary nature of the BNVQF (with its threedisvprecariously isolated) and the
hiatus between it and other systems. In our estimaas long as there is no national
gualifications framework to bring together varidasgels of the education system, the
attainment of BNVQF goals risks becoming a pipeadre

The issue of coordination seems to be central stagability i.e. the systematic and
conscious administration of effort by all the diffat stakeholders with an interest in
vocational education and training (VET). Intervi@segecommended the creation of a
further coordinating body because BOTA cannot bth lpdayer and referee in the
advancement of the qualifications framework. Asexample, what the Brigades
engage in, what technical colleges provide, whatape providers expend effort on
and what distance education providers contributenains institutional and
individualized. This renders programmes institwtiiven rather than demand-
driven. The ideal is to have programmes that areashel-driven in line with national
economic and social imperatives. Instances of dafin of effort were noted in
practice. If, for example, access to quality ediocats to be realized, then courses
such as those in the field of computers need tthhdenonized into clear levels of
nationally validated programmes. The absence obadinating body leads individual
providers to offer courses their own way, and tis& of regressing to sub-standard
provision is real. The qualification framework hast gained enough prominence to
champion this discrepancy, which is anathema toessc
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Equally, buy-in from relevant bodies such as thetiz€n Entrepreneurship
Development Agency anthe Local Enterprise Authority (which provide fircal
assistance to graduates in the area of entrepdmpushould be sought so that they
understand and appreciate the developments beidgrtaken. Similarly, although
policies intended to support the qualificationsnfeavork e.g. the National Youth
Policy 1996, the Vocational Education and Trainit897 and the policy on Small
Medium and Micro Enterprises, have been put inglaesearch shows that there is
no clear coordination between them and the Botswaaaing Authority (BOTA).
Those in charge of them seemingly handle theirirafimdependently, and there is
every reason to argue that the Botswana Nationatatfmnal Qualifications
Framework (BNVQF) would be more sustainable if tiumgle of initiatives’ were
consciously and systematically synchronized.

Botswana is expansive; to reach places, vast distahave to be covered. This is a
contextual variable that makes the situation uniquée sense that vast resources are
required. The Government, faced with other compgeati@eds, has been constrained in
terms of funding BOTA to the fullest extent. Thiss gompounded by the fact that
donor funding has now ceased. Quality assurance aasdssment visits require
funding, and interviewees expressed concern thatldwel funding compromises
success. The extension of the problem lies in Yadlability and training of expertise.
During the second, capacity building phase, theras wnvestment in skills
development. This was envisaged as an ongoing isgei@ cope with expansion in
responsibilities. However, investigation has shotat financial constraints have
made staff development problematic at a time whepamsion is needed most.
Limited resources are, therefore, perceived aseatho sustainability (Abbey and
Makhulela, 2008).

The Botswana National Vocational Qualificationsrieavork (BNVQF) is housed in
the Ministry of Labour and Home Affairs by virtuef @ being vocational in
conceptualisation. The situation on the ground,dw@x, shows that BOTA does most
of its business with the Ministry of Education aB#ills Development. In other
words, it is within the Ministry of Education thamost, if not all, providers of
vocational courses are located. Issues pertairontpe curriculum, unit standards,
assessment and the evaluation of outcomes arerdiperpprovince for educational
expertise rather than labour expertise. To citet K2009), phenomena like learning
outcomes and the curricula upon which they aredesguire professional judgments
and external references and benchmarks. In ournarpithe Ministry of Education
and Skills Development is best positioned to addtiers.

There also seems to be a political dimension ttet been reported as impact
negatively on work progress due to bureaucracy lamded expertise. As one
interviewee observed, “the QF is best located withe ambit of a ministry that deals
with education”. An officer from the assessmentatépent of the Botswana Training
Authority (BOTA) shared this view. It seems moragmatic to follow that route in
the interest of sustainability. It is heartenindfital that this has been noted, and the
process of relocating BOTA has started as permmdtion communicated by its CEO.
However, undoing systems will exert a delaying @fthat may be prejudicial to the
success of the Botswana National Vocational Qualifons Framework.
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9.2. Implementation challenges and positive per ceptions

Notwithstanding negative aspects, the qualificatidramework (QF) has made a
mark on the Botswana education system. First anehfost, the introduction of a
sectoral QF has raised awareness of gaps and amantys, especially the absence of
a national qualifications framework. Plans are uwdg to establish one (Abbey and
Makhulela, 2008). Some of the successes noteddppnelents were that:

= The new QF is transparent although limited.

= Industry and training providers can now collabonatdike in the past when
employers did not take training seriously.

= The QF has overcome problems of incoherence bwydating a rigorous
monitoring system.

Further evidence to support these claims is noweried and discussed. During the
second phase, the newly created regulatory bodye rttaal effort to run workshops
and visited countries such as South Africa (forppses of benchmarking) and
identified a consultant with a background in thewN&ealand Qualifications
Framework, especially its vocational side. This iobsly showed seriousness of
purpose; these were positive moves aimed at gedlingtakeholders on board. The
calculated end result of the workshops was theaboHative writing of guidelines on
curriculum development, how to write unit standaadsvell as guidelines for trainers
and assessors. To all intents and purposes, thesets some measure of transparency
into the system, a development with the potentialatiracting buy-in. Most
importantly, bringing together different partiesdhahe potential to harmonize
interests, although capacity to sustain momentwmseo have been constrained by a
lack of financial resources.

The introduction of instruments for quality audgiprocesses held the potential of
enhancing effective self-monitoring by those indigns offering programmes
approved by the Authority. This is a reform indarain a situation where existing
providers had not been exposed to ideas aboutnsgste self-monitoring. Writing
about the South African experience, McGrath (2003)erscores the importance of
guality assurance and quality auditing if the diedtions framework is to achieve its
goals. This view supports the effort by the Botsavdmaining Authority (BOTA) to
put in place a quality assurance system for the BRV

Two employer organizations concurred that the ¢joations awarded to employees,
after the companies had participated in the dewedop of curricula and formulation
of unit standards, were more relevant to the wadglin terms of improved
performance. The collaborative effort between mtexs and industry, encouraged by
the provisions of the QF, although isolated, dertratess what the QF can achieve as
an instrument of change.

To reinforce further the success of the BotswantoNal Vocational Qualifications
Framework (BNVQF) based on the efforts of BOTA, thalifications framework
has raised stakeholder awareness of gaps in the skBatswana relative to certain
areas of business. Evidence of this came from dréheo training providers who
observed that in Botswana e.g. in supermarketsJeshle shops, immigration and
other service providers, the majority of operativask customer care skills. The
Botswana Training Authority, so the argument westipuld conduct a survey to
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establish areas in which employees could be givaning in order to better meet
customer expectations. Although this is yet to kelared by the Authority, it is an

indicator of the potential to bring about changecérding to King and McGrath

(2003), transforming attitudes so that citizensopee more enterprising is now a
widely acknowledged responsibility of the regulgtdrodies as they develop and
implement qualifications frameworks.

Another success indicator of the new QF is thatsieaece on having properly
qualified trainers to handle courses in colleges/&be and public alike) ensures, in
principle, consistency of standards across themifft providers. This call by BOTA
is well placed if standards are to be raised.

Findings pointed to a further very important susceslicator, namely the feedback
that can be garnered from stakeholders. As obsexadi@r, no known study has been
undertaken to date to evaluate the impact of th&/@N What are available are
conference papers, which draw attention to speasffiects. By calling ‘availability of
feedback’ a success indicator we are suggestingftB®TA actively solicited such
feedback, then useful information on the socialhtécal and political dimensions of
the BNVQF could easily be collected. In turn, timd facilitate the introspection and
reflective thinking necessary to review the quedifions framework. From the point
of view of research, this approach is viewed wittme degree of seriousness. Its
benefits have been acknowledged with referenckea&@buth African situation, where
implementation challenges were experienced. R20089, p.12) makes the following
important point:

[TIhe NQF was effectively re-launched by an Act2608, which established it as a
looser, more differentiated, more “bottom-up” frameek, with more input from
educational institutions.

It will be prudent for the Authority to learn froexperience on the ground. On the
basis of research data, it appears that the BNV@$-horrowed in order to provide a
somewhat quick solution to the multifarious skilthallenges facing vocational

education and training in Botswana. Unfortunateigks and challenges were not
adequately planned for, and as discussed, the oushehallenges need re-evaluating
and addressing from a more informed position.

10. Conclusion

The investigation was conducted on the basis ofdl@wving hypothesis:

A systematically created qualifications frameworkll wneet its VET goals of
increasing access to training, increasing job dppdres, and reduction of poverty.

Data were gathered from documents and interviewd, then subjected to critical
review. Testing the hypothesis has not confirmedcheively that the new
qualifications framework has necessarily led to tba@uction of unemployment and
poverty. These aims are considered too broad (pasdially borrowed) qualifications
framework implemented in the absence of a natigoalifications framework. The
probability is that reduction of poverty is a lotegm objective, which cannot be
gauged at this early stage of the Botswana Natidf@tational Qualifications
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Framework, now in its fifth year of implementatidRegarding the potential of the
gualifications framework to increase employment @pmities, dynamic
collaboration between industry and training prowsdeemains to be demonstrated,
and only after some reasonable period of successfmonstration, can success be
measured.

Observations indicate that there are learners vewe lattained qualifications in the
few courses based on unit standards who remain ploged. Two factors account
for this, namely, an economic environment whereehs limited diversification of
industry for which skills are developed. Secondiyymal employment has been
shrinking in the context of a global recession. Tm® hope that remains is self-
employment, but this option does not seem to haenkaken up by many, and
remains to be further investigated.

Currently, it is not clear whether the limited rangf qualifications within the
Botswana National Vocational Qualifications Framéwes consonant with labour
market skills needs. What emerges from the foregdisquisition and analysis is that
whilst the qualifications framework has usheredsame positive developments, the
odds are largely stacked against its sustainability

27



Acronyms

BGCSE
BOCCIM
BOCODOL
BOTA
BNVQF
BTEP
CEDA
CEO
CSC
DVET
GTZ
ILO
NZQA
NQF
PC

QF
RNPE
RPL
SQA
TEC
TVET

VET

Botswana General Certificate of Secondaryciion
Botswana Confederation of Commerce, Induatrigg Manpower
Botswana College of Distance and Open Liagrn
Botswana Training Authority

Botswana National Vocational Qualificationafmework
Botswana Technical Education Programme
Citizen Entrepreneurship Development Agency
Chief Executive Officer

Cambridge School Certificate

Department of Vocational Education and Tragi
German Technical Cooperation

International Labour Office

New Zealand Qualifications Authority

National Qualifications Framework

Performance Criteria

Qualifications Framework

Revised National Policy on Education
Recognition of Prior Learning

Scottish Qualifications Authority

Tertiary Education Council

Technical Vocational Education and Training

Vocational Education and Training
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