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EXECUTIVE SUMMARY

Short course provisioning is one of the most dynamic features of the emerging education
and training system of South Africa. This kind of provisioning is particularly associated
with‘just intime’, and ‘just enough’ learning to meet a specific need in workplace
environments. Therefore, it is considered a viable and common method for optimal
workplace functioning in all contexts and greatly facilitates accessto learning in a
manageable manner in terms of cost, time, energy and resources, both for the employer
and employee.

In addition, short course provisioning has awider focus than workplace contexts: where
research findings are disseminated and new knowledge is shared, it is also associated
with continuing professional devel opment.

A third areawhere short course provisioning isimportant, is where learnersrequire a
targeted short learning programme, to upgrade skills and knowledge to ensure successin
their chosen field of learning.

With the new approach to education and training, short course provisioning has avery
particular place in the system and has an i mportant role to play in the devel opment, up-
skilling and multi-skilling of human resources. It isclear that it isrelevant to all sectors
and bands and it is therefore critical that it should be subject to the accreditation and
quality assurance processes already in place for education and training providers of ‘full’
qualifications, i.e. providers who are offering alearning programme that will ensure that
alearner is awarded with a certificate, diploma, degree, etc.

Some of the contexts where this kind of provisioning occur include:

» Teacher development through INSET-programmes

» Human Resources management where updates to acts have an impact on the
human resource function of an organisation

» ‘Hands-on’ learning as part of afull qualification

> ‘New’ knowledge generated in a particular situation where this will impact
operationally on an organization or profession and where this type of knowledge
has not yet been included in a qualification

» Refresher courses for professionals, etc.

Further, provisioning of this nature will assist workplaces to develop meaningful career
and learning pathways for their employees in a highly accessible manner. However, there
is thereal danger that this type of provisioning may result in disjointed and fragmented
approaches and it is therefore important that designers of such learning programmes
include a focus on the teaching and learning assumptions and the proposed approaches, in
the interest of the learner, and where required, ensure that credits achieved through short
courses, are articulated and has currency in terms of registered qualifications and unit



standards. If so, this may lead to i mproved workplace practice and to improved
employability and mobility of the employee.

The need for this document stems from the lack of clarity about short course provisioning
and the formalisation of a mode of delivery, which has been up to now, aninformal and
unregulated area of education and training. However, this does not say that all short
course provisioning necessarily needsregulation, but where it impacts on public money
expenditure and on the nature of credits towardsregistered unit standards and
qualifications, it clearly needs quality assurance. An important point is that regulation of
short course provisioning is only required where this may have an impact on the award of
credits towards particular unit standards and qualifications. Short learning programmes
with anon-credit bearing focus, do not fall within the ambit of this responsibility.

This document therefore hopes to clarify and formalise short course provisioning so that
it could takeitsrightful place in the development of this country’ s human resources.

The Criteria and Guidelines for Short Courses and Skills Programmes is not a stand-
alone document and supports all the other SAQA documents dealing with accreditation
and quality assurance of providers of education and training. The following documents
are assumed to be familiar to the reader:

» ETQA regulations
» Criteriaand guidelines for providers
» QMS for education and training providers



CHAPTER 1
INTRODUCTION

1.1 Status of recorded short cour ses

In 2000 the South African Qualifications Authority (SAQA) initiated the recording of
short courses to enable providers of short courses to be brought into the standard-setting
and quality assurance processes set up for education and training system as awhole.

Some of the aims of the recording process were to:

o Gauge the current extent of short course delivery;

o Provide Standard Generating Bodies (SGBs) with information about how and the
type of education and training currently being delivered in the system, thereby
providing some idea of what appropriate unit standards and qualifications could
be established;

o Provide SGBswith insights into how articulation between unit standards and/or
part qualifications and full quaifications could be structured; and

o Reassure providers and learners that a processis being put in place to bring this
area of provisioning into the new system in a coherent and systematic way.

Therecording of short courses cameto an end in November 2001. No new submissions
were accepted and since then all short course providers have been referred to the
appropriate ETQA toinitiate their accreditation processes.

It should be noted that at the time, SAQA made it clear that the recording process did not
replace the need for registration (with the Department of Education) or accreditation with
an appropriate Education and Training Quality Assurance Body (ETQA) (refer to
Appendix A: the Memorandum of Understanding between the provider and the South
African Qualifications Authority). Therecording of short courses was at the most an
attempt to facilitate the development of processes to be moreinclusive of different types
of providers and modes of delivery in the emerging education and training system.

However, the recording process highlighted the following pertinent issues in the delivery
of short courses:

a. A relatively small number of providers submitted their short courses for
recording (approximately 700), but these ranged from consultancies run by a
single person, to large public and private providers such as universities and
technikons

b. The most significant number of short courses was submitted in the sub-field
Business, Commerce and Management studies (atotal of 2077 courses of which
701 courses fell within the Generic Management sub-field). This was followed
by courses within the field of Education, Training and Development, Health



Sciences and Social Services, Physical, Mathematical, Computer and Life
Sciences and Manufacturing, Engineering and Technology.

c. Short courses are being offered at all levelsand in most fields of learning of the
National Qualifications Framework, ranging from courses for Continuing
Professional Development to skills-based courses.

In terms of the aims of the recording process, SAQA felt satisfied that it did achieve
clarity on some areas of delivery. However, alarge percentage of courses were not
captured, notably those offered by the Department of Labour in the form of their
“Training of Unemployed Persons’ (TuP) courses and the public Further Education and
Training Institutions (Technical Colleges) short courses that fall under the Department of
Education.

Further, in terms of the extent to which standard and qualification generation was
informed by current short course delivery, the success was limited, largely dueto alack
of Standard Generation Bodies in the particular sub-fields.

Lastly, in terms of reassuring providers and learners that this type of provisioning is
being brought into the system, this process was hampered by the setting up phase within
which most of the ETQASs were finding themselves and the lack of clarity asto the
processes required for the quality assurance of short course provisioning.

In theinterim, providers of short courses were increasingly subjected to pressures created
by employers for registration and accreditation as providers so that the repayment of a
percentage of the levy grant (as per the Skills Development Levies Act) by Sector
Education and Training Authorities (SETAS) can be effected. Thereisabelief that
employers can only claim their levies back when making use of accredited providers.
Thisis not entirely correct. Inthe Government Gazette (No 20865 of 7 February 2000) it
is made clear that the Skills Development Levies Act providesfor recovery of the levy
payment based on the submission of Workplace Skills Plans (WSPs), Workplace Skills

I mplementation Plans (WSIPs) and the submission of the names of Skills Development
Facilitators (SDFs), not on the basis of making use of accredited providers and NQF-
aligned learning programmes.. The Regulations to the Skills Development Act (No. 97
of 1998) stipulate that:

There are six types of grantsthat an employer might claim. These are:

A workplace skills grant;

A workplace skills implementation grant;

A grant towards the costs of learnerships and learner allowances;

A grant towards the costs of skills programmes;

A grant towards the costs of providing apprenticeship training; and

A grant towards a programme, project or research activity that helps therelevant
SETA to implement its sector skills plan.
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The first two grants— for the submission of a workplace skills plan, and for a subsequent
implementation report on the training provided — MUST be paid by therelevant SETA as
long as an employer submits the application correctly on time, as assessed by the
appropriate SETA. The Regulations refer to these as mandatory grants.

Discretionary grants MAY be disbursed by a SETA based on the extent to which
providers are facilitating the implementation of the skills plan for the particular sector.

(Refer to Appendix B for the Skills Development Regulations Guidelines)

These guidelines make it clear that the payment of grants hinge on the extent to which an
employer implements the Workplace Skills Plan (WSP) and the extent to which thisisin
line with the Sector Skills Plan (SSP).

This clearly gives the system the necessary space to devel op and i mplement the new
approach to education and training in the workplace, but it impacts on the way in which
providers of short courses view and construct their short learning programmes. Many
short learning programmes for example, that traditionally were seen as short courses, may
be considered to be skills programmes. Thiswill make it possible for employersto claim
back the mandatory grant, as well asthe grant allocated for ‘ skills programmes’.

However, the term * skills programmes may be too restrictive to deal with the variety of
short learning programmes offered by different providers, particularly in Higher
Education contexts. (In the chapter dealing with “ Defining Short Courses and Skills
Programmes”, this document proposes several interpretations of short course
provisioning which may be helpful to clarify the approach.) While it may therefore not
be possible to call such short learning programmes * skills programmes’, these
programmes clearly have a particular purpose and may also facilitate the i mplementation
of Workplace Skills Plans and Sector Skills Plans.

Tore-iterate: in interpreting the Skills Devel opment Act and the Skills Devel opment
Levies Act, many providers, particularly private providers, were placed under pressure
from employers and government to be accredited and to have their courses registered.
Thisisimportant and will remain akey objective for the quality assurance of short course
provisioning, but it is clear from the two Acts mentioned above that thisis not the basis
upon which skills grants are disbursed. The need for registration and accreditation stems
from the need to award credits for learning, i.e. that learners who enrall for learning
programmes be given formal recognition for their learning attained through a short
learning programme. A balance between the two imperatives: delivering training against
WSPs and SSPs and delivering learning programmes that will lead to credits towards unit
standards and part qualifications, will ensure that short course provisioning takes its place
in the development and implementation of the emerging education and training system.




1.2 Consultative process

In keeping with the normal consultative processes followed by the South African
Qualifications Authority, SAQA hosted aworkshop with ETQASs and the Department of
Education and Labour in February 2002. This was followed by a series of focus group
meetings with ETQASs throughout 2002. In addition, the draft discussion document was
made available for public comment from November 2002 to February 2003. The
discussion document was published in the Government Gazette of ... and was placed on
the SAQA website for the duration of the public comment period. These processes
culminated in the development of the document: Criteria and Guidelines for Short
Courses and Skills Programmes. A second round of consultation was undertaken
through focus group meetings in April 2003. The document was adopted by the SAQA
meeting of 13 August 2003.

CHAPTER 2 will deal with Defining Short Course provisioning and clarifying its
position in terms of education and training



CHAPTER 2
DEFINING SHORT COURSE PROVISIONING

In the Executive Summary and Introduction (Chapter 1), ‘ short course provisioning' is
used to describe the type of provisioning which is considered to be short learning
programmes, including what is known as short courses and skills programmes. This
section puts forward terms and definitions that will be used for the remainder of the
document. Every attempt has been made to use terminology closely related to our current
understanding of this area of provisioning. The term ‘skills programmes’, for exampleis
clearly defined in the Skills Development Act, but the term * short courses’ isalmost a
‘catch-all’ description for everything else that does not necessarily fall within the
description for skills programmes. There clearly isaneed for acommon understanding
of short course provisioning. This chapter will propose some workable definitions.

However, before the discussion details the descriptions of the variety of short learning
programmes that may either fall within the ambit of skills programmes or short courses,
thereisaneed to clarify the terms ‘registration’ and ‘ accreditation’. These two terms are
often used interchangeably, but in fact relate to two different processes.

2.1 Registration and Accreditation

The following diagram deals with ‘ registration’:

“REGISTRATION”

Legislative ‘right’ to Registered as a provider in
practice terms of the applicable
legislation

v

Standards and Registration of
qualifications gualifications and unit
standards on the
NQF/NLRD

v

Registration of
ASSEssors appropriately qualified
persons to conduct
assessment against
particular unit standards
and qualifications

v

Figure 1. Registration



Theterm ‘registration’ is therefore particularly associated with the ‘right’ to practice.
Thisistruefor providers, aswell as for assessors.

In terms of theregistration of unit standards and qualifications, the point needsto be
made that cour ses, i.e. the lear ning content of alearning programme is not registered on
the NQF. What isregistered on the NQF is a description of the outcome, or theresult of
lear ning. The course (content) thereforeis the vehicle whereby providers of education
and training ensure that learners meet the requirements of the unit standard and/or
qualification. Learning programmes/learning content may be subject to programme
evaluation initiated by the Education and Training Quality Assurance Body (ETQA), but
will never appear as such on the NQF.

A formal definition taken from the ETQA Regulations (No 1127 of 8 September 1998)
for registration is as follows:

“ Registration means to be registered as a provider in terms of the applicable legislation”

However, currently not all providers of short learning programmes are in the position to
‘register’. The Department of Education will only register providers who are offering
“full’ qualifications and therefore part qualifications derived from such ‘full’
qualifications. Until such time that the Department of Education devel ops a system
whereby providers of short learning programmes, i.e. providers offering programmes
which will lead to credits towards ‘ part’ qualifications, could be registered, providers
cannot be prevented from developing and offering such short learning programmes.

A critical issuethat arises out of thissituation is the extent to which credits can be
awarded for |earning outcomes achieved through short learning programmes. It may
mean that we are unwittingly creating a situation where recognition of prior learning
(RPL), will become a critical service to be offered at public and private institutions
offering ‘full’ qualifications, in order to recognise learning achieved outside of formal
ingtitutions. Whilst it should be acknowledged that the education and training systemis
evolving, and that the Department of Education may wish to focus on providers offering
full qualifications at the moment, to bring short course provisioning fully into the system,
pressure must be maintained for the issue of registration of short learning programme
providers to beresolved (refer to Appendix C).

Note: The term‘conditional registration’ is particularly associated with the registration
of a private higher education institution as specified in the Higher Education Act (No 101
of 1997) and therefore also deal s with the requirement to register to be given the ‘right to
practice asan education and training provider.

The next issue, which seems to create much confusion, is ‘ accreditation’ as an education
and training provider, with the appropriate Education and Training Quality Assurance
body.



Consider the diagram for ‘ accreditation’

*ACCREDITATION”

o - » SAQA accredits
The‘ability’ to practice ETQAs as having the
capacity to perform
quality assurancein a
particular sector

» ETQAsaccredit
providers as having
the capacity to provide
education and training
against specified unit
standards and
qualifications

A4 \ 4

Provisional Accreditation
accreditation where whereall
certain conditions conditions
still have to be met have been met

Figure 2: Accreditation

A formal definition taken from the ETQA Regulations (No 1127 of 8 September 1998)
for ‘accreditation’ is as follows:

“ Accreditation” meansthe certification, usually for a particular period of time, of a
person, a body or an ingtitution as having the capacity to fulfill a particular function in
the quality assurance system set up by the South African Qualifications Authority in
terms of the Act (No 58 of 1995).

Theterm ‘provisional accreditation’ is associated with providers who have met a set of
minimum criteria as established by the ETQA, but where some conditions till have to be
met. This makesit possible for providers to continue offering their learning programmes,
but to, within a particular time frame, meet the outstanding requirements for
accreditation.

2.2 Short courses and Skills Programmes

In an attempt to understand the delivery of education and training via short learning
programmes, it has to be taken into account that some terms have become embedded in
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the way in which we understand this form of provisioning. The following descriptions
will try to retain this understanding. However, short course provisioning has not been
formally conceptualised — therefore this document proposes a number of definitions
based on formally accepted SAQA terminology as it appearsin regulations, policies and
criteriaand guidelines documents. It has also considered the understanding of concepts as
they appear in the draft New Academic Policy (CHE, 2001). However, in order tofill the
vacuumin terms of commonly understood concepts, new definitions have been
developed. It therefore seems necessary to develop aterm that will encompass all
programmes considered to be ‘ short’. This super-ordinate termis‘short learning
programmes (Refer to definitions below).

Also, in trying to clarify the quality assurance measures needed for short learning
programmes within the emerging education and training system, the key criterion for
identifying whether a short learning programme needs regulation, is the relationship of
the programme in terms of the award of credits towards unit standards and/or (part)
qualifications. Short learning programmes are therefore differentiated by the extent to
which they are ‘' credit-bearing’. The diagram (Figure 3), below explains this notion.

2.2.1 De€finitions

Term Definition

Short Learning Programme A short learning programme describes dl short
programmes, whether credits are awarded or not and is
inclusive of skills programmes, credit-bearing short
courses and non-credit-bearing short courses

Skills Programme A skills programmeis occupationally based and when
completed will constitute credits towards a qualification
registered in terms of the Nationa Qualifications
Framework. Provisioning isundertaken by atraining
provider accredited by an Education and Training Quality
Assurance Body (Skills Devel opment Act No. 97 of
1998). A skills programme is atype of short learning
programme.

Short course A short courseis atype of short learning programme
through which alearner may or may not be awarded
credits, depending on the purpose of the programme

Credit-bearing short course A credit-bearing short courseisatype of short learning
programme for which credits, in relation to its
contribution to aparticular programme, unit standard
and/or (part) quaification, is awarded. (Paraphrased from
CHE, 2001:44). A credit-bearing short course contains
less than a 120 credits.

Non-credit bearing short course A non-credit-bearing short courseisatype of short
learning programme for which no credits are avarded in
relation to unit standards or (part) qudifications
depending on the purpose and/or assessment of the
programme.

Course Cour serefersto the content of the short learning
programme whereby learners may progressively attain
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the applied knowledge as described in unit standards
and/or qualifications

Learning Programme L earning programme means the sequential learning
activities, associated with curriculum implementation,
leading to the achievement of a particular qualification or
part qualification (SAQA, 2000:5)

Programme Programme means a coherent set of courses, leading to a
certain qualification (SAQA, 2000:5)
Accreditation Accreditation means the certification, usually for a

particular period of time, of aperson, abody or an
institution as having the capacity to fulfill a particular
function in the quality assurance system set up by the
South African Qualifications Authority in terms of the
Act (No 58 of 1995)

Approval/recognition or any other The approval/recognition of providers of short learning

term appropriate for the sector programmes that are not aligned to unit standards and
qualifications'

Unit standard(s) A unit standard is a description of the end points of
learning for which the learner will get credit.

Exit level outcomes An outcome is the demonstrable and assessable end

products of alearning process. An exit level outcome
has the same meaning, but is expressed as the overall
result of learning for a qualification.

2.2.2 Thenation of ‘short’ in relation to short learning programmes

In an outcomes-based education and training system there exists a tension between the
credit rating in relation to an outcome (or result of learning) and the notional hours
associated with the achievement of such credits. It iswell documented and commonly
understood that to achieve 1 credit towards a unit standard or qualification, it will take the
average person 10 hours to master the embedded knowledge, skills and understanding
required. It is therefore commonly understood that a 120 credits will take the average
person 1 200 hoursto meet the requirements of the qualification. In most cases, a120
credits is considered to be the minimum number of credits awarded for afull qualification
and that it would therefore take the average person 1 year to complete such a
qualification. A short learning programme must therefore contain less than 120 credits.

However, in addition to the notional hours, a further important differentiation is made
between qualifications and short |earning programmes:

o A quadlification must, in terms of the rules of combination, contain fundamental,
core and elective learning.

o A short learning programme focuses on a particular part of aqualification, which
may include learning in the fundamental or core or elective areas (or a
combination thereof), but will not lead to the achievement of the full qualification.

! Theterms ‘recognised’ and/or ‘ approved’ are not prescribed. The ETQA will decide what is most
appropriate in thisregard. However, care should be taken to use aterm that will not be confused with other
recognised terms in formal policy documents.
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Therefore, even if a short learning programme could award 119 credits, by adding 1
credit to make up 120 credits, it would still not be aqualification unless it meets all the
requirements for a qualification, i.e. the planned combination of fundamental, core and
elective learning (For details on the construction and structure of qualifications, please
refer to the NSB Regulations, No. R 452 of 28 March 1998).

2.2.3 The place of short learning programmes in education and training
Under 2.2 (above), mention is made of the * credit-bearing’ nature of short learning

programmes as a means to differentiate the diverse forms of education and training that is
being delivered through this medium. The following diagram explains this notion:

Credit-bearin Non-credit-bearing
(1 v 2) 7

e  Skills programmes e Seminars,
leading to the e One-day workshops;
achievement of e Programmeswhere
creditsin relation to less than 1 credit can
aqualification; 3 be awarded;
e Demarcated sub-sets ( ) e Programmeswhere
of learning as part of Dua purpose less than 1 unit
full qualifications; programmes, i.e. standard can be
e Programmes against for credit or not awarded
exit level outcomes for credit, based e Continuing
or intermedi ate level on whether the professional
outcomes, learner chooses to development
e Community based be assessed or not, e Refresher
programmes and on the programmes
purpose of the e Product/equipment
programme specific training

Figure 3: Credit-bearing versus non-credit-bearing programmes

(1) Credit-bearing short courses

Credit-bearing short courses include all short learning programmes that will make it
possible to award credits towards particular unit standards or part qualifications, whether
they are considered to be occupationally based or not. It therefore includes skills
programmes, (which are particularly associated with learning programmes developed in
accordance with unit standards and has an occupationally directed nature), but it also
includes clearly demarcated parts of non-unit standard based qualifications, which may or
may not have an occupationally directed nature and purpose. This opens up the scope
for short learning programmes to be devel oped and offered by all types of providers
against a part of the qualification for which they are formally accredited.
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Refer to the framework of a hypothetical qualification within which short learning
programmes may be developed and offered (Figure 2):

NATIONAL CERTIFICATE: HUMAN RESOURCE MANAGEMENT

Fundamental components Core components Electives
i Skills Skills
Short learning
programme dealing Development development
with mathematical Act (2 credits facilitation
literacy required for out of atotal of (5 credits out
further learning in 40 credits) of atotal of
this area of 20 credits)
specialisation
(3 credits out of a Employment
total of 60) Equity Act
(2 credits)

Figure4: Short lear ning programmes within the framework of a particular
qualification

Animportant point hereisthat a short learning programme should be conceptualised
within the framework for a particular qualification to ensure that articul ation with that
qualification may take place. This could include inter-qualification articulation, which
are situated within a particular field of learning, but should most certainly also include
inter-institutional articulation. Thiswill have an impact on the transferability of credits
between qualifications and providers.

Some exampl es of this type of provisioning include:
Example 1:

A skills programme leading to credits towards the qualification: National Certificatein
Tourism: Reception

For the National Certificatein Tourism: Reception, on NQF level 4, the following are some of the unit
standards that have been identified and for which learning programmes have been devel oped:

0 Operate apersonal computer (Fundamental unit standard) - 6 credits
0 Carefor Customers (Core unit standard) — 3 credits
0 Maintain Occupational Health and Safety (Core unit standard) — 2 credits

Any of these unit standards can be utilised for the development of a short learning programme (in this case
it may be a skills programme), which potentially can improve workplace practice and deals with ‘ just in
time’ learning required in aworkplace environment, while a the same time can be part of the learning
pathway and career planning of the employee.
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Example 2:

A credit-bearing short course leading to credits towards the qualification: Bachelor of
Commerce: Management

For the Bachelor of Commer ce: M anagement on NQF level 6, the following clearly demarcated sub-sets
have been identified and programmes devel oped:

0 Quality management systems
0 Budgeting
0 Resource (human and infrastructure) management

Any of these sub-sets of the qualification can be utilised for the development of a short learning programme
which potentially can improve workplace practice and deals with * just enough’ learning required in a
workplace environment, while a the same time can be part of the learning pathway and career planning of
the employee.

Both these examples seem to have a very occupationally based nature, but short learning
programmes could also include short courses that will lead to the award of credits against
the fundamental component of aqualification, (i.e. ‘that learning which forms the
grounding or basis needed to undertake the education, training or further learning
required in the obtaining of aqualification’ —refer to Figure4) (SAQA, 1998:4). The
point isthat short learning programmes can be devel oped against any part of a
qualification, but that it is critical that the credits awarded through the short course will
have currency in terms of the full qualification. Look at example 3:

Example 3:

Modules from the Advanced Certificate in Education (ACE), could be utilised as stand-alone short
learning programmes for teachers in need of exposure to an outcomes-based approach in assessment. The
module identified as being critical for this up-skilling exercise is Assessment Strategies for OBE (10
credits). On successful completion of thismodule, learners are awarded, based on an appropriate
assessment, the 10 credits at NQF level 6. Should learners later decide to formally register for the full
programme, these credits are transferred and acknowledged.

In the exampl e given above, afull module, asa sub-set of a qualification, was utilised,
but it is also possible to make use of less than a module for customised, ‘just enough’
type of learning. Refer to example 4:

Example 4:

The module Entrepreneurship, (total credit value is 10) includes topics such as:

o Feasibility studies
0 Busnessplans
0 Marketing operations

15




o0 Financial, purchasing and administrative plans

A need was identified for the development of a short learning programme dealing with “ Business plans”.
On successful completion of this part of the module, the number of credits relating to “Business plans’
could be awvarded. Should learners later be exposed to the remainder of the module, or wish to register for
the full programme, these credits are transferred and acknowledged.

The exampl es given above, to some extent, assume that the provider offering the short
learning programme, is also accredited for the full qualification. However, thisis not
necessarily the case. Many providers offer only short learning programmes based on unit
standards and/or clearly demarcated sets of learning. This clearly hasimplications for the
award of credits and the transferability of such credits between providers.

Where a provider is accredited for the full qualification, the articulation with short
learning programmes offered by them and the credits awarded are straightforward — it
could be regulated by internal moderation processes and articul ation agreements.

It iswhere alearner has achieved credits outside of that institution where articul ation of
credits becomes difficult. It istherefore critical that credit-bearing short courses usethe
registered unit standard and/or qualification, as the overarching standard, as the basis
upon which the learning programme is developed. (Refer to Figure 4 above). Itisalso
critical that the assessment is credible, valid and rdiable. It ishere that the ETQA hasa
major roleto play, i.e. in ensuring consistency of delivery and assessment in terms of the
internal logic and coherence of programmes between its constituent providers.

(2) Non-credit-bearing short courses

Non-credit-bearing short courses include a variety of short learning programmes for
which no credits are awarded. The differentiation of such learning programmes is based
on the following:

0 The short learning programme is too short in terms of notiona hours to meet the
minimum requirements for 1 unit standard, for example a one-day seminar where
an attendance certificate isissued;

0 The short course covers less than 1 credit towards a unit standard or qualification
where only one specific outcome is covered by the learning programme rather
than all the specific outcomes as stipulated in a unit standard or sub-set of
learning in non-unit standard based qualifications,

0 The purpose of the short course does not lend itself to the award of credits, i.e.
personal enrichment, where learners are not formally assessed;

0 Highly customised short courses developed for a particular purpose (not for
credit), possibly dealing with learning programmes on so-called * soft skills'.

Some exampl es of this type of short learning programmes include:
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Example5:

A one-day seminar on eating disorders, with a particular focus on ‘anorexianervosa . The target audience
may include social workers, health practitioners or parents of teenage children.

This short course does not have as a purpose to award credits towards unit standards or (part)
qualifications, but isintended to share information and perhaps to update practitioners on the latest
developments and research. An attendance certificate is awarded.

It isimportant to note that the short courses market does not just demand short learning
programmes, which are building blocks towards a qualification, but often demands a
highly flexible and responsive approach to an identified need. Thisis often based ona
Workplace Skills Plan (WSP) as identified by an employer. Customised short courses,
using asmall part of alearning area, are often in demand.

Look at the following example:

Example 6:

An employer has identified the need for training in * diversity management’ in amulti-cultural organization.
The managers of the organization will be exposed to asmall part of the module Business Management.

Two aspects are relevant in this regard:

0 Theshort course may not cover enough of ‘ management’ to warrant awarding credits.
0 Thelearners may not meet the requirements for formal admittance to the full qualification

The exampl es given above are not exhaustive. One of the reasons why short course
provisioning is so prevalent is because it is such an appropriate mode of delivery within
many different contexts. The highly flexible nature of this form of provisioningisan
advantage, particularly for the client, and it should not be lost.

(3) Some short learning programmes may also have adual pur pose, i.e. for credit, or
not for credit. Look at the following example:

Example 7:

A group of pre-school teachers attend a short course focusing on the milestones and developmental tasksin
each phase of the pre-school child’' s development. This learning programme will lead to some credits
towards the module Child Development (total credits of 5). Credits will be awarded based on appropriate
forms of assessment.

However, the same short course may be used for young parents as part of a parenting skills initiative
offered by the pre-school where their children are cared for. These participants will not be awarded credits,
neither will they expect credits to be awarded — it is not the purpose of the course. No assessment will take
place.
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Both these learning programmes are based on the formal curriculum of the full qualification, but the
purpose of the programme is the deciding factor whether credits are awarded or nat.

Other *dual purpose’ short learning programmes may include ‘ refresher courses’,
“continuing professional development’ courses and ‘ community based’ courses where
such learning programmes are offered as a service by an institution, but depending on
whether the learner requires for mal assessment and/or iseligible for a for mal
assessment, it will be a credit-bearing or non-credit-bearing programme.

In conclusion, the purpose of short learning programmes could be any, or a combination
of the following:

0}
0}

(0}

(0}
(0}

Provide learners with practical (hands-on) learning where appropriate
Increase empl oyability, self-employment possibilities and mobility within a
workplace and a sector

Provide access to learning opportunities towards nationally registered unit
standards and qualifications

Provide occupationally-directed and focused learning

Contribute towards closing the skills gap as identified in the Workplace Skills
Plan (WSP), the Sector Skills Plan (SSP) and National Skills Plan (NSP)
(Paraphrased from: Criteriafor Approving Skills Programmes, DoL., 2001).

In addition, a short learning programme could also have as its purpose to:

Update learners on new developments and insights in their professions

Upgrade foundational knowledge for successful completion of a chosen field of
learning

Earn credits towards formal programmes should learners wish to build on the
learning attained through short learning programmes

Personal enrichment
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CHAPTER 3

MODELSFOR ACCREDITATION

31 Criteriafor accreditation

This document has as its intention not only to clarify short learning programme
provisioning, but also puts forward possible models for accreditation and quality
assurance of providers offering such programmes. The document does not propose that
separate (and different) accreditation processes and quality assurance procedures are
developed for providers of short learning programmes, rather that ETQA s make use of
the same processes and as far as possible align such processes with accreditation of
providers whose main focus is to deliver only full qualifications. The criteriafor
accreditation therefore remain intact, but may need to be contextualised when dealing
with SMME and emerging providers. Thisisin line with another of SAQA’s documents:
The Equitable Accreditation of SMME Provider s of Education and Training.

The core criteriafor accreditation of providers are summarized in Criteria and Guidelines
for Providers (SAQA, 2001) asfollows:

An accredited provider must:

0 Define and describe the purpose of the organization, including a description of the
vision and the mission of the provider;

0 Develop and document a quality management system, including policies and
procedures for programme ddivery, staff, learners and assessment;

0 Develop and document review mechanisms in terms of the implementation of
policies and procedures, and

0 Maintain management systems, including financial and administrative resources
and physical infrastructure of the provider.

3.2 Categories of providers

According to the ETQA Regulations (1127 of 8 September 1998), a‘provider’ is
“a body who delivers learning programmes which culminate in specified National
Qualifications Framework (NQF) standards or qualifications and manages the
assessment ther eof”

This definition is further refined in Criteria and Guidelines for Providers (SAQA,
2001:19) asfollows:

“ An education and training body, in other words a provider, is not limited to an

ingtitution or organisation. Providers can include companies, work-based training
centres, a collaboration amongst a range of partners (organisations, institutions,
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companies, tuition centres, RPL centres, assessment centres, trade testing centres,
individuals, community structures) and even some forms of consultancies’ .

Therecording of short courses process discussed in Chapter 1, confirms this description —
providers, including providers of short learning programmes come in al shapes and sizes.

In Criteria and Guidelines for Providers, one categorisation of providersinclude:

0 Providers who only deliver learning, but not summative assessments

0 Providers who only deliver summative assessment, not formative and/or
diagnostic assessment

0 Providers who deliver learning and manages the assessment thereof.

Another categorisation deals with the programmes offered by the provider:

0 Multi-purpose providers who are offering a wide range of programmes covering a
variety of learning areas and fields. Typically, these providers would be public
and private universities, technikons and Further Education and Training Colleges.

0 Single-purpose providers would include providers, which focus on one (and
related) fields of learning. This group typically includes large and small providers
offering, for example, computer-related training, in-house and work-based
learning and would include consultancies.

A third type of categorisation seems to emerge from the short learning programme area:

0 Providers who offer full qualifications and short lear ning programmes based
on unit standard-based qualifications and/or non-unit standard-based
qualifications for which they are accredited;

0 Providers who offer short lear ning programmes only, based on parts of unit
standard-based and/or non-unit standard-based qualifications for which they are
accredited:;

0 Providers who offer short lear ning programmes only, not based on unit
standar d-based and/or non-unit standard-based qualifications;

0 Providers who offer acombination, or all, of the above options.

3.3. The'one provider, one ETQA’ principle

All providers, regardless of the sector in which they are active, can be accredited by only
one ETQA. Itistheresponsibility of this constituent ETQA, where the need arises, to
establish Memoranda of Understanding with other ETQAS if their providers are offering
programmes that fall outside of the primary focus of that ETQA. Memoranda of
Understanding (MoUs) may be concluded, for example, in terms of the following:

0 Programme approval for programmes offered by their constituent providers which
fall within the area of responsibility of other ETQAS
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0 Joint quality assurance of programme delivery where such programmes overlap
with the primary focus of two (or more) ETQAS
0 Sharing of responsibilities and expertise.

Thisisacritical step that must be undertaken by ETQAS to ensure a seamless and
integrated education and training sector and should have asits aim to facilitate
articulation of learning between sectors and between institutions and qualifications. Not
only must these partners ensure that short learning programmes are ‘ organically linked

to meaningful career pathing and lifelong learning, it will prevent an unmanageable
proliferation of disjointed interventions. Creditsawarded through short lear ning
programmes will have no value unless‘ partner’ ETQAsand provider sacknowledge
and recognisetheir value in relation to programmes delivered through multiple modes
and at different sites of delivery (refer to Appendix C).

3.4 Models of accreditation

Accreditation model s must be kept as simple as possible. This stems from the
acknowledgement that learners, and the public at large, may become confused (and may
even be misled), by non-standardised approaches and procedures. Therefore, this
document proposes that accreditation and quality assurance of providers offering short
learning programmes, remain closely aligned with accreditation and quality assurance
processes established for providers offering full qualifications only.

However, it has to be acknowledged that the contexts, as well as the sectors, within which
short learning programmes are delivered, differ substantially. Thereis no one-size-fits-
all and each sector and band has to contextualise their needs within the broader
framework for accreditation as expressed in the ETQA Regulations (No 1127 of 8
September 1998).

3.4.1 Accreditation models

o0 Providerswho offer full qualificationsand short lear ning programmes based
on unit standard based qualifications and/or non-unit standar d-based
qualifications are accredited through the normal processes and procedures as
established by the ETQA. In other words, providers who are accredited for full
qualifications, do not need to be accredited separately for short learning
programmes derived from full qualifications. Such short learning programmes
may include skills programmes, credit-bearing short learning programmes and
non-credit bearing short learning programmes.

Quality assurance of such providers by the ETQA may include the quality
monitoring measures undertaken by the provider in terms of short learning
programmes’ relevance to qualifications for which they have been accredited.
This may take the form of self-eval uation and self-regulatory measures as
prescribed by therelevant ETQA.
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This means that where providers offer short learning programmes againg a part of
aqualification for which they have been accredited, the arrangements in terms of
teaching and learning, assessment and internal moderation, must bein line with
the arrangements for the full qualification. Thisisto ensurethat the credits
awarded through such programmes are transferable.

0 Providerswho offer short learning programmesonly, based on partsof unit
standar d-based and/or non-unit standard-based qualifications are accredited
through the normal processes and procedures as established by the ETQA. Such
short learning programmes may include skills programmes, credit-bearing short
learning programmes and non-credit bearing short learning programmes
depending on the purpose of the short learning programme

Quality assurance of such providers may include the establishment of clear
linkages and relevance of their short learning programmes in relation to full
qualifications. Asin the case of the previous provider (above), thisisto ensure
that credits awarded through such programmes are transferable and recognised by
other providers.

Note: Theterm *accreditation’ isinclusive of ‘ provisional accreditation’. Provisiona
accreditation is associated with a particular time limit within which a provider must meet
al the ETQA requirements for ‘full’ accreditation and is therefore a developmental step
towards accreditation. Even though provisional accreditation is not separated from
accreditation, building in this developmental step, makes it possible to accommodate
providers who are offering short learning programmes where no unit standards are
available yet, or where short learning programmes have not yet been aligned to formally
registered unit standards and/or qualifications.

3.4.2 Non accreditation

0 Providerswho offer short learning programmesonly, not based on unit
standar d-based and/or non-unit standar d-based qualifications

A large number of providers of short learning programmes may fall within this
category. This may include providers who are offering product or equipment-
specific training or a whole range of other short learning programmes, which fall
outside of unit standards and qualifications. These programmes are non-credit
bearing in relation to unit standards and qualifications, but are integral to effective
workplace practice and a host of other contexts. Generally, it would not be the
intention of these learning programmes to award credits, because they have been
developed to fulfill ina particular need. This need may very well emanate from
WSPs and SSPs. Refer to the following examples:
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Example 8:

A training programme is developed for the medical profession, wheremedical practitioners make
use of highly sophisticated pieces of equipment where, if not used correctly, may endanger lives.
This type of training is therefore critical for effective workplace practice, but will not bear any
creditsin relation to unit standards and/or (part) qualifications.

Example 9:

In the information technology sector, product-specific training is offered. Employers want to have
the assurance that trainees will come out of the learning programme with real workplace related
skills and knowledge. Such training is not directly linked to unit standards or qualifications, but
clearly has an important place in workplace practice.

These short learning programmes do not fall within the ambit of the mandate of the
National Qualifications Framework (NQF). The NQF isresponsible for registered unit
standards and qualifications and therefore, ETQAS are mandated to monitor the
provisioning of any (part) qualifications for which they have been accredited themselves
(refer to 2.1 in chapter 2 of this document). Regulation, and therefore * accreditation’ of
providers offering non-NQF aligned short learning programmes is not necessary.
However, ETQASs may fedl the need to establish processes whereby provisioning of this
nature is quality assured within their sectors.

Such providers could be given an alternative status, i.e. an ‘approved’ or ‘recognised’
provider. The term used to describe the status of such providers is not important — the
ETQA will decide what is most appropriate for their sectors. However, care should be
taken not to use terms that may have other meanings in the context of education and
training. The criteria whereby such approval or recognition is granted, will be established
by the particular ETQA. Such criteria may be closely associated with criteria used for the
accreditation of formal providers, but this is dependent on the context of the sector. For
example, in a sector where alarge number of providers offering short learning
programmes offer training courses that will not lead to credit, there will be alarger
number of providers who are ‘approved’ or ‘recognised’ and not accredited. In other
sectors there may not be aneed for thislevel of ‘status’ at all.

There will always be providers of short learning programmes who are offering learning
programmes or training courses for which no credits in relation to unit standards and/or
qualifications can be granted and which is also not linked to particular Workplace Skills
Plans and Sector Skills Plans. As mentioned above, there is no need to regulate such
provisioning. Itisup to the client (who may include an individual, an organisation or
employer) to decide whether a particular provider’ s services are needed or not. This
would constitute a private transaction between the provider and the client and will have
no relationship with the granting of public money in terms of skillslevies.
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However, one important lesson that was learnt through the Short Course Recording
process initiated by SAQA in 2000, is that many informal short learning programmes
may have relevance to the development of new unit standards and qualifications. Also,
because short learning programmes are often associated with ‘ new’ |earning emanating
from innovative workplace practices, research and studies, a process whereby this
‘learning’ could be incorporated in unit standards and qualifications, is required.

It istherefore critical for ETQAs and the Nationa Standards Bodies (NSBs) associated
with the scope of coverage of a particular ETQA, tojoin forces in ensuring that such
learning, which may at that moment, lie outside of that parameters for accreditation, to
bring this into the quality assurance cycleif required. The diagram below describes how
this may take place:

Provider requests
information from an ETQA
regarding accreditation

Accreditation?

Provisional 4—55 IM—' Analysed and

accreditation 4 needs established

if required

. ‘ : ‘Approved’ or, |
ACCREDITATION, | |  |* Approved or | | ‘ recognised ”[ Formatted
‘recognised’, accordance with
but “new’ criteria
knowledge is established by
forwarded the ETQA and
Monitor/review the sector — no
further action
National Standards
, . I Bodies and standard
Figure 3: Accreditation/approval and qualification

design processes
initiated or informed
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CHAPTER 4

POLICY FRAMEWORK

4.1 Introduction

The translation of the NQF objectives into measurabl e success indicators is increasingly
becoming clearer as the system develops. The NQF objective to ‘ create an integrated
framework for learning achievements' finds expression in the place of skills programmes
and short courses in the system, i.e. that such learning programmes should lead to credits
towards unit standards and qualifications. Likewise, the objective to ‘ facilitate access to,
and mobility and progression within education, training and career paths' links very
closely to the purpose of developing and i mplementing skills programmes and short
courses, namely to:

0 Increase employability, self-employment possibilities and mobility within a
workplace and sector

0 Provide flexible access to learning opportunities towards nationally registered unit
standards and qualifications

Providers of short learning programmes will be playing a critical role in the achievement
of these abjectives and will make it possible for employersto train their workforce in a
resource-efficient manner. It is also in line with the notion of lifelong learning whereby
any individual may, at any time of his’her life, access further education for arange of
reasons, including up-skilling, re-training and personal enrichment. It is therefore critical
for provisioning of this nature to be quality assured. If not, mobility and articul ation of
skills and knowledge and access to further education will not be possible.

The 1996 statistics (Statistics South Africa: 1996) regarding the levels of education of
economically active adults, clearly point to the fact that workplace education and training
is critical to close the skills gaps in this country:

6,2% have education levels above grade 12;
16,4% have grade 12;

33,9% have some secondary schooling;
7,5% have completed primary schooling;
16,7% have some primary schooling; and
19,3% have no schooling.

0Oo0oOo0oo0O0O0

Further, within the context of globalisation, and the demand for higher skills, it was
found that “ between 1970 and 1998 high skilled jobs have increased by nearly 20 per
cent and during the same period the number of unskilled jobs fell by a similar proportion”
(NSDS booklet: April 2001, p. 7). It is therefore imperative that strategies are put in place
to address the need for up-skilling and multi-skilling in a cost-effective way. Short
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learning programmes, including skills programmes and credit-bearing short courses, will
be able to meet the challenge to supply a better educated workforce.

The Skills Development Strategy (NSDS) and Human Resource Development Strategy
(HRDY) therefore foreground the following objectives:

0 Todevelop aculture of quality lifelong learning

0 Tofoster skills development in the formal economy for productivity and
employability

0 To stimulate and support skills development in small businesses

0 To promote skills development for employability and sustainable livelihoods
through social development initiatives

0 Toassist new entrantsinto employment.

(NSDSbooklet: April 2001, p.6)

It goes without saying that the large numbers of people currently active in the economy,
cannot be removed from the workplace for extended periods of time to be re-trained and
up-skilled. Short learning programme provisioning, if it is brought into the quality
assurance loop in a systematic and coherent fashion, is pivotal in achieving the objectives
of the NQF and of the National Skills Development Strategy. It is therefore important
that this type of provisioning is acknowledged and valued. The attention and thought
given to the construction of unit standard-based and non-unit standard-based
qualifications must include an equal amount of thought to the development of modes of
delivery whereby such qualifications may be achieved — this includes short learning
programme delivery. In occupational ly-based environments, the Skills Development Act
makes provision for this through its learnerships and particularly in the context of this
document, its skills programmes. Providers offering education and training which cannot
strictly be considered to be ‘ skills programmes’, must contribute to such a coherent
system whereby all credit-bearing short courses will make it possible for learners to
embark on further learning without the need to re-do the part(s) of the qualification for
which they have already attained credits.

4.2 Acts, Regulations and Policies

The following Acts, their regulations, Policies and Criteria and Guidelines documents
have informed the devel opment of this document:

0 The South African Qualifications Act, (No 58 of 1995) and its NSB Regulations
(N0 18787 of 28 March 1998) and ETQA Regulations (No 19231 of 8 September
1998)

0 The Skills Development Act (No. 97 of 20 October 1998), the Skills Development
Levies Act (N0.9 of 1999) and the Skills Development Regulations and
Guidelines

0 TheGeneral and Further Education and Training Quality Assurance Act (No 58
of 29 November 2001)

0 The Further Education and Training Act (No 98 of 2 November 1998)
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The Higher Education Act (No 101 of 19 December 1997)

The draft New Academic Policy (CHE, 2001)

Guidelines for applying for accreditation as a private provider of higher education
qualifications registered on the NQF (CHE)

Criteriaand Guidelines for Providers (SAQA)

Quality Management Systems for Education and Training Providers (SAQA)
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CHAPTER 5
RPL AND LIFELONG LEARNING

5.1  Short lear ning programmes and RPL

A baseline survey of industrial training in South Africa, commissioned by the Labour
Market Skills Development Programme in 2000, (undertaken by the HSRC), highlight
the following statistics for training initiated by the Department of Labour between 1982
and 1998:

MACRO OVERVIEW OF TRAINING ACTIVITIES AS RECORDED BY THE
DEPARTMENT OF LABOUR, 1982 — 1998

Type of Training Total number of trainees 1982 -1998
In-Service Training:

Regional training centres 189 146

Private training centres 1946 509

Training schemes where levies apply 182 993

Training schemes (Sect 48 of LRA) 92 869

Training of Unemployed and Workseekers | 1282 045

Total number of trainees 3693 562

Table 1. Training activities of the Dol between 1982 and 1998.
(Baseline Survey: Oct 2000, p.14)

(These figures do not include what was traditionally known as ‘ short courses’ in terms of
management, office and related training, professional development and other forms of
training not within the scope of the Department of Labour’ sinitiatives.)

A large percentage of the training indicated in the table above includes non-credentialled
training, i.e. training for which no formal recognition was given. Certainly, where formal
recognition was given, in most cases, this did not meet the requirements of afull
qualification. However, thisis not only true for training programmes offered by the Dept
of Labour initiatives. Most public and private higher education and further education
ingtitutions are offering ‘non-formal’ courses. Such courses may have been devel oped
with a particular purpose in mind, but did not award credits towards unit standards and
qualifications in the past. Learners who have completed such programmes are
increasingly reguesting that credits be awarded for their learning achieved through short
learning programmes. Therefore, these figures above, aswell asthe requests for credits
for certificates awarded for ‘ non-formal’ courses, indicate a desperate need for
recognition of prior learning (RPL) whereby people who have undergone in-service and
other forms of non-formal training would be given credits towards formally registered
unit standards and qualifications on the NQF.
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This document does not suggest that 3 693 562 people must be given recognition for
prior learning, but it does indicate the extent to which short learning programme
provisioning is part of our education and training landscape and that if thisis not brought
into the system, the emerging education and training system will fail a large percentage
of current and new entrants to employment (refer to Appendix C).

5.2 Short Lear ning Programmes and Lifelong L ear ning

Lifelong learning is a key objective of the NQF and the National Skills Development
Strategy (NSDS). Inthe NSDS booklet (April 2001, p.11), it is expressed as follows:

“The notion of life-long learning is one of the key principles of the South
African Qualifications Authority. It isrecognition that individuals should
have opportunities for self-improvement at any stage of their lives, be they
employed, unemployed or seeking afirst job. Asthe economy growsand
develops, so new skills will be demanded and people will need to retrain
for them. The provision of opportunitiesto learn at any age also
guarantees second chance opportunities for people, who for a variety of
reasons may have ‘missed out’ [the first time round]”.

Opportunitiesfor lifelong learning are therefore a key principle of the emerging
education and training system of South Africa. Wherethis principleis linked to career
paths and |earning pathways, it becomes even more meaningful for the employer and
employee.

CONCLUSION

Short learning programmes have a very particular place in the National Qualifications
Framework and in the achievement of the objectives of the NQF. Some of the benefits of
bringing this type of provisioning into the quality assurance cycleinclude:

o Articulation and mobility of learners within education and training are enhanced,;

o Accessto education and training is facilitated through flexible pathways to the
achievement of qualifications;

o Learners who access education and training through skills programmes are
protected through the quality assurance processes of ETQAS;

o Thisapproach opens up the possibilities for recognition of prior learning for
thousands of learners who completed non-credentialed programmes in the past;

o Short learning programmes are devel oped and delivered with articulation
possibilities in mind, thereby developing a‘ seamless system of access and
articulation;

o Thedynamic nature of short learning programmes could support the setting of
standards and the devel opment and review of qualifications meaningfully;

o Theaccreditation of providers of short learning programmes do not differ
substantially from the accreditation of providers of full qudifications, thereby
avoiding the need for the establishment of ‘ different’ accreditation processes
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This document has put forward a systemic approach to provisioning of short learning
programmes. Provisioning of this nature is now seen as a necessary and flexible tool to
support the Human Resource Development and National Skills Development Strategies
that have as their objectives the development of our workforce, in line with worldwide
trends, to meet the requirements of globalization and the demands of the twenty-first
century.
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APPENDIX A:
MEMORANDUM OF UNDERSTANDING

MEMORANDUM OF UNDERSTANDING

Asa provider of short courses,

(name of provider)

acknowledges that participation in the recording of short courses with SAQA indicates

the following:

o is committed to the
development of the NQF by participating in this process whereby the standards
underpinned by its courses can be brought into the SAQA standards setting
process and regularised, in order for the standards to be registered on the NQF.

o is committed to the
development of the NQF by committing itself to apply for accreditation as a
provider to the appropriate ETQA, as soon as the ETQA has been accredited by

SAQA.

. also acknowledges that

participation in this process does not mean that:

- recorded courses areregistered on the NQF
- recorded courses are accredited by SAQA

- the provider isregistered by SAQA

- the provider isaccredited by SAQA

Any advertisement to this effect would be deceiving learners and society at large

and hence constitutes fraud.

Signed on behalf of on

Name of provider Date

Signature Name(please print) Designation

Signed on behalf of South African Qualifications Authority (SAQA) on

Date

Signature Printed Name Designation

* The original of this document is stored at SAQA and the provider hasa copy.
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APPENDIX B:
SKILLS DEVELOPMENT REGULATIONS
GUIDELINES

(www.labour.gov.za/docs/legisl ation/skill s/regul ations/grants/quidelines.htm; 25 Feb
2003).

SKILLSDEVELOPMENT REGULATIONS
GUIDELINES
I ntroduction

1. The Minister of Labour is publishing Regulations about the skills grants to be
paid by Sector Education and Training Authorities (SETAS). These Guidelines
seek to explain the Regulations and provide advice to employers and others on
how to claim grants.

Claiming grants: general information

2. Employers who are up-to-date with the payment of the skills levy can claim skills
grants fromtheir SETA. Their SETA isthe one to which employers pay their
levies.

3. Each SETA will decide the dates by which applications for grants must be made.
They will let employers know about these arrangements. Employers may also
approach their SETA for information.

4. Training providers and workers may also seek grants from a SETA. These grants
may be given to projects, programmes and research activities if they support the
implementation of the sector skills plan that each SETA has developed. Each
SETA will publish details about the grants and how to apply for them.

Grants
5. There are six types of grants that an employer might claim. These are:

aworkplace skills grant;

aworkplace skills implementation grant;

agrant towards the costs of learnerships and learner all owances
agrant towards the costs of skills programmes;

agrant towards the costs of providing apprenticeship training; and
agrant towards a programme, project or research activity that
helps therdevant SETA to implement its sector skills plan.

6. Thefirst two grants - for the submission of aworkplace skills plan, and for a
subsequent implementation report on the training provided - MUST be paid by the
relevant SETA aslong as an employer submits the application correctly on time,

32



as assessed by the appropriate SETA. The Regulations refer to these as mandatory
grants.

7. Theworkplace skills planning grant is fixed as a percentage of the levies paid by
an employer. An employer who makes an application on time and in the proper
way will receive 15 per cent of the total of the levies s/he has paid. Similarly the
workplace skills implementation report will be, in 2001/2, 50 per cent of the total
levies paid and in 2002/3, 45 per cent of the total levies paid.

8. Theother grants are discretionary and a SETA MAY pay these. It will decide the
grantsit will pay on the basis of the contribution that the skills devel opment
activities being proposed will contribute to the implementation of the SETA's
sector skills plan. For example, there may be a number of requests for grantsto
support learnerships. If a choice has to be made between a number of different
applications for such grants, the SETA will make its decisions on the basis of the
priorities set out in its sector skills plan..

9. Each SETA will determine the amounts of all the other grants. Applicationsfor
these grants MUST be made and approved by the SETA before any training or
other activity starts.

Consultation arrangements

10. Before describing each of the grants it is important to stress, that although the
majority of grants are made to employers, the need for meaningful consultation
between employers and workers prior to grant applications. This is fundamental to
the success of the national skills development strategy.

11. It isimportant that employees are consulted about the person(s) to be designated
as skills development facilitators, the workplace skills plan and the report on the
implementation of the workplace skills plan. It is strongly recommended for
organisations with more than 50 employees that a Skills Development Committee
is established for the purposes of consultation on training matters. This
committee, as a whole, should reflect the interests of employees fromall
occupational categoriesin the organisation's workforce. All trades unions that
represent 10 per cent or more of the workforce or represent a significant
occupational group should beinvited to take part in this committee. A trade union
that represents 80 per cent or more of the workforce may be the sole
representative.

MANDATORY GRANTS
Workplace skills planning grant

12. Each up-to-date levy-paying employer may expect a grant from the relevant
SETA, if:

o at least one skills devel opment facilitator is designated by the
employer and the name is submitted to the SETA
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o aworkplace skills plan is correctly submitted to the SETA at the
appropriate time (see Annexure A of the Regulations)

13. A workplace skills plan is important to:

o employersto provide astrategic basis for planning the
development of the workforce and organisation

o workersto provide opportunities for enhanced job satisfaction and
promotion prospects

e SETAstoassist in theidentification of imbalancesin the supply of,
and demand for, skilled labour. This information can also be used
by school leavers and unemployed people to inform choices about
training options

o the Government to assist in the development and review of the
National Skills Development Strategy that must be demand-led and
sensitive to labour market needs.

Skills Development Facilitator

14. Each employer, after consultation with the workforce, must designate at least one
skills development facilitator. For multi-site or large organisations, more than one
facilitator might be appropriate. Small employers, with less than 50 employees or
with asales turnover less than that specified in Schedule 4 to the Employment
Equity Act (Act 55 of 1998), may wish to designate a skills development
facilitator jointly. Employers should provide the skills development facilitator
with the resources, facilities and training to enable her/him to perform therole.

15. The functions to be performed by a skills development facilitator are to:

o assist the employer and employees to devel op the workplace skills
plan

o advisethe employer and employees on the implementation of the
workplace skills plan

o assist the employer to draft the annual report on the
implementation of the workplace skills plan (see the details of the
next grant)

o advisethe employer of any quality standards set by the SETA

e act asa contact person between the employer and the SETA, and

e serveasaresource with regard to all aspects of skills devel opment.

16. If askills development facilitator leaves the organisation, or for any other reason
ceases to perform the role, the employer should designate another skills
development facilitator and inform the appropriate SETA.

Workplace Skills Plan
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17. Based on the analysis of business requirements and the skill needs of current staff,
the workplace skills plan must define the skills priorities that each workplace will
pursue, the training programmes that are required to meet and deliver those
priorities and the staff who will be targeted for training -'the beneficiaries

18. Each SETA will provide employers with the application formsto claim this grant,
together with details of the dates by which completed forms must be submitted to
the appropriate SETA. A SETA may also publish more detailed guidance on how
to apply for this grant.

19. Each SETA is able to amend the outline design of forms included in the
Regulations so that it can collect more sector specific data. A SETA may also
simplify the form for organisations with fewer than 50 employees.

Workplace skillsreport grant

20. Employers who are up-to-date with their levy payments can claim a grant from
the appropriate SETA if they submit areport each year on the implementation of
their workplace skills plan before the date stipulated by the SETA. The form of
thisreport is Annexure B of the Regulations, but a SETA is able to modify thisto
take account of sector differences. The implementation report is i mportant to:

o employers and workers to assess the progress that is being made
e SETAS, toreview progress and problems and to assist employers,
workers and the sectors as a whol e to determine any additiona

support and advice that might be required

o Government, to inform the monitoring of progress in addressing
skills development priorities and in identifying any problems that
might need to be addressed.

21. Each SETA will inform employers of the dates by which applications for this
grant must be submitted and each may issue additional guidanceto assist
employers to compl ete the implementation report.

22. Attached to these guidelinesis alist of occupations that may assist organisations
to compl ete the workplace skills plan and the workplace skills report.

DISCRETIONARY GRANTS
L ear ner ships

23. Any employer may seek a grant from a SETA to support the i mplementation of
learnerships. Each SETA will determine the level of the grant and details of the
grant will be registered with the Department of Labour when each learnershipis
registered.

24. There are two possible types of grantsto support learnerships. The first isa grant
to offset the costs of implementing a learnership, (e.g. off-the-job education and
training provider fees). The second is a grant that may be paid to subsidise the
learner's allowance if the learner was unemployed immediately before starting the
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learnership. (a section 18(2) learner). The learner allowance must be in terms of
the Learnership Determination published by the Minister of Labour on 15 June
2001.

25. It is a matter for each SETA to decide how many and which applicationsit will
support. Each SETA will need to make its decisions in the light of the priorities of
its sector skills plan and the amounts of money it has available to support
|earnerships.

26. A SETA must inform an employer whether or not it will make a grant before the
learnership starts. The SETA will agree with the employer when the grant will be
paid, e.g. if this will be in staged payments or only once the learnership is
successfully concluded.

27. Each SETA will establish and publiciseits criteria for approving the learnership
grants.

Skills Programmes

28. Any employer may claim a grant towards the costs of providing skills
programmes. It isfor each SETA to determine arrangements for the applications
for grants and the amounts. Any application for a grant must be submitted to the
appropriate SETA, and approved by it, before the skills programmes start.

29. It may be that a person completes a series of skills programmes that result in afull
learnership qualification. If the employer receives grants for the skills
programmes, thetotal of the grants that the employer receives must be no greater
than the grants s'he would have got had the employee undertaken alearnership
programme resulting in the same final qualification.

Apprenticeships

30. There are, and will continue to be, apprenticeships, until the Minister of Labour
declares a date after which all apprenticeships will become learnerships. It is still
open to employers to seek to register apprenticeships.

31. Unless otherwise agreed, the appropriate SETA must honour any commitments to
pay grants to employers that were agreed by aformer Industry Training Board. It
isfor each SETA to determine and publish the level and criteria for new
apprenticeship grants. Any grant must be agreed between the employer and the
SETA before a new apprenticeship begins.

Sector Priorities

32. A mgjor function of the SETAs is the implementation of their sector skills plans.
In order to do thisa SETA may make a grant to an employer, to atraining
provider or to anindividual. For example, a grant might be to finance research or
to deveop the training infrastructure in a sector. The grants will be determined by
each SETA, which will also publish details of how to apply.

36



APPENDIX C:

EXTRACTS FROM ‘AN INTERDEPENDENT
NATIONAL QUALIFICATIONS FRAMEWORK
SYSTEM: CONSULTATIVE DOCUMENT

The following extracts from the above-mentioned consultative document, released in July
2003, asajoint response from the Departments of Education and Labour to the Report of
the Sudy Team of the National Qualifications Framework (Pretoria, April 2002), are
relevant to the short courses debate. It isincluded in this document to highlight the fact
that this critical areais still under discussion and that if the recommendations of the NQF
Consultative Document are accepted, arefocus in terms of short learning programme
provisioning may take place. It should be noted, however, that the recommendationsin
this latest report, do not differ substantially from the position taken in the Criteria and
Guidelines for Short Courses and Skills Programmes.

Short cour ses

For several reasons the extensive provision of short courses has proved to bea
difficult matter for the NQF system, and SAQA has justifiably given the issue
considerable attention. 1n 2000 — 01 SAQA compiled an electronic record of short
courses from information voluntarily notified by providers, in order to understand the
nature of short course provision and so far as possible bring it within the ambit of the
NQF standards generation and quality assurance processes. A helpful discussion
document on Criteria and Guidelines for Short Courses and Skills Programmes followed.
The following observations are not intended as a detailed response.

The issue of short course provision is unquestionably important. Asthe SAQA
exercise emphasized, thisisavery extensive and exceptionally varied component of the
national learning system. It makes a significant contribution to the enhancement of
personal learning and the national skillsbase. Many sectors of the economy rely on short
courses for the upgrading of employees’ skills and professional development. Thereis
therefore a direct link between short course provision and workplace skills plans.
Countless citizens take short courses to enhance their own understanding or for cultural
enrichment. At the same time, especially in an unmonitored area of provision, citizens
may be being taken advantage of by unscrupulous and incompetent providers. SAQA’s
actions should result in an acceptable taxonomy of short course provision and should
ensure that short course providers are assisted to engage appropriately with the NQF
quality processes and enable providers to align themselves with the requirements of the
Skills Development Act, 1998.

The debate will continue on this complex aspect of NQF implementation. It
would be appropriate for SAQA to consider instruments that might be used to improve
the protection of consumers against unscrupulous providers. Three matters warrant
particular attention.
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Firstly, short course provision is linked to the minimum requirement for a national
qualification on the NQF since SAQA’s current definition of a short course is a course
that has a credit value of less than 120 credits (which is considered equivalent to a year of
full-time study). By regulation, SAQA requiresthat aregistered qualification should
generally comprise 120 or more credits, of which 72 or more must be obtained at or
above the levd at which the qualification is registered. The Study Team commented:

“[F]or many possible qualifications, especially those achieved in the workplace,
the 120-credit requirement is an unnecessary constraint that could i mpede the
design of a qualification that was “fit for purpose’.”

The Study Team noted that SAQA’ s regulations permitted the registration of
qualifications of less than 120 credits provided they complied with the general criteria
specified in the regulations and with the objectives of the NQF. They suggested that this
should be made more explicit and | ess discretionary, and that bodies responsible for
qualifications design be made aware of it and encouraged to design qualifications based
on the needs and purposes of learners and stakeholders.

The draft NAP document proposed that SAQA consider registering certificates of
60 credits (equival ent to one semester of full-time sudy) in the articulation column. The
document argued that this would speed up the articulation process for experienced
learners, including adults, who could benefit from short, intensive periods of study; it
would be consistent with international practice; and it would allow providersto offer
short, focused programmes that met the in-service or upgrading needs of adult learners.

The draft NAP document reminds us that:

“...progress on the NQF is not directly linked to time served in the education
system or to the number of credits attained, but rather to the level of complexity
of the learning outcomes attained, irrespective of how long it takes alearner to
achieve these, provided that a prescribed minimum number of credits (notional

hours of learning) have been * clocked up’.

The departments [of Education and Labour] supports the idea of a prescribed
minimum. The status of the term qualifications would be devalued if there were no
threshold or avariable lower threshold than the current norm of 120 credits. A credit
value in excess of 120 credits (which many qualifications require) does no harmto the
status of aqualification, but a permissive approach to credit values lower than 120 would
detract from the public awareness that a qualification required a serious commitment of
time and sustai ned engagement in a complex learning task resulting in significantly
enhanced learning achievement. Where appropriate, short courses should lead to the
achievement of credits toward qualifications (or to complete articul ation requirements)
but should not by themselves merit the award of a qualification. This matter should be
considered by the three QC’ s [ Trade, Occupational and Professional Qualifications and
Quality Assurance Council, General and Further Education and Trai ning Qualifications
and Quality Assurance Council, Higher Education and Training Qualifications and
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Quality Assurance Council] when they are established in order to advise SAQA and the
Ministers.

Secondly, it is difficult to exaggerate the significance in modern economies of the
phenomenon of vendor- and product-specific short courses, especially in the information
technology and communications industry. These comprise a distinctive system of
provision, a “parallel universe” of training, competency-based assessment and
certification that has devel oped outside formal state provision and regulatory systems.
The branded qualifications of vendors such as Micrasoft, Oracle and Novell are examples
of this phenomenon. These qualifications are outside the NQF and are unlikely to be
included in the short term.

A key issuefor further discussion would thus be how all-encompassing should the
NQF attempt be? The NQF should not and could not be all-encompassing. Learning
programmes that do not need to meet national standards are by definition outside of the
NQF. That criterion covers avery wide range of cultural, recreational, religious and self-
improvement courses, as well as fast-changing vendor-specific courses that are quality
assured by the corporate proprietor or licensee.

Vendor- and product-specific short courses appear to represent an important
avenue for access to employment, upskilling and job mobility. Asa phenomenon it
deserves closer study in its own right, both to gauge its impact on the South African
economy and to assess its significance for South African education and training. TOP
QC and HI-ED QC should take particular interest in these matters, in collaboration with
therelevant SETAS.

Thirdly, short course learning may be a val uable route to the acquisition of credits
toward qualifications registered on the NQF through the Recognition of Prior Learning
(RPL). QCswill need to encourage their aligned ETQASsto fashion RPL protocols
relevant to their sectors on the basis of SAQA’s RPL policy. They will also need to
ensure that each short course that |eads to a nationally registered credit is linked to a
qualification ladder within alearning pathway, with a credit value representing its
contribution to the achievement of the qualification.
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