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2010 RECOGNITION OF PRIOR LEARNING (RPL) CONFERENCE REPORT

INTRODUCTION

The Wholesale and Retail Sector Education & Training Authority (W&RSETA) is an organisation established to facilitate skills development in the wholesale and retail sector and as such, the mission is ‘to contribute to the social and economic development and growth of the country by enabling education and training of the highest quality in the wholesale and retail sector, to the benefit of employers, employees and learners’. In order to promote and achieve life-long learning goals, RPL has been identified as a critical component. The W&RSETA therefore held a RPL conference on the 28th of April 2010. The report seeks to cover the details about the RPL conference which include:

· Conference aim and objectives

· Conference Topics covered by speakers

· Findings from speaker presentations

· Findings from commissions discussions

· Resolutions taken

BACKGROUND

The Recognition of Prior Learning (RPL) conference sought to bring together stakeholders to discuss the best ways of implementing RPL in the sector. This has been a major challenge, as many people who have years of experience, learning, training and qualifications have not been able to receive the recognition from the sector. The implementation of RPL will in the main seek to put in place an implementation framework of the sector to enable companies to implement the programme.

RPL is important in addressing the problems of scarce and critical skills within the sector through identifying, assessing and formally recognizing the value of an employee’s prior and existing skills, knowledge and learning. These skills may have been obtained through formal or informal training, work experience, voluntary work or life experience against the learning outcomes required for a specified qualification. The recognized skills and knowledge serve as a stepping stone for the employee towards the attainment of a formally recognized industry-specific qualification.

CONFERENCE AIM
The aim was to bring together relevant stakeholders of the sector such as the employers, labour, government, training providers and academics coming under one roof to discuss the best possible ways of implementing RPL programmes within the Wholesale and Retail sector. The conference hoped to create a platform that would enable all parties to discuss the challenges that made it difficult for RPL to be successfully implemented in the sector.

CONFERENCE PROGRAMME:
Date: 



28 May 2010

Venue: 


Emperors Palace Johannesburg

Programme Director: 

Mr. Sindiso Malaku

Speakers and Topics:

	ITEM


	SPEAKER
	TOPIC

	1
	Ms. Vikashnee Harbhajan – Deputy Chairperson, W&RSETA Board


	Opening & Welcome

	2
	Mr. Joel Dikgole – CEO, W&RSETA


	Introduction of Keynote Speaker

	3
	Dr. Heidi Bolton – SAQA


	Keynote Address

	4
	Mr. Vic van Vuuren – Director, ILO


	ILO Perspective on RPL

	5
	Mr. Yugan Naidoo – HR Executive, Massdiscounters
	Business Perspective on implementation of RPL ( a case study)



	6
	Ms. Sheri Hamilton – Head of Research, Ditsela


	Labour Perspective on RPL

	7
	Ms. Inger Marrian – Research Manager, W&RSETA


	International Trends on RPL

	8
	Commissions


	Discussions & Presentation

	9
	Mr. Andile Sipengane – CO: Q&R, W&RSETA
	Feedback & Summation of discussions



	10
	Dr. Hennie Zwarts – COO, W&RSETA


	Vote of Thanks and Closure


FINDINGS FROM SPEAKER PRESENTATION
(All presentations are attached to this report as Annexure A)

The key points from each speaker’s presentation will be listed hereunder as well as the summarised findings from the collective presentations:
1.  Dr. Heidi Bolton – SAQA Perspective on RPL

· The context of RPL within the changing NSDS landscape

· The role of the different bodies in ensuring successful RPL implementation

· Current realities wrt RPL were discussed in the context of the National RPL strategy

· The role of the ETQA  and the Quality Assurance of RPL

· Strategic Framework for the implementation of RPL

2. Mr. Vic van Vuuren – ILO

· History of the ILO

· Mandate of the ILO

· Challenges with regard to project implementation

3. Massdiscounters & Titan Skills Developers

· Employer’s rationale for RPL

· RPL Process

· RPL Challenges and recommendations

· Learner perspective on RPL

4. Sheri Hamilton – Ditsela

· Expectations from RPL or “the Promise of RPL”

· The reality with regard to RPL implementation

· The role of RPL in TUP

· Practical example, including methodology discussion

· RPL as assessment

5. Inger Marrian – W&RSETA 

· Different international perspectives on RPL
· Comparative tables on RPL

· Observations on RPL

· Way forward
The key findings from speakers’ presentations can be summarised as follows:

RPL definition
Recognition of prior learning means comparison of the previous learning and experience of a learner howsoever obtained against the learning outcomes required for a specified qualification, and acceptance for the purposes of qualification of that which meets the requirements (NSB regulation 18787, 1998)
(Identifying, matching, assessing, crediting).

Life-long Learning
RPL is viewed by the speakers as one of the contributors to life-long learning and its benefits entail redress of the past imbalances. Successful implementation may also contribute towards poverty reduction and result into social and economic enhancement of individual well-being.

In terms of human development there is a visible process of improvement in self-esteem, self-confidence and lowering of anxiety and these attributes were observed from the participants. This entails that RPL has a number of positive consequences into individual wellness.

Collaboration

The need for more efforts to enhance collaboration in delivery of RPL remains critical for any success to be achieved. Institutions of learning, Industry and SETA’s must pursue collaborative efforts to ensure successful delivery. Partnerships should be established both on regional and national levels across sectors.

Moving forward towards successful implementation of RPL, the following factors need to be taken into consideration:

· High level of commitment and Leadership

· Award system

· Funding model

· Consistency in application

· Principles of fairness

· Quality assurance

· Controls, monitoring and evaluation

RPL was also expressed as one of the mechanisms in the skills development revolution that can contribute towards social and economic challenges facing the country which include but are not limited to the following:

· Enhance Value system and morals

· Poverty reduction 

· Increase in level of education

· Process of developing self esteem, self confidence and lowering anxiety
National RPL strategy

The following are some of the strategy action plans lead by SAQA:

· Incremental RPL research and coordination and use of this research
· Creation of National Help-Line (SAQA)
· Formation of a National RPL Task Team to serve as a source of reference for SAQA. Main role: to develop a coherent National RPL Strategy, including funding strategy, and greater articulation between national and institutional policies
Research

There is a great need for ongoing research to be undertaken on RPL. SAQA intends to hold an annual RPL Research conference. This will afford an opportunity to share experiences and trends with regards to RPL 

Policy framework

· RPL in the context of the NQF: Policy, 2002
· RPL in the context of the NQF: Criteria and Guidelines document, 2003
Role and function of ETQA

· Accredit constituent providers for specific standards/qualifications on the NQF
· Promote quality amongst constituent providers
· Monitor provision by constituent providers
· Evaluate assessment and facilitate quality moderation amongst constituent providers
· RPL needs to be integrated within ETQA

· Provider assessment policies developed and implementation monitored

· ETQAs are important agents for the implementation of the NQF. To be accredited, they need to provide evidence of RPL policies and procedures

· In fact, ETQAs have policies and procedures for RPL, but are not implementing them. There are fully developed implementation plans and RPL projects in very few sectors 

Criteria for Quality Assurance of RPL

The following criteria for Quality Assurance of RPL need to be taken cognizance of:
· Institutional policy and environment
· Services and support to learners
· Training and registration of RPL assessors and key personnel
· Methods and processes of RPL assessment
· Quality Management Systems (moderation)
· Fees for RPL services

· RPL to form an integral part of curriculum development

A strategic framework for implementation of RPL

· Audit current practice
· Develop detailed sector-specific plans for RPL
· Develop capacity for RPL (staff; resources)
· Design and moderate appropriate RPL assessment tools
· Develop review/reporting mechanisms 
· Develop a research base 
The Audit of current practice should cover the following areas:

· Administration
· Funding
· Costing
· Curriculum development
· Regional collaboration 
Development of sector-specific plans
· Policies and procedures (purposes of RPL, target market, support structures, quality assurance)
· Articulation arrangements (intra-institutional, inter-institutional, administration, transcription of credits)
· Resources (person-hours, capacity building, infrastructure, assessor/moderator guides) 
Capacity building: resources and staff

· Staff training (evidence facilitators, assessors, moderators)
· Assessor and moderator guidelines developed and training provided
Challenges in implementation

Pilot implementation by Massdiscounters and Titan Skills Developers identified the following challenges:

· Communication

· Administration

· Registration process 

· Authenticity of evidence

· Current and historic evidence
The following recommendations were made:

· Regular communication and motivation of candidates committed to RPL

· Authenticity

· PoE guideline document

· Map evidence against assessment criteria
COMMISIONS:
	COMMISION
	TOPIC
	CHAIRPERSON
	CORE FACILITATORS

	1
	How to facilitate DHET expectations for RPL implementation
	Ms. Lindi Gwebu-Gqada (DHET)
	Tsakani Mabasa & 

Aphia Serumula

	2
	Solutions to obstacles for RPL implementation
	Dr. Heidi Bolton  (SAQA)
	Inger Marrian & 

Tirhani Chauke

	3
	Matching Business & labour expectations with regard to RPL
	Ms. Lesley–Ann Roman
	Ankie Kemp & 
Mpho Eze

	4
	Managing Learner expectations in the workplace
	Ms. Sheri Hamilton
	George Mushaike & 

Motsamai Motaung


Guiding questions for commissions discussions
The following guiding questions were formulated to facilitate group discussions in commissions:
	TOPIC
	GUIDING QUESTIONS

	How to facilitate DHET expectations for RPL implementation
	· How to facilitate DHET expectations for the RPL implementation

· What are the expectations of the QCTO

· What are the expectations of Universities & FETs

· What is the role of these institutions with regard to RPL

	Solutions to obstacles for RPL implementation
	· What solutions are required to resolve obstacles for RPL implementation

· What are these solutions in terms of assessment, funding, understanding of RPL, expectations of RPL & assistance to learners on RPL

	Matching business & labour expectations with regard to RPL
	· What are the expectations of business with regard to RPL

· What are the obstacles for RPL implementation for business

· What are the expectations of labour with regard to RPL

· What are the perceived hindrances for RPL -  labour

· What are the similarities & hindrances for both parties

· What are the similarities & expectations for both parties

· What is the middle ground for both parties

	Managing learner expectations in the workplace
	· What is the common understanding of RPL

· What are the expectations from learners regarding RPL

· What are the incentives for learners to do RPL

· What support structures are in place to assist RPL


COMMISSION FINDINGS

GROUP 1 
Topic: How to facilitate DHET expectations for RPL implementation
· FET and HET to give input into RPL policy formulation.

· Put proper systems in place (train Assessors in terms of  RPL ,etc)

· Challenge OTO funding (SETA DG allocations) - FET’s 

· RPL isolated – not integrated 

· RPL professional  body to provide guidance +feedback 

- Research (Task Team)

- Capacity Building 

- Rolling chair (Universities)

· NSDS does not cater for RPL

- Include RPL in NSDS 3

- RPL to SETA 

· Qualifications and unit standards design to include RPL 

· Institutions to allocate resources towards RPL (separate interventions)

· QA of RPL delivery – clear definitions  of RPL 

· Regulations to include RPL-broaden def of learning 

· Advocacy  and capacitation programmes 

· PMDS (Performance Management and Development Scheme) to RPL 

· Blue colour perception 

· BEE driver - WSP/ATR process

· Enabling structures to be put in place to assist employers

· Quick wins-motivator

Quality Council for Trade and Occupations (QCTO) 
· RPL viewed as a further education opportunity 

· Shorten training time and cost 

· Review residency clause (HET)

Universities

· 10%  intake for each Qualification could RPL learners 

· All new Qualifications  to address RPL
· RPL  used for access to further education 
· Ongoing research to be addressed
· Need is required
· National policy in terms of  access and recognition  by an institution 
Role of Institutions in terms of RPL 
· Advocacy  for RPL

· Redress (access to higher learning )

· Establish a culture to accommodate  RPL  and  Systems 

· RPL task team to be established (DHET)

· Screen enrolments and leave market for mature learners 

· SETAs to research RPL success stories  as advocacy 

· Better alignment of  Institutional  offering  and business needs 

GROUP 2
Topic: Solutions to obstacles for RPL implementation
Challenges in particular for Retailers

· Cost of RPL 

· Quantity (number of candidates) to be assessed needs to be taken into consideration

· Lack  of assessors at workplaces due to staff turnover of managers 

· RPL assessments and processes are viewed as cumbersome /comprehensive 
· Learner expectations 

· Logistics should be taken into consideration for workplace assessments.
Solutions (General and at various levels)

· Coordinate RPL research 
· Creation of a help desk and the  building of data base.( SAQA model)
· Establish a Task team for RPL
· Ensure the Readiness of staff for RPL
· Consistency in use of assessments should be ensured  
· Management buy in must be ensured 
· Clear benefits for ROI (Return on Investment)
· Legislation needs to be reviewed, NSB regulations not sufficient
· Cost for RPL needs to be considered and clearer funding models need to be developed
· Policy document  on RPL  

· Research for RPL

- various forms of recognition should be identified 

- create pathway for learners

- clarify expectations for learners of learners and requirements for RPL
· Structured  as a programme  – awareness campaign aimed at both company & learner
· Cut  assessments in chunks – one piece at a time

· Implement RPL in groups 

Solutions In terms of Top Management of companies
· Incentive-progression-transformation
· Scorecard approach similar to BEE scorecard 

· Focus on the improvement of productivity 

· Integrating it into WSP/ATR  processes - not stand alone

· Change in culture is required 

· RPL benefit of cutting down training costs must be emphasised

· Tax rebates for companies   

GROUP 3 

Topic: Matching business and labour expectations with regard to RPL
Labour

· RPL should be enforced 
· Everyone should have access
· Improvement of work lives 
· Open opportunity for career pathing 
· Employees can access formal qualification
· RPL is  seen as an investment in industry 
Business

· Recognition on training already done 
· Cutting down on classroom training – zero classroom
· Loyalty from learner after RPL/process/certification
· Pool of skills 
· Allows for better placement/succession 
· Clear understanding of which unit standards  employees were found competent against for RPL 
· RPL is a quick easy fix
· Financial benefits  that should be looked into:
 - SETA funding
 - BEE scorecard
 - Tax rebate 
Obstacles

Labour

· Language in which theory is assessed
· Assessing theory/fundamental unit standards
· Industry has not bought into  RPL 
· Stigma to RPL process
· Recognition of RPL  as a equal route to obtain a qualification 
· Collection of evidence (what evidence is required)
· Time frames  involved
· Lateral with regard to  accepted  evidence 
· Process of RPL integrated into skills development  needs of employers 
· Skills not recognized by employers(buy in)
· Funding not probably structured   
Business
· Each individual case must be assessed  on merit 

· Theory of fundamentals/Unit Standards

· Language in which the unit standard is assessed
· Use of resources 

· Business indicated that they are concerned about losing staff that have been through RPL and have obtained qualifications.

· Requirement to pay more

· Managing of expectations 

· Employees promotion  

· Mentors /coaches/assessors/moderators/RPL facilitators 

· Recognized service providers 

· Employees access in terms of transport
Common Grounds
· SETAs  need to facilitate /mediate between labour and employers  to promote RPL in the workplace 

· Both sides believe in the principle even though there are issues  with regard to  implementation 

· Both need to commit to being pioneers
· Benefits of having qualified workers as a result of RPL should be 

explained to employers and workers should understand that 

participating in RPL would assist them in becoming the best they can be
GROUP 4 
Topic: Managing learner expectations in the workplace
Q1 What is the common understanding of RPL?
· Tools to assist in gaining qualifications 

· Not merely an assessment but an intervention 

· Recognition, equity, fairness 

· No standards and processes in place 

· Information not filtered to people on the ground - Implement & evaluate

Q2 What are the expectations from learners regarding RPL?
· Qualifications 

· Payment

· Opportunities for further studies 

· Recognition of the work being done -Job mobility

Q3 What are the incentives for learners to do RPL? 

· Growth 
· Increase  income/bonuses 
· Promotion
· Recognition 
· Entrance into the job market
· Portability 
Q4 What support structures are in place to assist RPL?
· Skills development  facilitators   
· Training providers 
· SETAs
· Policy/legislation 
· Employment equity forums
· Assessor and moderators 
· Career  centres 
· Follow up
CONCLUSION AND WAY FORWARD
The main objectives of the conference were to:

· Solicit views of various stakeholders in the sector with regards to challenges around implementation of RPL 

· Suggest solutions to potential identified challenges for successful implementation of RPL 

Challenges with regards to RPL implementation were identified across all levels in an organisation and possible solutions were provided which will culminate in implementation of a pilot project by the W&RSETA.
It was clear from all the discussions that there is support for the structured implementation of RPL, subject to certain issues being ironed out and therefore, in addition to the pilot project, the W&RSETA has devised the following action plan going forward:        
· A funding model for RPL implementation will be developed and will be reviewed with the relevant parties
· Assessor Capacitation on the implementation of RPL will be a priority issue

· Stakeholders will be capacitated on the implementation of RPL

· The current W&RSETA RPL toolkit will be reviewed

The W&RSETA has taken cognisance of the valuable input and suggestions emanating from the RPL conference and it can be concluded that the above-mentioned objectives were indeed achieved. 

