Framework for the development of training material for SD Facilitators

Introduction

What is a "skills development facilitator"?
Skills plans are a key mechanism for achieving the goals of the Skills Development Act. "Skills development facilitators" are those who will facilitate the process of developing skills plans, whether at sectoral or enterprise level.

What has the Department of Labour done to assist the process of training SDFs?
The Department of Labour envisages that most people undertaking the role of skills development facilitation will need to be trained to do so. In assisting the process, the Department has therefore 

· Requested the Occupation-Directed Education, Training and Development Standards Generating Body to develop nationally agreed standards for skills development facilitators (SDFs). (The standards are presently lodged with the ETD National Standards Body for public consultation); 

· Commissioned a team of consultants to draft a framework for materials which can be used in training SDFs. (This document represents the framework); 

· Commissioned a team of consultants to draw together a small sample of "resource materials" which can be adapted and drawn upon in training SDFs; (These resource materials include training materials presently used in various enterprises or sectors; books or articles which are likely to prove useful; and a collation of policy documents which may be helpful in understanding the broader intent of the skills development strategy) 

· Commissioned the National Productivity Institute to develop a sample set of training materials, to illustrate what can be done and to be used by any training agencies who find them appropriate. 

What is the purpose of a "framework" for training materials?
Good training materials can only be developed once there is a clear answer to the following questions:

· Who are the learners and trainers who will be using the materials? (ie. Who are the skills development facilitators and who will be training them?). 

· What will the SDF’s need to learn? 

· In what contexts will the SDF’s be working and how might this influence what they need to learn? 

· What are the typical "delivery systems" through which training will be provided? 

· How best are the SDF’s likely to learn what they need to learn in these systems? 

· What is the most efficient/effective medium in which the materials can be provided so as to support learning? 

The answers to these questions constitute what some theorists would call a curriculum. They ensure that materials are "fit for purpose" by specifying what the purpose (audience, etc.) is.

At this early stage, it is very difficult to answer these questions with any certainty; and it is very likely that different answers may be appropriate for different contexts. For both these reasons, the framework outlined in this document

· Details a set of possible answers to each question 

· Demonstrates how the answers can be analysed to develop a curriculum appropriate to your context 

· Illustrates the implications for finding, selecting and adapting materials for training SDFs. 

How is this document structured?
Section One of the document contains an outline of the strategies underlying the Skills Development Act and the South African Qualifications Authority Act. These two Acts together constitute the broader rationale for (the challenge behind) skills planning and the role of SDFs. 

Section Two outlines the content of the national standards for skills development facilitation. These standards are presently going through a process of public consultation. They describe the particular knowledge and skills which SDF’s will need in order to "earn" the standards.

Section Three sketches six issues which need to be taken into consideration in developing materials for the training of skills development facilitation. A preliminary look at these issues suggests certain parameters which can already form the basis of planning and preparation, although much is at this stage still unknown.

Section Four illustrates the one set of parameters suggested in Section Three, using a form of materials least widespread in the vocational training sector (electronic media). It serves to show how the framework outlined in this document can be used in selecting and adapting from the resources which were assembled as part of the process.

SECTION 1 THE SKILLS DEVELOPMENT ACT



THE PURPOSES OF THE SKILLS DEVELOPMENT ACT

The following quotation is taken directly from the Skills Development Act:

(1)  "The purposes of this Act are--

(a) to develop the skills of the South African workforce--

i. to improve the quality of life of workers, their prospects of work and labour mobility; 

ii. to improve productivity in the workplace and the competitiveness of employers; 

iii. to promote self-employment; and 

iv. to improve the delivery of social services; 

(b) to increase the levels of investment in education and training in the labour market and to improve the return on that investment;

(c) to encourage employers--

i. to use the workplace as an active learning environment; 

ii. to provide employees with the opportunities to acquire new skills; 

iii. to provide opportunities for new entrants to the labour market to gain work experience; and 

iv. to employ persons who find it difficult to be employed; 

(d) to encourage workers to participate in learnership and other training programmes;

(e) to improve the employment prospects of persons previously disadvantaged by unfair discrimination and to redress those disadvantages through training and education;

( f ) to ensure the quality of education and training in and for the workplace;

(g) to assist--

i. work-seekers to find work; 

ii. retrenched workers to re-enter the labour market; 

iii. employers to find qualified employees; and 

(h) to provide and regulate employment services.

(2)  Those purposes are to be achieved by--

(a) establishing an institutional and financial framework comprising--

i. the National Skills Authority; 

ii. the National Skills Fund; 

iii. a skills development levy-grant scheme as contemplated in the Skills Development Levies Act; 

iv. SETAs; 

v. labour centres; and 

vi. the Skills Development Planning Unit; 

(b) encouraging partnerships between the public and private sectors of the economy to provide education and training in and for the workplace; and

(c) co-operating with the South African Qualifications Authority."

These purposes, when seen in relation to the broader policy goals, can be represented as follows:

THE GOALS OF THE SKILLS DEVELOPMENT ACT

IN RELATION TO

BROADER OBJECTIVES

A prosperous and equitable society
(constitution)
will be achieved through
economic growth and social development
(RDP and GEAR)
to which the contribution of the Skills Development Act will be
Improving the skills of the workforce
(Skills Development Act)
by
Increasing levels of investment in education and training
as well as improved returns on investment;
Involving employers and encouraging workers to participate;
Ensuring quality
Promoting employability
Facilitating employability  



Section 2: The SDF Standards



THE (PROPOSED) NATIONAL STANDARDS FOR
SKILLS DEVELOPMENT FACILITATION

Where do the national standards for SDFs come from?
During 1999, the Occupation-Directed ETD Standards Generating Body was asked by the Department of Labour to develop standards for skills development facilitation. These standards were drafted in November 1999 and are presently going through a process of public consultation. They will be revised based on feedback and submitted to National Standards Body 05 for registration on the NQF.

What do the standards consist of?
There are four standards for skills development facilitation. These are

· develop a workplace skills plan 

· implement a workplace skills plan 

· develop a quality assurance system 

· report on workplace skills plans 

These are, in terms of the regulations, the areas of work for which SDFs will be responsible

What is the content of the standards?
The standards detail the knowledge and skills that SDF’s will need in order to undertake the responsibilities which have been allocated to them in terms of current regulations.



Section 3: Framework Issues



ISSUE ONE:
WHO ARE THE LEARNERS?

THE ISSUE

Knowing who the materials are aimed at is the starting point of all good materials development. Unless we take the target audience into consideration, we run the risk of treating learners as "empty vessels" to be filled through training. We should instead view them as active participants in the learning process, whose backgrounds and prior learning influence how they learn.

A typical profile of target learners would therefore normally include details of their language and literacy skills; preferences in learning style; their current areas of competence; what possibilities for and constraints on learning confront them in their lives; etc.

The profile of those likely to undertake skills development facilitation in different contexts is at this stage not clear. It is likely that at least the following categories of persons may act as SDFs:

· Chief executive officers (in the case of small organisations) 

· Training and development managers (in the case of large organisations) 

· Someone appointed from within organisations with the specific role of skills development facilitation 

· Shop-stewards or union officials 

· Consultants who work across a number of organisations. 

(This list is by no means exhaustive, nor is it prescriptive. It is intended to illustrate some of the possibilities).

IMPLICATIONS
It is not possible to draw up a profile of the characteristic skills development facilitator. Not only are there many possible categories of people who may play this role; there is also little similarity within each categories. For example, chief executive officers or training and development managers may differ widely across organisations with respect to how many of the necessary skills they will have to undertake the role required of them.

ISSUE TWO:
WHAT ARE THE WORK ENVIRONMENTS OF SDFs?

THE ISSUE

The Skills Development Act will be implemented in widely differing environments. Each environment is likely to present skills development facilitators with very different challenges, and may mean that the specific outcomes and essential embedded knowledge detailed in the national standards for SDFs have a different content.

Typical work environments include at least the following:

· Large businesses in the formal sector 

· Government departments, including the South African Police Services and the South African National Defence Force 

· Local government agencies 

· Small, medium and micro enterprises 

· Volunteer programmes such as the National Youth Service 

· Public works programmes and job creation programmes such as the Working for Water project. 

IMPLICATIONS
Not only is it difficult at this stage to develop a profile of who the SDFs are; it is also difficult to know how the environments in which they will be working will impact on the kind of work they are required to do. Specific outcomes in the unit standards for SDFs may present particular challenges for the training which is needed. For example, "Gather information about national and sectoral skills development trends impacting on the enterprise" may either mean referring someone to a body of existing information (in the case of well established industries) or conducting primary research.

ISSUE THREE:
WHAT DO SDFs NEED TO LEARN?

THE ISSUE

The national standards for skills development facilitators prescribe what someone should know and be able to do by the end of a training programme. They do not, however, describe the content of the programme which will be needed to help the SDFs achieve the standards. The standards describe the outcomes, and training providers need to establish the inputs needed to achieve the outcomes.

There are at least two factors to take into consideration in deciding the content of a training programme:

· To what extent do the learners have the "learning assumed to be in place" by the standards? For example, the standard for "Develop workplace skills plans" assumes that learners will already have good communication and negotiation skills as well as the competence to conduct elementary field research. Learners who do not have these may require specific assistance in achieving them, or else may not be able to learn toward achieving the outcomes. 

· To what extent are the learners already competent in any aspects of the standards? For example, a chief executive officer of an enterprise may already be in touch with the national and sectoral skills development trends impacting on their organisation, but not know how to go about gathering information on the skills needs of the enterprise. Alternatively, a training and development officer may face exactly the opposite problem. 

IMPLICATIONS
While developing a profile of the learners is important in finding out what they already do have (the "glass half full"), it is therefore still important to find out what they don’t have (the "glass half empty"). It is in the relationship between these two factors that the content of a training programme should be worked out. Again, the lack of clarity around who the learners are means that it is not possible at this stage to work out the necessary content of a training programme

ISSUE FOUR:
WHAT TIME IS AVAILABLE FOR SDFs TO LEARN?

THE ISSUE 
The schedule for implementation of the Skills Development Act is likely to result in most skills development facilitators learning "on-the-job" and in a very short space of time. Over a period of time, however, it is likely that the same variety of modes of training provision will emerge as presently exists for other courses. These include:

· In-service training. SDFs may be working on developing skills plans or undertaking other aspects of their role at the same time as they are supported by a training provider. In-service training is therefore often focused on assisting learners "on-the-job" and in the actual work environment. Consultancies often offer support training and mentorship of this kind, 

· Mid-service training. Some SDFs may attend block training courses and then go back into their enterprises to apply what they have learned. Private training providers, universities and technikons often offer block training of this kind. 

· Pre-service training. Many formal education and training institutions (such as universities and technikons) are increasingly offering structured programmes aimed at equipping learners for roles for which they are not yet employed. Such training therefore equips learners with a general set of tools while offering simulated rather than actual work experience. 

IMPLICATIONS
The time available for training, as well as the possible or necessary location of training, has implications for the sequencing and structure of content. It also has implications for the relationship between formal learning and work experience, both of which are necessary components for achieving the standards. It is very likely, at least in the first year, that the demand for training will be overwhelmingly for in-service or mid-service training.

ISSUE FIVE:
WHAT IS THE DELIVERY SYSTEM FOR TRAINING?

THE ISSUE

The system of provision through which training is delivered should ideally be determined by the preceding four factors, but more commonly influences them.

Key features of delivery systems include:

· Will provision take place through distance training or contact training? 

· What is the size of the group of learners? 

· What is the ratio of trainers to learners? 

· What learning resources and instructional technologies are available for the training? 

· What is the relationship between where learners will learn and where they will acquire the necessary work experience? (ie what is the relationship between the provider and the workplace, if different?) 

· What is the relationship between other learning opportunities available to learners and those related specifically to acquiring the SDF standards? (For example, are the providers who train learners in basic research skills different from those who train them toward the SDF standards?). 

IMPLICATIONS
Delivery systems are commonly shaped around concerns of efficiency ("doing things right") and effectiveness ("doing the right things"). These translate, amongst other considerations, into ensuring that the resources available are most efficiently used to ensure that skills development facilitators are adequately equipped for the roles they are required to undertake.

ISSUE SIX:
WHAT IS THE MOST APPROPRIATE MEDIUM FOR THE MATERIALS?

THE ISSUE

The most appropriate medium for the training materials to be used in training skills development facilitators depends on the answers to all five of the above questions.

Possible media include:

· Printed books or training manuals 

· Audio-visual materials such as tapes or videos 

· Electronic media such as computer-based programmes or online training programmes. 

Each of the above has 

· different strengths and weaknesses; 

· different possibilities for how content and activities are structured 

· different conditions under which they are most effective 

· different requirements for their efficient production and use. 

It is increasingly common to use a "multi-media" approach which combines aspects of all the above. In addition, the boundaries between several categories of media are blurring – hence it is possible to convert print to electronic media and vice-versa very easily.

IMPLICATIONS
Without knowing the answers to several of the issues outlined in the previous sections, it is very difficult to know what the appropriate medium for training materials should be. Related to this is that it is at this stage unclear who should develop training materials (Government? Consortiums of providers? All providers working separately) or how.

SUMMARY OF ISSUES RELEVANT TO DEVELOPING MATERIALS FOR THE TRAINING OF SKILLS DEVELOPMENT FACILITATORS

There are at least six issues which need to be taken into consideration when developing materials for the training of skills development facilitators. At this early stage, it is very difficult to answer any of the six questions. This may suggest that it is inappropriate to go ahead with developing training materials, and that we should instead be collating more general resources which can be selected and adapted as appropriate for training purposes.

At the same time, however, the very general answers which can be given to several of the questions do present issues which can form the basis of initial decisions and preparation. Specifically

· Although it is not possible to develop a clear sense of who the learners will be, it is very likely that there will be very different kinds of people – with very different needs – who are in need of training. This is likely to be compounded by the different environments in which they will be working, which will further contribute to a diversity of training needs. How to deal with a very wide diversity of learners, learner needs and employment contexts is probably the most important decision training providers will need to make. 
· The demand for provision will almost certainly be in-service or mid-service, at least in the initial phase. 

· Choices around how to deal with the diversity of learners, learner needs and employment contexts will determine aspects of the delivery system. There are at least three options, spread along a continuum of standardisation through to flexibility. First, it is possible not to deal with diversity – in other words, to refer the problem elsewhere. In such cases, providers would develop standardised courses for learners who meet a specified profile. Learners who do not meet the profile would be referred elsewhere for assistance. Second, it is possible to deal with diversity through modularisation. In such cases, learners with different needs would take modules as appropriate to their needs. The flexibility lies in the options at module level, while the standardisation lies in the content of each module. Third, it is possible that to have highly flexible learning paths, in which learners themselves make choices about what they need to learn, when and how. In this case, materials would be more flexibly constituted as a set of learning resources. 

The options and issues outlined above therefore provide some very general pointers to decisions which can be made and preparation which can be undertaken for developing materials for the training of skills development facilitators. 



Section 4: The Framework in Action



The Framework in Action:
Electronic Materials for Distance Education Support
Of Learners with Diverse Needs

Why have we chosen to illustrate this option?
The summary of issues in Section Three above suggested that the key decisions which need to be made in developing materials for the training of skills development facilitators are:

· how to deal with the diversity of learners, needs and employment contexts 

· whether to provide in-service, mid-service or pre-service training 

· the delivery system and form of materials (print, electronic, audio-visual) most efficient and effective in the training. 

The materials from the National Productivity Institute illustrate one set of choices around these issues. The NPI materials are print materials, aimed at a fairly defined target audience, to be used in mid-service training. 

The overwhelming majority of training providers commonly make such choices. For this reason, we have here chosen to illustrate the option at the other end of the spectrum: the possible form of materials to be used in in-service training, aimed at a diverse audience through distance education, using electronic materials. This is the option illustrated in this section.

What are the possible "tools" in electronic media?
A typical on-line training resource might have the following components:

· An index which guides users through the structure, nature and purpose of the resource 

· A set of links to articles, case-studies and examples of workplace skills plans, audit systems and other resources which assist learners to develop an understanding of what needs to be done and ways in which it can be done 

· A set of links to other websites which have information which may be useful 

· On-line programmes which take learners step-by-step through various activities 

· Ntice-board where learners can pose questions or ask for assistance from anyone else, or where government or SETAs can post updates 

· Chat-rooms where learners can communicate with each other 

· One or more data-bases which could provide lists of possible providers in different parts of the country, possible sources of information relating to information impacting on national or sectoral development trends, etc 

· Advertisements from providers or consultants who are offer training, support or other services of potential value to learners. 

How might such an online resource be used?
Such a resource could be used directly or indirectly in training learners or supporting the training of learners. One possible way of using it could be as follows:

· Aspirant skills development facilitators could "sign on" as learners by registering online 

· A first step could be for them to complete one or more activities which serve to generate a "profile" of each learner. The Benlin computer programme used by the NPI to generate a profile of the "optimal" SDF is one example of a number of such electronic neurolinguistic and/or psychometric programmes available. (A number of online programmes could be used for this). 

· Through the profile and/or a recognition of prior learning (RPL) mapping exercise, learners could individually identify those things they do need to learn and those in which they already feel competent. (A structured programme online could be used for this purpose). 

· Based on a profile of their needs, learners could seek to link with other learners who are working in similar sectors or regions, or on similar issues. (The notice boards and chat rooms could be used for this purpose). 

· Also on the basis of their profile ond needs, learners could be linked automatically to those providers in the data-base who could be of value to them. It would be up to them to contact the providers and seek direct support. 

· In liaison with other learners, supported by appropriate providers and/or by themselves, learners would then be able to use the training resources online. This might take the following form: 

· Learners could read articles which outline the issues they need to be aware of. 

· They could read case studies which illustrate how others have dealt with these issues. 

· They could undertake and evaluate simulated exercises in their own context. 

· They could undertake the actual exercises in their workplace and post the results on a notice-board for feedback from others. 

Providers using the resource
The kind of resource outlined above does not imply that providers are no longer needed. There are probably some learners who will not need support, because they would be able to use the online resources to train themselves. Very few learners fit this profile, however, and it is far more likely that the site would become a resource for providers themselves to support diverse groups of learners in flexible learning paths.

Nor is it the case the case that the online resources and the print and audio-visual resources need be separate. Such materials produced by any other organisation can be shared by being linked to the other resources online.

MAPPING THE RESOURCES ONLINE

1. DEVELOPING A WORKPLACE SKILLS PLAN

Activity
Skills required
Knowledge required

Set up stakeholder forums
 
 

Collate and review information relating to national and sectoral trends in skills development; goals of the enterprise; and skills needs of the enterprise
Basic research skills

Participatory workshop facilitation skills
Possible sources of information on each of the above

Participatory methods for collating and reviewing information

Systems for conducting skills audits in participatory ways

Develop and agree skills development priorities
 
 

Develop and agree strategies to meet skills development priorities
 
 

Evaluate the process and outcomes
 
 

Report on the process and outcomes of the process
 
 

Each of the sections in the left-hand column would need to be mapped into those on the right. Please note also that this only illustrates one area of the work involved in being a skills development facilitator.

If this was used as a map for learners trying to find appropriate resources and assistance, learners would "read" the site from left to right, but access resources from right to left. In other words, a learner wanting to know how to collate and review information would be led through a series of questions to the resources available under each of the topics in the middle and right hand-columns. They would then read the articles and case studies as well as conduct the activities in building toward the element of competence outlined in the left-hand column.

