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Introduction

The relaionship between education and the labour market is beginning to command a
wider generd interest in South Africaa  This generd interest coincides with mgor
educational policy reforms that have been underway since the onset of democracy in
1994. Thee reforms were fird implemented within the schooling system and
thereafter within the further and higher education sectors. But the labour market has
a0 experienced reforms that have proceeded more or less in tandem with the reforms
that have been indituted for the educational sphere. The policy interest however is
beginning to shift to the phase where an integration in educationa and labour market
policy has become critical because the benchmark for successful and winning nations
is measured by the degree to which learning and knowledge is contributing to a more
robust economy. Such an economy Smultaneoudy contributes to wedth and fully
deploys the human resources that are available in the country to reach thisend.

These ggnificant policy advances have adso led to the reconfiguration of previoudy
edablished inditutions.  But in addition, it has necesstated the emergence and
edablishment of new inditutions desgned to faclitate the effective execution of the
policies, which have been adopted throughout the country. Inditutions have aso
acquired multiple roles but in order to perform the functions associated with these
roles, the policy frameworks have generally encouraged and emphasised the need for
greater collaboration and partnerships to be built between them.

In commissioning the sudy, the Skills Development Planning Unit in the Department
of Labour was keen to understand the operationa conditions and the means that was
used by each of the two technikons in the Western Cape to develop and strengthen
linkages with the industrid communities. Viewed from one angle, this was framed in
terms of the inverse reationship of providing industry with direct sources of skilled
labour supply. Viewed from another, it presented an opportunity to provide students
and graduates with an opportunity to gain experience in experientia learning through
work placements. Through these means it provided graduates with an opportunity of
being successfully absorbed onto the labour market by obtaining full-time permanent
employment. The sudy sought to underdand the facilitative qudities of a myriad of
ingtitutions that were invoked for this chalenge. It was aso concerned to understand
the conditions that were contributing to tendons and contradictory outcomes from
these objectives’.

2 The evidence to substantiate our understanding of the process of building and sustaining collaborative
linkages and partnerships between the technikons and employers on the one side and between
technikons and institutions such as Sector Education Training Authorities (SETAS) was generated from
field interviews. These were conducted with technikon staff members, technikon students,
representatives of industry, representatives of SETAsaswell as other key informants. A list of all
informants, are provided in the appendix at the end of the paper.



POLICY CONTEXT FOR LINKAGES

The Policy Context

The historical evolution and contemporary location of Technikons in South Africa has
meant that a unique set of imperaives has influenced the policy terran in which they
ae located as higher education inditutions. And while it is probably correct to
percaive the policies tha have been framed gpecificdly for the higher education
sector from 1997 onwards when the Higher Education White Paper was issued, as
being an important influence on the technikon sector, it has not been the exclusve
factor. The role that has been accorded to technikons historicaly has not disappeared
atogether, and in fact has had an indirect though sddom acknowledged bearing on
the policy context. In the contemporary period, this role has been reconfigured with
new expectations and functions It has implied a renewa and expanson of its
rdaionship with traditiond dakeholders and unlike the univergties the rdationship
with the labour market has more overt pedagogic and vocationd linkages. In addition
to the contemporary role as a component of the higher education sector, coupled with
higoricd continuities semming from its origin, from a policy perective, the
Technikons have been cdoser to the terain within which the Skills Development
Policies and interventions associated with it have been framed. This can be depicted
a the third factor influencing the policy context in which linkages between
technikons and industry in paticular have developed. Findly, the provincid policy
context, particularly as embodied in the quest to prepare the Western Cape for the
knowledge economy, exerts an impact on the development of industry-education
linkages. A dmilar impact can be expected to be exerted on technikons in the
concentrated economic zones such as the Gauteng triangle and the Pietermaritzburg
Durban corridor in Kwa Zulu Nad. A discusson of the policy terran in which
linkages involving technikons are nurtured with its principd dakeholders is not able
to avoid reflections on the context and issues sketched above. Hdwever cryptic these
ae, they indicae the posshiliies and orientation of the emerging and exising
linkages that have developed or are in the process of being developed.

The higher education system

The Education White Peper 3 explicitly encouraged co-operation and partnership
between higher education inditutions and al sectors of society. It did so under an
agenda in which human resource development was to be supported through life-long
leaning.  High-level <ills training, was to be conducted for the purpose of
grengthening the country’s enterprises, services and infrastructure.  The White paper
concelved the production, acquistion and application of knowledge to be a the
service of nationa growth, competitiveness and innovation. It was argued that new
programmes to perform the above mandate were required a an inditutiona leve.
Indtitutions were further encouraged to increase their responsiveness to regiona and
national needs by developing appropriate programmes of academic, research and
community service. Finaly, the White Paper on higher education abrogated previous
higher education legidation, including the Technikons Act of 1993. These preceding
items of legidation were replaced by the Higher Education Act (No.101) of 1997,
which gave legidative expresson to the policy agenda that had been st out in the

White Paper.



The central themes eaborated in the White Paper were reiterated in the National Plan
for Higher Education as the centra chalenges facing higher education, which the
Minister of Education released at the beginning of 2001. An important caveat was
however insarted to the above it is the need to enhance the cognitive skills of
graduates so that they ae equipped with ‘the skills and qudities required for
participation as citizens in a democratic society and as workers and professonds in
the economy’ (section 2.7). The caveat is made on the premise of generd coherence
in the multiple education and training interventions that have been spearheaded in the
fird decade of democracy in South Africa  Apart from other criteria, the Nationa
Pan for Higher Education requires the higher education inditutions in their three year
inditutiond rolling plans to exhibit a sendtivity to government's human resource
development drategy, especidly in rdation to inditutiond location, vison, misson
and cgpacity (section 2.8.2.2). The need for indtitutiond diversty requires too that
the technikons play an important role in providing career oriented programmes in
stience, engineering and technology. The above announcements are postulated on the
understanding that the principd levers through which these policies ae to be
implemented will be through the use of planning and funding mechaniams.

The redive dearth of policy pronouncements linking the higher education landscape
with the skills development strategy, does not mean that the missons and mandates of
higher education inditutions and the aenas within which skills development takes
place is amiss. The policy terrain shaping higher education from the White Peper to
the Nationd Plan for Higher Education has consgently signdled that the possbilities
for experimentation with new reaionships that degpens and drengthens the diversty
of inditutions and the system as a whole is thoroughly encouraged. To do anything
differently is tantamount to legidating the historical experiences and contemporary
practices of the entire spectrum of technikons as redundant. And this is not what has
been done.

History and the conditions of governance

This presupposes a discusson of the higtoricadly evolved role, which technikons have
come to play in the contemporay period. The principd function of this role is
concened with maintaning the rdevance of the technikons curiculum to the
pedagogica and vocationd requirements of the working environment.  Essentidly
this has required the technikons system to mediate a rdationship between students and
graduates, as recipients of indruction and knowledge transmitted by the academic
daff a the technikons from one dde with the high leve labour demand needs of
employers on the other. The mediation led to an intervention a which two digtinct
types of inditutiond mechanisms were resurrected. The firs was concerned to eliat
employer views about the gppropriateness of the curriculum that was offered by the
indtitution.  This was measured through the work performance and worth that the
inditution's graduates represented to the employers who had hired them. The
rdlevance and qudity of outputs was an important gauge of the dignment of the
curriculum to the needs of the workplace and the labour market. The body which was
congructed to perform this function, is known as an advisory committee and exists for
esch programme or subject for which ingruction is provided a a technikons. There is
normaly an advisory committee for each academic subject or programme
oecidization a every dngle technikons in the country. Advisory committees have



representation from employers and employer bodies as well as trade and professiona
bodies. Members of the education advisory committee may be drawn from those who
serve on the datutory professona councils eg. nursing, engineering, architecture etc.
(See Department of Education, 1988: 110, section 6.3.4.1)

The advisory committees are not decison making bodies and therefore channd its
recommendations to the gppropriagte decison making body within the Technikons:
departmenta  boards which in turn tranamit these concerns to the academic boards.
Beyond this point the recommendations that stem from the academic boards are
regulated through the governance procedures that apply to the entire network of
technikons in South Africa  The Committee of Technikon Principas (CTP) is the
highest decison meking authority through which the collective interess of the
technikons community are articulated. In a Smilar sense, if not arbitrated upon earlier
within intermediate dructures, the advice dispensed through advisory committees
would ultimately be settled on the ingtructions and prescriptions of the CTP.

The CTP therefore oversees a governance system within the Technikon structure that
makes provison for workgroups to deliberate on the academic content and the
vocational and career focus of the curriculum that is offered & the Technikons. Not
every technikon offers the same programme. Some of these programmes are generic
to dl technikons while others fill a niche, which is not hed to be within the misson
and programme focus of every one. A cetan degree of homogenety in the content
of specific programmes offered by different technikons is prescribed. The working
groups are therefore tasked to maintain consstency in depth, breadth and qudity of
these programmes through the presence of the experts that are represented on it from
each technikon that offers or is intending to participate in the curriculum process of
such programmes. A convening technikon is required to teke full responghility for
the development, introduction and mantenance of programmes or groups of
programmes so that it conforms to existing policies and procedures. An additiona
function of a convening technikons is to serve as the charperson of the working group
and to expedite matters affecting the introduction or amendment of courses. The
function of charperson is vested in the Vice-Rector (Academic) for the particular
convening technikons  Decisons ae derived through the mechanism of sufficient
coneensus.  The find arbiter within the ambit of the collective technikons Structure
remains the Committee for Tutorid Matters and thereafter the Executive Directorate
of the CTP. At present, the amendment of an existing programme or the introduction
of a new programme must teke into condderation policy relating to SAQA and the
NQF. In addition, the programme must be approved by the Department of Education.
The advisory committees of a convening technikons have a higher chance of drawing
atention to its recommendations compared to instances where the authority of
convening is held e'sewhere, a another technikon.

An daborate set of criteria and regulations empowers the convening technikon to
chair and convene work groups. In tota, the Cgpe and the Peninsula Technikons
curenty have the responghbility for convening twenty-eight  programmes.
Consequently this requires a support gpparatus a the inditution that is attuned to the
conditions specified above and within the performance of the appropriate protocol and
function of each convener group. The entire process is premised on a conception of
development that is upheld through collegid practices that in turn is sustained through



consensud modes.  The programmes that are within the auspices of the above are

lisged in Table 1.

Table 1. Workgroups convened by Technikonsin the Western Cape

Name of Programme

Qualifications L evel

Convenor Technikon

Cartography NC, NHC, ND, B Tech, Cape Technikon

M Tech, D Tech
Dental Assisting NC Peninsula Technikon
Dental Technology ND, B Tech, M Tech, D Tech Peninsula Technikon
Design M Tech, D Tech Cape Technikon
Adult Basic Education & | NHC,HD,NHD, B Tech Peninsula Technikon
Training

General Education & Training
(Foundation & Intermediate
Phases)

NPDE, B Ed (GET)

Cape Technikon

Engineering: Electrical

ND, B Tech, M Tech, D Tech

Cape Technikon

Engineering: Mechanical

NHC, ND, B Tech, M Tech,
D Tech

Peninsula Technikon

Financia Information Systems

NC, NHC, ND, B Tech

Cape Technikon

Fisheries Resource Management | ND Cape Technikon

Food and Consumer Services NC, NHC, ND, B Tech, Cape Technikon (from
M Tech, D Tech 2002)

Horticulture ND, B Tech, M Tech, D Tech Cape Technikon

Interior Design NC, NHC, B Tech, Cape Technikon
M Tech, D Tech

Internal Auditing NC, NHC, ND, B Tech, Cape Technikon
M Tech, D Tech

L andscape Technology ND, B Tech Cape Technikon

Oceanography ND, B Tech, M Tech, D Tech Cape Technikon

Open Space and Recreation | ND, B Tech, M Tech, D Tech Cape Technikon

Management

Optical Dispensing ND Cape Technikon

Packaging and Printing | NC, NHC, ND Cape Technikon

Technology

Plastics Design Technology

NHD, M Dip Tech

Cape Technikon

Printing Management NC, NHC, ND Cape Technikon
Radiography (Diagnostic & | NC, NHC, ND Peninsula Technikon
Ultrasound)

Radiography (Nuclear Medicine | ND Peninsula Technikon
& Therapy)

Retail Business Management ND, B Tech Cape Technikon

Surveying

NC, NHC, ND, M Dip Tech, B
Tech, M Tech, D Tech

Cape Technikon

Tourism Management

NC, NHC, ND, B Tech

Cape Technikon

Tourism and
Management

Hospitality

M Tech, D Tech

Cape Technikon

Town and Regional Planning

ND, B Tech, M Tech, D Tech

Cape Technikon

The importance of the detalls that have been daborated above is to illudrate the lines
of communication and decison making between dakeholders who aticulate their
views through advisory committees and the mechanism by which these views are
accounted for and given concrete expresson in the governance dructures of the
technikon sector. We have indicated that the governance dructure, regulating co-
operation between technikons is very complicated. It implies that sakeholder
recommendations and sentiments about changes that need to be brought about to aign
the career focus and curriculum orientation of the programmes offered has to be



mediated creetively. There is a greater propendgity for the recommendations from an
advisory committee being followed through a technikons that have the respongbility
of convening working groups. It means that a an inditution such as the Peninsula
Technikon, the advisory groups in Dentad Technology, Adult Basc Education and
Traning, Mechanicd Enginesring and Radiogrephy a these inditutions are likdy to
move the decison making process on curricullum issues more Sgnificantly compared
to advisory committees in the same programmes a other technikons. Organised and
large condituencies have a greater cgpacity than smaler groups of orchedtrating a
coordinated campaign, which would be reflected in the pogtions taken by the
advisory committees. A dmilar capacity can be widded through the professond
asociations and bodies and the positions that are articulated at these by organised and
large interests.  Large Stakeholder interests such as a naiona company or Satutory
professond councils can therefore consgently rase the same issue no matter where
the advisory groups are and these would illustrate the generd will. The ability to
convey vaid concerns matters for sakeholders who are inserted into sectord or
geographicad niche aress such as the information and technology sector or the wine
industry.  Advisory groups tha ae outsde the loop of communicating directly
through their convening technikons would be required to render competing clams to
an audience that is essentidly displaced from the points where the issues that the
recommendations are designed to redress arise.  In such ingances, it is more difficult
for the same clams to be made by an advisory committee, particularly one that draws
upon the unique experiences of provincid or loca development.

An understanding of this important dimensgon of the policy process is essentid,
especidly when information has to be trangmitted rapidly through the sysem so that
the drategic adjusments in the planing cycle of organistions can be made.
Examples, which can be used to emphasse the point, include advisory committees
where the Cgpe Technikon is the convening inditution for the following programmes.
fisheries resource management, oceanography, packaging and printing technology and
tourism management. The Western Cape economy has a comparative advantage and
is a niche economic segment for each of these programmes that have been dluded to.
Asauming that these ae programmes that ae offered by some of the in-land
technikons as wdl, what condgderaion would be given to the feedback and
recommendations from the advisory committees a each of these inditutions? It
would be different though if a padld progranmes were offered a the Peninsula
Technikon because feedback from stakeholders on the advisory committees would
have grester vaidity, and ought to be geographicaly consstent. Nonetheless there
will be difficulties a@out conveying these indghts into tangible messures that ae
discernible to the initid ingtigators.

The above merely represents one dimenson of the manner in which governance
procedures function to provide technikons with dsakeholder feedback.  These
governance procedures gppear to digtinguish the technikons from the universties but
they are dso consgent with the philosophy of education that technikons have
consstently embraced. This philosophy essentidly to educate and tran learners in
the gpplied sciences with the object of contributing directly to practical concerns in
the economy and society. Within the technikon sector, this is referred to as a process
of expeientid leaning. It implies indilling dudents with a duty to community
savice, trandating theory into practice by various means including a trandfer of
know-how. In addition it implies providing students and saff with the opportunity to



be engaged in applied and practicaly orientated research and development. The
practicd expresson of this particular educationd philosophy is cultivated through a
system of experientid learning embodied in the form of job experience placements.
These have a wide variety of forms that have reconfigured traditiond apprenticeship
modes into dynamic education-production formats. Internships and job placements
over a specified time period ae examples tha involve the connection between
classsoom indruction and experience a the workplace. It is presented as an
opportunity to learners who have not yet graduated from full-time tertiary education
to smultaneoudy pedagogic advances through vocationd involvement.

The national skills development strategy

The find policy imperative, which has a more overt bearing on the technikons as a
branch of higher education, is exerted through the nationa skills development policies
and drategies. The stronger emphasis towards vocationd and career concerns has
meant that technikons have had a closer gravitation and confluence to issues of skills
development, training incidence and experientid learning.  In the context whereby the
complicated pedagogy of the workplace and work related issues had not been
adequatdly theorised, the closer affinity of technikons to these concerns had
inadvertently proscribed them with an inferior datus vis-a-vis the universties. It had
been imagined too that the universities had become the progenitors of knowledge and
the ultimate arbiters and legidators of what was deemed to be its legitimate scientific
reproduction or its truths. At a sysemic levd, the nationd skills development
drategy has proceeded to remove the atificid boundaries that existed between
education and training, which had previoudy exised under agpartheid. Apat from
bearing the effects of severe racid skewing, training had been accorded a low status
and compared to the generd education streams was dlocated limited public financia
resources. Removing these boundaries that served to impede the growth and
devdopment of learning has aso implied reversng the low datus that had been
accorded to the practice of traning. Stating with the policy shifts fundamenta
changes have taken place to dispd this assessment.

The firsd has been the development of a nationa <Kkills policy in South Africa The
second revolves around the egtablishment of a regulatory framework within which
this framework is being substantiated. In both ingtances the incorporation and
insation of technikons into the policy and regulatory framework of skills
development in South Africa has been subsumed under the broader higher education
concerns. It has been subsumed too under the concerns, which govern the nditutions
and regulate the qudifications dructure and give assurance to the qudity of
programmes that emanate from it. Some gaps exis in this area and the gaps are
essentidly about the difficulties of trandating policy into practice. Despite the gaps
however, the chdlenge is to trandae the plethora of opportunities that stem from
these concrete needs to a dtuation whereby a larger number of emerging workers can
be insated into placements, thereby providing them with the experience of
employment. Essentidly therefore, the devdlopment of a nationd skills policy is the
find pivot to direct the public higher education inditutions, including the technikons
to become centraly involved with the devdopment of South African human resource
capacity. The component to this that is most relevant to the present study is the
development of learnerships.



The Green Peper on Skills Development defined learnerships as a mechanism to
facilitate linkages between a dructured learning environment and the place of work,
0 that graduates who obtain a qudification would be equipped with a grester
capacity and ability for work readiness. While it was argued in the Green Paper that
the direction and fidds into which learnerships are established had to be demand
driven, there was no prescription preventing adjusments being made to create
incentives as a facilitative device to set the process into motion. The dructured
leaning was to teke place through fundamentd learning, core learning and
gpecidisation. The gpecidisation component to the sStructured learning was percelved
to take place a an inditution such as a technica college or through other accredited
training providers. At the time the Green Paper was formulated (1997) the technica
colleges were perceived as the centra public funded labour supply inditutions that
would provide the specidisation component to the dructured learning. In the
succeeding five years the context of the globad economic environment and the
conditions that have endble South African enterprises to gradudly penetrate markets
in technologicaly higher vaue adding sectors means that a wider spectrum of
education and labour supply inditutions can be appropriately utilised for the
objectives st out earlier. The objectives are Hill dbsolutdy valid but the means that
can be deployed to tackle these may have broadened to include many more
programmes currently offered within the current configuration of technikons and
universties It dso implies that the new inditutions that have been established out of
the process can serve as vehicles to meet the skills development objectives.

The Green Pgper on Skills Development attributes a central role to job placements
because without the experience of employment, learnerships would cease to exig.
Provided that learning outcomes are achieved, the form of work experience does not
matter: it is permissble to derive it from sngle workplaces or from a cluser of
workplaces.  Encouragement, pending further invedigation, was given to group
training schemes as well. The Skills Development Act (N0.97 of 1998) was aimed at
promoting the conditions for the policies outlined in the Green Paper to be
implemented.  Pivotd to this process are the improvement in the facilitation of
learning through the promotion of learnerships. And as was indicated in the Green
Paper, the Act resffirms the necessty for it to incorporate Structured learning in
combination with a component of practicd work experience. The key vehicle
identified to drive the process, are the Sector Education and Training Authorities. By
implication the Act is a licence for the SETAS to initiste learnership agreements with
accredited training providers that add the highest vadue to the various eements that
make up the learning process both dructured learning and learning derived from
practicd work experience. For a host various ressons this particular festure in the
implementation of the policy has been rdaivey dow a being initisted but it is
garting to grow. From the evidence that is available to us, the trend is certainly for
this to grow and develop much further. The paper dludes to the manner that this has
been successful by providing a purview of experientid learning that is conducted
through work experience activities. As wel as doing o, it illuminates the assortment
of linkages that have been nurtured between a variety of indtitutions and indtitutiona
types, including the technikons.  Technikons can generdly be concelved as
performing the role of labour supply and the SETAs provide the intermediation
between the technikons and the firms in the economy or the inditutions of |abour
demand. The ultimate purpose of these reationships, are to advance the learning
process across the national system and to prepare it for the chdlenges of a globa



knowledge milieu, paticulaly a milieu that is regulated by a complex s of
imperatives such as efficiency, qudity, fitness for purpose etc.

The Provincial Context to Prepare for the Knowledge Economy

In 2001, the Provinciad Government of the Western Cape released a White Paper on
‘Preparing the Western Cape for the Knowledge Economy of the 21% Century. The
White Paper was developed through a range of stakeholder inputs. Its key objective is
to develop means to channd the forces of globdisaion to diminate poverty and
empower the people of the region to lead fuller lives. An important feeture of the
drategy outlined in the White Paper is concerned with developing the province as a
learning region, which is capable of competing effectivdly in the globd knowledge
economy by serving as a leading centre for entrepreneurship and innovation. The task
tha the White Peper sets out for the universities, technikons and other tertiary
inditutions in the province, relate to the promotion of industry-linked teaching and
research initiatives. A concern was raised about redtructuring the inditutiona
landscepe for provincid growth and devdlopment in order to obtan grester
integration, co-ordination and partnership between the implementing agencies. These
include national and provincid datutory bodies that operate within the province as
well as metropolitan and loca government gdtructures, the Sector Education Training
Authorities and tertiary education inditutions.  In addition it includes busness
chambers and associations, union federations and NGOs.

Although it recognised the fact that higher education is a nationd competence, this
did not prevent the White Paper from ingsting that an important component of its
policy objective was.
‘To bring together universties, technikons, and other research bodies in the
Western Cape, and firms and industry associations to promote a world-class
approach to industry-linked teaching and research’ (WP: section 6.4.1).

Furthermore, recognition was given to developing new, longer and innovative forms
of work placements and internships for those who were in the process of entering the
labour force. This was seen as essentia because it enabled students to gain relevant
practicd experience, improving ther trangtion from education to work and incressng
their prospects of entering employment on amore permanent basis.

Each of the four policy factors or influences are desgned to support existing
conditions in the formetion of industry-education linkages and as such contan a
fadlitative dimengon.

Type of Linkages®

Background

Internationally, cooperation between universities and technikons and corporations/
businesses and indudtries is alongstanding practice. These cooperative and
collaborative linkages are strengthened through philanthropic gestures but the labour

3 The section on ‘Background', ‘ Institutional Profiles’ and ‘ Existing Technikon-Industry Linkages
were drawn from apreliminary report written by Charlton Koen.
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supply chain represents a more concrete manifestation of the symbioss between the
higher education system and the corporate, business and industrid environment. In
the gpplied sciences in particular (engineering, chemidiry etc.), innovative business
practices have evolved from breakthroughs that have taken place in academic research
laboratories. A host of historical examples can be invoked to demondtrate the
gpplication of scientific ideasto indudtrid practice. These have extended to innovative
exchanges between scientific indtitutions and industrid organizetions. At present, the
interface between academia and industry continues to revolve around information
dissemination and innovation and are increasingly identified as key dementsin
economic growth and skills development. Co-operation isadso increasingly being
viewed as stimulating flows of knowledge between academia and industry which
impacts positively on the operation of each sector.

Indeed, industry-academic (university and technikon) links have acquired a
prominence on the international higher education policy agenda. Martin
(2000) and Hernes and Michadla (2000) indicate that these linkages may:

Be consdered as a strategy to improve the relevance of teaching and research
activitiesin higher education inditutions. In this sense, linkages may rdlae to
partnerships around research and development, in which useful spin-offsare
reaped by each of the partners.

Involve collaborative activities to provide technica assistance to companies or
to upgrade existing low-leve technology and management techniques.
Similarly, higher educationd indtitutions can benefit from useful donations of
specidized machines and equipment from enterprises, which under normd
circumstances would elther be traded in or scrapped.

Provide gaff and students with opportunities to become familiar with state-of-
the-art indugtria science and technology and management systemsand an
understanding of the congtraints that confront industry. Many case studies
formulated at the Harvard Business School semmed from linkages and
opportunities, which were presented to provide credible solutions to specific
indudtrid or business problems.

Lead to improved interaction of higher education departments and employers
resulting in changes to specific degree programmes o that these have a closer
semblance to the technologies and practices that are deployed at the place of
work.

Produce improved training and employment prospects for students.

Enhance the image that higher education ingtitutions have within the broader
community about the contribution which they make to the economy asa
whole. These consderations are important, snce they alow the higher
education indtitutions to build a cgpacity to continue making the contributions
that are deemed necessary by the broader community.
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Linkages that incorporate the above features can be devel oped aong awide front of
activities particularly within technikons aswell asinditutions that are gravitating
towards becoming more developed indtitutes of technology. In dl of these, linkages
embodying eements of research and development activities, technologica innovation,
organisationd learning and consultancy work as well as teaching and curriculum
development activities can evolve. Less structured linkages are also possible. These
can include: generic interactions that involve industrid support to students, mutual
vigts, jointly organized meetings, conferences and seminars, industrid representation
on governing boards of higher education ingtitutions.

Institutional Profiles

The brief indtitutiond profiles of the two technikons provide an ingght into the
internal configuration of each and the ingtitutional context upon the formation of
broader linkage and placement issues.

Cape Technikon

The Cape Technikon has registered a clear intention of expanding its research and
post-graduate outputs. Over the period 1990 to 2000, there has been a steady increase
in the number of graduates who have qudified from the ingtitution. By embracing the
notion of lifdong learning, the Cape Technikon aims to eventualy become a
Univerdgty of Technology. In 2001, 12517 students were enrolled at the ingtitution.
The effort to create niche areasin six distinct faculties of teaching and learning has
resulted in a positive attitude being created about the standing of the indtitution and its
capacity to confront the chalenges of change. Emphasis has aso been placed on
utilisng interactive learning mediums particularly eectronic or e-learning which was
being used by 7457 students in 2002 to support learning in variousways. Thishasa
direct bearing on the contribution that it can make to the development and growth of
the Western Cape.

Through it grategic planning and eva uation processes, the inditution has identified
gx chadlenges for the indtitution to meet it srategic objectives. Doing so successtully
has implied aradical reorientation in the ingtitution to gear up towards meseting the
chdlenge The sx chdlengesare:
Reviewing and revisng the ingtitution’ s programmes to ensure that these are
responsive to economic and development needs of a changing society;
Edtablishing a Quality Management System and improving learner
performance
Increasing the volume of problem based research;
Egtablishing and nurturing partnerships and community service,
Creating and nurturing an inditutiona culture for equity of opportunity for al
sudents and gtaff; and
Promoting lifelong learning by increasing and broadening access.

Between 1990 and 2001, the overdl number of qualifications awarded to graduates
has increased by 44%. The award of B.Tech qudifications has witnessed amore
rapid increase (86%) during this period. From 2000to In order to expand itsinternal
capacity to offer programmes thet are in line with its misson and objectives, the Cape
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Technikon plans to increase the proportion of staff who hold masters and doctora
degreesfrom its 2001 leve of 38.28% and 7.26% respectively.

Since 1994, following trends at other higtoricaly white inditutions especidly
Technikons the proportion of black and women students has been increasing steadily
at the Cape Technikon. In 1995, 31% of student enrolments but by 2001 this had
increased to 57%. These changes were reflected in the shifting gender profile of the
ingtitution: in 2001, femae students made up 48% of the student body. However, the
relatively low proportion of black staff in academic positions combined with the
relatively low proportion of black and women staff in managerid postionsremainsa
chalenge that has to be breached in the future as the ingtitution strivesto creaste a
indudve inditutiond environment that is more representative of the community it
serves.

Peninsula Technikon

The Peninsula Technikon has severd strengths stable management, afinanciad
surplus, a steady flow of students and is busy improving its academic programs,
infrastructure and research capacity. In particular, Peninsula Technikons aims to focus
itsinditutiona efforts on increasing sudent enrolmentsin the Faculties of
Engineering and Sciences, but not in the Faculty of Business. Indeed, based on
inditutiona planning projections, enrolments in the Faculty of Business should
decrease in favour of increases in the other two faculties. Conversdly, infrastructure
provisgon in Business and other Faculties should improve in the short-to-medium
term. In thisway, Peninsula Technikon aims to stabilize and provide for controlled
growth in sudent enrolments, whilst improving the resources a the disposd of staff
and students.

Theinditution is developing benchmarks for improving inditutiond efficiency and
has targeted co-operation with industry and other indtitutions as the most important
mechanisms through which to improve opportunities for sudents and staff. Much of
its performance improvement work further targets staff training, upgrading of staff
qudifications and staff development activities. In order to enhance indtitutiond
efficiency there is a need to improve quaity assurance measures and to provide
opportunities to broaden staff accessto to resources and capacity.

The student headcount enrolment at the Peninsula Technikon is approximately 8 400
sudents. The largest proportion of students, are in Science and Technology programs
(48% on average). In 1999, 27% were in Business programs and a further 25% in
Humanities programs. Interestingly, in 1999 most sudents were dso femae (54%)
and African (62%). Of concern regarding student profiles, istheir academic
performance, which affects throughput rates and retention rates. The retention rates a
the Peninsula Technikons are relatively poor: 20-25% drop out annudly. For
undergraduates this average is sometimes 25- 30%. For the ingtitution asawhole,
roughly 17-20% of registered students graduate each year. Approximately 70% pass
courses each year. Accordingly, academic performance and learner outcomes require
ggnificant improvements.
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Existing Technikon—Industry Linkages at Peninsula and Cape
Technikon

Theincluson of industry representatives on the councils at both indtitutions, represent
the centrd forma link between technikons and industry. Both technikons made an
earnest commitment to promote, expand and strengthen links with industry through
their co-operative education units. This commitment also extends to providing for the
participation of co-op education representatives a a Senate level.

The organization of technikon-industry links occurs at severa levels. At the most
basic level, co-operative education units and academic departments are involved in
experientid learning programs. Thisinvolves canvassng placement offers from
sources in industry and linking placement officers and staff members to companies of
different Szes. Thislargely excludes companiesin theinforma sector and smdll
business organizations. Peninsula Technikon (2002) describes these activities as
involving:

During the period that the students are with their employers, they work as
regular employees or employees-in-training. Academic staff visit themto
monitor their progress and to assess whether work and studies are
complementing each other. Students are given a logbook for the purpose of
recording progress achieved and work done. Their supervisor at the

wor kplace monitors the regular reports written by the students and the
employer. These reports form part of the students’ academic record.

A further key link between departments and industry centres around the activities of
advisory bodies. Essentiadly advisory structures are viewed and described as
evauation bodies that comment on program design, student performance, industry
needs and the match between training requirements and |abour demand and supply.

Other gtructured links include those between academic department at the technikons
and professond bodies (which include industry representatives). These play arolein
programme accreditation and quality assurance. Essentialy thisinvolves monitoring
of saff performance, establishing the degree to which technikons conform to externa
expectations and efforts to determine the qudity of inditutiona outputs and to induce
compliance with external expectations.

These linkages largely structure the processes and content that shape student learning
within technikons. The type of learning and form in which linkages with indudtry is
organized is determined by both internd and externa policy orientations. For
example, the present emphasis on learning outcomes isinter-linked with nationa
policiesin the labour and education arenas. The decentrdized form through which
these linkages are organized within technikons show key smilarities with the
changing form through which public ddlivery in government administration occurs. In
each case, linkagesinvolve a combination of bottom-up and top-down Strategies but
include efforts to devolve responsbilities to lower public administration support
levels

Externd links also exist with representatives from industry and are often structured to

obtain research products and dlicit the benefit of research, technologica or manageria
innovation. However, it appears that a both technikons, research acquisition and
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exchange is given less emphasis in the links that have been developed. Both need to
devote condderable future energy to improving research capacity and strengthening
research ties with industry and the community.

Each technikon has further congtructed important FET linkages with community
organizations and gppear intent on investing heavily in life-long learning and adult
learning activities. Two motives stand out for this stance:

To increase the totd student enrolment, and

To promote the image of technikons as inditutions that contribute to
community devel opment.

While in the aggregate, technikons have performed admirably on both counts, the
linkages with the broader community technicaly sill centres around placement
opportunities and not sufficiently on the exchange of programmes related to
educationa and service ddlivery. The latter represent key e ements towards
grengthening the linkages with the broader community. The invesment in the
growth of student enrolments and community development at each inditution
nonetheless forms a key component in efforts to contribute to the Western Cape
regiona economy. In form, it has involved establishing linkages with non-government
organizations, community organization and offering training programs that improve
work performance, job knowledge and individud skills.

One current means through which this can be promoted is through skills development
and upgrading and by establishing ddlivery sites and programmes for SETAS,
particularly those, which have regiond basesin the Western Cape. Potentidly, this
can involve many different types of training: onthe-job-training; training for career
advancement, training for pay increases, for mobility within companies, for improved
productivity, for multi-tasking, job transfers, etc). In fact the evidence demonstrates
that the Textile SETA and the Peninsula Technikon as well asthe Metal and
Engineering SETA and both technikons have devel oped linkages dong these lines.
Based on this, both technikons have in cases established and in other cases are in the
process of establishing linkages with SETAs with the am of supporting enterprises
with the delivery of education and training programmes when these are required, thus
contributing to the Skills Development Strategy in an indirect manner. SETAS of
course provide financia reimbursements to companies where in-house training has
been conducted and through other means where specific companies have experienced
difficultiesin doing so.

Regarding these aress, exigting linkages with industry are varied. They range from
persond and informa and nonstatutory to structured and statutory. Some appear long
lagting, others more impermanent. Mechanisms include advisory committees, liaison
committees, NGO's, community organizations and links with and through

professond associations. Of course there is dso the cultivation of linkages with
SETAS, particularly those that have become operationd and active provincidly. A
range of associaions have evolved from these initiatives. Some are with smdll and
medium size enterprises; others exist with large and established companies. Some
involve forma and traditiona learners; others embrace non-traditiond learners, while
others focus on qudity assurance and accreditation oversight. These bodies include
professiond associations and structures such as SGB's (Standards Generating Bodies),
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QAP (Quality Assurance Pands) and activities of ETQAS (Educeation Training
Quality Assurance bodies).
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LINKAGE ISSUES AFFECTING TECHNIKONS

The following section of the report explores the organistiond levels a which
linkages have successfully been edtablished between both technikons with various
gakeholders but principaly the segment referred to as ‘industry’.  The firgt of these
that are scrutinised are the advisory committees, but the analyss provides reflections
on linkages, which have acquired a didinct organistiond format. These latter
linkages take two forms informa linkages which have been cultivated a the behest
of individud effort and interest and linkages which are being propagated as a result of
the changing policy milieu affecting education and traning in South Africa  Sector
Education Training Authorities (SETAS) are a the cutting-edge of this new policy
indrument and higher education inditutions such as technikons and universties are
only beginning to come to terms with these. The technikons however are exhibiting a
greater proclivity a condructively engaging with these.  These cases of current policy
making that is prone to the dynamic of congant shifts and changing modes
nonetheless tends to surprise our preconceptions because there is a tendency to set
new precedents through such processes around the formation of inditutiona linkages
and redionships. The report attempts to document the unfolding process as
accurately as possible but through doing so we are trying to comprehend what specific
condition retard or advance industry-educationd linkages.

Advisory/ Liaison Committees

As was indicated above, the advisory committees are not invested with decison
making authority.  Advisory committees merely provide recommendations to the
authorities within the governing sructure of the technikons about issues embedded in
the externd environment but specificdly the labour market. Ultimatdy this has a
bearing on the curriculum and graduate outputs that emanate from the technikons.

Staff Views of Advisory Committees

Many of the staff members who were interviewed (17 out of 19) identified particular
problems that tended to be associated with the way advisory committees functioned.

The mogt important of these related to the low frequency of meetings and the
difficulty of obtaining effective feedback from the advisory committees.

Mestings were viewed as occurring too infrequently and scheduling these to conform
to the timetable of participants presented some difficulties.  The impresson given by
some daff members was that advisory committee meetings were seen as merdy
routine.  Other interviews with saff members indicated that advisory committees
represented an important vehicle for facilitating student placements on job experience
programmes, feeding into curriculum issues as wel as providing a mechanism that
filtered into issues of drategic planning. However the issue of linkages that extended
into other inditutiona forums did not necessxrily emerge from merdy participating
on the advisory committees. These functions gppeared to be mediated by a wider set
of relationships.

All the gaff members interviewed a the two inditutions maintained that feedback
from the advisory committees to the inditutions was vitd and had to be undertaken
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with greater regularity. They suggested too that information had to be exchanged
between dl members on the advisory committees. Among the suggestions for reform
put by saff was for stronger coordinating structures and perhaps areas for regiond
forums to be edablished. Such suggestions however were premised on greater
involvement and representation by senior inditutiond daff a such forums induding
drategic management rather than participation from lower leved officids. Some daff
members even pondered the difficulties of securing adequate representation from
industry probing whether the generd needs of industry were not being overtaken by
the needs of specific firms and companies within a sector. It often gppeared to be
difficult to distinguish between the codescence and representation of the myriad of
interests on advisory committees and the overdl interests of the sector for which
graduates were being trained.

Notwithstanding the above, there was unevenness in the participation of
representatives from industry generdly on the advisory committees. It gppeared that
a gndl number of representatives, manly with connections to professiond
asociations and boards, had a grester drategic inclination to learner-centered
activities but dso exerted a louder voice over others. Overdl it gppears that the
advisory committees are perceived to embody different functions. Some gaff view it
as being essentid for addressing generd issues. However there was unanimity that its
focus should be refined S0 thet it is more dosdy integrated into inditutiona activities.
Findly, some daff even suggested the possbility of creating other types of feedback
mechanisms to fill exiging vacuums thereby increesng dudent awareness of the
issues, which are centra to an enterprise economy.

The dgnificant changes that have occurred in the more recent period with respect to
the changing compogtion of the student profile presents many chdlenges for the
Technikons and their daff members.  Perhgps the following transcript from an
interview conveys this meaning succinctly:
‘Firstly you must remember that the profile of the student has changed so
much over the years. The students who come here now have never been in
touch with industry or engineering as mechanical engineering, and therefore
we run in our daily program a dot for life skills. We prepare them for
industry. We prepare them for interviews, CV writing skills, how to conduct
themselves, ethics and things like that. Also, | personally have sessions with
them, with the students to prepare them ................ | also talk to them and
tell them what it’s like; what is expected of them, what is expected of the
company what their responsibilities are, and so on. Sometimes | even have
students at my lectures who have been in industry to talk to the class and let
them share their experiences. What | also do at the end of every semester, |
get all the students who must to do oral presentations and | have it here at the
Technikon for two days and invite the other students to come along and hear
about the experiences of the students'.

The interviews with gaff members concerning the wider linkeges that are built as a
result of activity of advisory committees tends to obscure the operationd activity of
the advisory committees with its broader purpose. But even with respect to the
broader purpose that advisory committees have, it appears that its role as sgndling
changes in the curriculum requirements of the labour market are often subsumed to a
role as a facilitating agent of placements and internships at the workplace. It does not
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gppear that the staff member concerned are able to use advisory committees as a
drategic ingrument: indead the imperatives of having to support the placement of
students overrides any strategic orientation which may be latent within these.

Employer Views of Advisory Committees®

Advisory/ Liaison Committees

A national traning officer in a lage nationd retal chan indicaed that the liason
committees generaly functioned as a vetting mechanism for forthcoming courses that
were being presented by the indtitution. Business was represented in order to signd
organizationd changes and needs tha companies were confronting which would
impact on student training a the Technikons. The interviews emphassed the fact that
the liason committees did not have the power to influence curricula changes of
specific subject offerings. It gopears that impending changes to the curricullum were
merely presented as outlines to the advisory committee. Employers did not appear to
have a comprehensve idea about what technikons sought from the curriculum. They
did however exhibit certainty about their own requirements.

Curricula changes from the experience of employer representatives on advisory
committees appeared to take place a a reatively dow tempo, particularly in certain
progranme fieds. It was further indicated that student involvement on such liason
committees would be an important factor to bring new ideas on board thus ensuring
paticipaion from the very direct beneficiaries to these initiatives.  Another point
rased was that the infrequency of liaison committee meetings made it cumbersome to
keep aoreast and follow through with implementation. At the Cgpe Technikon for
instance, advisory committees for some subjects convened twice a year, wheress
others convened once a year. Despite an unevenness in regular atendance at these
meetings, the advisory committees often provided symbolic gestures to processes that
were a lot more complicated to understand.  Certainly, most members who
participated on the advisory committees were of the opinion that they were able to
make a contribution whereas those who did not paticipate regularly raised criticiams
of follow-through as well as the periodic changes to the membership of the advisory
committees  This in itsdf limited effective follon-through. In any event, lecturers
were the ones who usudly introduced motions for a change of content and these were
often motivated by an attempt to incorporate globa developments into the prevailing
content of a course. One example of this taking place was an atempt to incorporate
practicd cases rdaing to globdisaion and africanisation into the busness
management course.  The course lecturers provided the motivation for this need,
which they requested the advisory committee to vet.

At leest two of the training officers interviewed dlude directly to a problem of
feedback to recommendations presented from the ddiberations of the advisory
committees.  Addressng the unevenness in paticipation and the effectiveness at
which report-back procedures on advisory committees takes place was viewed as an

* Five interviews were conducted with representatives of private businessfirms. The firmswere
located in the retail, chemical, textile and services sectors. The interviews were selected on the basis of
participation by representatives from these firms, most of whom were linked to the personnel divisions
of the companies that participated on advisory committees at either the Cape Technikon or the
Peninsula Technikon.
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important feature towards strengthening these bodies inn the future. It was essentid
for everyone of the advisory committee members to be kept up to speed and know
what was happing. One even suggested that it may be opportune to consder some
degree of student representation on the advisory committees to broaden the scope of
influence by confronting members with the dak plight of dudents meking the
trangtion from education to employment.

But even when changes to the curriculum are gpproved and the advisory committees
have been ingrumenta in promoting the changes, these revisons are limited by the
conditions of regidration of the Technikon as wel as the qudity assurance legidation
governing these inditutions, particulaly through the Committee of Technikons
Principds (CTP). These conditions predate the present higher education policy
framework but are likely to be incorporated within its surveillance ambit. So the
curriculum changes that are made have to be done to suit industry but these changes
have to be within the paameters set by the Higher Education Quadity Committee
(HEQC). Recognition aso has to be given to the fact that the employers who are
party to the advisory committees represent a wide spectrum of indudries. These can
range from government departments, locd government depatment, parastatas such
as Eskom and Telkom as well as a more diverse representation from the private
busness sector. Each of these condituents in turn are part of settings which have
unique regulatory criteria and notions of what core and essentia standards are, even in
fidds that are margind to thelr core operations. For the advisory committees to
derive an opinion and put forward its recommendations means that it is therefore
essentid that compromises and consensus is reached. In fact one training manager
prased the fact that advisory committees had been successfully condtituted as forums
a which representatives from the business community were able to meet each other to
discuss issues of broader mutud concern, paticulaly among firms tha were
competing in the same industry. Previoudy, such employers would be rductant about
reveding ther activities and gspecific problems to competitors.  Problems with
workforce training, labour supply and quaity were kept out of each other’s sght. The
advisory or ligson committees served as a darting point to broader forms of
collaboration even among competing business interests because the society wide and
globa issues affected them equdly.

Some Concluding Remarks

A number of issues have been sgndled in the interviews that have been conducted
with the representatives from industry. These have greet pertinence for strengthening
the exigting linkages that have been established between the two Technikons and
industry in the Western Cape. An assortment of objections, have been levelled
againg the effectiveness of advisory committees. Apart from the frequency of
mesetings and the continuity of issues, which are brought before it, our overview
suggests that its deliberations on curriculum matters are unable to bridge the needs of
industry within the content of the curriculum.

Membership to the advisory committees, are largely drawn from representatives who
are centraly involved with the issues of [abour demand: business, labour and civil
society. Labour and civil society organizations have first hand experience of the
direct impact of excess demand and excess supply of labour. Itisno irony for
ingtitutions of labour supply (particularly the technikons and the universities) to be
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often accused for not linking up adequately and incorporating these interests within
ingtitutiond forums. The problem that confronts the present configuration isthat the
advisory committees are alocating a higher proportion of effort to addressing
operationa issues, resulting in the strategic issues being ignored.

Other Organisational Forms of Industry-Technikon Linkages

Linkages between Technikon Staff and Industry

Seff a both inditutions indicated tha the links they had with industry was congtantly
growing. Some staff members did however indicate that the levd a which these links
were forged within the indtitution was often experienced as a problem. The reason for
this was that the stronger links tended to be forged between academic staff members
and those who occupied reatively lower levels of the occupationd hierarchy in firms
and these tended to be in smdl and medium sized companies. Consequently, the links
between higher leve daff in generd and corporations in particular had not been
adequately forged. Large companies were however beginning to recognize the
advantages associated with cooperative forms of education. A remedy for this
gtuation was seen to include senior academic staff and management dtaff so that the
gopropriate links could be forged with their counterpartsin industry.

Many of the academic daff did indicated that it was a concern that the Technikons
were not able to respond as rapidly to changing labour market needs. The magor
factors atributed to this shortcoming was the dday in implementing curriculum
innovaion and the rdatively dow pace in affecting changes to naiona qudifications.
While recognizing the necessty to respond flexibly to the demands of industry on a
sysemic scde, the sentiment expressed was that this was congtrained by degrees of
inflexibility at an inditutionad leve, paticulaly in interpreting policies  For mogt
daff the inditutiond inflexibility witnessed was out of tune with an extend
environment that was characterised by competitive practices and rapid change of the
contemporary milieu. It meant that changes within the inditution were taking
inordinately long to implement. However, a contributing factor was the laborious and
resource intendve process of managing curriculum change.

Further confirmation of curriculum linkages with indusiry was the close resemblance
and in many cases a close match in the content of courses and programmes a both
Technikons with the core foc in professond associations and bodies.  Smilarly, the
professond bodies had played a key role with quality assurance obligations, which
compelled them to remain dert to the labour market requirements of students and the
labour demand needs of employers.

Labour Demand and Supply Problems

While the training manager in the retall sector dluded to a Stuation in the sector
whereby firms were incessantly having to identify new sources of labour due to the
rgpid turnover of daff in particular occupational categories, the interviews aso
demondrated the existence of labour oversupplies esewhere.  The labour supply
problem festured prominently in the chemica industry, even though the over-supply
corresponded to high-level technical and professonal occupational postions.  The
paticular retail company had devised a sysematic training programme, which
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gpanned the occupational spectrum and included dementary as well as higher skilled
workers.  But even the existence of training programmes for cashiers and the prospect
of further training for those willing to develop a career a the company was not
entirdly successful a inducing gaff to reman within the employ of the company.
Nether was it sufficient to have the reputation as a nationaly based company a
which employment tenure was more secure and employment conditions were
generdly better than at loca genera deders. As a result the company indicated that
mos daff had an ‘employee mentdity’ and the chdlenge was to identify staff who
exhibited grester loydty and intention to stay. It was therefore not uncommon for
daff losses to be recorded after costs on training had been incurred, and this was a
source of serious concern to the company. The sentiments expressed in the interview
conducted above however tended to conflate training issues with labour relaions
issues. In terms of inter-firm competition for labour supplies, firms that do not invest
aufficiently in employee training are likdy to poach daff directly from enterprises that
do. This example of market falure is a cogent reason for the introduction of generd
traning levies on dl firms. But on their own, levies and training programmes are not
a guarantee to a dtable workforce. A combination of conditions, including improved
working conditions are necessary for thisto occur.

In the chemica company on the other hand, the scenario was radicaly different. The
interview was conducted with the head of the anayticd chemidry divison of the
company. The company itsdf was a mgor supplier to the pharmaceutica industry
and its mgor clients were based in South Africa as well as in North America and
Europe. In order to service the overseas market the company is subject to rigorous
regulatory guidelines which are talored to conform with the supplier guiddines of the
US Drug Adminigration.  According to the respondent, there are roughly 950
dandard operating procedures which have to be followed in the manufacture of
various chemica compounds and raw materids. The paticular divison therefore
employs largely andyticd chemigts and andytica technicians. The qudifications of
the andytica chemists and other scientis employed a the plant ranges from MSc to
Phd qudifications. Mogt of the andyticd technicians who are employed a the
company were trained a the firm to undertake specific laboratory work under drict
supervison. However not dl the technicd daff had acquired a technica qudification
before being employed but there are opportunities to do so through a generous study
scheme.  Consequently most of the technicians who had not yet acquired a nationd
diploma or compadtve qudification had commenced sudying through dther the
Peninsula or the Cape Technikons. The company had a contractua arrangement with
dl gaff members who were beneficiaries of a company subsidized study programme
(the company finance dl tuition and study materid fees and provided study leave for
those dtting for examinations) whereby two years of service had to be rendered to the
company for each year of the academic qudification which was subsided by the firm.
But while this process had been secured for the improvement of the qudifications of
laboratory technicians, there was and is a relaive oversupply of andyticd chemids.
The interviewee indicated that the firm does not experience problems hiring high leve
skilled daff because there was intense competition to secure a podtion a the
company and therefore only those with the best qudifications and an appropriate
match in experience were able to secure a post.

Therefore it is important to recognize that insofar as firms are the entity of analyss,
the matching of demand and supply of skills has to be consdered in relation to the
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specific department or division of the paticular firms about which andyses are being
conducted. And while our andyss gives emphasis to the demand driven nature of
skills development, our conceptions should not ignore the supply factors and the need
to be sengtive to it, particualy in indances of over-supply. In the context of high
demand in certain fidds of the employment spectrum, why is there a persstence of
over-supply elsewhere? Are the employers not transmitting this information to the
education providers or is the labour market not doing so effectively? Who is not
ligening to whom?

I nvolvement of Business Sector Staff on Technikon Programmes

Some departments appear to have cultivated an ongoing reationship with previous
sudents and dumni members of the indtitution. These links gppear to have developed
around content issues of the course tha is offered but in some instances have been
extended to include broader issues of professond practice. It is particularly prevaent
in the fidds around which these past students have become associated as practioners
themsdves.  Sometimes these members ae deployed as lobbyigs within the
professonad body with which they ae associated and tasked with promoting
partticular innovative ideas when necesssty but dso to test particular innovations
which are being contemplated through a particular course offering a the Technikon.
It is not uncommon for such members to be invited to present occasond lecturing
duties at the Technikon as wel: either as occasona speskers or as part-time lecturers.
In this respect the particular training manager indicated that he had often been
involved in making presentations on aeass such as devdoping and presenting a
curriculum vitae,

Social Investment Activities

Direct work experience programmes and initiatives are designed to enable participants
to sharpen their requisite skills and get to know what the experience and expectations
of the world of work involves. In addition, educationd inditutions do approach
private sector enterprises occasondly for philanthropic  support. Philanthropic
support can be dicited to subsdize paticular functions held by the educationd
inditutions, such as gradudtion ceremonies.  In many instances employers have
obliged these requests. In the case of the retall company, one of the Technikons
gpproached the company to donate a prize and a shidd for the most promising find
year sudent in Retall and Marketing, which the company agreed to support.

Evolution of Business Enterprisesand Training Needs

Most of the respondents did however concede that the advisory committees had
presented employers with a forum, which had not been avalable to them previoudy.
And while it gppeared tha the Technikons had put great effort into establishing these
forums, industry would have merely been comfortable with a narrow response in
addressng specific concerns, which they were encountering. The exisence of such
forums was a chalenge not to do so. One of the respondents from industry conceded
that in the past employers were extremely guarded and secretive about disclosing
information to each other. The opportunity however to participate on advisory
committees however exposed them to a dtuaion in which therr paticular problems
were not unique to a specific industry or sector and enabled the exchange of ideas on
methods of resolving them, which was not available in the past. It therefore was seen
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by a few of the employer representatives as an advance, which had to be preserved in
some way.

While industry education forums can contribute to new initiatives through which
mutudly beneficid linkages can be deveoped, wesk or non-exigent linkages can be
an inducement to private sector organizations to dat ther own internd training
programmes. Such inducements become more pressng when the traditiond
inditutions of labour supply can provide resources in specific fidds despite the
demands for such human resource requirements being regisered within the labour
market. This fegture is not as generdized within the South African milieu and private
traning providers often atempt to fill gaps by providing training in niche areas which
cannot be undertaken adequately by public educationd inditutions. A smilar feature
has been observed in the United States:
‘Since 1970, the Rand Corporation has offered a Ph.D. in policy andyss. The
Wang Ingitute of Graduate Studies, edtablished in 1979 by the Wang
Corporation, offers a master's degree in software engineering. The College of
Insurance, established in 1947 by the Insurance Society of New York, offers
an M.BA. and B.B.A. with a mgor in insurance, a B.S. in actuarid science,
and an associate of arts degree in occupationd studies. The Arthur D. Little
Management Education Inditute, edtablished in 1964, offers an M.S. in
adminigration and management. At lesst eghteen organizations have
established accredited degree programs, which they offer to employees as well
asto the public a large’ (Powers, et a, 1988: 245)

The radicdly diverse and incessantly mutating character of enterprise structure and
organization definitdly sets a chdlenge for the content and orientation of linkages
between higher education and industry to mirror and keep abreast of these
devdlopments. The chdlenge requires much more than being responsve, because
responsveness is often a reactive action to a processes over which there is reatively
little control. The chalenge from the technikons instead is to devise a drategy, which
embodies planning, co-ordination and a clear time frame in which to atan the
objectives eaborated through the strategy.

Society Wide Linkages involving Technikons

In a fundamental sense, the establishment of SETAS with powers that are greater than
those accorded to previous inditutions of intermediation of labour supply and demand
functions has meant that the policy terran has been deepened through a host of
converging concerns.  These concerns as was outlined at the beginning of the report,
encompass the broader spectrum of higher education ingituions becoming more
regponsve to the environment outsde and beyond educationa inditutions. In
recognisng the importance of the communities that it supports, the inditutions of
educationa provison or labour supply have had to demondrate a responsveness in
the final ingtance to the labour market and the consderations which have been critica
toit.

The technikon sector has for a longer period cultivated this linkage with the labour
market, and in a more overt manner too. The exigence of SETAs has however
required new initiaives from higher educatiion inditutions, incduding technikons
Shifts in labour market demand trends can no longer be didilled directly from
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concerned employers interspersed within a sector and sharing a common interest with
the outputs of educationd providers. SETAs are beginning to provide these inputs
and beginning to sysematise broad sectord trends on the basis of systemdtic
planning, effective coordination and scrutiny and evaduation.  While these present
mgor chalenges for inditutions of educationd deivery (labour supply) to edstablish
gronger working reationships with inditutions of training intermediation, it opens up
new opportunities and possibilities to contribute to the skills and training development
process that has begun in South Africa It is an opportunity to contribute to a new
skills development and education and training revolution.

Sector Education Training Authorities (SETAs) Views of
Linkages with Technikons

The interviews with gaff members a the five SETAs highlighted a wide variaion in
each of the sectors in which the SETAs were located. This variation is evident
through the dructure of the indudtries within the ambit of esch particular SETA as
well as through the immediate focus areas that have been adopted by each specific
SETA.

SETA Organisation

In instances where there was an edablished inditutional precursor to the present
configuration of SETAS, and in this ingance, the role of the indudrid training boards
have been pivotd, these organisationd forms have been tranamitted and conveyed
into the current Structure of existing SETAs. Four of the five SETAS appear to have
had the higorica advantage of garting on the foundations of indudtrid training board
sructures and capacities. These can be liged as the chemicd SETA (CHIETA), the
Textile SETA, the Manufacturing and Engineering SETA (MERSETA) and the
Media, Advertisng, Publishing, Printing and Packaging SETA (MAPPP). In the case
of MERSETA, five former indudrid traning boards were consolidated to form the
bass of the SETA. While the organisational and resource inheritance did not directly
maich the industrid and sector boundaries, which were included within the confines
of paticular SETAS, the resources which were trandferred from the industrid training
boards, mattered a great ded. The assets and obligations trandferred involved a
change in legd ownership and a subsequent shift in functions. All the assets and
obligations of the industrid training boards were therefore incorporated into the new
SETAs and were available to be used at the discretion of the SETA.

SETAs which were not preceded by the existence of indudtrid training boards, had to
dat afresh. But those SETASs that were established in rdativdy highly skilled, high
technology and high capitad intendve sectors with relatively large enterprise structures
were not constrained or disadvantaged to any greet degree by these developments. It
gopears that SETAs which could not be launched from the base of a dissolving
indugtrial  training board and were located in sectors that exhibited the opposte

® Interviews were conducted with individuals from five different SETAs. Four were face-to face-
interviews (Textiles, Chemicals, Metal and Media, Advertising and Publishing) and onewas a
telephonic interview (Insurance). In addition to these, an interview was conducted with the assi stant
general secretary of anational trade union who isthe chairman of the board of one of the five SETAS,
the Clothing and Textile SETA.
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gructura atributes to the ones mentioned above, such as an amorphous workforce
profile, lower technology and rdatively lower capitd intendty, with a wide disperson
in enterprise szes was placed a a dgnificant disadvantage. Strong leadership is
manifest as an additiona factor, which has contributed to the reatively strength and
success of SETAs to cary out the functions of skills development, enterprise training
and co-ordinding the linkage between the production and application of knowledge
through inditutions that have been assgned to it by the exiding skills framework.
The dements to good leadership appear to be invested in staff with a record of
experience in enterprise organisdtions, in parastatd ingtitutions and in the organised
labour movement aswell asin some public sector ingtitutions.

However, there does not exig a technica recipe, which dictates the chances of
success or falure of the leadership embodied within the SETAsS It gppears though
that where both the employer and trade union congituency have intervened to provide
support and direction to the SETAs in addressng the chalenges around skills
development, a routine of clear objectives have repidly been put on the agenda for
action. While al of these initiatives may gppear to conform as a direct imitation to
the prescriptions of the legidation, there is a wide space for each of these ingtitutions
to develop new dtrategic initigtives and postulate manoeuvres that had not yet been
contemplated but which are a response to peculiar necessties. This framework has
certainly been the guide but each of the interviews depicted a Stuation were similar
imperatives were leading to a diverse set of responses. Some of these were talored in
collaboration with particular educationa inditutions and Technikons in particular;
some had done so with greater involvement of enterprises in the sector, while it
appears from one of the interviews conducted that the SETA itsdf would deer the
process. with or without the involvement of public higher educationd indtitutions.

Enterprise Structure

It appears that the nature of the enterprises congtituting a particular industry or sector
within which a SETA operates has implications with respect to two critical issues.
The firg of these involves clams on the Skills Levy reserved for enterprises which
have undertaken skills training. However, enterprises that contribute to the skills levy
but make no cams on its results, would have their potentid clams set asde by the
SETASs for discretionary purposes.  This provides the SETAs with an opportunity to
explore linkages that have a paticular traning outcome, with gpecific higher
education inditutions and traning providers. This can even teke place for large
companies that undertake training, paticularly where their own traning costs can
never be recouped from returns on clams to the SETA, dnce the levd of its own
dlocation to traning is subgantidly higher. These companies would be placed in a
position where the SETA can be bypassed. In ether instance, where a vast number of
enterprises have decided to adopt such a posure, these unclamed amounts can
accumulate to a dzeable portion. The Skills Levy Act by default therefore provides
the SETA concerned with a ggnificantly higher degree of resources than is actudly
alowed because ‘nonrclams find its way into discretionary funds which the SETAS

can spend for specific purposes.

The Textile SETA in particular has followed this route and makes grester use of its
control over discretionary funds to edtablish reaionships with educationd and
traning inditutions. Apat from doing so, it ds0 uses its discretionary controls to
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activdy support smdl-scde enterprises, particularly in the clothing sector, not dl of
whom would be contributors to the skills levy. In contrast, other SETAs have
proceeded ether independently from the educationd inditutions as is the case of the
Insurance SETA (INSETA). There may dso be SETAs, which exhibit the divergence
that appearsto characterise the MAPPP SETA.

Closer Collaboration and Partnerships: Converging
SETA/Technikon Interests

The view emanating from key informants and participants in the Textile SETA, is that
Technikons ae being posulated as vehides for dgnificant skills  development
activity. Consequently the Textile SETA has been active in deveoping Centres of
Excdlence a sdected Technikons in paticular provincid regions.  The SETA
subsequently  transferred the entire assets dedicated to training that it inherited from
the Clothing Indudrid Traning Boad to an envissged Centre for Excelence in
Clothing Technology and Design a the Peninsula Technikon. This transfer involved
machinery, equipment, computers and sock. Through its discretionary funding, the
Textile SETA provides a grant or subsdy of R3 million per annum to the Centre for
Excdlence a the Peninsula Technikon (interview Mr Andre Krid). This appears to
be complemented by a government grant of R9 million to the Centre for Excelence.
Smila arangements have been organised by the Textile SETA with Technikons
elsawhere in the country, and in particular with the Natd Technikon and the Wits
Technikon The Technikons where these partnership linkages are being developed are
being concalved as a training and education hub, since the training, qudity assurance
and accreditation is being centralised and conducted from one venue in the province
(Interview Ms Priscilla Davids). In addition to these, the SETA provides bursary
support for students to attend courses over a three-year programme that qudifies them
as technologists. The qualifications obtained are meant to be gpplicable to the high
level labour demand needs of firmsin the sector.

Apat from its links with the Technikons, which appear to be stronger than for those
with the univergties, the Textile SETA has nurtured linkages with both the
univergties of Cape Town and Natd to tran members from the SETA sector to be
sills trainers a enterprises in the sector.  Students on these programmes are aso
supported through bursaries provided by the SETA. Furthermore the lack of quality
asessors in the sector has encouraged the SETA to dart an initistive with Rand
Afrikaans Univerdty (RAU), to develop an assessor-traning programme that is
delivered through distance learning. In 2002, 45 assessors from factories throughout
the sector have been enrolled on the programme. The RAU has assembled a lroader
suite of qudifications to which the assessor-training module can be appended. In fact,
it will conditute a module in an ETDP diploma, which the Univeraty will eventudly
award on completion of prescribed modules.

Previous research by Bhorat and Lunddl (2002) showed that the Textile industry had
the lowest ills co-efficient, within the menufacturing sector. The sills coefficient
merely provides a measure of the ratio between the total workforce and the number of
skilled employees. The occupationa categories taken to represent skilled employees
include managerid, professond and technical daff. On the bads of these findings it
is not surprisng that the Textile SETA has put emphess on increesng the skills
compogtion of the SETA through channdling resources to this end by making an
additiond effort to command discretionary funds to this purpose.  From the interviews
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that we have conducted the impresson that we were left with was that the initiatives
to accderate the skills profile of the sector has come largely at the behest of the actors
in the industry and the Textile SETA. The interview with a representative from a
large Textile manufacturing company confirmed that the training budgets for some
companies are dgnificantly higher and often by severd factors higher than the
amounts, which they are likely to obtain from the SETA when clams are rendered.
But even for big companies where the amount spent by the company exceeds the
amount that will be returned through the SETA, it still makes good busness sense to
submit the clam because the amounts that are returned can be used to finance
important training needs at the enterprise such as adult basc educaion. The generd
sentiments expressed by both the employer and the SETA representative was that
their industry was concerned about the type of graduate, which was emerging from
the Technikons. Concern was raised about graduates not having enough practical
experience and not having a holigic understanding of the way that factories function.
These concerns were registered across arange of departments within an enterprise.

The large incidence of smdl enterprises paticulaly in the dothing sector has
prompted the Textile SETA to make incurdons into the SMME sector where
unregistered  sub-contracting operations is just as pevasve as forma sector
operations (Interview Ms Priscilla Davids). Many of the SMMEs are located in the
cut-make and trim (CTM) sector where they operate as sub-contractors to large retail
enterprises and dothing chan dores.  The intervention to support traning in the
SMME sector is done to address the heavy skewing of training that is taking place in
predominantly forma sector enterprises.  The Textile SETA has begun running pilot
programmes around the development of supervisors, management development and
machinis mantenance progranmes.  The traning ingdructors deployed on the
programme are paid by the SETA. It costs the employers nothing. But through the
iniiative more smdl-scale employers are beginning to recognise the vadue that is
being added to their operations through the pilot programme. An example of this is
the machinig maintenance progranme. Many smdl-scde employers were faced with
continuous production losses and had to attend b repairs on machines virtudly every
week. Usng the SETA traners, mechinists a factories on pilot programme were
taught how to replace broken needles and conduct regular maintenance checks on
sewing mechines. It led to a dramaic turnaound in machine idle time and
ggnificant improvements in productivity.  The success of the programme has
encouraged the SETA to dart undertaking training around work-study methods and
techniques. Now, the detailed example and eaboration is meant to demondrate that
initiatives such as these can be peformed by the Textile SETA, in conjunction with
dudents a a Technikon. This is paticularly rdevant for sudents who have difficulty
securing job placement opportunities. It does not necessarily have to be in response
to the above scenario, but the opportunity to think and devise crestive interventions,
which fits degantly to specific labour demand requirements, has to be explored
further. It is dways useful when these begin dong rdatively informa boundaries.
Over time such seamless boundaries will begin to resonate around more enduring
relationships, linkages and partnerships.

Smilar initiatives gopear to be associated with the Manufacturing and Engineering
SETA (MERSETA), and dthough the skills base it sgnificantly different from the
textile sector, discretionary funding is used to provide bursaries for learner technicians
to atend Technikon programmes. Because MERSETA is the larget SETA in the
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country, and caters for over 6000 employers, it has significant regiona concentrations
of activity. In fact there are ninety engineering students supported in this way in the
Western Cape. These students generdly span the FET band and to some extent are
found in the HET band and the training and qudificatiors are generdly in the fidds
of information technology, management and enginering. However the mgor issue
for the SETA relates to providing support to employees in the sector around the
recognition of prior leaning (RPL) and providing programmes in adult basc
education and training (interview with Janet Lopez). The activity around RPL is
conddered essentid to provide previoudy qudified atisans with a plaform to
upgrade their qudification towards higher craft and technician skills. The more craft
oriented <Kkills include those such as the occupetion of a millwright. It has dicited a
rgpid response from artisans to have ther skills upgraded and be retrained in the
particular field, but aso in new fieds that are being characterised by upward trendsin
[abour demand.

Degpite the Manufacturing and Enginesring SETA  embodying, in South  African
terms, some compadively high skilled manufacturing sectors such as Electricd
Machinery and Vehidle and Automotive Components (in contrast to Textiles) (See
Bhorat and Lundal, 2002), employers tend to misunderstand the concept of ABET
and have therefore not used it effectively to upgrade the lower echelons of the
occupationa ladder. Consequently only about 7% of firms within the SETA’s ambit
are engaged in providing ABET training.

Technikons too have been proactive in exploring to what extent relations with SETAs
can be forged. Two examples that have involved the Cape Technikon can be used to
illusrate this point. The firgt involves an agreement between the Graduate Centre for
Management (GCM) a the Cgpe Technikon to provide training and educationd
support to learners from the Tourism, Hospitdity and Sport Education and Traning
Authority (THETA) for a minimum period of five yea,s The GCM a the Cape
Technikon is required to formulate curricula for programmes tha meet the
requirements of the relevant registered unit standards as well as match industry needs.
The programmes cover dl the sectors that are covered by the THETA SETA. These
include travel, tourism and hospitdity; sport, recreation and leisure; gambling and
lotteries; conservetion, environment and heritage. The collaboration requires the
technikon and its daff to devdop leaning maerid to cover dl the a&bove
requirements.  In addition to the requirements mentioned above, the technikon is
required to provide means for the adequate ddivery and assessment interventions to
these. The rdationship requires the inditution to liase with indugtry in establishing
learnerships.  Successful graduates are to be supported with the required certificates
and credentias at the end of each learning process.

Furthermore the Cape Technikon is gearing itsdf to serve as a regidered training
provider to support learnerships in the retall and wholesale industry. Steady progress
has been made to secure agreements with specific employers in the retall and
wholesale sector.
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Independent Growth and Development: Autonomy with periodic
linkages

If the case of the Textile SETA and the Manufacturing and Metal SETA can be used
as exemplas of SETA driven collaboration and partnerships with Technikons and
other education and training providers, the Insurance SETA can be used as an
exemplar of relatively independent <kills development. This is because the ills
development initiatives that is spearheaded in INSETA, does not at present contan
close collaboration and patnership with any of the mgor public higher education
indtitutions in South Africa and Technikons in particular. INSETA has developed a
specific learning drategy for the sector. This does not mean that the SETAS, which
adhere to a smilar trgectory, are loath to forge partnerships with outsde educeationa
and traning inditutions such as Technikons. It merdy dgnifies how specific sectord
imperatives have intervened to create a condition where other players, predominantly
corporate training providers, coupled with a deveoped internd capacity in the
insurance indudtry is largely responsible for reproducing the skills needs of the sector.
This perhaps is the mgor factor contributing to this particular configuration but it can
change as the needs of the sector changes. This may be accderated as firms in the
insurance sector cater for niche markets outsde South Africa, such as Francophone
Africa for example. Here the sdes and marketing orientation of new clientde bases
would have to incorporate approaches, which are sendgtive to new needs. The
interview with INSETA indicated that the consulting firm, Price Waterhouse would
be an important education and training service provider to the insurance industry.

Unlike other sectors in which SETAS have been established, the insurance industry, as
a result of the occupational dructure of the workforce, contains rdatively few trade
unions. It was pointed out that the Banking Union was generdly the only trade union
for the sector. Generdly therefore, the initictive to develop a learning drategy within
the sector was undertaken at the behest of the employers. Two areas where these
activities were concentrated were for intermediate levels of the occupationd hierarchy
as well as customised programmes for specific segments of the management corps,
including top management. Particular courses, which may be open to tendering from
public training providers, could include for example courses on project management.
But exiding reationships with other technikons in the country had not yet been
edablished. In any event, the industry has the interna capacity to offer training for
many such courses but there may be a need for intermediate level courses that can be
desgned by technikons for incumbents who do not meet the minimum requirements
st by the indudstry. Without having a definitive policy, it indicated that INSETA
would be amenable to the idea of a tendering process in which the services of
Technikons and other providers ae mashdled for specific training purposes
(interview, Dr Lestt).

SETASs that choose to adopt a Smilar orientation towards linkages with Technikons in
the public sector ae only likdy to establish linkages with such inditutions when
confronted with training issues that are of secondary importance. Examples of these
would be the provison of training to intermediate levd employees or where there are
congraints within the internad capacity of the sector (such as insurance for example),
to provide traning in niche areas. The fact that some SETAs ae located on a
trgectory of autonomous development because its core operationa Staff are drawn
dther from the highly skilled professond spectrum as in the case of actuaries, ICT
pecidigs and managers or from a clericd and sdes stratum means that the training
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offered by Technikons can be bypassed. In any event, the existence of qudifications
that can be awarded through established professional bodies such as the Society of
Bankers and ancillary guild organisations for accountants, company secretaries and
vauators implies too that the sector is not confronted with historica legacies of a
highly under-qudified workforcee ~ Where it is the case, the progresson in
cetificating skills embodied within the labour force would have represented a
ggnificant milestone in opening access routes to those in the sector who are not
adequatdy qudified. A sector such as the insurance sector therefore is not confronted
with a mgor problem of low skills within its workforce: its problem is one in which
the issues of representation are presented as a problem especidly around equity in
demographic representation.

Independence and Divergence

From dl the interviews that have been conducted with the SETAs the Media
Advertisng, Publishing, Printing and Packaging SETA appears to have chatered a
course that runs independently from the spectrum of higher education inditutions. In
particular this course would be less dependent on support that can potentidly emanate
from such inditutions both universties and technikons. On the bass of sentiments
expresed in the interview, this independent trgectory can lead to the SETA to
edablish divergent rdationships with inditutions of educationd ddivery, induding
the technikons. There may be other SETAsin asmilar predicamen.

The darting point of the postion hed by the MAPPP SETA is based on what has
been described as an economic learning model. The interview, which was conducted
with the CEO of the specific SETA, put strong emphasis on the need for inditutiona
planners within universties and technikons to review their philosophicd dance with
respect to the creation and production of knowledge. Higher educationd ingitutions
no longer have the same monopoly over these facets and a range of ancillary
inditutions such as SETAs were beginning to be equipped to peform this role by
supporting learning a workplaces that had the dynamic of contributing to new kinds
of knowledge. Despite this fact, the univerdties and technikons gill perceive
fadlitative inditutions such as SETAs as being unequa partners in the production of
knowledge. A line of thinking tha emerged from the interviews and one towards
which the MAPPP SETA is gravitating suggests that SETAS ought to open up spaces
for devdopment and contestation by chdlenging the sysem and its prevaling
conceptions with new ideas, debates and proposals so as to form partnerships with
higher education indtitutions on amutudly beneficid basis.

The higher educationd inditutions lagged behind with respect to the recognition and
reproduction of emerging fidds of knowledge and ill subscribed to an outmoded
model by which learners obtained qudifications for pre-determined positions on the
labour market. This conception was labdled as viewing qudificaions for ‘pogtion’
and is not necessarily meeting the needs of the labour market. Consequently, learning
in this more conventiond sense had a huge concern about placing learners into
gructured places or ‘slos and this made it difficult to engineer new creative learning
environments.  In contrast, the changing dynamics of the labour market had led to
leaning beng concaved in a radicdly diffeeet manner: the acquidtion of
qualifications were seen in relation to the ‘purpose for which they equipped learners
for labour market requirements. The latter conception was postulated as being
essentid  because it should contribute to an integration of learning with professond
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practice.  This would be achieved through creating seamless linkages between
learning and credtivity by means of the practice of work. In this way, new types of
partnerships could be engineered and drengthened. The gpparent segmentation and
excuson of inditutions such as SETAs from being involved in the development and
regulation of qudifications that were beyond levels 5 and 6 of the NQF band, was
further viewed as an atificd barrier to SETAs such as MAPPP which cover a
relatively high proportion of high skilled level employees. It gppeared to secure the
higher NQF level bands as the sole preserve of the higher educationd ingditutions.
But, it was difficult to comprehend what semblance these inditutions bore with
respect to the higher-levd workplace training that was being entrusted to it. The
agument was that these higher educationd inditutions were in some ingances
removed from a large pat of the practices that were associated with these high leve
applications.

The rdatively limited role that universties and technikons have had on the activities
and concerns which the MAPPP SETA in particular has had to grapple with, such as
ressarch, generating unit dandards and devisng appropriate  mechanisms  of
asessment has encouraged it to cultivate linkages dsawhere.  The readily available
funding that was open to it nonethedess meant tha the MAPPP SETA could 4ill
proceed with it own skills development training programme. Some its linkages had
been developed higoricdly with oversess inditutions. A dud cetificae with the
Massachusetts Ingtitute of Technology (MIT) in the United States held the potentid of
becoming a full degree programme. For instance, historicaly through the mechanism
of the Printing Industry Training Boad an edablished linkage with the City and
Guilds Indtitute of London goes back to 1991. These linkages were being explored
further because some of the higher educationd inditutions in South Africa, had
shown some reluctance about being involved in the development of learnerships. The
SETA has ds0 been experimenting with new modes and methods of indruction
delivery, including distance learning supported by live content presentations. The fact
thaa MAPPP has been successful a cultivating relaionships with oversess higher
qudifications awarding inditutions and with only some based in South Africa is a
disgurbing trend. It suggests that rdationships and linkages between SETAs and
higher education inditutions in South Africa, including technikons, is not a forgone
concluson. If there is a reluctance on the pat of the inditutions of educationa
provison to forge such linkages with SETAS, it should be redised that doing 0 is
tantamount to forgoing potentia sources of income and funding that SETAS have a
therr digposd and which are desperatdly required within the inditutions of educationa
provison. Perhaps bolder leadership is require to strengthen relationships a a senior
manegement level and build stronger linkages to mobilise resources and cary out the
development work for skills renewd.

Some Concluding Remarks

From the evidence that has been assembled, it is clear that linkages between
technikons and industry span a range of functiond and operationd levels. These
functiond and operationd activities generdly run pardld between inditutions but are
linked to reciprocd concerns between the bodies that are linked. Despite depending
on the agency and commitment of dedicated champions to build and mantan these
linkages, the choices to do so are often mediated by specific inditutiond imperatives.

The imperatives that are exerted upon technikons in particular are concerned with a
sustainable growth of the student population and the sustainable generation and flow
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of financid and teeching resources. By highlighting benchmarks of best practice, the
policy conditions and context often adds additiona eements for congderation but
these do not necessarily diverge from exiding imperatives that dready dictae the
manoeuvre and responses from technikons.

New inditutions such as SETAS, which ae of fundamentd importance to the skills
development process, do not necessarily conditute a divergence to the above. The
imperatives for linkages are often dictated by the functiona responsbilities and
regulatory conditions which indtitutions are required to uphold. What are lacking in
the find ingance are mechanisms whereby these imperatives can be systematised as a
coordinated intervention and plan, whatever the conditions, be these routine, cyclica
or unpredictable. The policy frameworks cannot do so done. Many of the interviews
have suggested the importance of holding annua regiona forums to perform this
function. It redly amounts to a quest to manage the exiding policies and multiple
practices that occur Smultaneoudy across inditutions and serve as the vehicle to
drategise and manage a longer-term human resource development trgjectory. Such an
indrument cannot be expected to perform this role merely on the bass of voluntarism
or patriotism. It has to have datutory powers, be broadly stakeholder driven and be
cgpable of mobilising resources for this purpose.
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THE PRACTICE OF EXPERIENTIAL LEARNING

The idea of co-operative education conditutes an important pat of the learning
philosophy that is associated with technikons in South Africa It a nutshdl co-
operative education refers to a symbiotic reaionship, which exists between
academics, students and indugtry. The rdationship is mantaned by combing the
principles of theoreticd knowledge with the practice of learning and confirming the
basis of such theoretical knowledge through the lessons of gpplication. It needs to be
emphassed that a system of work experience placements that is divorced from
processes of learning will be seen as aparody of experientid learning.

Student Views of Experiential Learning

I ntroduction

The interviews with students showed that the process of experientid learning led to
range of experiences and learning outcomes both pogtive and negative. Many of
these sentiments were symptomatic of the complex dynamics, which are associated
with the process of student placements for both the staff responsible for the process
and the sudents, many of whom had no previous work experience. A number of
factors shape the adequacy of the placement programmes. These include the leve of
resources, which can be mobilized to facilitate the process, dtaff experience from
involvement with the placements as wel as the rdationship between academic daff
and placement dstaff. The success of the process is predicated too on activities of
companies that participate in accepting and placing sudents.  Findly, in terms of the
obligations placed on sudents, there are specified requirements, which have to be
fulfilled for each course as wel as learner outcomes that have to be met, while
dudents are on placement programmes.  Individua level factors such as Student
interest, the propensty of employer personne to serve as mentors, the role of
individual evaluators and student ability, competence, knowledge, habits and so forth
are aso important factors that contribute to the ultimate success of the process.

Organizing Placements

The placement of sudents a both Technikons typicaly happens during the third and
find year of academic study. Normally this encompasses a student being placed on a
job with a firm for a period ranging from three months to one year. Severd factors
determine the length of the job placement period. These include the type of skill the
sudent is required to madter, the industry and sector within which the placement has
been scheduled to teke place as wel as the course regulations that have to be
folowed. Therefore the range of linkages that the technikons have cultivated with
gpecific busness sectors and industries remains important because these can be used
to assst with locating appropriate placements for students. In most cases the process
of experientid learning extends over the period of the placement, most of which are
aranged for a fixed term.  Occagondly, in a smal number of cases, the period of
placement is interupted by organizationd intrusons & the firm and course
requirements, which students have to fulfill at the technikon.

34



Generdly, placements are organized ether through academic departments or through
co-operative education departments or units. Each has its own advantages. When
academic departments undertake the function, they ae able to mantan clos
contacts with students on placement programmes as well as with the personnd
respongble for coordinating the placement a paticular firms.  Where the co-
operative education department performs the task, greater resources and dedicated
daff, are available to place students and help prepare them for the experience of work.
Where this path is adopted, academic departments tend to refer their students to the
co-operative education depatment. Doing 0 effectively implies that the placement
function is outsourced from an academic department to a specidist department within
the inditution. Where there is a need to place a large number of students on work
experience programmes, the latter option tends to be the preferred one.

Among the skills students require for successful placement is the ability to compile an
gopropriate curriculum vita and write letters of application to prospective employers.
In addition, they need life-skills to conduct themsdves adequatdy in interview
dgtuations such being able to respond agppropriately to questions from employers.
Presentation <kills are dso an important attribute, which employers will recognize and
having these enable students to enter a work Stuation and meet the expectations of the
postion.  The co-operdaive education depatments usudly require a subdgtantia
infrastructure and organizational capacity to undertake these tasks. It involves
compiling and mantaning ligs of suitable placement companies, communicating and
advetisng this information to the gppropriate audience and setting up procedures to
recruit willing companies and mentors.  Ultimately the task requires matching a
sdection of candidates for podtions on employment experience placements with those
that are being offered by the respective companies. In cases where the departments
undertake this task, Smilar consderations have to be made when consdering the
interests, which students exhibit and their motivation to be on particular placement
programmes. Once the task of placements have been successfully accomplished,
Technikon daff associated with the placement programme have to be geared to
monitor student progress a placement locations. It requires that they maintain regular
contact with the students and feedback from employers about the work habits, which
dudents exhibit as wel as ther overdl peformance a the workplace. Part of this
involves keeping logbooks, to monitor student activities. The process of monitoring
and evduation therefore conditute important functions. The specidist orientation of
the process however favours a more systematic process. The evidence suggests that
the co-operative education departments or units are the agents best endowed to
ingtitute the process.

Staff members in  academic depatments undertake Smilar evauations. This
evauation, together with a student report, sometimes forms a key component in the
overdl assessment of dudent peformance.  The evduation focuses both on work
habits and learner outcomes. Practicdly, learners are expected to acquire a range of
gandard competencies during placements in order to gan firg hand experience of
work and be guided by mentors in the companies to which they are assgned.
Evauations are designed to embrace these features. More broadly, some daff aso
utilize this opportunity as a mechanian to obtan feedback about the qudity of
learners. It provides them too with a measure of deficiencies among employers as
well as about the expectations that employers hold about technikon graduates and
learners.
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An andyds of dudent perceptions provides a useful indght into aspects of
employment placement that ae ether functioning effectivdy or are in need of
anendment on some fronts.  This applies to both ther criticism of placement
programmes and endorsement of it.

Critical Responses from Students

In the interviews some students suggested that the achievements of students and the
needs of employers gppeared to be ingppropriately matched. Some even went so far
to suggest that no red matching or student sdection had taken place and that students
were merely placed a companies that worked in a related field and were offered some
opportunities for experientia learning. In one ingtance, there was an expectation that
in the absence of a placement, other employment would be found for the student. In
another ingtance some students who were mgoring in accountancy complained about
being involved in placements where they were required to do auditing work. The
auditing sudents however reported postively on thelr accountancy work experiences.
From the interviews with students it appears that employers expected them to have
had at leest some work experience and have the ability to undertake certain specific
job tasks.

In some instances students indicated that the companies & which they were placed
lacked the systems and procedures to provide an adequate learning environment. In
very few instances were students assigned to supervisors at the workplace. In fact
severd sudents complained that they were given supervisory functions to perform.
Others indicated that multiple tasks associated with different workpeople were
assigned to them. As a result, rather than receive support, students were expected to
support subordinate daff in ther activites ~ And they found this difficult to
comprehend, more S0, because it took the form of menid activities for which no red
higher education study was percelved to be rdevant. Therefore a tabulation of the
points of dissonance that a large cross section of dudents from both Technikons
raised about their placement experience appear to be related to:

the absence of mentors,

limted firm invesment in traning and by implicaion invesment in the

training of students on placement programmes;

the expectation from many employers tha traning involves on-the-job-

learning;

finaly the absence of human resource departmentsin small enterprises.

These ironicaly are some of the dements identified by employers which are seen as a
disgurbing absence among recent graduates that are emerging from the higher
education sysem in South Africa  They merely corroborate what employers have
been saying about the quality of graduates al dong. The problem appears to be a
lack of attributes that are embodied in graduates, particularly attributes which are
necessary for them to enter the world of work and assume respongbilities that are
expected of them. On the job learning is an important festure of the multi-tasked
orientation which the new graduates aight to possess. The above sentiments illustrate
very dakly that the many new graduates have unredigic expectations about the
world of work and so for instance the redity which small companies confront are that
they do not have the resources to support separate human resource departments. The
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sentiments are disturbing on the grounds that many cohorts of students holding them
ae demondrating drong preferences about the viability of being associated with
employment  activities in gndl-scae enterprises. It suggests too that the
entrepreneurid  flar whereby new graduates seek opportunities in smdl scde and
venture enterprises has not been adequately distilled. There do appear however to be
very many vdid points that students raised about the placement process which may
require greater resources and systematic intervention to overcome. Among these was
the fact that many sudents felt to have been inadequately prepared for the work
experience process. Some students lacked the skills expected by employers. Others
intimated that the curriculum was not adequatdy synchronized to cover the items,
which were essentid during the placement process. some of the course work was only
covered after students had completed their placements and returned to the technikons.
Furthermore, a number of dudents indicated that the duration of ther placement
period was too short to gain a proper impresson about working life as well as being
able to adjust adequatdy to the externd expectations about learner outcomes.
However, it is necessary to contrast the above sentiments with those students who
were generdly affirmed through the employment placement programmes and hence
provided a positive endorsement of it.

Positive Experiences from Students

One of the pogtive outcomes from the placement experience which sudents
appreciated was the introduction and exposure to the regimes of the workplace. Some
students indicated that exposure to work detail, work procedures and the support of
mentors provided them with a ussful experience to the milieu of the workplace.
Students who projected such an outlook from their placement experience were those
who were generally associated with securing a placement a a large company and
where a dructured environment was the norm.  Such students were exposed to
preliminary discussions about the relative expectations semming from the placements
which they as well as the employers hdd. It was therefore a matter of routine for
progress in the achievements registered by students to be monitored. Monitoring was
complemented by some evauation and where it was necessary, discusson of
whatever obvious shortfdls prevailed with an indication of how these activities ought
to be undertaken in the future.

A hdlmark of the entire process was to chalenge the presumptions of students by
exposng them to excting and new environments in which they were able to gan
exposure and observe further opportunities for career advancement. The generdly
accepted workplace practices and particularly those which are widespread in large
dynamic companies such as job diveraty, multitasking, god achievement (an dement
of management by objectives), coexisged with enabling Sudents to appreciate a
broadening and deepening of the skills that they dready possessed. This unique
experience reinforced the connections between the forma education a the technikon
and the experience derived from the job placement process.

Some students perceived the placement process as an initid step to putting ‘a foot in
the door’, but it provided a lens into how particular professons or vocations appear
under closer scrutiny.  Ultimately it provided these students with information that they
needed to gauge from closer range what particular professons or vocations entailed
and whether they had made the correct choices in following this path of study to a
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partticular career. In the words of some students it provided an indication about
whether to: continue with the course sdection, sudy further for an advanced nationa
diploma or a technology degree or enter the labour market at the end of the three year
diploma gtudies. Other students conceded that they had gained a better understanding
of the ams and objectives of the course and programme through experientid learning.
This reinforced the notion that the employment placement experience had made a
positive impact to their subsequent studies.

Some Concluding Remarks

The fact that some students generdly had negative experiences about the placement
process should encourage the daff within the co-operaive units to inditute steps a
containment or remediation of these objections. Negative experiences may arise
either because the students have not been adequately prepared for the process or the
enterprises at which the job experience placements are to take place have an incorrect
understanding of the objectives that have been set from it. In both instances,
shortcomings in the preparation and organisation of the job placement programme,
has to be linked internaly to the broader skills development initictive thet is aready
underway nationdly. In edtablishing industry-education links and the placement
potentid which flows from this it is problematic when some of the paties to the
process do not fully understand the objectives of the process. neither students, nor
employers.

This is esser sad than done. And the principd reason for this is that the agents
within the Technikon may not be adequately resourced to carry out the process.
Linkages of the sort that are being discussed requires an investment in human and
information resources from those which are principaly spearheading it.

Staff Views of Experiential Learning

Technikon daff generdly recognise the wide variations in the student recruitment
patterns, across sectors and within firms.  The Cgpe Technikon daff indicate that
because linkages between the co-operative education unit and specific academic
departments are strong, it contributes to a rapid intake of students within these sectors.
The levels of recruitment on work experience placement programmes a the Peninsula
Technikon are not as high and were therefore estimated to be around about 60%.
These lower recruitment figures mean that some Sudents are not able to secure
placements within companies. It was therefore of extreme importance for students
from the Peninsula Technikon to be given further preparation in courses on life ills
and entrepreneurid development so that their graduates exhibit a greater finesse when
engaging with the labour market. Some gtaff members from the Cape Technikon do
acknowledge that life skills are an important facet for managerid advancement a the
workplace and that the unevenness of these skills among the Sudent cohort is
receiving atention within the inditution.

Performance of Studentson Job Placement Programmes

It was generdly conceded that the issue of qudity among the student cohort was a
problem a both inditutions. The Cgpe Technikon staff however suggested that the
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expanson in dudent enrollment at the inditution increased the need for greater
sudent support. In fact, this unevenness was likdy to impact on qudity as wel as the
performance of students in the future. A key impediment, which gtaff had to contend
with was language proficiency and comprehenson which hampered the assessment of
dudent learning. Yet, a definitive shift in the attitude, outlook and commitment to
complete the academic component of their studies is discernible once students return
from work placement programmes.
“When they come back | can see they' ve matured quite a bit. They then realise
the importance of completing their studies. They need to have a diploma or B
Tech degree. They also learn about the difficulties that workers experience at
the work place and from an academic point of view. It assuresthemor it sort
of verifiestheir theoretical knowledge. It givesthem a chance to measure how
good they know their theoretical knowledge compared to how to apply it in
practice.’

According to the daff members interviewed, some Sudents experienced ther
employment placements as ‘unappeding’, ‘boring’, ‘not chdlenging and ‘menid’.
Many daff members a both inditutions tend to evduate the placement process in
terms of ther own involvement with it.  Inevitably, as well as being time consuming,
this involved consderable effort from staff members. For some, it dso involved an
additiond adminigrative burden as the following statement illustrates.
‘Promoting linkages requires a lot of organization if you want to be relevant and
if you want to try and meet the needs of that particular group of people you are
working with. It requires commitment, from the institution and from staff members
to go beyond the normal hours of work, normal required input into a programme,
and it really requires a passion for developing people. Without that you know, it
can really become a very difficult concept to organize, but we' ve seen some huge
successes of people who would normally not be able to study especially in rural
communities as well.

It gppears thought that a range of ancillary atributes such as language, writing and
atitudes to meet the chdlenges of the workplace are requistes to a successful
experience of placement. These are often intangible and because they are hard to
define we can dismiss them as being esoteric.  Nonethdess they are criticd human
capital attributes, which are essentid for graduates who are on the verge of entering a
career in full-time employment.

Employer Views of Experiential Learning

Placements of Students

It appears that the practice whereby companies are given an opportunity to interact
with gudents preparing to take up an assgnment either through the route of a
placement progranme or a qudified graduates from the technikon inditution
embarking on a full-time career in employment, tends to favour companies that are
scheduled to meet students the earliest.  This is referred to as an open day for
companies. The training officer & one company clamed that ‘the best dtudents are
taken by companies who come fird’ to the open day event. Naturdly this is not seen
as a desrable gtuation but very little can be done about it. In fact this particular
respondent went on to suggest that the Technikons had succumbed to a rhythm in
which dudents would automaticaly be placed with particular employers because this
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was an edablished tredition. The individud lamented the fact that there was no
guarantee of the process continuing to function should there be personnd changes
from the dde of the firm. This was a shortcoming which could only be diminated
through a wider inditutiond arangement and not merdy through committed
individuds who were dedicated to promoting student placements in industry and
therefore held the responghility of sugtaining the rdaionship with the Technikon
while they were around. It was suggested that Technikons required being more
proactive to move beyond the current arrangements.

One way of doing so was to build a closer rdationship with a large cohort of
personnd managers from firms that operated in the sectors in which the fidds of
sudy that students embarked upon was more prevaent. This gppears to be a useful
suggestion that ought to be pursued through technikon cooperative education units.
Through such means, the Technikons would ‘keep us interested to place their
dudents. However this was merely one option among severd and was likdy to
generde intermittent engagements by employers as the demand for longer term
requirements changed.  Technikons were implored to encourage its dudents to
become active with part-time and vacation employment. Here a cohort of students
from each Technikon could be linked to particular firms with the obligation of
reciprocating through periodic casud work assgnments on weekends and perhaps
even daly after lectures have been taken. It could adso be extended into the vacation
periods, but more so at the end of the academic year, when many firms begin to gear
down for a patid dowdown over the Chrismas-New Year Period. This period
would dso be conducive for the temporary deployment of higher education students
because many permanent employees in firms take their annud leave during this
period. Such an initiative was seen as ided for the longer term and was an important
cog in the thinking within firms about securing potentid management daff in the
future. However it did not appear to the particular respondent that Technikons were
keen about pursuing such a path, nor did Technikon students whom the particuar
manager was in contact provide convincing reasons why they themselves did not
pursue it further. The particular firm was unambiguous in the emphads given to
having a long-term reaionship both with the Technikons and with its sudents. It
was viewed as being highly desred, but it required initiastive and collaboration from
the student and staff congtitutency within technikons to become aredlity.

One training officer was scathing about the network of communication which existed
between the technikons and some of the departments responsble for establishing the
bridgeheads for student placements with the employers. It concerned in particular the
degree of follow up. She indicated that contacts for placements were submitted in a
lackedaisca manner. An example of this was the late submisson of curriculum vitas
of the students that were earmarked for the placement. It was recommended that a lot
more emphasis be placed on effective communication and dl the role players ought to
be subgtantidly involved in the process substantialy before it began.

In a different case, a training officer a another enterprise indicated that the feedback
loop between the employer and the technikon, concerning the student who was on a
job placement programme functioned on a farly regularised schedule  Evduation
forms from the department where the student was placed was submitted to the co-
operative advisor at the Technikon. It gppeared that the placement in this instance
occurred in the last few months of the second year of the three year diploma
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programme and again in the fird few months of the third year. The number of
dudents sdected for placement in the personnd/training divison varied from year to
year. But since 1999, eight students had been sdlected by the company to serve in this
particular section. The precise humbers were: one sudent in 1999, two students in
2000, four students in 2001 and one student in 2002. In 2001, the entire cohort of
dudents a the concern that were accepted from al higher educationd inditutions
amounted to 89 students drawn predominantly from inditutions in the Western Cape.
Of this amount 32 were from the Cape Technikon and 41 from the Peninsula
Technikon. A smal number of students were dso drawn from overseas inditutions
namdy the Universties of Fort Hare (Texas), Universty of Dortrecht (Germany), the
Universty of Hamburg (Germany) and the Universty of Sydney. Compared to the
2001 inteke, the overdl intake in 2002 had been radicdly diminished to only 11
dudents. The reason for this was attributed to economic factors brought about by the
uncertainty of restructuring that the company was gearing itself towards.

Performance on Job Placements

The placement programme required the training managers and supervisors of the
sudents to provide the educationa ingdtitutions whose students were being placed at
the respective firms with an assessment report.  The report is required for each
respective sudent from the paticular inditution. Some firms keep very precise
records of students on these placement programmes. The nationd training manager a
the retaill company was able to provide me with a synopss of each student from a
collection of passport photographs that were gppended to a chart on the wal. And
therefore in a generd sense, he had a broad picture of the strengths and wesknesses of
virtudly every dudent and graduate. Not al were employment experience
placements some were graduates from inditutions in the Western Cape and
esewhere in the country who had been sdected as prospective candidates for
management and daff development occupationd categories in a wide spectrum  of
fidds. marketing, accounting, retailing etc. It does gppear however that the cohort
condituting graduate placements were drawn throughout the country, wheress the
cohort of students on the employment experience placement came essentidly from the
Western Cape.

The manager did observe however that students on the work experience programme
were usudly given assgnments by the respective Technikons to complete as a credit
while on the programme. On completion of the work experience placement, the
sudents were required to submit the assgnment to the course or subject convener a
the Technikon for assessment and evaduation. Together with the assessment report
submitted by the firm or company, the two assessments contribute to the overdl
coure evauation of the student. However, the training manager indicated that he
believed that students on these placement programmes required to be given more
projects while they were on the placement programme, by their course conveners a
the Technikon. In this way, rigorous targets would be set and the placement
programme itsedf would be viewed as a credible test, which indills the notion of
learning through employment and represents it as a serious endeavour.

The above sentiment was borne out by a recently qudified graduate from the Cape

Technikon who is employed in the personnd divison of a performing ats company.
Usng he own experience, she indicated that <sudents on work experience
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progranmes often lacked the sKills that were taken for granted in a business milieu.
A remedy was deemed to be greater exposure to the conditions that students would
ultimately confront & the place of work. Though for this to occur, it was necessary to
grengthen the preparation, which students required for completion of courses. Guides
about what was to be expected were dso percelved as being important. All of the
above however had to be supported with follow-ups, which represented an important
grounding technique about what to expect within the world of work. With this point
of departure, the particular respondent argued that there were facets of the curriculum
that were out of snk with the demands of practice within a particular occupationa
fidd a the workplace. For example, the respondent maintained that the curriculum
and syllabus for the subject of personnd management required revison and possibly
jetisoning.  In paticular indances, the generdity of the curriculum may have
contributed to thisfate.

However, ance most of the placement programmes were no longer than three months
in duration and drictly functioned on the principle that graduates could not harbour
expectations of being aisorbed within the enterprise or firm at which the training was
being undertaken, there were often limits st on what sudents could logicdly do
during this period. The depatmenta dructure of firms was a further limitation
because it isolated monitoring from centrd coordination within the firm.  This
scenario gppeared to be quite pervasve and was shown to exig in three different
enterprises.  In the service enterprises and the chemicd firm, it gppears that the
predominance of departmenta autonomy in each limited the scope to dictate the
precise skills that those on placement programmes were meant to obtain.

A smilar sentiment to the one above was repeated in an interview that was conducted
with the training manager & the second services company. It was noted that the
1998/1999 dudents cohort exhibited excellent qualities, but when a comparison was
made with the 2000/2001 cohort, a definite decline in standards was observable. The
particular features that were seen to be in need of improvement concerned the drive,
determination, commitment, professondism and ability to fit into the working world
which was a trait that was absent in the more recent cohort. Lacking too were basic
skills of writing and communication. From wha was indicaied in the interview, it
was gpparent that the students being referred to were from historicaly disadvantaged
backgrounds.  Within this context, the paticular training manager did however
suggest that an extendon in the length of the placement period ought to be considered.
So where the placement period in the second and third years normaly lasted for three
months, these limitations ought to be diminated by extending the obligatory job
placement programme from three to sSx months. It was suggested that hdf of this
could be performed in the second year of study and the remainder in the fina yeer.

For students on work placement programmes, placement is used as a bads of sdecting
future potentidd employees.  Thus where an incumbent is unable to complete a course
or successfully traverse the requirements of the practica training, these assumptions
come to nought, and this implies that the process of targeting the gppropriate match in
the labour supply chain has to be initiated again from the start. Candidates who
however demondrate a dispogtion to proceeding further are those whom the firm is
likdy to entice by diciting an application for employment. And so, the second
criterion that is edtablished to pronounce on qudity of the graduate and perhaps
pronounce on the qudity of a specific inditution is invoked. It is dependent on the
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suitability of these respective entrants being absorbed as full-time employees into the
daff of the firm. It is paticulaly got for those who qudify for internd career track
programmes desgnated for the development of the managerid corps. In fact, such
selection processes provides an opportunity for internal candidates who have followed
different learning pathways to compete for posts againgt graduates from ether of the
Technikons aswell as other outsiders.

However in most cases and the sentiments were rather emphatic in both the retal,
textile and chemicd firms where interviews with conducted, was that graduates from
gther of the technikons in the province have a decided advantage over those
candidates who were not able to obtain an opportunity to study full-time after leaving
school. Of course externd candidates are sdlected from a spectrum of higher and
further education inditutions and technikon graduates are required to compete with
university  graduates. Internd candidates tend to possess a different st of
characterigtics, which are vadued by employers. these are work experience and
maturity.  In some indances particularly in the chemicd firm, interna candidates have
resorted to studying part-time for nationa technicd diplomas and Bachdor of
Technology degrees at both the Cape Technikon and the Peninsula Technikon.

Innovative Cases of Placement Programmes

Case 1l

The Cape Town City Council, is an exemplar of a large company in the services
sector that has devised an exchange programme which identifies lecturing gaff from
the Technikon to undertake a retraining placement within a specific depatmenta  unit
a the Cape Town City Council. This was first developed a the request of lecturing
gaff from the Cape Technikon and started in 1999. It enables lecturing staff to work
on a voluntary bass a the City Council after teaching obligations have been carried
out. In 2001 this process of enabling Technikon lecturing Saff to reacquaint
themsaves with contemporary human management resource practice at the workplace
amounted to a duraion of one week. The plan is to extend this period of practica
hands-on-exposure to three weeks in 2002. The interviews, which were conducted
with daff members a the two Technikons, however did not reved specific
beneficiaries of the staff development process with the Cagpe Town City Council. It
would have compromised the privacy of the individuds and the integrity of the
informant to seek this information from the records of the City Coundil.

Case 2

The Shoprite Checkers group is a large nationd retall company that has diversfied its
operdions into countries within the Southern African Devdopment Community
(SADC) region and has devised an extensive internd work experience programme for
its gaff members. This largely mirrors the scde of its busness operations.  Its entry
into the regional retal market has required the company to develop an internd
expatise in the sphere of dandard internd accounting practices.  The fidd is
characterized by differentid pricing mechaniams, which exis because of vaiable
exchange rates as well as variable costing and price regimes.
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Nationaly between 300 and 350 employees are on a management development
programme.  Even in specidised fidds such as accounting, the company has
accreditation as a traning provider for the practicd component of the training.
Through the extensve nature of the operaions which the company undertakes,
aticleships in accounting practice are awarded to qudified university graduates who
fulfill the minimum academic requirements for digibility to write the boad
examinations of the South African Inditute of Auditors and Chartered Accountants.
The first chartered account to undertake articles through this specific route graduated
from the find qudifying examinations of the Public Accountants and Auditors
Boad in 2001. In fact this success has drawn enquiries from articled clerks at
edablished auditing firms and in the opinion of one who was successfully employed
by Shoprite Checkers, the training provided by the retall company was sgnificantly
broader then that which was given a a large nationa auditing firm. The reason for
this is that the retail company provides experience in the fied of retall accounting
which is emerging as a diginct aea and is growing in sophidication.  While being a
detour from our discussion, the above conception lends itsdlf to the idea that particular
gpecidiams within higher education (eg. research or the management of public
indtitutions) can be concealved dong these lines. But whether it can be trandated with
gmilar speed as exigds in profit meking inditutions is a rather more difficult
proposition.

Within  Shoprite-Checkers, programmes with a focus of providing work experience
traning, exits for a number of occupationd and functiond caegories of the
management development programme.  Thus aticles are offered for those who will
quaify as generd accountants as well as those who are on a career track to become
accounting technicians.  The diverdfication that tekes place in the traning of large
companies such as that described in the present case, is a reflection of the
divergfication and inter-penetration of the operations of the parent company. Such
operations within the Shoprite-Checker Group, extend into other business sectors of
the economy (e.g. property, rentals and finance).

While the respondent suggested that his was a pace-setting practice in the indudtry, it
does not appear to be outsde the grasp of competitor retail enterprises in the country.

If this is the case, how pervasive is it within other economic sectors in the Western
Cape and nationally and what opportunities does it present to the ingtitutions of labour
supply to be inserted within dtructured relationships of dmilar initiagtives?  The
present research is not able to answer this question because the spectrum of ingghts
from which our andydsis drawn is unfortunately not wide enough.

Some Concluding Remarks

The above section highlights the multiple dimensions through which the technikons

and its substructures have become involved with experientid learning initiatives.
Among the important pillars that has characterised experientia learning are job
placements and internship programmes. These have been designed for its recipients
to acquire and obtain employment experience. It gppears that the traditiona
governing system within the technikon sector, as eaborate in the discussion of the
policy context at the beginning to the report has borne a greater influence on this
process, particularly since the pedagogic and vocationd models have been invoked as
aningpiration. The present policy milieu attempts to invest the technikon sector with
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awider rationae especidly with respect to the promotion of experientid learning. Its
tempo has accelerated, particularly since the notion of ‘ responsiveness has acquired a
wider prominence.

To some extent, thisisabeated vindication of the intelectua philosophy and
convictions that have been associated with technikon education. Organisations that
have traditionally focused on core strengths, often to the neglect of other aspects of
the training and skills repertoire are beginning to embrace the notion of ‘learning
organisdtions. Thisisardatively new phenomenon that is set to grow. The same
appears to be happening to the society and the mantle of a‘learning society’ is
beginning to be promoted on awider scale. However what must not be logt is that the
placement process will loose its judtification if the graduates that have passed through
the process of placement and experientia learning are not able to breach the barriers
of high unemployment and secure a job on the labour market. Placements come to
nought if the core fields of study of those on placement progranmes are in areas
where there is a deficient demand on the labour market. There has to be sufficient
linking structures and flows of information to ensure that the placements are in fields
that justify and benefit from efforts at continuous learning.
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CONCLUSION: THE ALIGNMENT OF LINKAGE AND
PLACEMENT ISSUES

Problems Aligning Supply and Demand Considerations in the
Development of Industry-Education Linkages

A criticd dement in devdoping and drengthening linkages between inditutions of
l[abour demand and inditutions of labour supply relates to mechanisms of bridging a
wide spectrum of inditutions and bringing them to function coherently around a
common objective.  These bridging mechanisms are important because they dictate
access to resources, information and through it, the parameters around which planning
is exercised. From the supply Sde, both a an inditutiona level ad at the leve a
which individuds ae active, the technique of accessng funds for educationd and
traning purposes has to be mediated through SETAs.  Educationa indtitutions, which
have not developed such linkages, would therefore be unable to draw upon the
resources, which ae avalable to the SETAs despite the importance of the
programmes which are avalable in terms of rdevance and qudity. This absence can
therefore retard inter-indtitutional and collaborative reationships between the SETAS
and inditutions of labour supply. And because of this, it has contributed to it
emeging as a chdlenge to inter-indtitutiona collaboration and partnership (interview
Pundy Rillay). If the above problems are sgnificant for the Gauteng hub, it would be
more severe for provincia (regiond) labour markets. Despite the necessity for strong
linkages to be maintained by inditutions of labour supply within these, the capacities
embodied in SETAs would be severdly dispersed and depleted a this level. So in the
absence of deering taking place through the partners within SETAS, a different type
of mechanism may be required to give the process momentum.

While conceding that SETAs have built-in sources of income, one respondent
(interview Dr Lestt) dgndled the importance of devisng drategies, which would link
the technikons and univerdties with the needs of SETAs and employers. A seamless
drategy is required for this to occur, one whereby atificid boundaries are traversed
and diminated. But it has to take place by deploying collective resources to achieve
the ends. A darting point was seen to be embodied in the idea of a annua forum or
think tank in which the leading players of education and traning supply and demand
are drawn together. There may even be a need to replicate these collaborative forums
on aregiona bass.

The nationd and regiona dynamics separating the powers, competences and
responghilities of nationd from provincid authorities are a difficult divide, which the
universties and technikons are required to bridge. In terms of broader systems of
planning, these inditutions are oriented to nationd protocols and conditions, yet the
labour markets, which they serve, dretches to varying degrees from the nationa to the
provincid leve. In terms of human resource development initiatives, provincid
growth and development drategies have to be congantly incorporated and given
recognition within the indtitutiona plans that are devised.
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It was suggested (interview Pundy PRillay) that the expectation for interventions
aound providing grester dignment, particularly between the educationa and training
inditutions and the SETAS, ought to be steered by the Department of Labour. The
provincia labour centres are percelved as the organ through which this will be carried
out but there does not appear to be much evidence that it is taking place a present.
Even a a more concrete leve it has been difficult to devise a career or vocationd
counsdling function which would intervene to direct labour market participants to
resources that would enable them to expand on human capitd acquistion. This is
glaingly evident in the low priority given to the tetiary educetion sector in the
provincid skills plan developed by the Wesern Cape provincid office of the
Department of Labour (Department of Labour, 2001). But such a facility would serve
as a foundaion to a labour market information system, dthough it would require
drawing upon capecities that are linking functions and responghilities located in other
government departments such as Education and Trade and Industry (or Economic
Affars within the provinces). The present sysem of bilaerd didogue involving
ether the government (Department of Education) and higher education inditutions or
the government (Department of Labour) and the SETAs or the higher education
inditutions with the SETAs has to be upgraded with a sysem of multi-laterd
didogue.

A host of respondents have dgndled the need for such a process or forum being
indituted.  The type of inditutiond arangement would require performing the
function of networking but more importantly linking an aray of labour demand,
labour supply and intermediary indtitutions (eg. SETAs and NGOs) to a common,
non-partisan dojective. NEDLAC to some degree can serve as an example of the type
of inditution that is being envisaged. Even the provincid government departments
and minidries have representation a NEDLAC (eg. Depatment of Labour,
Department of Education and Department of Trade and Industry), so it does provide
an important concrete example of the kinds of didoguewhich can feasibly be
indtituted.  In the Western Cape, the Centre for Extended Learning, in an atempt to
reconfigure specific provincid responghbiliies of the South African Qudifications
Authority (SAQA) is invedigating the establishment of a brokering service that would
endble public higher and further education inditutions becoming more responsve to
the education and training needs of the economy. This intention is to be able to
respond to the traning needs of firm directly on an individud bass or through
professona bodies and associations as well as through the SETAS.

Such a forum or inditution would have to cryddlize diverse socid and economic
interests and conceptions on matters of economic planning. The socid dimensions to
the economic cdculations would have to be perennidly in the foreground and the
very problems which are centrd to these, would be confronted by the inditutions of
labour supply. In a nutshdl these are about labour market participation (employment
versus unemployment and the various types of informdity which are generated from
these) and the qudity of life as measured through standards of living and poverty.
There would have to be sufficient consensus between the contending positions on
such forums,

The rddive inability of the respondents to draw a connection between a planning
process that is affected through public representation and a smilar one which is
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underway through higher education indtitutions and SETAS, is probably because most
view the process as a regiond or inditutiond initiative that incorporates the capacities
that are contained within the labour supply nexus And while a range of different
decriptions have been given to these (regiond forums, regiona workshops, think-
tanks, convention etc.), the badance between a nationd event and a provincid
orientation has to be talored to provide effective information for implementation to
take place through the indtitutions that are drawn into these deliberations. It would be
an ovet linking of the inditutions of labour demand and labour supply and would be
an important ingredient to systematizing the linkage process. But to avod
duplication, the initiative has to incorporate exising attempts to ether bridge divides
on the demand sde as wel as the supply sde. Attempts to consolidate the labour
demand and labour supply configuration has to bear this in mind and the coordinaion
of exiging information flows that educationd providers have traditiondly been
congtrained from obtaining would have to be overcome.

Two critical issues gppear to be contained within the suggestions that have been made
in the interview process. The fird concerns digning inditutions so that they are
configured to carry out the policy mandates and broad plans. It is best done by
linking policy and planning sysems to the inditutions that ae tasked with
implementation. The second concerns providing an insrument, which would support
the planning process, so that it can be drengthen. It agpplies paticulaly to the
organization and collection of information. This is meant to complement and support
the insghts generated through the public participation process using forecasts about
the present skills obsolescence and future labour requirements and job related needs.
When information indicates that traditional arttisantype occupations has experienced
a decline on the labour market, it means that curricula which continue to emphasise
traning in such fidds requires some amendment and revison. The other extreme of
completely jettisoning such programmes requires caution and control. A sysem of
planning which is able to draw on both the dimenson whereby the conditions for
planning have legitimecy in terms of the socid patners and agents as wdl as
technica proficiency as depicted in the organization and co-ordingtion of information
has a higher likdihood of achieving success.

Through such a forum, inditutions of educationd supply such as the two technikons
would be in a podtion whereby drategic perspectives around economic planning,
development planning, human resource planning and socid planning could be used to
advance the linkages and information flows for the technikon sector. It would provide
both technikons with a more dynamic forum and barometer of development planning
initiatives in the province.  This has pertinence for the linkage as wdl as the
expeientid learning initiatives tha have been discussed throughout the present
report. The linkage itsdf could potentidly provide concrete evidence of a modd,
which thus far has merdy been dgndled, as a podtulate.  With a forum, one can begin
to theorise the dedred linkages and facilitative mechanism tha ae likdy to emerge
from it by means of a continuing process of socid didogue.

The profound dgnificance of the above case is that it can be replicated in every
province within the country. More importantly, it provides a provincid organ in
which nationd and provincid policies can be implemented through stakeholder driven
paticipation that is not condraned by difficulties with its decentraisgtion into
gndler and smdler subgructures (eg. regiond didricts and municipdities). This is
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because governance and representation in the forum would take place through
dekeholder inditutions. As a darting point, if the forum includes dl the public higher
and further inditutions into a forum or brokering network, it will ersble these
ingtitutions to develop a more varied response to the signds obtained from the labour
demand. Agan, one needs to reterate the concerns with issues of linkages and
experientid learning to comprehend a vast posshbility of opportunities that can be
seized upon. The engagement requires rdaively indgnificant resources. the benefits
will beinfinite
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APPENDIX OF INTERVIEWS CONDUCTED

Technikon Staff Members
(Dean, Pretoria Technikon) Notes from interview conducted by Marcus Powell

Professor S. Bayat (Dean, Management, Cape Technikon)

Mr Chris Botha (Deputy Dean, Clothing Management and Fashion, Cape Technikon)
Ms Sharon Crafford (HOD Food and Consumer Science, Cape Technikon) — 25 April
2002

Mr Hannes Esterhuyse (Mechanica Engineering, Cape Technikon)

Ms Judy Favish (Director Indtitutional Planning and Transformation, Cape
Technikon)

Mr Brian Forbes (Director Co-operative Education, Cape Technikon)

Ms Suna Fullard (HOD Graphic Design, Cape Technikon)

Mr Md Hagen (Dean Built Environment and Design, Cape Technikon)

Professor Kok (Senior Vice Rector (Academic) Cape Technikon) — 21 June 2002
Mr William Lotter (Deputy Dean, Business Informatics, Cape Technikon)

Mr Joe Scalabrino (Building and Quantity Surveying, Cape Technikon) — 18 March
2002

Dr Harry Bdlard (HOD Public Management and Law, Peninsula Technikon) — 14
March 2002

Ms Marianne Bester (HOD Clothing and Textile Technology, Peninsula Technikon) —
14 March 2002

Mr John Cloete (Liaison Officer Mechanicad Engineering, Peninsula Technikon)

Mr Keth Jacobs (HOD Engineering, Peninsula Technikon) — 24 March 2002

Mr Greg Kakara (HOD Accounting, Peninsula Technikon)

Mr Jacques Petersen (HOD Chemica Engineering, Peninsula Technikon) 18 March
2002

Mr Adrian Strydom (HOD SETA Unit, Peninsula Technikon) — 11 March 2002
Mr lvan van de Heever (HOD Marketing and Retall Business Management) — 23
March 2002

Technikon Students

Focus Group Interview (B Tech, Management Accounting, Cape Technikon)
Focus Group Interview (B Tech, Mechanica Engineering, Cape Technikon)
Focus Group Interview (B Tech, Public Management, Peninsula Technikon)
Focus Group Interview (B Tech, Marketing Management, Peninsula Technikon)
Focus Group Interview (B Tech, Chemica Engineering, Peninsula Technikon)

Representatives from Industry

Ms Lucille Bougaardt (Artscape) -

Mr John Haines (Shoprite Checkers) — 14 May 2002-08-01

Mr Fritz Le Roes (Cape Metropolitan Council) —

Ms Elizabeth Wunsch (Fine Chemicas Corporation) — 15 May 2002
Mr Alan Taylor (South African Nylon Spinners) — 17 May 2002
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Representatives from the SETAs

Ms Priscilla Davids (Textile SETA) — 17 May 2002

Mr Andre Kriel (Chair of the Board, Textile SETA and Assstant Generd Secretary
South African Clothing and Textile Workers Union) — 22 June 2002

Dr Lestt (Insurance SETA / INSETA) — 24 June 2002 (Telephonic interview)

Ms Janet Lopez (Manufacturing and Engineering SETA) — 22 May 2002

Ms Cheryl Pierce (Chemical SETA) 20 March 2002 (Conducted with Mr lan Macun)
Dr Dave Thomas (MAPPP SETA) — 25 June 2002

Other Key Informants

Dr Laurine Plaizky and Mr Nigel Gwynne-Evans (Department of Economic Affairs,
Agriculture and Tourism Western Cape) — 25 July 2002

Dr Pundy Pillay (Resident Representative and Senior Economigt, RT1 South Africa) —
27 June 2002 (Telephonic Interview)

Mr Adrian Sayers (Provincid Development Council of the Western Cape)
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