
 0 

 

  

 
 
 
 
 
 
 
 
 
 

DECEMBER 2010 

 

FINAL REPORT 
 
 

 
 

 

Human Resource Development 

Council  

 

Organisational Design    

and  

Implementation Plan  

 

                 

                                      HUMAN RESOURCE DEVELOPMENT  

  ADVISORY COUNCIL 

Early Child 

Hood 

Development

L
ife

 L
o

n
g

 L
e
a
rn

in
g

Primary 

Education

Secondary

Education

Tertiary 

Education

Employment

Skills Training & 

Development

 

HUMAN RESOURCE DEVELOPMENT ADVISORY COUNCIL 



 1 

CONTENTS  

1. FOREWORD .......................................................................................................... 4 

LIST OF ABBREVIATIONS ....................................................................................... 7 

2. BACKGROUND ..................................................................................................... 9 

2.1 Rationale for a National Human Resource Development Strategy ........................................................... 9 

2.2 Development of the National Human Resource Development Strategy .................................................. 10 

2.3 Overview of the National Human Resource Development Strategy ........................................................ 10 

3. RECOMMENDATIONS ........................................................................................ 12 

Recommendation 1: Strategic Position, Mandate and Status ........................................................................ 12 

Recommendation 2: Objectives and Functions ............................................................................................... 13 

Recommendation 3: Governance Framework ................................................................................................ 16 

Recommendation 4: Organisational Structure ............................................................................................... 17 

Recommendation 5: Financial Impact Assessment ........................................................................................ 18 

Recommendation 6: Legislative Intervention ................................................................................................. 19 

Recommendation 7: Implementation Steps ..................................................................................................... 19 

4. STRATEGIC ARCHITECTURE ........................................................................... 21 

4.1 Key Principles underpinning the strategic position, mandate and functions ......................................... 21 

4.2 Strategic Positioning of the Human Resource Development Council ..................................................... 23 

4.3 Mandate and Functions of the Human Resource Development Council ................................................ 25 

5. GOVERNANCE FRAMEWORK........................................................................... 30 

5.1 Governance Structures ................................................................................................................................ 30 

5.2 Board Functions ........................................................................................................................................... 31 

5.3 Composition of the Board ........................................................................................................................... 31 

5.4 Board Committees ....................................................................................................................................... 32 

5.5 Governance Committees ............................................................................................................................. 33 

5.6 Technical Committees ................................................................................................................................. 37 

5.7 Governance Principles and Practices ......................................................................................................... 40 



 2 

6. ORGANISATIONAL STRUCTURE ...................................................................... 45 

6.1 Overall Structure and Design principles ................................................................................................... 45 

6.2 Office of the Chief Executive Officer ......................................................................................................... 48 

6.3 Directorate of Research, Human Resource Planning and Monitoring  ................................................... 51 

6.4 Directorate of Institutional Planning and Funding .................................................................................. 54 

6.5 Directorate of Registration, Accreditation and Quality Assurance ........................................................ 57 

6.6 Directorate of Development Services and Work Placed Learning .......................................................... 59 

6.7 Directorate of Corporate Services .............................................................................................................. 61 

7. PROCESSES AND SYSTEMS ............................................................................ 65 

7.1 National Human Resource Development Planning................................................................................... 65 

7.2 Regulation .................................................................................................................................................... 69 

7.3 Institutional Planning and Funding ........................................................................................................... 72 

7.4 Quality Management System ...................................................................................................................... 75 

7.5 Financial Processes ...................................................................................................................................... 76 

7.6 Information Technology Systems ............................................................................................................... 77 

8. COMMUNICATION AND STAKEHOLDER ENGAGEMENT STRATEGY .......... 80 

8.1 Communications Model .............................................................................................................................. 80 

8.2 Communications Strategy 2012 and onwards ........................................................................................... 82 

9.  ORGANISATIONAL CULTURE.......................................................................... 86 

9.1 The desired organisational culture ............................................................................................................. 86 

9.2 Developing and embedding the desired organisational culture ............................................................... 87 

10.  HUMAN RESOURCE STRATEGY ................................................................... 91 

10.1 Strategic Intent .......................................................................................................................................... 91 

10.2 Strategic Challenges .................................................................................................................................. 92 

10.3 Recruitment, Selection and Appointment................................................................................................ 93 

10.4 Remuneration and Rewards ..................................................................................................................... 95 

10.5 Skills and Competency Profiles ................................................................................................................ 96 

10.6 Training and Development ..................................................................................................................... 105 



 3 

10.7 Employee Retention and Compensation Migration .............................................................................. 106 

10.8 Performance Management ...................................................................................................................... 106 

10.9 Employee Relations Management and Support .................................................................................... 107 

10.10 Employee Communication .................................................................................................................... 108 

11. FINANCIAL IMPACT ASSESSMENT .............................................................. 109 

11.1 Rationale and Purpose ............................................................................................................................ 109 

11.2 Financial Model ....................................................................................................................................... 109 

11.3 Financial Analysis .................................................................................................................................... 112 

12. IMPLEMENTATION STRATEGY..................................................................... 115 

12.1 Implementation Blue Print ..................................................................................................................... 115 

12.2 Governance and Management Structure ............................................................................................... 121 

12.3 Key Features ............................................................................................................................................ 122 

12.4 Implementation Phases ........................................................................................................................... 123 

12.5 Institutional Merger and the need for Good Governance .................................................................... 123 

12.6 Governing Council ................................................................................................................................... 124 

12.7 Executive Committee ............................................................................................................................... 125 

12.8 Secretariat ................................................................................................................................................ 125 

12.9 Sector Human Resource Development Planning Group ...................................................................... 125 

12.10 Implementation Team ........................................................................................................................... 126 

12.11 Inter Agency Group ............................................................................................................................... 126 

12.12 Change Leadership and Convergence Group ..................................................................................... 127 

12.13 Key Implementation Risks .................................................................................................................... 130 
 



 4 

1. Foreword 

The National Human Resource Development Strategy was approved by Cabinet in 
January 2009 with an instruction through a Presidential Directive for its immediate 
implementation. The Human Resource Development Advisory Council (HRDAC) 
was subsequently established by Presidential Directive (CAB 19 (B)/2009) issued on 
July 9th 2009 to drive the implementation of the NHRDS. The HRDAC is a non 
statutory advisory Council which has been tasked with three distinct responsibilities. 
These are to:  
 
(1) Advise the Government on the establishment of the Human Resource 
Development Council; 
 
(2) Drive the implementation of the NHRDS; 
  
(3) Provide the Minister of Education and Skills Development, with independent 
advice and recommendations on effective strategies to enhance the effectiveness of 
the nationôs human resource development capacity and capability.  
 
The HRDAC will perform these functions up to 2012 by which time it will be 
superseded by a statutory Human Resource Development Council with the 
legislative authority to lead and drive the comprehensive implementation of the 
NHRDS. 
 
The Human Resource Development Advisory Council (HRDAC) is pleased to 
release this report, which provides a comprehensive set of recommendations on the 
establishment of the Human Resource Development Council. The completion of this 
report and the companion volume which details the necessary legislative 
intervention that will be required, brings to a conclusion the first phase of 
establishing the Human Resource Development Council. During the first quarter of 
2011, the HRDACôs recommendations will be presented to the Minister of Education 
and Skills Development and subsequently to Cabinet for approval.  The next step 
will then be for a Draft Human Resource Development Bill to be presented to the 
National Assembly by June 2011 for consideration and approval. Once the Bill is 
approved the final phase of establishing the Human Resource Development Council 
will commence with the intention of ensuring that it is operational by July 1st 2012.       
 
In March 2010, the HRDAC engaged two consultancy teams to provide guidance 
on the establishment of the Human Resource Development Council. The first 
consultancy dealt with the organisational design of the Council including 
governance, management, organisational, financial, administrative and human 
resource strategies, structures and systems; communications strategy and 
branding, and included a full costing and implementation plan.  A separate legal 
consultancy was also engaged to advise on the development of a Human 
Resource Development Act that would provide the statutory base for the 
establishment of the Council. The legal consultancy was also required to identify 
the changes required to existing legislation that will be impacted as a 
consequence of the establishment of the Human Resource Development Council. 



 5 

The HRDAC reviewed and accepted the advice of the consultants and 
subsequently developed this report which it recommends for consideration and 
approval by the Government. 
 
The establishment of the Human Resource Development Council is critical to the 
success of the NHRDS. The HRDC will provide a single strategic focus to national 
human resource development and is at the apex of a number of strategic 
interventions designed to strengthen Botswanaôs education and skills training 
system. The HRDC will link education and skills development to the strategic 
requirements of the social-economic development agenda and the needs of the 
labour market. The current institutional framework is an uncoordinated set of 
fragmented sub-systems which is insufficient to respond to the national agenda of 
transformation and economic diversification. This has led to a lack of coherence, 
lack of policy breadth; lack of horizontal and vertical integration which impacts 
negatively on the realisation of the national human resource development agenda.  

 

The establishment of the HRDC represents a ówhole of Governmentô approach to 
human resource development. The objective is to break down the institutional silos 
and barriers that have formerly impeded the alignment of the employment, education 
and skills training sectors and ensure a single strategically focussed and ójoined upô 
approach to national human resource development. The goal is to establish a high 
performance organisation with a unique value proposition that will guarantee that the 
Council can efficiently and effectively deliver on its mandate. in a manner that is 
responsive to the needs of its stakeholders. 
 
The establishment of the HRDC will enhance the coherence and effectiveness of 
what has been previously established. This includes the Botswana Examinations 
Council, Tertiary Education Council and Botswana Training Authority. The HRDC will 
also ensure alignment with new and emerging initiatives such as the National Credit 
and Qualifications Framework and the Labour Market Observatory. The HRDC 
represents a new system level structure and way of doing things that will improve 
the alignment of national human resource development and enhance the 
employability and economic benefits of its citizens.  

 
This Report on the Organisational Design and the accompanying Legislative Report 
provides the blueprint for the establishment of the new Council. The substance of 
both reports underwrites the Governmentôs commitment to putting in place the 
institutional mechanism that will ensure a successful implementation of the National 
Human Resource Development Strategy (NHRDS).   
 
The process of designing the Human Resource Development Council has revealed 
the scale and complexity of the task before us. Human Resource Development in 
Botswana is at an important stage and there is clearly a widespread recognition of 
the critical need to get things right. The quality of our insight in making the correct 
policy decisions is not only important in terms of the effectiveness of implementing 
the National Human Resource Development Strategy but is also critical to the future 
of Botswana.  We at the Human Resource Development Advisory Council believe 
this report fulfils both these obligations. Accordingly, I feel confident on behalf of the 
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Council to recommend this Report and the recommendations it contains for approval 
by the Government and subsequent implementation.    
 
 
J. Lisindi 
 
Executive Chairperson,  
 
Human Resource Development Advisory Council 
 
December 2010 
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2. Background 

2.1 Rationale for a National Human Resource Development Strategy 

Botswana has witnessed a remarkable economic transformation over the last 40 
years.  Between 1965 and 1998, it achieved the fastest per capita growth in the 
world and the key driver of this impressive performance has been the mining sector.  
Although a levelling off of diamond mining is anticipated, new mineral explorations 
and beneficiation in the diamond sector will continue to drive growth in the 
foreseeable future.  Despite this rapid transformation, the Government of Botswana 
(GoB) has recognised that prolonged specialisation in mining is neither durable nor 
sustainable in the long term.  Even though the country will continue to capitalise on 
this natural resource endowment for the foreseeable future, there is a need to 
diversify in other sectors, and to develop knowledge-based and innovative 
downstream activities.   
 
A new line of thinking has thus emerged during the last decade that for Botswana to 
be successfully transformed from a resource-based economy to a knowledge-based 
economy, it must raise the skills levels of its people, create high value jobs and 
become globally competitive to meet the needs of the economy and to support the 
plan of economic diversification.  This will not only result in long-term economic 
prosperity for Botswana but also lead to an overall advancement of society and 
better living conditions for its individual members.  National Human Resource 
Development is critical in driving the nationôs vision and realising its development 
ambitions.  
 
Botswana has made major strides since independence in the education of its 
citizens and this has been achieved through considerable investment in the formal 
school system.  The overall progress in educational attainment during the last four 
decades paints a picture of achievement in terms of expanding educational 
opportunities for Batswana at the level of general education. Yet in spite of this 
progress major challenges of access, quality and relevance across the entire 
education life cycle exist that must be addressed.  The focus of the educational 
system has been mainly quantitative, boosting enrolment numbers, and there have 
been insufficient emphasis on qualitative aspects for generating the standards of 
education and training (across all levels of the education cycle) to make learners 
employable and prepare them for high value jobs, and to ensure a proper match with 
industry needs.   
 
As such, a large number of students are graduating from the education system but 
they are not being absorbed by the labour market.  This is a reflection of the 
absence of a clear skills development and capacity building strategy guiding the 
investment in education and a failure to recognise that the level of educational 
attainment is measured not by the number of educated people but rather by the 
quality of education.  The growing unemployment is a result of an acute skills 
mismatch between demand and supply. It has therefore become essential that a 
fundamental change in Botswanaôs human resource development strategy is 
necessary to pull an increasing proportion of the potential workforce into 
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employment, and in particular, into high value jobs.  This sets the context for a 
national human resource development strategy that will support Botswanaôs 
development trajectory for achieving sustainable economic growth and societal 
advancement.  This accords with evidence from around the world which clearly 
demonstrates that the development and implementation of a national human 
resource development strategy has been a key ingredient of success for countries 
that were not well endowed in natural resources, as well as for those which have 
such resources endowment but wanted to free themselves from overspecialisation in 
natural resources. 

2.2 Development of the National Human Resource Development Strategy 

The genesis of the idea of a national human resource development strategy can be 
traced back to the birth of modern day Botswana.  Through successive national 
development plans, the importance of developing Botswana's human resource 
capacity has been a first line priority and from a broad range of perspectives whether 
it be educational attainment, skills training and development, quality of life issues, or 
the expansion of the labour market, considerable progress has been made.   
 
The need to strengthen the national manpower planning system has had a similar 
lengthy provenance, being first articulated by the Revised Incomes Policy of 1990. 
Progress, however, was stalled for a considerable period of time due to the difficulty 
in recruiting suitable Manpower Planning specialists.  The Revised National Policy 
on Incomes, Employment, Prices and Profits (2005) reiterated the need for 
ñstrengthening and speeding up of progress for the national manpower planning and 
human resource development planning systems of the following Ministries: Finance 
and Development Planning, Education, Labour and Home Affairs, Local Government 
and State Presidentò(Revised Incomes Policy 2005).   
 
Finally, during the preparation of the ninth National Development Plan (NDP9), the 
urgent need for the development of a National Human Resource Development 
Strategy (NHRDS) was identified as an issue of some primacy to be addressed 
through a formulation study that would provide Government with adequate 
information on the way forward.  A formulation study entitled, Realising our 
Potentials: a National Human Resource Development Strategy (NHRDS) for 
Botswana (2007) was initiated under the direction of the Tertiary Education Council 
(TEC) and completed in June 2007.  In January 2009, the National Human Resource 
Development Strategy (NHRDS) was presented to the Cabinet and approved for 
implementation by His Excellency the President. The NHRDS was subsequently 
included in NDP10 as a key project for implementation.   

2.3 Overview of the National Human Resource Development Strategy 

The NHRDS is a macro level initiative that provides the key strategic link enabling 
the successful attainment of the seven Vision 2016 pillars and is a key component of 
Botswanaôs transformation and diversification agenda.  The Strategy sets out an 
approach to develop the human resource capabilities of Batswana and match them 
with the anticipated skills requirements, in line with the nationôs economic growth 
and development ambitions.   
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The definition, implementation, monitoring, evaluation and meaningful 
communication of the strategy to stakeholders are founded on a National Human 
Resource Development (NHRD) life cycle model.  This model is derived from the 
understanding that the development of an individual begins with early childhood 
development and goes through primary, secondary, tertiary and skills based 
education, supplemented by a process of lifelong learning.  The strategic goal is to 
ensure that Batswana have equitable access to quality education and training at 
various stages of the education lifecycle so that they can play a constructive part in 
building individual, community and national prosperity, and in positioning Botswana 
as a globally competitive nation.     
 
The overall approach to turning the NHRDS into reality will be driven by a series of 
high level and major structural reforms including: 
 
a. The establishment of a new Human Resource Development Council (approved 

by Parliament through the Tertiary Education Policy (Government White Paper: 
no. 37 April 2008), and enabling systems 

b. The development of a comprehensive National Human Resource Development 
Plan underpinned by a sector wide approach that will ensure that HRD demands 
are, to the extent possible, matched with the supply of skilled and educated 
human resources. 

c. An integrated education reform project across the entire education sector with a 
key focus on relevance, access and quality and where necessary a realignment 
of its key components. 

 
The immediate outcomes of the NHRDS will be to (a) provide a single, integrated, 
focused and long term approach to human resource development, (b) ensure that 
policies, programmes and projects are aligned to enhance overall human resource 
capabilities, (c) achieve a better cohesion within the education sector, (d) establish a 
better link between demand and supply, and link both of these to the economic 
development strategy, and (e) connect all of the above to social and demographic 
improvement, and enhanced quality of life. The intended final outcome of this 
Strategy, as set out in the vision statement, is to ensure that óby 2022 it will be 
universally accepted that the quality, productivity and motivation of its people will be 
Botswanaôs single greatest and valuable resource.ô 
 



 12 

3. Recommendations 

Recommendation 1: Strategic Position, Mandate and Status  

The National Human Resource Development Strategy calls for a much stronger 
linkage between education, skills development and employment not only from a 
national perspective but also within a global context. This in turn calls for a high level 
strategic and management structure and capacity to be put in place to lead and drive 
the nationôs human resource development.  The proposed structure is in the form of 
a Human Resource Development Council (HRDC). This was recommended in the 
Tertiary Education Policy óRealising our Potentialsô (Government White Paper no. 
37) which was approved by the National Assembly in April 2008. This was 
subsequently reaffirmed by Cabinet in January 2009 when it approved the National 
Human Resource Development Strategy. It is accordingly recommended that the 
strategic position, mandate and status of the HRDC should be as follows: 
 

a) The Human Resource Development Council (HRDC) shall be established as 
an independent statutory body responsible to the Minister of Education and 
Skills Development.  

 
b) The core objective of the Council is to provide advice to the Minister on all 

human resource development policy issues and to discharge an executive 
responsibility for the preparation of the National Human Resource 
Development Plan; and the planning, funding, monitoring, evaluation and 
regulation of tertiary education and work placed learning.   

 

c) The HRDC should be classified as a Category A Statutory Council. This is in 
view of its strategic positioning and mandate which requires it to function as 
an apex body with the single highest level strategic accountability for National 
Human Resource Development in the country.  At present the highest level 
Council in Botswana that is dealing with human resource development is the 
University of Botswana (Category B) which in terms of its mandate will be 
subordinate to the HRDC.  The strategic value of the HRDC has been 
confirmed through the job evaluation of the position of Chief Executive 
Officer. The HRDAC subjected the position of the CEO to a formal job 
evaluation using the Hay system in order to provide a reference point for the 
HRDC salary structure. The total Hay points obtained through the evaluation 
conducted by the Hay Group are 1620 (one thousand six hundred and twenty 
Hay points). This places it at the top of the Hay Bands reflecting the executive 
management, strategic and national authority responsibilities of the post.  
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The classification of the HRDC is further justified  by the revenue generating 
role of the Council through its management of the Vocational Training Fund 
(VTF) The VTF is financed through the Training Levy whereby employers pay 
a percentage of their turn over to finance the training of their employees. The 
scope of the fund will be expanded to embrace tertiary education and will be 
renamed the Vocational and Tertiary Education Training Levy.  The HRDC 
will be responsible for managing the fund and handling claims and 
disbursements. The Council will receive a management fee which represents   
a significant and alternate revenue stream to support the operations of the 
HRDAC ensuring that it will not be wholly dependent on funding by the 
Government.  

Recommendation 2: Objectives and Functions  

To discharge its mandate, the Human Resource Development Council will have 
statutory powers and obligations to fulfil the following objectives and perform the 
following functions: 
 
a) Objectives 

 
i. Advise Government on all aspects of human resource development, including 

policy, strategy, implementation, and monitoring and evaluation. 

 

ii. Plan and forecast manpower / skills requirements at national and sector 
levels, and produce national and sector specific HR plans. 

 

iii. Ensure alignment between the supply side of human resource development 
(education and training sector) and the demand side (employment), and 
address any existing and anticipated mismatch. 

  

iv. Monitor and evaluate the implementation of HRD plans and benefits thereof. 

 

v. Regulate the provision and delivery of quality tertiary education, research and 
innovation, and skills training and development. 

  

vi. Providing guidance to tertiary education, research and innovation, and skills 
training and development institutions on maintaining academic standards and 
improving quality. 

 

vii. Recommend and administer funding of public tertiary education, research and 
innovation, and skills training and development institutions. 

 

viii. Manage and administer the training levy fund for tertiary education, and skills 
training and development (to be renamed the óVocational and Tertiary 
Educations Training Levyô), and develop new sources of funding as required 
to support human resource development. 
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b) Functions 
 

i. National Human Resource Development Planning 
 

The Human Resource Development Council will be responsible for the 
formulation, monitoring and evaluation of the National Human Resource 
Development Plan.  This will require a co-ordinated effort across a number of 
Government ministries, departments, functions and individual portfolios, and just 
as crucially the involvement of the private sector and civil society. The detailed 
planning process will be provided for in the HRDC Act. 
 
The HRDC will introduce a system whereby the national and sectoral HRD plans 
go through a set of steps until they are submitted to Cabinet and thereon to 
Parliament to be approved and ratified into a national policy document. This 
procedure will ensure implementing bodies execute the plans and provide 
feedback and progress on implementation which will be reported regularly to 
Parliament as part of HRDCôs annual reports.   
 
The planning process steps follows a logical build up from developing the Sector 
level HRD Plans through to formulation of the National level HRD Plan, 
incorporation into the National Development Plan and final approval by the 
Executive and the Legislature.  
 
The National Human Resource Development Plan will be processed to Cabinet 
through an Inter Ministerial National HRD Planning Committee rather than from 
the single line Ministry of Education and Skills Development. 
 
The role of the Committee will be to review and recommend the National Human 
Resource Development Plan to Cabinet and to champion its subsequent 
consideration by the National Assembly. This proposed structure takes account 
of the NDP10 Thematic Working Group (Educated and Informed Nation) which is 
positioned to support the specific mission focus of MoE&SD where as the Inter 
Ministerial HRD Planning Committee has a broader embrace inclusive of 
education, employment and the economy.  
 
The composition of the Committee will include the following Ministers and their 
Ministry leadership: 
 

1. Education and Skills Development (Chair) 
 

2. Finance and Development Planning 
 

3. Labour and Home Affairs. 
 

The Human Resource Development Council will be represented through the 
Chair and the Chief Executive Officer who will be responsible for providing the 
technical advice on the Plan. Also in attendance will be the Directorate of Public 
Service Management, the National Strategy Office, the leadership of BOCCIM, 
NEMIC, BEAC, the Chair of the NDP10 Thematic Working Group for an 
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óEducated and Informed Nationô and representatives of the leadership of the 
Trade Unions and Civil Society.   

ii. Regulation 

The Human Resource Development Council will be responsible for the regulation 
of Tertiary Education and Work Place Learning. The detailed regulatory process 
will be provided for in the HRDC Act. 

Regulation is one of the principal instruments available to governments to 
achieve their policy objectives. The purpose of regulation is to protect and 
enhance the rights of its citizens; ensure public funds are spent in accordance 
with policy objectives; protect consumers from abuse and promote the efficient 
working of markets. All of these purposes are of relevance to the Human 
Resource Development Council which has a delegated responsibility to regulate 
tertiary education and work placed learning. This it will undertake through two 
key functions: (i) Registration and Accreditation and (2) Quality Assurance.   

iii. Institutional Planning and Funding 

The Human Resource Development Council will be responsible for co-ordinating 
the institutional plans for private and public tertiary institutions and the funding of 
public tertiary institutions. The detailed planning and funding process will be 
provided for in the HRDC Act. 
 
Based on the 5-year tertiary education sector plan, the HRDC will issue 
guidelines to help public tertiary institutions develop their annual budget 
estimates.  Private tertiary institutions will similarly be required to submit their 
institutional plans to the HRDC for review but will not receive public funding.  
 
The consolidated plans and budgets will be submitted to MFDP through 
MoE&SD, for review. Subject to approval of the budget, MFDP will transfer the 
funds as a one line item to HRDC and the latter will allocate the funds amongst 
the institutions taking into consideration the competing demands as well as the 
performance of the institutions (e.g. compliance with regulatory requirements of 
HRDC and past achievements of financial and operational targets).   
 
The Act will include provisions for HRDC to be systematically provided with 
performance reports by all publicly funded institutions to support the monitoring 
and evaluation function.   This will provide the means for the HRDC to ensure the 
institutions are exercising proper financial control and prudential financial 
management. 
 
The Human Resource Development Council will be responsible for managing the 
Vocational Training Fund which is currently administered by the Botswana 
Training Authority. The scope of the fund will be expanded to embrace tertiary 
level professional and skills development as well as vocational training. The Fund 
will accordingly be renamed the Vocational and Tertiary Education Training 
Fund.  
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The fund will continue to be collected through the Botswana United Revenue 
Service (BURS) and passed to the HRDC who will assume responsibility for its 
disbursement. The purpose of the fund is to support tertiary and vocational 
professional and skills training and development. Employers will be  entitled to a 
refund (up to a specified percent of the tax paid) for training expenses incurred in 
proportion to the level of training that their employees undergo either through 
recognised in-service training or training provided by a recognised training 
centre.   

Recommendation 3: Governance Framework 

a) The HRDC will be governed by a Board which is accountable to the Minister 
of Education and Skills Development for its performance and operations.  The 
Minister will provide direction to the Board on policy matters, approve budgets 
of HRDC, monitor and evaluate its performance, and report to Cabinet / 
Parliament on matters related to HRDC.   
 

b) The Board will consist of a minimum of fifteen and a maximum of twenty 
members appointed by the Minister from amongst persons whom the Minister 
considers qualified by reason of their experience or expertise in the sectors 
relevant to the objects and functions of the Council. Two appointments shall 
be non residents of Botswana, one of whom shall be an expert of international 
repute in the management and regulation of tertiary education and the other 
an expert of international repute in human resource development planning. 
The Chief Executive Officer shall be an ex officio member of the Board. 

 
c) The Minister shall adopt a transparent process or procedure for selecting 

persons qualified or experienced for appointment as members provided that 
the Minister may adopt or follow any existing Government process or 
procedure for appointing board members of parastatals if in his/her opinion 
such Government process or procedure is transparent and objective. 

 
d) The Minister shall appoint the Chairperson of the Board who will lead the 

Board and preside at its meetings.  His / her main responsibility is to ensure 
that the Board fulfils its role in line with good governance practices.  The 
Chairperson will have a Vice Chairperson appointed by the Board.   

 
e) The detailed selection and appointment, size and composition, mandate, 

powers and accountability of the Board will be provided for in the HRDC Act. 
 

f) The Boardôs mandate will be to ensure maximum delivery of results, efficient 
and effective use of resources, and minimisation of associated risks by 
HRDC, and all these should be accomplished in strict compliance with good 
corporate governance principles.  The Board will have a number of standing 
Committees to assist it in governing HRDC and to handle work between full 
Board meetings.  The standing Committees must report to the Board on a 
regular basis on all matters relevant to their roles and responsibilities.  

 
g) Specifically, the Board will: 
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i. Develop, monitor and evaluate effectiveness of policies and strategies to 
deliver HRDCôs mandate, and review the adequacy of internal systems 
and processes to comply with all applicable laws and regulations. 

  

ii. Monitor organisational risks and ascertain the implementation of proper 
risk management and internal controls. 

  

iii. Ensure that proper reporting and disclosure processes as well as good 
governance practices are respected. 

 

iv. Recommend to the Minister the appointment of a Chief Executive Officer 
(CEO) to whom responsibility for the administration of the organisation is 
delegated.  The Board will review and evaluate the CEOôs performance 
regularly and will make any appropriate recommendations to the Minister. 

 

v. Monitor managementôs performance and review management succession 
planning. 

 

vi. Guide the effective and efficient mobilisation, and optimal usage of 
physical, human and financial resources in line with HRDCôs mandate. 

  

vii. Monitor, evaluate and report on the operational, financial and strategic 
performance of HRDC. 

 

viii. Account to the public for the services of the organisation and expenditures 
of its funds. 

 

ix. Provide advice and counsel to senior management as and when required 

Recommendation 4: Organisational Structure 

The operational mandate and functions of the Human Resource Development 
Council will be discharged through the Office of the Chief Executive Officer 
supported by six directorates with a total estimated staffing of 140, as follows: 
 

a. Office of the Chief Executive Officer. 
b. Directorate of Research, Human Resource Planning and Monitoring. 
c. Directorate of institutional Planning and Funding. 
d. Directorate of Development Services and Workplace Learning. 
e. Directorate of Registration, Accreditation and Quality Assurance. 
f. Directorate of Corporate Services. 

 
Office of the Chief Executive Officer 
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The Chief Executive Officer has the delegated responsibility from the Board for the 
strategic and management operations of the Council. This involves - (a) develop, 
implement and monitor the strategic and financial plans of HRDC, (b) manage the 
organisation in an efficient and effective manner, (c) ascertain that HRDC has in 
place proper risk management and internal controls, (d) provide the Board with 
accurate and timely information necessary for decision-making, and (e) bring to the 
attention of the Board all key issues affecting HRDC.  
 
In addition to the strategic and management responsibilities outlined above, the 
Chief Executive Officer will have the lead role in establishing a completely new 
organisation with a culture to match and also deal with the complexities of merger 
(TEC, BOTA and Manpower Planning). 
 
Directorate of Research, Human Resource Planning and Monitoring 
 
The Directorate is responsible for developing and reviewing the human resource 
plans, monitoring the status and progress of their implementation, and evaluating 
whether the expected outcomes and outputs of the plans are achieved.   
 
Directorate of institutional Planning and Funding 
 
The Directorate is responsible for institutional planning for the tertiary education 
sector, budgeting and allocation of funds to publicly financed tertiary education 
institutions, monitoring and evaluation, and administration of the Vocational and 
Tertiary Education Training levy.   
 
Directorate of Development Services and Workplace Learning 
 
The Directorate will oversee the accreditation of workplace learning including 
informal skills, indigenous skills and work-placed skills training and development and   
the development of assessment services for conventional and non-conventional 
skills training and development. 
 
Directorate of Registration, Accreditation and Quality Assurance 
 
The Directorate is responsible for Registration, Accreditation and Quality Assurance. 
of tertiary education institutions.    
 
Directorate of Corporate Services 
 

The Directorate will provide an integrative force within HRDC, enhancing the 
operational effectiveness of other divisions by providing support services in the 
areas of accounting and finance, information technology, human resources, general 
administration and communication.   

Recommendation 5: Financial Impact Assessment 

The Human Resource Development Council will be established as a new entity and 
new style of regulator and with a performance culture to match. The financial model 
proposed for the Council will require 70% of its operational budget to be provided by 
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the Government. This represents the current projected cost of TEC, BOTA and the 
MPU (2012-2013) if there is no merger. The remaining 30% of the operational 
budget of the Council will be raised by charging for its activities. 
  
The financial impact assessment undertaken by the HRDAC has concluded that this 
will represent value for money. It  will deliver benefits such as better and joined up 
human resource development policy and planning outcomes; improvements in end 
user service delivery; improved back office efficiencies; removal of operational 
overlap; improved capability, capacity and regulatory quality; decreased regulatory 
burden on institutions and reduced costs, and new products and services being 
provided.  In short it will guarantee the comprehensive implementation of the 
National Human Resource Development Strategy. Not only will the new entity 
provide these benefits but it will do so in a manner that is fiscally neutral for the 
Government of Botswana with no extra grants being required and no additional tax 
or levy payments being required from either regulated entities or beneficiaries.   

Recommendation 6: Legislative Intervention 

The comprehensive establishment of the Human Resource Development Council 
as an independent statutory body will require new legislation to be formulated and 
presented to the National Assembly for approval.  
 
This will be through the development of a Human Resource Development Act. 
that will provide the HRDC with the legislative authority to implement the National 
Human Resource Development strategy. The Bill will enable the HRDC to perform 
its mandate of national human resource development planning and the planning, 
funding and regulation of tertiary education and work placed learning. Changes to 
existing legislation that will be impacted as a consequence of the establishment of 
the Human Resource Development Council will also be brought to the attention of 
the Government for subsequent change. 

Recommendation 7: Implementation Steps 

 

The NHRDS requires that the effective date for the operational start of the Human 
Resource Development Council is July 1st 2012. In order to be responsive to the 
urgent need to establish the HRDC and to comprehensively implement the 
NHRDS, the following actions and milestones are recommended. 
 

a) The Human Resource Development Advisory Council shall assume a direct 
responsibility for implementing the establishment of the Human Resource 
Development Council immediately after the approval of this Report by Cabinet. In 
discharging this responsibility the HRDAC will establish a comprehensive 
Implementation Structure and prepare and execute a detailed Implementation 
Plan for managing the transition.   

 

b)  A draft Human Resource Development Bill should be prepared for consideration 
and approval by the National Assembly to provide the statutory base for the 
establishment of the Human Resource Development Council. The Draft Bill 
should be brought before the National Assembly within three months of the 
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approval of this Cabinet Memorandum This period may be extended by the 
Minister of Education and Skills Development, once, for a further period not 
exceeding three months. 

 

c) To enable the Government and Parliament to make a final and informed decision 
on the establishment of the Human Resource Development Council, the HRDAC 
shall undertake a comprehensive Due Diligence Study. This will detail the full 
costs of carrying out the merger. This will form part of the documentation 
prepared to support the legislative proposals for consideration by the National 
Assembly.   

 
d) The Human Resource Development Advisory Council shall be dissolved at the 

point when the Board of the Human Resource Development Council holds its first 
meeting.  The first meeting of the Board shall take place within three months of 
the Human Resource Development Act coming into force. This period may be 
extended by the Minister of Education and Skills Development, once, for a further 
period not exceeding three months. 

  
e) The Human Resource Development Council shall be operational within twelve 

months after the first Board Meeting. This period may be extended by the 
Minister of Education and Skills Development, once, for a further period not 
exceeding twelve months. 

 
f) The intention to close down the Tertiary Education Council (TEC); Botswana 

Training Authority (BOTA) and the Employment Manpower Planning Section of 
the Ministry of Finance and Development Planning will be formally announced by 
the Minister of Education and Skills Development through a notice in the 
Government Gazette at the point when the Human Resource Development Act 
comes into force.  

 
g) The actual date of closure of the Tertiary Education Council (TEC); Botswana 

Training Authority and the Employment Manpower Planning Section of the 
Ministry of Finance and Development Planning will be announced by the Minister 
of Education and Skills Development through a notice in the Government 
Gazette as being effective from the date when the Human Resource 
Development Council becomes operational. 
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4. Strategic Architecture 

4.1 Key Principles underpinning the strategic position, mandate and functions 

Four key principles provide the basis for the strategic position, mandate and 
functions of the Human Resource Development Council and the subsequent 
organisational structure detailed in Section 6 of this Report. These are (a) the 
definition of tertiary education; (b) the separate understanding of Work Placed 
learning; (c) the place of research and innovation as part of the mandate and 
functions of the Council; (d) the policy making role of Government. 
 
a) The definition of Tertiary Education 
 
The Tertiary Education Policy. óTowards a Knowledge Society ó(Government White 
Paper no. 37 April 2008) provides for a new definition of tertiary education as 
follows.  
 
ñAll formal education programmes beyond the level of senior secondary embracing 
technical and occupation specific programmes and those with a strong theoretical 
foundation through to advanced research qualificationsò. This is in order to respond 
to the demands associated with the knowledge society which requires a unified and 
integrated single tertiary education system that embraces all teaching and learning 
that takes place in post secondary school educational institutions.ò 
 
This is in accordance with current approaches which are witnessing the traditional 
divide between Tertiary Education (TE) and Skills Training and Development (STD) 
progressively disappearing because pathways now exist for bridging the two types of 
education and training to ensure a continuum.  As countries develop their 
recognition of prior learning and establish prior experiential learning frameworks, the 
bridging will further consolidate.  As such, allocating responsibility for registration, 
accreditation, and quality assurance and planning and funding under a system that 
separates TE and STD will become difficult to manage. In this regard, the strategy of 
merging TEC and BOTA is well informed because it takes care of any unregulated 
areas that fall outside the regulatory purview of either organisation.   
 
However, it is as important to consider how the registration, accreditation and quality 
assurance functions of TEC and BOTA are merged within HRDC.  There is a risk of 
importing the divide of the current institutional framework into the organisation if 
HRDC is structured under a portfolio-based system that separates TE and STD.  
Such a configuration will create overlaps between the TE and STD groups and will 
leave some areas unregulated depending on how the portfolios are defined and 
allocated between the groups.  This may be a potential source of conflict as the 
internal ñsilosò strive to protect their turf, and much of management attention and 
time can be diverted into resolving such issues. 
  
The tasks and processes used by BOTA and TEC in registration, accreditation and 
quality assurance have accordingly been merged without the need to structurally 
distinguish between TE and STD.  Although there will be no visible demarcation 
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between TE and STD on the organisation chart, the criteria used in the regulatory 
instruments will clearly make this distinction.  
 
b) Work Placed Learning  
 
Notwithstanding the above, there is a distinction between the regulation1 of 
conventional and non-conventional training providers.  The latter refers to training at 
the workplace (in the formal and informal sectors), which according to BOTA, there 
is a growing number of workplaces providing training (Baseline Study 2006).  Much 
of the training and learning provided at workplaces are unstructured and not 
recognised (and involve a range of indigenous skills).  There is as such a need to 
accredit workplaces that offer training and to assist them in structuring programmes 
in a manner that can lead to nationally recognised awards.   
 
The approach, methodology and instruments required for this group of training 
providers are quite different from those used for conventional TE institutions.  This 
implies that structurally it may be preferable to distinguish between the 
registration/accreditation and quality assurance functions for conventional and non-
conventional institutions. 
 
Another group of functions that fall under the ñregulatoryò cluster is the development 
of unit standards, curricula guidelines and assessment tools for WPL.  External 
panels will do most of the work related to these functions, and HRDC will coordinate 
and facilitate the work done by subject matter specialists.  Accordingly every sectoral 
committee will have one or more technical committees, and the coordination work of 
HRDC in respect of standard unit and curricula guidelines development, and 
assessment tool design will be coordinated through the appropriate technical 
committees.  The functions related to development of unit standards, curricula 
guidelines and assessment tools shall be within the same group responsible for work 
placed learning. 
 
c) Research and Innovation 
 
The Tertiary Education Policy, óTowards a Knowledge Societyô (Government White 
Paper no. 37 April 2008) identifies Research and Innovation as a key policy goal. It 
positions the tertiary education sector as a key component of Botswanaôs research 
and innovation system with tertiary education institutions having a key responsibility 
for producing research and educating and training researchers. 
 
The Science and Technology Policy (1998) which is currently under review is 
proposing a Research Council body which will have ultimate responsibility for the 
National Research and Innovation system. The Council will be an apex body for 
research and innovation just as the HRDC is for the national human resource 
development strategy. The Research Council will delegate responsibility to the 
HRDC for planning, funding, and regulating research and innovation throughout the 
tertiary education sub-sector.  The HRDC will support the Research Council by 
ensuring the national research and innovation strategy and plans are reflected in the 

                                                      
1
 Registration, accreditation and quality assurance  
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tertiary education institutions plans and funding requirements. Research outcomes 
from tertiary education institutions will then be monitored and an assessment of 
research performance will form a key component of the institutional quality 
assurance audits undertaken by the HRDC.    
 
d) The Policy making role of Government. 
 
HRDC will be an executive arm of MoE&SD established by an Act of parliament to 
conduct, on behalf of Government, the regulation of Tertiary education and Work 
placed learning , institutional planning and funding, and the planning of national and 
sectoral human resources.  It will operate under the policy framework of Government 
and will implement any relevant component of Government policy within the scope, 
authority and powers of its Act and other applicable laws and guidelines.   
 
The HRDC is not a policymaking body.  Any policymaking component that has been 
previously undertaken by TEC, BOTA and the Manpower Planning Unit (MFDP) will 
therefore resume to their respective Ministries. These are employment policy and 
tertiary sector policy.  The former will remain with MFDP and the latter will return to 
MoE&SD. Policymaking, and monitoring is a core responsibility of Government and, 
as far as possible, this should be separate from implementation.   
 
There are however elements of policy advisory and monitoring of implementation 
that will be done at the level of implementing bodies such as HRDC.  This should 
neither be in conflict nor overlap with Ministerial responsibilities if the level and 
scope of the functions are well understood.  GoB through MoE&SD will formulate 
policy for the entire education/training sector, and through MFDP, it will formulate 
policies regarding the direction and priorities of economic development and 
employment. The respective Ministries may also undertake, where relevant and 
applicable, high level programming for the implementation of their policies (e.g. the 
NDP) and will monitor the effectiveness of the programmes as part of their M&E 
functions. 
 
 As such, the work done by Ministries in terms of policymaking, programme 
development and M&E is largely overarching.  In contrast, the work done by 
implementing bodies in the above-mentioned areas are specific to their level and 
scope of responsibility; they will feed into the policymaking system all relevant 
information and findings so that independent analyses can be done by Government 
to monitor and evaluate higher level impacts and outcomes.   

4.2 Strategic Positioning of the Human Resource Development Council 

The strategy document, óRealising our Potentialsô makes explicit the weakness of the 
existing Government and support agency structures that have been established to 
deal with human resource development.  The biggest challenge that is currently 
faced is that HRD is subsumed into other focus areas of each line ministry and 
supported by a number of different agencies reporting to a different ministry. 
Manpower planning is the responsibility of Finance and Development Planning, the 
Tertiary Education Council is under the Ministry of Education and Skills 
Development, the Botswana Training Authority until 2010 fell under Labour and 
Home Affairs yet at the same time has a direct relationship with Vocational 
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Education and Training (Ministry of Education and Skills Development). The National 
Economic, Manpower and Incomes Council (NEMIC) is another forum where HRD is 
discussed. Although not currently operational their also exists a separate national 
body which advises the Ministry of Education and Skills Development on education 
policy, the National Council on Education. The latter was a recommendation of the 
Revised National Policy on Education (Government White Paper no. 2:1994) to 
provide advice to the Government on the education system and to oversee the 
implementation of the RNPE and educational policy review.  
 
The current organisational arrangements can be characterised in terms of 
fragmentation, duplication, over lapping mandates and suffer from a lack of both 
vertical and horizontal integration.  The resulting limitations are that while each 
institution singly addresses individual components of the HRD Life Cycle they do not 
do so in a cohesive and focussed manner. Their modus operandi ensures that 
effective policy coordination is made more difficult in that human resource 
development straddles several ministries and agencies. This in turn impacts on 
equitable and appropriate resource allocation across the entire Human Resource 
Development Life Cycle. The lack of a monitoring and evaluation system, 
performance indicators and an integrated data capability to manage human resource 
development is another symptom of the lack of co-ordination.  
 
The proposed conceptual model for HRD in Botswana calls for a much stronger 
linkage between skills development and employment not only from a national 
perspective but also within a global context. This in turn calls for better and 
strengthened strategic direction and management capacity governance and 
leadership of national human resource development. The Tertiary Education Policy 
(Government White Paper no.37) which was approved by the National Assembly in 
April 2008 provides for the necessary structure in the form of a Human Resource 
Development Council. This was subsequently confirmed by Cabinet in January 2009 
when it approved the NHRDS. 

 

The Human Resource Development Council should be set up as a parastatal under 
the aegis of MoE&SD.  Most of HRDCôs operational functions, as spelt out in the 
NHRDS, require backward and forward linkages with education and training 
institutions.  With regard to those belonging to the public sector, the quasi-majority 
falls under the MoE&SD and the education budget is almost entirely allocated to this 
Ministry.  This implies that for most of HRDCôs day-to-day work, the span of 
institutional linkages is effectively within MoE&SD.  As such, HRDC will be able to 
conduct its regulatory functions more effectively and it will be better positioned to 
work with the supply side for alignment of programmes to HRD plans.  In this 
context, it makes strategic sense to establish HRDC under MoE&SD.   

 

The Human Resource Development Council will be part of the education and skills 
development institutional framework as set out in Figure 1 below. The roles and 
responsibilities of the individual institutions in this framework are: 
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a. Ministry of Education and Skills Development as the policymaker for the 
education/skills development sector. 

b. Human Resource Development Council responsible for advising on human 
resource development policy and with a delegated executive responsibility for 
planning, funding and regulating the post secondary human resource 
development needs and requirements of Botswana. 

 

c. National Credit and Qualifications Framework as the provider of the 
qualifications framework services. 

 

d. Botswana Examinations Council as the national assessment authority. 

The Ministry of Education and Skills Development currently has an overloaded 
mandate with almost the entire education and skills development portfolio 
consolidated under one single agency. While this in theory provides for easier 
planning and accountability their are also downside risks of managing such a 
complex undertaking. In this context the establishment of executive arms such as 
the HRDC, BEC and NCQF under the aegis of MoE&SD is the right response. The 
Ministry can then delegate the execution of programmes but retains all aspects of 
policy making, macro planning, programming monitoring and evaluation of 
outcomes. The establishment of the HRDC along with BEC, and NCQF is thus a 
move in the right direction relieving the Ministry from the execution of planning, 
funding and regulating the tertiary education and skills development sectors and 
enabling it to progressively concentrate on its core work of policy formulation and 
monitoring and evaluation of implementation.  

 

Figure 1: HRDC - Strategic Positioning   
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4.3 Mandate and Functions of the Human Resource Development Council 

The Human Resource Development Council (HRDC) is an independent statutory 
body responsible to the Minister of Education and Skills Development. The core 
objective of the Council is to provide advice to the Minister on all human resource 
development policy issues and discharge an executive responsibility for the 
preparation of the National Human Resource Development Plan; and the planning, 
funding, monitoring, evaluation and regulation of tertiary education and work placed 
learning.   
 
The HRDC should be classified as a Category A Statutory Council. This is in view of 
its strategic positioning and mandate as the single highest level strategic 
accountability for National Human Resource Development in the country. At present 
the highest level Council in Botswana that is dealing with human resource 
development is the University of Botswana which in terms of its mandate will be 
subordinate to the HRDC. 
 
The role and mandate of the Human Resource Development Council is in 
accordance with the institutional structure proposed in the Tertiary Education Policy, 
óTowards a Knowledge Societyô (Government White Paper no.37) approved by the 
National Assembly in April 2008 and which was subsequently confirmed by Cabinet 
in January 2009 when it approved the NHRDS. 
 
To discharge this mandate, the Human Resource Development Council will have 
statutory powers and obligations to conduct the following functions: 
 
a. Advise Government on all aspects of human resource development, including 

policy, strategy, implementation, and monitoring and evaluation. 

 

b. Plan and forecast manpower / skills requirements at national and sector levels, 
and produce national and sector specific HR plans. 

 

c. Ensure alignment between the supply side of human resource development 
(education and training sector) and the demand side (employment), and address 
any existing and anticipated mismatch. 

  

d. Monitor and evaluate the implementation of HR plans and benefits thereof. 

 

e. Regulate the provision and delivery of quality tertiary education, research and 
innovation, and skills training and development. 

   

f. Providing guidance to tertiary education, research and innovation, and skills 
training and development institutions on maintaining academic standards and 
improving quality. 

 

g. Recommend and administer funding of public tertiary education, research and 
innovation, and skills training and development institutions. 
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h. Manage and administer the levy fund for tertiary education, and skills training and 
development, and develop new sources of funding as required to support human 
resource development. 

 
To discharge its functions the HRDC will be structured along three broad functional 
groups, namely:  
 
1) Human Resource Development Planning 

2) Regulation (registration, accreditation, quality assurance) 

3) Institutional Planning and Funding 

 .  
The core functions of the HRDC, is a combination of the functions of TEC, BOTA 
and the Manpower Planning Unit (MFDP). Figure 2 below shows how related 
functions in TEC, BOTA and the Manpower Planning Unit (MFDP) will migrate into 
the respective functional groups of HRDC. These core functions are reflected in 
Section 6 of this Report which details the organisational structure. 
 
Figure 2 Functions of the Human Resource Development Council 
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The linkages between the different functional groups within HRDC, and between 
HRDC and its key external stakeholders are summarised in the Figure 3 below. 
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Figure 3 Sector Linkages 
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certification of workplace programmes.   The expertise and resources are already 
available at BOTA can be transferred or seconded to BEC as per appropriate 
transitional arrangements that ensure service continuity when the BOTA and TEC 
Acts are repealed to create HRDC. 
 
(b) National Credit and Qualifications Framework 
 
In terms of framework services, the situation will be more complicated because the 
NCQF organisation must be set up from scratch. While a definite timeline for 
establishing the organisation is currently being finalised, it will be challenging to 
ensure the NCQF is operational by 2012.  HRDC will then have difficulty in 
conducting its regulatory functions related to registration and accreditation, 
standards development, assessment and curriculum design unless the framework 
services are ready. The Human Resource Development Advisory Council has 
proceeded on the assumption that sufficient resources will be provided to the NCQF 
Project Management unit to complete all required works by June 2012 and that all 
necessary framework services (including the supporting infrastructure ï IT systems 
and registry  for registration of programmes, qualifications etc)  will be available 
when HRDC comes into operation.  However, if it is determined that the NCQF will 
be managed through the establishment of a separate parastatal it is unlikely that the 
legal entity hosting NCQF will be established by 2012.  
 
If this is the case then it would seem that transition arrangements will be required in 
the form of an Interim Council to dispense the framework services while legislation 
for setting up the organisation is underway.  This approach is similar to the one 
taken for HRDC, whereby HRDAC was created to drive and manage its 
implementation.   
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5. Governance Framework  

5.1 Governance Structures  

 
The Human Resource Development Council will be governed by a Board which will 
meet quarterly and is accountable to the Minister of Education and Skills 
Development for its performance and operations. The governance framework is 
summarised in Figure 4 and further detailed in the subsequent sections. 
 
Figure 4 HRDC Governance Structure 
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5.2 Board Functions  

The role of the Board is to ensure maximum delivery of results, efficient and effective 
use of resources, and minimisation of associated risks by HRDC, and all these 
should be accomplished in strict compliance with good corporate governance 
principles.  Specifically, the Board will: 
 

a. Develop, monitor and evaluate effectiveness of policies and strategies to deliver 
HRDCôs mandate, and review the adequacy of internal systems and processes to 
comply with all applicable laws and regulations. 

  

b. Monitor organisational risks and ascertain the implementation of proper risk 
management and internal controls. 

  

c. Ensure that proper reporting and disclosure processes as well as good 
governance practices are respected. 

 

d. Recommend to the Minister the appointment of a CEO to whom responsibility for 
the administration of the organisation is delegated.  The Board will review and 
evaluate the CEOôs performance regularly and will make any appropriate 
recommendations to the Minister. 

 

e. Monitor managementôs performance and review management succession 
planning. 

 

f. Guide the effective and efficient mobilisation, and optimal usage of physical, 
human and financial resources in line with HRDCôs mandate. 

  

g. Monitor, evaluate and report on the operational, financial and strategic 
performance of HRDC. 

 

h. Account to the public for the services of the organisation and expenditures of its 
funds. 

 

i. Provide advice and counsel to senior management as and when required 

5.3 Composition of the Board   

The Board will comprise a minimum of 15 and a maximum of 20 members. The 
Minister of Education and Skills Development will appoint the Board members.  The 
Minister shall adopt a transparent process or procedure for selecting persons 
qualified or experienced for appointment as members provided that the Minister may 
adopt or follow any existing Government process or procedure for appointing board 
members of parastatals if in his/her opinion such Government process or procedure 
is transparent and objective. 
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A Chairperson will lead the Board and preside at its meetings.  His / her main 
responsibility is to ensure that the Board fulfils its role in line with good governance 
practices.  The Chairperson will have a Vice Chairperson.   

The Minister will provide direction to the Board on policy matters, approve budgets of 
HRDC, monitor and evaluate its performance, and report to Cabinet / Parliament on 
matters related to HRDC.  The Board will designate a Secretary. 
 
The members of the Board shall be selected on the basis of their competency, 
knowledge and experience of the sectors of interest to HRDC and corporate 
governance.  This is different from a constituency based Board whose membership 
is representative of stakeholder groups. Selection of influential public and private 
sector members is also critical to ensure that they can facilitate sectoral coordination 
and can effectively represent the demand and supply sides.  The Board members 
should have expertise in organisational matters (budget and financial management, 
legal, human resources, governance etc) as well as members who are 
knowledgeable about HRDCôs specific activity. 
 
The Board members must be independent and shall not be in any conflict of interest 
with the functions of HRDC.  In particular, education and training providers that are 
under the purview of HRDC should not have representatives on the Board or any of 
its decision structures.  In case a member has a potential conflict of interest during 
the term of his / her membership, this should be disclosed to the Board and the 
member should be replaced.  HRDC must have a database of potential Board 
appointees that should be built over time and from which Board members can be 
selected as and when membership expires or is terminated. 
 
Two members of the Board should be ex officio one of which shall be the Chief 
Executive Officer.  
 
Two members of the Board should be non-resident in Botswana, one of whom 
should be of international repute with respect to the regulation/management of 
TE/WPL, and the other of international repute with respect to HR planning.  

5.4 Board Committees   

The Board will have a number of standing Committees to assist it in governing 
HRDC and to handle work between full Board meetings.  The standing Committees 
must report to the Board on a regular basis on all matters relevant to their roles and 
responsibilities.  
 
Standing Committees will have approval authorities to review specific operations and 
decisions on behalf of the Board.  This process ensures objectivity and transparency 
in the decision-making process.   
 
The Board delegates its decision powers to its standing Committees and the latter 
inform the Board of decisions as and when they occur.  Moreover, the Board will rely 
on its various standing Committees to ascertain compliance of HRDC with 
established legislations, rules, regulations, procedures, guidelines and standards in 
the conduct of its activities.  
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The Board structure will comprise two categories of Committees: (a) Governance 
Committees and (b) Technical Committees. The role and functions of the Boards 
standing Committees is presented below.   

5.5 Governance Committees   

Executive Committee 
 
The Executive Committee has delegated powers from the Board to approve a host 
of transactions and operational matters.  The aim is also to relieve the Board from 
involvement in routine matters so that the Board members can dedicate more time to 
strategic thinking and decision-making. Decisions taken by the Executive Committee 
are generally communicated to the Board for information.   
 
The Executive Committee will be chaired by the Chairperson of the Board, and will 
comprise the Vice-Chairperson, five Board members, CEO and a secretary (as 
designated by the chair).   
 
The Executive Committee meets quarterly (prior to the Board meeting), or as and 
when necessary, to respond to current management matters.   
 
The Executive Committee will be specified in the legislation of HRDC.  The 
delegated powers of the Executive Committee will be determined by the Board and 
reviewed periodically to adapt to situations arising. 
 
Governance Committee 
 
The Governance Committee of the Board is responsible to ensure that HRDC has 
the appropriate governance structure in place at all times.  Its main responsibilities 
include: 
 

a. Develop, review and recommend corporate governance practices, principles and 
charter for HRDC, and address any corporate governance issues that may arise.  
All aspects of the governance framework of the organisation shall be periodically 
validated to ensure that they are appropriate.   

 

b. Identify, evaluate, nominate and orient new Board members, and coordinate on-
going Board members training. 

 

c. Monitor any conflict of interest of Board members and make a recommendation 
to the Board for replacement. 

  

d. Conduct an annual review to determine whether the Board and its Committees 
are functioning effectively and as per their charter and good corporate 
governance principles, and make recommendations to the Board.  
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e. Ensure compliance with all applicable legal, regulatory and ethical requirements 
in delivering HRDCôs mandate. 

 

f. Investigate and recommend the establishment of special Committees as 
necessary. 

The Chairperson of the Committee will be a Board Member.  The other members will 
be nominated on basis of expertise required and will comprise up to three other 
HRDC Board Members, at least one of whom must have relevant experience in 
governance issues.  The Internal Auditor or the Board Secretary will act as secretary 
to the Committee unless otherwise determined.  
 
Human Resources Committee 
 
The HR Committee will be established to assist the Board in performing the following 
responsibility: ñTo ensure that HRDC has the appropriate human resources policies, 
practices and procedures in line with its human resources goals and strategic 
objectives, with a view of attracting, retaining, motivating and developing key skills 
for the organisationò.   The detailed responsibilities of the HR Committee are as 
follows: 
 

a. Monitor, evaluate, and make decisions on behalf of the Board with respect to 
human resources and personnel policies and strategic matters for recruiting, 
developing and motivating the personnel of HRDC. 

 

b. Provide general oversight on the implementation of the framework governing the 
human resource policies and strategies of HRDC. 

 

c. Approve and recommend to the Board the CEO's performance goals and 
objectives, oversee the evaluation of the CEO in terms of established goals and 
objectives, and report to the Board on the outcomes. 

  

d. Review and approve the total remuneration, compensation, pension and benefits 
policies and practices of HRDC (including that of the CEO and the Senior 
Management Team).  The Board is responsible to review the compensation and 
performance of the CEO and Senior Management, and this will be done through 
the HR Committee which will then report its findings and recommendations to the 
Board for approval.  When assessing the compensation package paid to the 
CEO and Senior Management, the Board will seek objective external data such 
as salary surveys to examine the compensation paid by similarly organisations 
for comparable positions.  The CEO will in turn recruit and set the remuneration 
of other staff, consistent with the guidelines set by the Board. 

 

e. Ongoing review, recommendation and, where appropriate, approval of matters 
related to senior management succession planning, appointment and termination 
agreements of the CEO and other members of the Senior Management Team. 
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f. Monitor the leadership and management development plans of HRDC. 

 

g. Periodically review HRDCôs recruitment, development, promotion and retention 
programmes, workforce composition and the appropriateness of current and 
future organisational structure  

The Chairperson of the Committee will be a Board Member.  The other members will 
include the CEO, the Director of Corporate Services and Head of HR division and up 
to three other HRDC Board Members, at least one of whom must have relevant 
experience in HR.  The Head of HR will act as secretary to the Committee unless 
otherwise determined. 
   
Finance Committee 
 
The Finance Committee is responsible for reviewing and providing guidance to 
HRDC in respect of the policies and practices that relate to the management of the 
Boardôs financial and procurement affairs.  Specifically, the Committee will have the 
following responsibilities: 
 

a. Annually review HRDCôs financial / procurement policies and regulations in view 
of maintaining and improving the financial health of the organisation. 

 

b. Review and recommend to the Board a long-term financial plan and annual 
operating/capital budgets consistent with the policies and strategies of HRDC. 

 

c. Oversee the management of organisation-wide financial assets, including 
prudent financial and risk management. 

  

d. Review the financial aspects of major proposed ventures, programmes, projects 
and services, and make recommend to the Council on way forward. 

  

e. Review and award tenders for procurement of goods and services that are 
beyond the authority limits of Management. 

   

f. Authorise accounting and disbursement procedures for all funds under the 
jurisdiction of HRDC (excluding funding for public TE and WPL institutions and, 
education and training levy fund). 

  

g. Advise management on and review the form, content and frequency of HRDCôs 
financial publications. 

 

h. Regularly review financial results against approved budgets and targets, require 
and monitor corrective actions to align to budgets and financial targets 
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The Chairperson of the Committee will be a Board Member.  The other members will 
include the CEO, the Director of Corporate Services and up to three other HRDC 
Board Members, at least one of whom must have relevant experience in Accounting 
and Finance.  The Head of Accounting and Finance will act as secretary to the 
Committee unless otherwise determined.  
 
Audit and Risk Committee 
 
The Audit and Risk Committee will be responsible for the monitoring and oversight of 
the internal audit and quality audit processes, and for reviewing the effectiveness of 
internal controls, and risk and quality management systems.  More specifically, the 
functions of the Audit and Risk Committee will be as follows:  
 

a. Oversee the development and implementation of HRDCôs risk management 
systems, practices and procedures. 

  

b. Review and evaluate the effectiveness of HRDCôs internal control systems. 

  

c. Monitor the independence and effectiveness of the internal audit and quality audit 
functions. 

 

d. Approve and oversee the implementation of the internal audit and quality audit 
plans, and report to the Board.  

 

e. Ensure that the internal audit and quality audit functions are properly staffed and 
resources are available. 

 

f. Review and evaluate the findings and recommendations from audits (operational, 
quality, financial, systems) 

 

g. Discuss with the internal and quality auditors on any specific issues or findings 
from the audit reports. 

   

h. Recommend the appointment of the internal and external auditors, the scope of 
their work and corresponding salary / fees, review performance, and decide 
whether to renew or terminate of their services. 

  

i. Annually meet with external auditors to discuss the results of the audit (status of 
organisationôs internal controls and the accuracy of its financial statements) and 
any required changes to the financial statements, accounting principles and 
disclosure practices. 
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j. Review the external auditorôs annual management letter regarding findings and 
recommendations for improvements, and monitor Management's implementation 
of corrective actions  

k. Ascertain the integrity of HRDCôs internal and external financial reporting, review 
annual financial statements and other financial information submitted to 
stakeholders 

The Chairperson of the Committee will be a Board Member.  The other members will 
include the internal and quality auditors and up to three other HRDC Board 
Members, at least one of whom must have related audit experience.  Membership 
can be complemented with external independent members having knowledge / 
expertise in finance, quality and risk if such profile is not available in the Board.  The 
Committee will designate its secretary.  The CEO, and other staff whose functions 
may undermine the independence of the Committee, will not be part of the 
Committee but may attend meetings of the Committee if required by the latter.   

5.6 Technical Committees   

Vocational and Tertiary Education Training Fund Committee 
 
The Vocational and Tertiary Education Training Fund Committee is responsible for 
oversight of the Vocational and Tertiary Education Training Levy process and 
consideration of all issues which require Board approval.  Specifically, the 
Committee will have the following responsibilities: 
 

a. Recommend to the management on any issues related to the Fund. 

b. Advise and make recommendations to the management on any amendments to 
the Vocational and Tertiary Education Training Levy Regulation. 
   

c. Formulate and implement the Marketing Strategy for the Levy. 
  

d. Deal with any operational issue that arises regarding the Fund. 
 

e. Liaise with BURS on any issues regarding the Fund 
 

The membership of the Committee shall be reviewed from time to time and shall 
consist of the following staff members: Member of the Board as the Chairperson, 
Head of Levy Management as the Secretary, a representative from BURS and any 
other members as deemed appropriate by the Council.  The committee will meet 
quarterly and as and when there are issues to consider especially claims which 
require their approval.   
 
Institutional Funding Committee 
 
The Institutional Funding Committee is responsible for oversight of the institutional 
funding process and consideration of all issues relating to institutional funding which 
require Board approval. Specifically, the Committee will have the following 
responsibilities: 
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a. Authorise funding requirements submitted annually to MoE&SD including breakdown 
of specific requirements of the various institutions. 

b. Approve funding requirements submitted annually to MoE&SD including breakdown 
of specific requirements of the various institutions. 

c. Hear and make decisions on appeals from institutions relating to funding allocations 
and supplementary funding applications 

d. Receive quarterly report from Directorate for Institutional Planning and Funding, 
review and evaluate issues arising there from and make decisions accordingly 

e. Advise Council on policy recommendations relating to Institutional Funding 

The Chairperson of the Committee will be a Board Member. The Committee 
members will include the Director for Institutional Planning and Funding and other 
members who will be nominated on basis of expertise required and will comprise up 
to three other HRDC Board Members, at least one of whom must have relevant 
experience in Accounting and Finance.  The Head of Accounting and Finance will 
act as secretary to the Committee unless otherwise determined by the Committee.  
 
Quality Assurance Committee 
 
The Quality Assurance Committee is a technical Committee of the Board that will be 
set up to oversee the regulatory processes (registration, accreditation, standards 
development, assessment and curriculum design, and quality assurance).  More 
specifically, the Committee will: 
 

a. Advise and guide HRDC on regulatory processes for TE and WPL.  

 

b. Review and approve guidelines and instruments for regulating TE and WPL, 
taking into account the NCQF. 

   

c. Resolve any issues related to regulations (which cannot be addressed at the 
level of Management and Operatives), and make recommendations as required. 

 

d. Review and approve applications for registration and accreditation based on 
external panel recommendations. 

  

e. Review and approve unit standards, assessment and curriculum design for 
registration based on external panel recommendations. 

  

f. Review and evaluate quality audit reports on TE and WPL, and make 
recommendations to the Board as to whether registration / accreditation 
certificates should be renewed or withdrawn. 
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g. Review and make recommendations (through Board approval) to the audited TE 
and WPL providers to modify the structure, content and delivery of courses in 
response to quality audits with a view to improve the quality of teaching and 
learning. 

  

h. Monitor progress on regulatory work through regular review of reports produced 
by the relevant directorate in HRDC. 

The Chairperson of the Committee will be a Board Member.  The other members will 
be nominated on basis of expertise required and will comprise the Director of 
Registration, Accreditation and Quality Assurance, the Director of Development 
Services and Workplace Learning, the relevant divisional heads within that 
directorate, the CEO and up to three other HRDC Board Members, at least one of 
whom must have relevant experience in education / training sector regulation.  The 
relevant divisional head will act as secretary to the Committee unless otherwise 
determined by the Committee.   
 
Sector Human Resource Development Planning Committees 
 
Fundamental to the successful implementation of the National Human Resource 
Development Strategy (NHRDS) and the formulation of the National Human 
Resource Development Plan is the requirement for the Human Resource 
Development Advisory Council (HRDAC) to establish a number of Sectoral Human 
Resource Development Planning Committees. 
 
The key purpose of the Sector Human Resource Development Committees is to 
provide a single nexus which focuses on determining the human resource 
development needs and designing a collaborative education and skills training and 
development response that will enable the sector to thrive and succeed. The role of 
the Sector Committee will be to: 
 

a. Ensure a co-ordinated approach to HRD planning 
 

b.  Determine common priorities for action 
 

c.  Facilitate the integration of policies and programmes 
 

d. Provide a forum where industry, education and skills training can work 
together in a strategic collaborative alliance. 

 
The specific purpose and functions of Sector Committees are as follows: 
 
a) The principal responsibility of the Sector Committees will be to produce sector 

specific HRD Plans that will ensure a direct linkage between the education and 
skills that are being developed and the needs of the economy; 

 
b) To provide a forum for constant dialogue and consensus building among 

stakeholders in the sector on all matters relating to HRD; 
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c) To provide advice  to the HRDC on emerging economic trends and relevant 
education and training and skills needs in its sector; 

 
d) To initiate  and oversee the  development  and periodic review of sector specific 

HRD plans and research studies; 
 
e) To provide advice on appropriate measures to deal with any mismatch between 

demand and supply of human resources in the sector; 
 
f) To identify planned major projects that require human resources impact 

assessment studies and make recommendations for their formulation and 
execution;  
 

g) To provide a sounding board for the Sector to advise the HRDC to discuss, 
review and validate national and sectoral HRD plans; 
 

h) To ensure a linkage with the Botswana Excellence Strategy in particular by 
ensuring interaction with the (to be inserted) Hub. 
 

i) Ensure linkages with other Sectors to deal with cross sector occupations and 
skills needs and occupations and skills that fall outside the scope of a specific 
sector and which need to be incorporated into the National Human Resource 
Development Plan. 
 

j) To embed a commitment from employers within the Sector to invest in the 
training of their employees and in the development of education and training 
institutions; to provide internships and to advise on the optimisation of the use of 
the Vocational and Tertiary Education Training Levy.    

 
The size of a Sector Committee shall comprise a maximum of fifteen members 
including the Chairperson. The Chairperson of a Sectoral Committee shall serve for 
a term of three years which shall be renewable. It is important to emphasize that the 
Sectors are óEmployer/Industry Drivenô and it is therefore essential that the 
Chairperson should be from the demand side of the sector and of a senior position 
to represent the sector at a strategic level. The Chairperson is responsible for 
providing leadership of the Committee, the efficient conduct of the Committees 
business, for ensuring the proper utilisation of any finances allocated to the 
Committee; ensuring the Committees performance and the efficient and effective in 
discharging its business. The Chairperson shall be a member of the Board of the 
Human Resource Development Advisory Council. 
 
The membership of a Sector Committee should comprise a mix of Business and 
Employers, Government, Employees and Labour Unions, Educational and Skills 
Training specialists, advisory and regulatory agencies, professional employer and 
employee associations, and Civil society 

5.7 Governance Principles and Practices   

Good corporate governance requires a framework of principles, practices, systems, 
and processes that guides proper conduct of business and effective use of 
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resources to achieve an organisationôs strategic goals and objectives.  It ensures 
that an organisation adheres to accepted ethical standards and best practices, and 
complies with laws and regulations.   
 
In this section, are outlined a set of basic principles that include:  
 
(a) Accountability for actions or decisions to the public, as well as to institutional 
stakeholders,  
 
(b) Disclosure and transparency of actions and decisions to stakeholders by 
ensuring free flow of information to those concerned,  
 
(c) Independence of processes, decision-making, and mechanisms with no potential 
conflicts of interest,  
 
(d) Discipline to comply with all laws, regulations, procedures, processes, and 
authority structures,  
 
(e) Acting in a responsible manner towards the organisation and stakeholders,  
 
(f) Fairness and equity in decisions taken and the way in which operations are 
conducted,  
 
(g) All parties acting honestly and openly in all dealings,  
 
(h) Performance and results oriented, and focused on achieving the goals and 
objectives of the organisation,  
 
(i) Mutual respect among staff, management and Board members,  
 
(j) Clear roles and responsibilities, and  
 
(k) Effective and efficient processes and institutions producing results while making 
the best use of resources.   
 
In line with the above governance principles, there are a number of practices 
(processes and systems) that need to be developed and adopted to ensure effective 
governance.  The main ones are described below. 
 
Compliance with applicable laws, regulations and conventions  
 
HRDC will be subject to a range of legislations, besides its own Act, in the 
jurisdictions in which it is based or operates.  The Board is responsible for 
overseeing and ensuring that HRDC complies with all its legal obligations, and for 
detecting and remedying any actions undertaken by Management that are contrary 
to the law.   
 
The Board may have at least a member with legal background but every member 
must be familiar with the basic legal requirements to which the organisation must 
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comply.  External legal advice will be sourced to assist, as and when required, in 
monitoring and oversight, and ensure compliance with applicable laws. 
 
Existence of a Code of Conduct and Ethics 
 
Adherence to the law, rules and regulations governing HRDC provides a minimum 
standard for the way in which the organisation will behave.  To support this, HRDC 
should have a Code of Conduct and Ethics that extends to all people employed in 
the organisation including the Board Members and Senior Management.  This Code 
of Conduct and Ethics outlines the desired culture, and is meant to promote ethical 
and appropriate practices and behaviours. The adoption of such a code 
demonstrates HRDCôs will to be ethical in the delivery of its mandate.  The Code will 
be built on the values of the organisation, and mirrors the principles of good 
governance.   The development of the Code (as part of the implementation phase) 
must be a participative approach between Board, Management and staff, and should 
be facilitated by the HR division. 
 
Risk management  
 
The organisation is responsible to protect its assets (physical, financial, human, 
knowledge, reputation) against damage or loss, and for that purpose, the Board is 
required to assess the major risks to which HRDC is exposed, and to ensure that 
appropriate mechanisms are in place to manage those risks.  Risk management 
mechanisms include, amongst others, indemnification provisions and insurance 
covers, back up procedures for preserving institutional records, disaster recovery 
and crisis plans, occupational health and safety procedures etc.  Once again, these 
need to be developed in the implementation phase. 
 
Communication / disclosures 
 
HRDC must make information about its operations, including its governance, 
finances and activities, widely accessible and available to the public.  For that 
purpose, it must have a disclosure policy that includes a protocol for releasing and 
disseminating information to the general public and to other external stakeholders.  
Information will be communicated through (a) the annual reports and audited 
financial statements, (b) the strategic plans, (c) the quality audit reports of TE and 
WPL  institutions, (d) media coverage of key events, (e) report on ongoing feedback 
from stakeholder surveys, (f) published procedures, criteria and guidelines for 
registration, accreditation, quality assurance, standards development, assessment 
and curriculum design, and appeals, and (g) website posting of useful information, 
besides the above mentioned, such as the organisationôs vision and mission 
statements, list of Board and staff members, value statement etc. 
 
Appeals Tribunal 
 
A key mechanism to ensure the accountability of HRDC as a regulator of TE and 
WPL is the existence of an appeals structure that allows TE and WPL providers to 
appeal against regulatory decisions.  The appeals structure must be a higher level in 
the regulatory and institutional framework to ascertain the credibility of the regulator.     



 43 

An Appeals Tribunal will be set up as an ad-hoc panel of independent members to 
investigate the appeal and make a decision subject to information provided by the 
aggrieved party and the appeals files prepared by the relevant directorate / division 
in HRDC.  If the aggrieved party remains dissatisfied with the tribunalôs decision, 
then a re-appeal may be presented to the Minister whose decision will be final and 
binding on the aggrieved person.  Filing, investigation and resolution of an appeal 
must be done within a timeframe that is defined in the law. 
 
Clear and transparent Council / Committee procedures 
 
A charter should be drafted for the Board and this chart should establish clear 
guidelines including (a) composition, (b) meetings, (c) duties and responsibilities, (d) 
professional development and the expertise members are expected to display or 
nurture, (e) standing Committees, and (f) ethical behaviours.  Performance of the 
Board and its Committees will subsequently be measured against the provisions in 
the Charter. 
 
The Board shall approve the regular meeting schedule for the Committees each 
year.  Each Committee will meet every three months or as often as is required by the 
Board or as deemed advisable by the Committee.  
  
Notice of meetings and copies of the Committee papers must be provided to 
members at least five working days prior to the meeting.  A quorum for the 
Committees is 50% of the membership including the Chairperson.  The designated 
Board / Committee secretary shall minute the proceedings and resolutions (action 
items and policy decisions) of all meetings, and these minutes shall be circulated to 
members after the meeting.  The Chairperson of each Committee shall report the 
deliberations, actions and recommendations emanating from each Committee 
meeting at the next Board meeting. 
 
Formal and transparent procedures must be established for Board and Committee 
membersô appointment and remuneration.  The Minister will appoint the Board 
members, review Board performance and decide on membersô remuneration, 
assess Board size and composition every three years, and recommend candidates 
who are qualified to take up Board membership or who should be terminated.    
 
An individual may serve on the Board for a fixed term of three years. This will allow 
the HRDC to bring in fresh thinking and expertise to the Board through new 
members.  
 
The roles of the Committees will be reviewed by the Governance Committee 
annually to ensure that they continue to reflect the strategic and operational needs of 
HRDC and relevant governance practices prevailing at the time.  Performance of 
each Committee and the Board will be reviewed at the same time, and this will be 
done through self-assessments and also through formal appraisals by the 
Governance Committee. 
 
The Committees will annually review their own terms of reference to ensure 
relevance, assess their own performance, and make recommendations on way 
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forward to the Board as required.  The Governance Committee will ensure that this 
is done accordingly. 
 
Depending on the nature of the Committees, at least one member of the Committees 
must have relevant qualifications, expertise and interest in the activity that is of 
concern to the specific Committee.  All members are expected to remain up to date 
on issues affecting HRDC and their duties as Members.  Appropriate steps should 
also be taken to increase membersô knowledge of the concerned areas (e.g. HR, 
finance, QA etc) through participation in training and induction programmes 
conducted by HRDC. 
 
The Board and Committees will have at their disposal the resources and authority 
necessary to discharge their duties and responsibilities.  They shall have access to 
all books, records, facilities and personnel of HRDC as deemed appropriate in the 
discharge of its responsibilities, and have the authority to seek assistance from 
external advisors. 
 
Setting and monitoring achievement of performance objectives  
 
The performance of the organisation will be regularly monitored and evaluated at 
two levels.  Firstly, HRDC will submit its Strategic Plans to the Minister and sign a 
Performance Agreement.  This is a commitment of the HRDC to an agreed set of 
targets and outcomes.  The Minister will measure and evaluate HRDCôs 
performance on the basis of this agreement.  Regular formal performance appraisals 
will also be conducted for (a) Board members by the Minister, (b) CEO and Senior 
Management by the Board, and (c) staff by immediate supervisors/line management.   
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6. Organisational Structure  

6.1 Overall Structure and Design principles   

The operational mandate and functions of the Human Resource Development 
Council will be discharged through the Office of the Chief Executive Officer 
supported by five directorates. The organisational structure of the HRDC is outlined 
below in Figure 5. 
 
Figure 5 HRDC Organisational Structure 
 

Human Resource 
Development 

Council

CEO

Office of the CEO:
Internal Audit

Quality Auditor
Personal Assistant

Institutional 
Planning

Management of 
Levy

Human 
Resources

Information 
Technology

Communication 
and Customer 

Care

Office Support

Labour Market & 
Education Sector 

Observatories

Human Resource 
Planning & 
Monitoring

Registration 
and 

Accreditation

Quality 
Assurance

Minister
MoESD

Accounting and 
Finance

Director
Registration, 

Accreditation & 
QA

Director 
Research, Human 
Resource Planning 

and Monitoring

Director 
Corporate 
Services

Information 
Systems & 
Knowledge 

Management

Registration 
and 

Accreditation

Quality 
Assurance

Development 
Services

Assessment 
Services

Director 
Development 

Services &Workplace 
Learning

Institutional 
Funding

Director
Institutional 
Planning & 

Funding

 
 












































































































































































