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Sheet 3 – Proposition for the Breakaway Sessions
Piloting RPL: First Step into Implementation

This Sheet provides some guidelines for the breakaway sessions. It aims at making participants think about implementation. This is done through planning for the piloting of the RPL system.
You may want to draft your thoughts and a series of questions; the latter are the ones that are still pending after you have discussed in your group about how you see the RPL pilot process.
For facilitation the work, you may want to appoint a chairperson, who will organise the discussion and make sure everybody has a say, and a secretary, who will prepare the report and the series of questions.
1. Context
It is suggested that Botswana follows the concept of a vertical pilot so that all aspects of implementing an RPL system would be piloted, from the communication strategy, to sourcing, to providing information and guidance to potential applicants and applicants, to involving employers, to assessing applicants, to certifying learning outcomes of the successful applicants, and to follow up RPL graduates in the labour market to assess their performance and the added value of the RPL process and of the newly acquired RPL qualification.
This list is not limitative and, precisely, this is the role of the pilot to assess what is need for a smooth scaling-up of an RPL system.
2. The Pilot – General Aim and Specific Objectives
The general aim of the RPL Pilot is to evaluate and demonstrate the feasibility, quality, and impact of implementing an RPL process in a real-world setting, in order to inform the development of a scalable and sustainable national RPL system. This means a pilot is not just about recognising a few individuals’ learning outcomes. It is about learning what works, what does not, and how to make RPL part of the national education and qualifications ecosystem under the responsibility of the Botswana Qualifications Authority (BQA).
The specific objectives of the RPL pilot are:
Operational testing of the RPL process
Evaluate RPL assessment methods (administrative registration; pre-assessment or eligibility; portfolio; interviews; simulation, i.e., assessment in a simulated work environment; observation, i.e., assessment at the workplace).
Test logistics, workflows, and timelines for implementing RPL.
Identify bottlenecks in the process (e.g., documentation, assessment, feedback).
Learn from the added value of the existing TT service if possible.

Assess institutional and human capacity
Evaluate the readiness and capability of assessment centres (e.g., TVET institutions, employers).
Evaluate the role – added value – of TT service.
Test roles and performance of guidance officers, assessors and support staff.
Identify training needs for assessors and guidance personnel.

Evaluate [qualification] standards – whether elaborated from scratch, already existing, or adapted from existing standards – and tools
Use or develop qualification and/or assessment standards.
Develop and use relevant document (e.g., handbook, manual, forms).
Test the appropriateness of assessment tools and their alignment with standards, i.e., whether assessors may properly assess learning outcomes with the tools they are provided.
Review whether standards are sufficient or need to be developed.

Inform policy and regulation
Generate pieces of evidence to refine RPL policies, procedures, and regulations; typically regarding capacity building and learning outcomes assessment tools.
Identify gaps in current laws, policies, or institutional mandates.
Provide feedback for improving the national RPL framework and guidelines.

Engage stakeholders and build partnerships
Assess modalities for a more systematic engagement of employers in RPL
Promote cooperation among stakeholders and BQA’s partners (e.g., training centres, and industry leaders). 
Trigger interest among public institutions, industry, and training providers.
Raise awareness among employers, social partners, and education actors. Build a communication strategy – or improve the existing one, see Sheet 2 – from the findings of the Pilot study.
Build trust in RPL as a credible and transparent system.

Prove impact
Recognise actual learning outcomes of pilot applicants.
Evaluate how RPL can support career progression, further learning, or job access.
Gather feedback from applicants on their experience.

Explore financing and resource needs
Estimate the real costs of RPL (e.g., capacity building, hiring guidance officers, guidance process (facilities, remuneration of professionals), assessors (remuneration, even if the pilot could be based on professional voluntary contribution for free, see next bullet point), documentation (elaboration, printing), assessment platform (renting, sharing)).
It may happen, for the Pilot study, and for the Pilot study only, that some professionals – those involved in the assessment typically – provide their service for free. Even if they do so – and this is warmly welcome – the cost of their participation must be estimated, so the scaling up is based on true figures.
Test funding models (public, private, co-funded).
Inform budgeting for national scale-up.

Document lessons for scaling up
Document best practices, challenges, and critical success factors. Learn learn and learn from the Pilot study.
Provide concrete recommendations for national implementation, e.g., in the remote areas.
Define minimum quality standards for future RPL provision.

For all the above, test different options
At every step of the RPL process, test and compare options (for capacity building, for informing potential participants, for sourcing actual participants, for deciding of eligibility, for collecting data about the potential participants, and the actual participants, those who succeed and those who fail; for comparison purposes (treatment vs. control groups).
3. Expected Results 
The Pilot study will provide lessons about the best away to conduct RPL at all stages of the process:
Building the system (supply); i.e. financing, calculation of the cost, capacity building, information policy, sourcing, involving stakeholders (for elaborating standards, for assessing candidates), debriefing among professionals (mainly guidance officers, and assessors).
Assessing applicants (demand); i.e.: initial information, administrative registration, acceptance for RPL assessment (eligibility), final assessment (portfolio, test, interviews, simulation, observation, final panel, certification, appeal, ceremony).
In the particular case of the Pilot study – i.e., when the full-fledged RPL system is not up and running as it is the case in Botswana – the thorny issue of what to award to successful RPL applicants must be addressed up front. The applicants will indeed concede a significant investment – certainly in time and probably in money – and they have to be awarded what they deserve based on the results of the assessment. If it is not allowed to allow a full qualification by law yet, perhaps a provisional statement maybe exceptionally awarded, just the time for the RPL system to be operational.
4. Preparing the RPL Pilot
- A communication strategy (see Sheet 2)
- Decide on the individual pathway (the flow chart) (Light)
- Decide on the assessment methods/procedure (Light)
- Choose the qualifications on offer for the pilot (2 or 3)
- Identify where to find applicants (outsourcing)
- Identify guidance officers and assessors (some could come from the BQA network, or the group today)
- Train the guidance officers and assessors (capacity building)
- Check on the documents needed (e.g., forms, guidelines for assessors, manual for participants)
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