
Report No. 5948

Botswana, Lesotho, and Swaziland (BLS)
Study of Public Administration Management:
Issues and Training Needs
(In Four Volumes) Volume Il: Botswana

April 21, 1986
Education and Manpower Development Division
Eastern and Southern Africa Region

FOR OFFICIAL USE ONLY

Document of the World Bank

This document has a restricted distribution and may be used by recipients
only in the performance of their official duties. Its contents may not otherwise
be disclosed without World Bank authorization.

P
ub

lic
 D

is
cl

os
ur

e 
A

ut
ho

riz
ed

P
ub

lic
 D

is
cl

os
ur

e 
A

ut
ho

riz
ed

P
ub

lic
 D

is
cl

os
ur

e 
A

ut
ho

riz
ed

P
ub

lic
 D

is
cl

os
ur

e 
A

ut
ho

riz
ed



CURRENCY EQUIVALENT (1985)

US$1.00 = Pula (P) 1.90
P 1.00 = US$0.53

GLOSSARY

AAT Association of Accounting Technicians
ACCA Association of Certified Chartered Accountants
ATI Accountancy Training Institute
BDC Botswana Development Corporation
BIAC Botswana Institute of Administration and Commerce
BTC Botswana Telecommunication Corporation
BWAST Botswana Workforce and Skills Training
CAS Center for Accounting Studies
CIS Chartered Institute of Secrecaries
DOP Department of Personnel
GCE General Certificate of Education
HRP lHuman Resource Planning
IDM Institute of Development Management
ILO International Labor Office
IPM Institute of Personnel Management
MCI Kinistry of Commerce and Industry
HLGL Ministry of Local Government and Lands
iOE Ministry of Education
NDB Nationi Development Bank
NITTEC National Industrial Training and Technical Education

Council
ODA Overseas Development Aid
PAS Political and Administrative Studies
RSA Republic of South Africa
SADCC Southern Africa Development Coordinating Conference
SAMS School of Accountancy and Management Studies
UB University of Botswana
ULCS United Local Government Services
UiJDP United Nations Development Program
USAID United States Agency for International Development

REPUBLIC OF BOTSWANA

FISCAL YEAR

April 1 - March 31



FOI OFFICAL USE ONLY

TABU OF coNrETs

Pages
PREFACE

SUMMARY AND CONCLUSIONS .............. . ... ..... . ... I

INTRODUCTION

Geography and Socio-Economic Setting ........ I. .
Recent Economic Developments. . . I
Objectives of Study ............. 3
Organization of Report..... 4

I. OUTLINE OF THE BOTSWANA CIVIL SERVICE

Overall Structure and Size. . . 5
Grading Structure.... 5
Managerial Structure.. 6
Accountancy and Audit Staff .. 7
Personnel and Training Staff. 9
Planning Staff..... 10
Planning Cadre .10

II. CIVIL SERVICE: MANAGEMENT ISSUES

Introduction .11
Issues .12
Recommendations .14

III. NANAGEMENT DEVELOPMENT IN PARASTATALS

Introduction .. 16
Localization and Managerial Expertise . .16
Approach to Management Training .................... . 17
Management Development Process . .17

IV. PERSONNEL MANAGEMENT AND POLICIES

Introduction .19
Role and Status of the Personnel Function .19
Current Image of the Personnel Cadre .20
Personnel Information System .21
Human Resource Budgetting .21
Human Resource Planning .22
Management of In-Service Training .23
Management of Counterpart Development Through

Expatriates .24
Recommendations .24

This report is based on missions to the BLS countries, in March
1985, by Mrs. N. Shields (Economist/Mission Leader), and Mr. H. Davies
(Public Accountant, Consultant), and in July 1985, by Mrs. N. Shields
(Economist/ Mission Leader), and Messrs. R. Lynn (Senior Management
Specialist), L. Roberts (Management Training Specialist), and P. Langseth
(Personnel Management Specialist). The report was discussed in the field in
February 1986 in a mission composed of Mrs. N. Shields, (Mission Leader),
Messrs. P. Langseth and R. Roberts.

I This docment h a strited dtribution and may be used by ecipient Only in the perfomance
of their official duties Its contents may not otherwise be disckid wthout World Dank authorination.



Pages

V. TRAINING INSTITUTIONS

Introduction *S .......... ..............,...... 27
Botswana Institute of Adoinistration & Comerce (BIAC) *... 28
The University of Botswana (UB) ........................... 33
Recommendations * ....................................... *** 38

VI. ACCOUNTANCY TRAINING

Introduction ................... *........... ....... *........ 39
Current State of the Accountancy Professlon ................ 40
Accountancy Training Current Program ...................... 41
Current Initiatives to Establish a Legislature Foundation *. 43
Issues *s*ee*e*se*e*eeeoes.eeeemue*emss.,*e*..* ...... 45
Reco-endations ......................................... 46

VII. CURRENT DONOR INITIATIVES * ..................................... 50

VIII. AGENDA FOR CHANGE

General Management .. e ........................ s............. 51
Training Institutions ... *... S6..................g.... 51
Accountancy Training ., ..................................... 52

Personnel Management ....................................... 52

IX. PROPOSALS FOR EXTERNAL ASSISTANCE 54

ANNEXES

1 - Overall Organization of Botswana Civil Service

2 - Botswana Civil Service: Summary of Civil Service Staffing
3 - Civil Service Grading Structure
4 - Botswana Civil Service: Senior and Middle Managerial and Head of

Function Positions
5 - Botswana Civ-l Service: Organizational Structure of the Ministry

of Works and Communications

6 - Botswana Civil Service: Accountant and Audit Staff

7 - Casualty Returns, Personnel Data Currently Available
8 - University of Botswana: B. A. Degree in Law and Management
9 - University of Botswana: B. A. Degree in Public Administration

10 - University of Botswana: Recurrent Expenditures by Types: 1983/84-
1984/85 Actuals.

11 - University of Botswana: Syllabus of B. Cox
12 - Terms-of-Reference for Proposed Accountancy Study Relating to the

Establishment of Institute of Accountants.



PREFACK

Botswana is in the process of reorienting Its educatioazal
priorities to meet the specific needs of a diversifying economy. It is
able to earmark resources for this after having made remarkable progress
since independence in providing basic schooling to most of the country-s
children of eligible age. With the introduction of an ambitious national
scheme for apprenticeship training, the standardlzation of trades testing,
and the expansion of higher educational institutions, the Government has
embarked on a long-term program for training local people in vocational
skills, public management and accountancy. These easures have been
accompanied by the creation of a new ministry whose duties include the
development and management of public administration.

Against such a background, the Government and the educational
establishment in Botswana are seeking answers to a number of structural and
functional problems in making the system progressively more responsive to
the needs of the economy, especially in the sphere of higher technical and
managerial development; and in progressively replacing expatriate managers
and professionals with the minimum of disruption. This study by the World
Bank focuses on the main issues involved, and, we hope, provides a forum
for debate among the many Government and donor agencies concerned with
manpower development in Botswana. This report was discussed in draft in
February 1986 with representatives of all government ministries,
departments and training institutes- Many of the useful suggestions made
by them have been incorporated into this final version.



SUNDIA!D CONCLUSIONS

i. This study arose out of concern that lack of management skills is
a constraint on the economic development of Botsvana. This concern
emanates from the fact that in Botswana, as in many developing countries,
the differences between managerial and administrative functions are
generally blurred. Public servants must possess a specific body of
conceptual knowledge, skills, and attitude relevant to their roles; and
personnel policies must be designed to motivate them. The focus of this
report is on training and management/administrative arrangements needed to
influence the attitude of middle and upper level public sector msnagers to
improve their job performance. In addition, the report identifies
practical action oriented programs to effect Improvements in current
management and training practices as well as suitable areas of external
assistance.

I. OUTnE Of TM IOTWANA CUI SERVI-CE

ii. There are in Botswana, nine ministries and about five autonomous
departments with a total permanent staff of about 22,565 and almost half
that amount as unestablished staff. In addition, several posts are held by
expatriates. The Civil Service is divided into ten grades and career
streams of which the highest is the superacale, where mDst of the top
senior management positions are to be found. The superscale constitutes
one percent of the total permanent establishment of the Government. In
addition to grades, some of the established positions are divided into
separate occupational groupings. While many of the routine bookkeeping and
financial record work in the Civil Service are performed by general
administrative staff, the specified aLcount and auditing specialists are
located in five ministries/departments of Government with 73 percent of the
positions in the Ministry of Finance and Development Planning. There are
also 91 identifiable personnel staff in the Civil Service and 60 percent of
these posts are in the Office of the President. The ratio of personnel
officer to staff is 1:248. The planning cadre, largely centralized in the
Ministry of Finance and Development Planning, are staffed primarily with
expatriates (40 percent) and have at least ten unfilled vacancies.

II. CIVIL SEVICE NA &T ISSUES

iii. The Botswana Government has, in recent years, taken valuable
initiatives related to management improvement. In 1983, the Presidential
Commission on Economic Opportunities sponsored a study to review current
management practices and make recomendations on ways and means of
improving productivity. As a follow-up to the study, a national
Productivity Seminar was organized in January 1985 with broad participation
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from all sectors of the economy. Other initiatives taken by the Government
are the Public Service Review Program by 0 & M Unit in the Directorate of
Personnel (DOP), which has the objective of the improvement of overall
performance in the Civil Service and the appointment of a training advisor
in DOP (para. 2.04). These initiatives indicate that the Government is
clearly aware of the managerial problems it faces, and of the need for
reform. One recurring theme of all the reports on management deficiencies
is that lack of management training, and lack of clarity regarding roles
and functions are contributory factors to low productivity. The major
issues in management identified are:

(a) Problems in the Delegation of Authority: There is over-
concentration of workload around some senior managers who
have difficulty delegating responsibility to the lower
levels in the hierarchy;

(b) Preparation and Selection of Managers: There is a tendency
in the Civil Service to promote promising individuals too
quickly into managerial responsibilities before they have
developed the needed experience. As a result, some managers
have no clear conception of their roles and responsibilities
as managers;

c) Lack of Motivation and Discipline: There are not adequately
clear standards for what a day-s work is expected to
produce, and because delegation is somewhat over cautious,
and work objectives not always clearly defined, there is a
lack of urgency and application among staff; and

*d) Counterpart Development: Despite the general successful use
of expatriates, the development of local expertise is often
slow because it is easier to continue to use expatriates
than to develop local expertise. However, use of
expatriates is very carefully managed, and despite rapid
economic growth, overall public sector expatriate employment
has dropped from 8.5Z in 1974 to 6Z in 1984.

iv. It is clear from the discussions of the National Seminar on
Productivity that the senior management has a sharp appreciation of the
important areas of reform: some of the areas of reform identified by the
seminar include the need for the Directorate of Personnel (DOP) and the
Department of Labor to play a more active role in management training, the
need for systems and incentives to strengthen management accountability,
and the need for improved communication between managers and staff. These
recommendations are clearly useful, but a problem lies in the capacity to
follow-up and implement most of the recommendations. The Government needs
to maintain the momentum of the Productivity Seminar by setting up a joint
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committee of the Directorate of Personnel and the Department of Labor to
facilitate the implementation of the most Important recom_ndations of the
seminar. In addition, the current mode for preparing new managers for
their role needs to be reviewed. New managers should receive a systematic
training in basic managerial skills, and this training should be reinforced
by carefully planned assignments. Consideration should be given to
obtaining a consultant to assist in developing tailor made management
training program suitable for Botswana and based on some experiments in
some Ministries such as Health. Finally, the Government needs to develop a
systematic program for ensuring that counterparts are trained by
expatriates. This could be developed with the assistance of IDK.

III. NAAGROME DUNILnOEU I P iISTNrAJS

v. The parastatals in Botawana, like the Civil Service, are torn
between the need to operate efficiently, and the need to localize their
staff. Management, in most parastatals, involves a combination of
managerial/administrative skills and technical skills specific to the
industry. Therefore, preparation for managerial responsibility also
entails perfecting the technical expertise of future managers. Currently,
most parastatals use combination of on-the-job training and external
training to prepare candidates for managerial positions.

IV. PEESO:CL NUNUDD

vi. The Directorate of Personnel (DOP) is potentially an important
agent in supporting the productivity of the Civil Service. However, this
office currently plays relatively passive roles, and until recently, its
major emphasis appears to be routine administration rather than
facilitating the management of human resource in the Civil Service. The
o & M Unit has begun the process of reviewing the performance and
productivity in the Civil Service and a training advisor has been
appointed. There are needed improvements at two levels: first, at the
level of personnel management systems and processes, there is need for

improvements in the methods of recording information on personnel,in human
resource budgeting system, and in human resource planning; and a need to
improve the use of expensive training facilities. There is a lack of
clearly defined training needs tied to organization priorities, although
sow progress has been made in some Ministries, and problems of effective
utilization of expatriates to develop skills among nationals. Secondly at

the cadre level, there is a lack of personnel management skills needed to
perform the function effectively and need to Improve career development
opportunities for personnel officers. Recommended actions include
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upgrading existing personnel information system and improving human
resource planning procedures and human resource budgeting (an additional
computer specialist may be required); and raising the professional stature
of personnel cadre by formation of a personnel management association
similar to the UK Institute of Personnel Management (IPM) to regulate the
entry qualifications and standards within the cadre. There is need for a
systematic approach tovard the management of counterpart-expatriate
arrangement. The functions of the existing Localization and Training
Commission should be strengthened by creation of a post within DOP to
develop a roster of expatriates and monitor their performance as trainers.
In addition, the officer should develop the skills specification for
expatriates to ensure that they are qualified successful t.ainers;
participate in the selection to ensure that the training requirements are
fulfilled and defined as part of the job description with agreed
performance indicators.

V. TRAINING INSTITUTES

vii. Although adequate capacity for training exists in Botswana, the
quality of training is inadequate and training efforts need to be
rationalized. Botswana Institute of Administration and Commerce (BIAC) is
the primary public administration training institute and is administered
directly from the Office of the President. BIAC enrols about 589
participants a year and operates with a staff of 56 consisting of 43
teaching staff, seven administrative staff and five secretaries. Until
recently, BIAC received technical assistance from UNDP/ILO. In addition to
courses in administration and personnel management, BIAC offers courses in
secretarial practice and accounting. BIAC has difficulty attracting and
retaining highly qualified staff because of its salary and grading
structures. While there is in fact little overlap of functions between
Institute of Development Management-(IDM) the regional based
institute-and BIAC, the content of its training and its relationship to
other institutes should be carefully reviewed and coordinated. The quality
of its staff needs upgrading. BIAC should prepare a Staff Development
Plan. An attempt should be made to recruit competent and experienced
staff. In its planning and coordination, there should be a realignment of
teaching responsibilities between BIAC and the university, so that BIAC
could expand its certificate and diploma level courses. BIAC should be
encouraged to hire part-time lecturers (paras. 5.13-5.14). At the
University of Botswana, the Faculty of Social Science prepares students for
the following related qualifications: BA degree in low and management, BA
degree in public administration, BA degree in accountancy, B. Com degree
and the certificate and diploma in Accounting and Business studies. The
University is considering a proposal for a Faculty of Business Studies.
Overall, the Government spends 58 times as much on each student at the



univer3ity as is disbursed for each primary student. The cost of
university administration is too high and takes up about 17 percent of the
total expenditure of the university. This compares with 13 percent for the
University of Lesotho. Staff:student ratio in the Faculty of Social
Science is 1:7.5 and needs to 1:12. The university has difficulty
attracting and retaining suitable lecturers in most disciplines and
especially in economics. Vacancies remain unfilled for more than two
years. The university needs to carry out a thorough review of the
management and accountancy programs to ensure that its non degree programs
do not overlap with programs of other institutions. In addition, the B Com
program should be revised and integrated into the proposed framework for
the training of professional accountants. It is strongly recommended that
vacancies be filled as soon as possible and temporary arrangements be made
for replacing staff who are on in-service training. A faculty exchange
with another university should be arranged.

VI. ACCOUNTANCY TRAIMnIN

viii. The Government, the private sector, and the training institutes
are concerned about the state of the professional training of accountants
in Botswana. Accountancy training is offered at BIAC, the IDM, the
University, and at the Accountancy Training Institute (ATI). Programs at
BIAC include a one year full-time course leading to a certificate in
accounting and business studies, a one year full-time course for public
sector accountants leading to a diploma in accounting and business studies
and a recently established program leading to a higher national diploma in
accountancy and business studies. BIAC's program has qualified for
exemption from three subjects in level 1 of the UK based ACCA and part A of
the Chartered Institute of Secretaries Examinations (CISE). As previously
stated, the university prepares candidates for certificate and diploma in
accounting and business studies, and for BA degree majoring in accounting
and B.Com. In addition, the regional based IDM offers two three-week
courses on accounting, a two-week course in internal auditing, an 18-week
certificate course in financial management; and a four-week preparatory
-ourse for the AAT level II examination. The Accountancy Training
Institute (ATI) is also preparing students for the AAT examination by means
of correspondence course and half day a week tuition. There appears to be
unproductive overlap of efforts. With the initiative of some professional
accountancy firms, there is a move to establish a regulatory agency-the
Institute of Accountancy-but this is still at an early stage. The
finalization of the Draft Act has been delayed in part due to controversy
over the level of autonomy to be granted to the proposed Institute and over
which training institute should take the lead In rationalizing accountancy
training. The Government needs to move quickly and present the enabling
legislation. Once the institute has legal status, the Centre of Accounting
Studies (CAS) should be established and its programs developed. Meanwhile,
until CAS is legally established, ATI, which is already patronized by the
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Association of Accountants, should form the nucleus for the CAS. The
management of CAS should be contracted out to a recognized firm of
professional accountants under clear policy guidelines and agreed
monitoring procedures. The Center's tuition should focus on a combination
of part-time, evening classes, block-release and week-end programs
(paras.6.11-6.13). The Institute and the proposed centre should foster
cooperation between all institutions involved with accountancy training.
Botswana could also benefi- from the experiences of the well established
and well run Lesotho Centre of Accounting Studies and efforts should be
made to foster cooperation between the two.

VII. CURRENT DONOR ITIATliES

ix. Because of the Government's concern over the need for managerial
improvement, USAID through the Botswana Workforce and Skills Training
Project (BWAST) is assisting the Government in identifying the training
needs in key ministries and designing programs to meet these needs. The
World Bank has through six projects supported training programs for
supervisory staff and middle management in the following sectors: health
and population, urban and water supply, and power. The British Overseas
Development Administration and other bilateral agencies are also assisting
with experts and fellowships.

VIII. iLGEN FOR CHNG

x. To tackle its management deficiencies, the Government needs to
take imediate action In various areas.

vi) General Management. First the Government needs to set up an
action plan to implement the recommendations of the productivity seminar.
An implementing committee composed of representatives of the Directorate of
Personnel and the Department of Labor should be establ!shed with the
following responsibilities of: (a) designing the action program and
prioritizing the recommendations of the seminar; (b) developing a well
articulated training program for senior and middle managers. To ensure the
implementation of necessary changes with respect to each office, each
office should be assigned an expert. In addition, a management training
specialist should be obtained through bilateral aid to develop the training
component of the action plan (para. 8.02 (a)). The Government needs to
increase substantially the staff of the 0 & M Unit in DOP by addition of at
least three to four persons ti enable them provide the necessary support to
ministries in the implementation of recommended changes contained in 0 & M
reviews.
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(li) Counterpart Training. A systematic approach to the
management of counterpart-expatriate relationship should be developed.
This will require a specific allotment of time and budget. The Government
should consider strengthening the functions of the existing Locallzation
and Training Commission by creating a post within DOP to take overall
responsibility for the management of counterpart development. This officer
should develop the skills specification for expatriates to ensure that they
are qualified successful trainers, participate in the selection of
expatriates to ensure these requirements are fulfilled and develop a roster
of expatriates and prospective counterparts. (paras. 4.16 and 8.02).
Initial training plans should be drawn up and procedures agreed upon for
evaluating the performance of expatriates as trainers. In the first
instance, the Government should consider commissioning IDM to study the
best arrangement for counterpart tralinng and improved methods for
monitoring and evaluating progress (para. 8.02 (c).

(iii) Training Institutions. In addition to recommendations
made under each of the institutlons, the Government should establish a
review and coordinatLig committee to oversee the rationalizatlon and ensure
that the programs of training institutes are aligned to the priority needs
of the Government. BIAC should ensure that its lecturers are qualified and
a comprehensive internal training program is developed for new lecturers.
The Government should seek external funding for three technical assistance
positions over a four year period to help upgrade the accountLig programs
and up to six fellowships in accounting and public administration (para.
8.02 (d)). There is an urgent need tc. fill existing vacancies particularly
in the Department of Economics at the University (para. 8.02 (e)).

(iv) Accountancy Training. The immediate action is to pass the
accountancy act establishing the Institute. Leadership in this effort
should be taken by the Ministry of Finance and Development Planning. Once
the institute has legal status, its teachlg arm-the Center of Accounting
Studies-should be established. The Center should be divorced from either
the university and/or BIAC. Kleanwhile ATI could be used as the nucleus for
the Center. Donor support should be sought for capital development (para.
8.04).

(v) Personnel Information system: The Human Resource Planning
Unit in DOP should be strengthened by addition of a computer specialist. A
computerized personnel information system building on the partially
deslgned one in DOP should be established (para. 4.13).

IX. PROPOSAlLS FOR EMTKR&L ASSISTrUCE

xi. The Government should seek external assistance to implement the
recommendations made above and, particularly, for the establishment of the
Center of Accounting Studies (para. 9.01).



Geography and Socio-economic Setting

1. Botswana is a landlocked country in Southern Africa, bordered by
the Republic of South Africa (RSA), Namibia, Zambia and Zimbabwe. With an
area of 570,000 km2 and an estimated population of just over one million
(mid 1983), it is for the most part sparsely populated. Over 80 percent of
the population is concentrated along the relatively fertile eastern third
of the country, as two-thirds of the country is desert. Rainfall is
erratic and drought frequent. More than 80 percent of the population
derives its livelihood from traditional agriculture or cattle. Since the
early 1970s however, mining especially of diamonds and nickel/copper has
gained considerably in importance as an alternative source of income. The
country's economy is closely linked with that of RSA which supplies about
85 percent of the imports and provides about 15 percent of wage employment
for Botswana's labor force. Furthermore, along with RSA, Lesotho and
Swaziland, Botswana is a member of the Southern African Customs Union
(SACU) from which the Government obtains approximately one quarter of its
bud3etary revenues.

Recent Economic Developments

2. The 1970s was a decade of rapid economic growth. The mining of
diamonds and nickel/copper, which started in the early 1970s, led to annual
increases in GDP of over 10 percent during the decade. Per capita GNP rose
from US$110 in 1970 to about US$900 in 1981. Increased receipts from the
Customs Union, direct taxes and mineral royalties caused recurrent revenue
to rise nearly 33 percent a year, which was substantially in excess of the
growth in recurrent expenditure. Recurrent budgetary surpluses, together
with grants, covered nearly half of the steadily growing capital
expenditures, and since external borrowing exceeded requirements, the
Government became a net creditor of the banking system. The economy also
showed overall surpluses in the balance of payments due primarily to the
rapid rise in exports and to large private capital inflows associated with
mining investments.

3. During 1981, the slump in world demand for diamonds and metal
prices had major repercussions on Botswana's mineral-led, export-dependent
economy. Real growth in GDP declined in 1981/82, and exports and foreign
exchange reserves fell sharply as the diamond mines began stockpiling part
of their production. Receipts from nickel/copper exports also fell,
causing severe financial problems for the mining company. Total export
receipts in 1981 declined by 21 percent, whereas imports continued to
grow. The deficit in the trade and service balance increased sharply and
was not sufficiently covered by inflows on the transfer and capital
account. For the first time in over a decade, Botswana recorded an overall
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balance of payments deflcit. Foreign reserves had fallen to about 3.4
months ofiuports by the end of 1981 from 4.7 months in 1979 and 4.1 in
1980. To cope with the economic strains of reduced mineral exports and
revenues, the Government sought to control the growth of aggregate demand
by raising interest rates, restraining domestic credit expansion, Inposing
a general wage freeze in early 1982, devaluing the pula by 10 percent in
May 1982, and cutting the Government's development budget for FY82/83 by
over 15 percent.

4. In mid-1982, the prospects for Botswana's economy started to
improve again following the opening of a third diamond mine. The opening
of the new mine, at Jwaneng, led to higher export quotas and earnings. By
the end of 1982, a surplus in the overall balance of payments was restored
and foreign reserves covered almost 4-1/2 month; of imports. The outcome of
the 1982/83 budget was mwre favorable than expected because of higher
mineral revenues and cuts in capital spending. The overall budgetary
deficit was equal to about 4 percent of GDP. The current account deficit
on the balance of pay=ents was reduced to just over 6 percent of GDP from
about 22 percent in the preceding year. Disbursements from foreign loans
covered over 75 percent of the deficit, and foreign reserves at the end of
1983 covered more than five months of imports. As a result of increased
revenue from diamonds as well as under-spending, the 1983/84 Government
budget produced a substantial surplus. Latest Government estimates show
that the current account deficit was further reduced in 1984, reflecting
improvement 'n the diamond market and weakness of the pula against the
South African rand. In January 1985, the pula was officially devalued by
approximately 15 percent against the currency basket to which it is
pegged. Since diamonds are priced in US dollaL3, this will further
increase Government revenue.

5. Over the past two years, the long-term development issues have
been considerably overshadowed by the prolonged drought. The Government
has alleviated the adverse effects of the drought through a relief program
which includes the provision of emergency food, labor projects which offer
short-term jobs and free seed for farming households. Farmers also receive
grants for de-stumping and animal power for ploughing. The Government's
relief program is continuing as the drought persists in the southern and
western parts of the country. Despite very rapid growth during the 1970s,
Botswana's economy is still at an early stage of development, extremely
vulnerable to changes in international mineral and metal markets and to
drought and re-urring outbreaks of animal diseases. The mineral-led
development has not encouraged the br lding up of linkages within the
economy and only modestly increased the number of employment opportunities
for Botswana's labor force. Historically, Botswana's economy has been
centered on livestock and, until today, traditional agriculture and cattle
raising have remained the main economic activity for about 80 percent of
the population. However, an increasing concentration of cattle ownership,
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partly resulting from drought which affected mainly owners of small herds,
has reduced the optlons for about 50 percent of the population to make a
reasonable living from agrlculture alone.

6. The major challenge for the Government in the present decade is
to provide the infrastructure and services required by the more
labor-intensive productive sectors, to foster linkages and to create
lasting employment opportuniti.-s for Botswana's labor force, which is
growing at over 3 percent a year and is vulnerable to reductions in
employment opportunities in South Africa. One of the most serious
constraints on growth of the productive sectors is the severe shortage of
skilled technical, managerial and professional manpower, which greatly
impairs the country's absorptive capacity, encourages the use of capital
intensive technology, raises production costs, and stifles investment. A
high proportion of skilled and professional positions are filled by
expatriates and many posts In Government (particularly in local government)
and the private sector are inadequately staffed. The manufacturing sector
is further constrained by the small domestic market, the country's limited
raw materials base and landlocked position, and competition from South
Africa and Zimbabwe.

Objectives of Study

7. This study arose out of the concern by the World Bank, Botswana
Government, and other agencies that management is a constraint on
development and that there is need to' strengthen the institutional capacity
Of Botswana to manage its economy. Increasingly with development, the
differences between the functions performed by administrators and managers
have narrowed because Governments are undertaking and administering
projects. Public servants are both policy makers and executors of
Policies. Consequently, irrespective of their levels, public servants must
possess the conceptual knowledge, skills and attitudes relevant to the
performance of their duties and personnel policies iust be designed to
motivate them to perform their duties effectively. Administrative and
management training are essential ingredients in the creation of a well
managed Government. The importance of administrative training of public
servants was one aspect of human resource development which at the early
stages of independence was given substantial financial and expert support
by the U.K. The focus of this study is on training and administrative
arrangements designed to strengthen the knowledge and skills and influence
the attitudes of middle and upper level public servants with a view to
improving their job performance. Specifically, the objectives of this
study are: to assess, on the basis of existing data, the management
training needs of Botswana, to evaluate the capacity of existing training
institutions to provide the necessary training, and make recommendations
for (i) improving administrative management of the institutions as a means
of controlling costs; (ii) for wore efficient and effective use of
resources to meet the training objectives; (iii) to evaluate the efficiency
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of existing personnel management systems and practice; (iv) to identify
practical action-oriented approaches for achieving improved coordination of
training efforts at the national level as well as coordination of efforts
within the region and to identify suitable areas of external assistance.

Organization of Report

8. This report is organized as follows:

Chapter I provides a description of the organizational
structure of the Civil Service.

Chapter II discusses some of the management issues in Botswana and
makes recommendations on specific areas needing
improvement.

Chapter III examines the management development process within
the parastatals. A number of parastatals play key
roles in the overall economic development strategy
of the country.

Chapter IV examines the current functions and role of the
Directorate of Personnel and makes recommendations
on the development of human resource planning and on
the need to strengthen the personnel function within
the Civil Service.

Chapter V describes the roles of the major management and
accounting training institutes in the country.

Chapter VI outlines the current state of accountancy profession
in Botswana, the ongoing initiatives to regulate the
profession and rationalize training in accountancy
skills, describes the training that is being
provided, and recommends future action.

Chapter VII describes ongoing donor initiatives in the area of
management training and needs assessment.

Chapter VIII presents a short action program for the Government.

Chapter IX describes the role external assistance could play in
assisting Botswana in the area of management,
personnel management and accountancy training.
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I OUTLINE OF THE BOTSWANA CIVIL SERVICE

Overall Structure and Size

1.01 The Head of the Botswana Government is the President. He Is
supported by the executive, legislative and judicial organs of the
Government. The Executive Branch, the civil service is responsible for the
day to day operations and largely determines the direction and quality of
the development efforts in Botswana. The Civil Service is organized into
nine ministries and five executive departments. The Central Structure is
the office of the President where many key functions of Government are
carried out, for instance, police, information and broadcasting and the
civil service personnel administration. The overall organization of the
civil service is presented in Annex 1. There are currently 22,565 members
of the civil service establishment. This number does not Include 149
'Shadow Positions' which are posts held by expatriates, to be taken over by
qualified nationals on return from external education or assignments. In
addition, there are also 129 "Miscellaneous" positions which fall outside
of the establishment figure (consisting mainly of the Members of Parliament
(24), Members of the House of Chiefs (16), Speaker of the National
Assembly, locally engaged staff in foreign embassies, and Judges).

1.02 The largest parts of Government are the Ministry of Education
(which accounts for almost 43 percent of the civil service establishment),
the Office of the President, the Ministry of Health, and the Ministry of
Agriculture. The civil service has been growing by about 4 percent since
1984, growth in the Ministries themselves being fairly consistent --
between 3 percent (Ministry of Agriculture) and 6 percent (Ministry of
Works & Communications, Ministry of Health, Ministry of Justice) (Annex 2
shows the size of percentage growth of all parts of the Civil Service).

Grading Structure

1.03 The Civil Service staff are organized into a relatively
sophisticated and complex grading structure consisting of ten grade and
career streams: The superscale, general administrative staff scale,
professional staff scale, technical staff scale, etc. These scales are
described in Annex 3.
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Managerial Structure

1.04 The Senior and Middle level managers, as well as Heads of
Functions, all fall within the Ungraded or Superscale Staff. In total,
there are 233 such senior positions, constituting about 1 percent of the
total establishment. These positions include the general senior government
managers--Ministers, Permanent Secretaries, Under Secretaries, Directors,
Deputy Directors, and Assistant Directors. There are also a number of
other posts in this group, which are mre specifically related to the
management of a function--Commissioner of Police, Controller of the Savings
structure there are a range of supervisory managers responsible for
specific units, and often labelled 'Chief Officer", e.g., Chief Immigration
Officer, Chief Animal Production Officer, Principal Education Officer,
Chief Environmental Officer; and also Registrar of the Examinations
Council, Employment Coordinator, Managing Editor, Registrar of Companies,
Chief Electrical Engineer. (Examples of senior positions for all
Ministries are shown in Annex 4).

1.05 Although the grading of these senior positions is generally
consistent at the Permanent Secretary, Deputy Permanent Secretary, and
Under Secretary levels, Directore are graded at a number of different
levels (as senior as Director of Personmnl (SS II), down to a number of
Directors at the SS VI level, including Director of Library Services,
Director of Tourism, Director of Meteorogical Serviceb). Deputy and
Assistant Directors are also similarly graded at a number of different
levels.

1.06 The managerial structure of a Ministry can typically be
illustrated, in schematic form, as in the following chart (next page). Of
course, each ministry has its own distinctive managerial structure. The
management and organizational structure of the Ministry of Works &
Communications, is shown as an illustration in Annex 5.
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Accountancy and--Audit Staff

1.07 Wbile mch of the routine bookkeeping and financial-record work in
the civil service is carried out by general adnistrative staff, the
specific Accountancy and Audit specialist staff are confined minly to five
parts of tas governmt: They are:

Ministry of Finance & Developoeot Planning 305
Ministry of Local Government & Lands 21
Ministry of l'orks & Communications 49
Auditor General's Office 39
Ministry of Agriculture 2

TOTAL 416

(Details are shown in Annex 6).



As can be seen, the Accountancy and Audit Cadre are largely centralized
within the Ministry of Finance, where the majority (73 percent) woik in the
Office of the Accountant General. The majority of the Accountancy Staff
fall within the Superscale grades (in the most senior positions) and
General Administrative grades, although some fall into the Professional
Grade Stream:

Distribution of Accountancy Cadre

Professional General Administrative
Grades Senior Positions Stream Stream

SIV Accountant General _

SV Chief Finance _ _
Administrator

SVI Assistant Accountant - _
General

Principal Finance _ _
Officer

PR I _ Principal Finance _
Administrator

PR 2 _ Senior Finance _
Administrator

Senior Principal
Accountant

GA I - Finance Officer
Chief Accountant

PR 3 - Finance Administrator

GA 2 _ Senior Accountant

GA 3 _ Accountant

GA 4 _ Assistant Accountant

GA 5 _ (Senior) Accounts
Assistant

GA 5/6 - Accounts CLerk
Assistant Accounts
Clerk
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Personnel and Training Staff

1.08 There are a total of 91 identifiable Personnel Staff in the civil
service, largely centralized in the Office of the President (60 percent),
and distributed among other Ministries as follows:

Distribution of Personnel Staff

Office of the President 55
Ministry of Finance

& Development Planning : I
Ministry of Home Affairs 1
Ministry of Education 17
Ministry of Local Government

2 lands 15
Ministry of Works &

Communications 2

TOTAL 91

1.09 This personnel staff represents about 0.4 percent of the total
establishment, or a personnel specialist:staff ratio of 1:248. Personnel
staff are located in the Superscale and General Administration Grades:

Grades of Personnel Staff

Title Grades

Director of Personnel S II
Deputy Director of Personnel S III
Assistant Director of Personnel S IV
Principal Personnel Officer GA 1
Senior Personnel Officer GA, 2
Personnel Officer GA 3
Assistant Personnel Officer G&A4
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1.10 There are also 20 identifiable training specialists in the ciViL
service (in additioa to training responsibilities exercised by many
professional and technical staff), namely in the Ministry of Commerce &
Industry, Ministry of Local Government & Lands, and Ministry of Works &
COmmunications. Most of these training specialists fall within the
Professional or Technical Grade Streams.

Planning Staff

1.11 There are a total of 47 posts in the planning cadre, larely
centralized in the Ministry of Finance and Development Planning (40
percent) and distributed as follow:

Planning Cadre

Total number of post 47
Ministry of Finance 19
Accross the ministries 28

, ~~~Di tributIm of Plaunning Staff (I)

i MInistry of Finance or Development Planning 19

Ministry of Home Affairs I

Ministry of Agriculture -

Ministry of Local Government 5

Ministry of Education 4

Ministry of Works and Coimmnications 5

Ministry of Health 4

Directoral of Personnel (2)

Ministry of Commerce 4

MinistrY of Mineral Resources 5

Total 47

1) Source: Establishment Register 1985/1986

There are ten vacant posts and 40 percent of the cadre are expatriates.
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II. CIVIL SERV3CE ISSUES

Introduction

2.01 Civil Service management in Botswana is characterized by careful
attention to detail, planning, and dedication. If one uses as a criterion,
the ability of the Civil Service to formulate and implement development
strategies, the management of the Botswana Government rates highly not only
in the Southern Africa region, but throughout the continent. The
organizational structure of the Civil Service was designed to ensure
efficiency with a focus on centralized functional responsibility. The key
ministry dealing with Finance and Development planning has the status and
the quality of staff to ensure that development is effectively managed and
well coordinated with public sector investment priorities, and the need for
a balanced budget. Budgeting processes are carried out within clearly
defined procedures and with a discipline that produces realistic budget
submissions and efficient budget management. Although the budget
procedures are sometimes viewed as somewhat lengthy, this allows for
necessary participation of the House of Assembly and coordination among
ministries, prioritization, and the creation of detailed and well-tested
submissions. Financial management is a strong focus of attention in the
Civil Service. Financial accountability is clearly established for senior
government managers, and there are in place financial controls and systems
to ensure effective financial management within individual ministries.

2.02 On the human resources side, the close involvement of the
Directorate of Personnel and the Macro Planning and Policy Unit in
calculating and projecting manpower levels results in a frugal approach to
staffing. In fact, if anything, problem may lie in the high vacancy
ratel/ in some areas. This may be attributed to the view that the
capacity of a manager to carry a 20-30 percent vacancy rate is a buffer
that indicates potentially too high an establishment figure. Because of
the shortage of local skills in many specialized areas, the Botswana
Government has made active use of expatriates and technical assistance, and
applied these resources to important areas of economic progress. However,
such assistance is very carefully managed, and despite rapid economic
growth, overall public sector expatriate employment has dropped from 8.5
percent in 1974 to 6 percent in 1984.

2.03 Technical assistance bas been carefully channeled to the
development of skills and capacities and bas resulted in an expansion of
local employment especially in the Civil Service. The most important
characteristics of technical assistance management in the Civil Service
include the assessment of technical assistance needs as part of the
planning and budgeting process; and the careful adninistration of technical

1/ In 1981/82, only P 86.3 million of the P 90 million personnel
emolument was spent.
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assistance from the Directorate of Personnel to ensure the effective
placement and integration of expatriates into the Civil Service system. As
is bound to be the case, the Botgwana Civil Service does have its share of
management problems, but by and large it is distinctively thorough with
carefully designed procedures and the level of management commitment needed
to deliver effective services and plan, coordinate, and control large scale
government projects and initiatives. The section discusses some of the
management issues in Botswana.

Issues

2.04 The Botswana Government has in recent times taien valuable
initiatives related to management improvement. In 1983, the Presidential
Commission on Economic Opportunities sponsored a study to 'review current
management practices and make recommendations on wages and means of
improving labor productivity"2/. The study reinforced the concept that
productivity is essentially an outcome of management practices, and where
it is low, it is a result of a lack of management training, and a lack of
clarity regarding managerial roles and functions. Problems exist
especially at the middle level of management caught between a lack of trust
from above, and a lack of opportunity due to highly centralized
decisinn-making structures. The report emphasized the need for improved
use of organizational objectives as a basis for measuring performance, and
the systematic application of organization and methods procedure to improve
productivity. Other initiatives taken by the Government are: (i) the
Public Service Performance Program by the Organization & Methods Unit in
the Directorate of Personnel (DOP) which has, as an objective, the
improvement of overall performance and productivity in the Civil Service;
(ii) in the training area, DOP is planning to undertake an increased number
of special seminars with the assistance of the Institute of Development
Management (IDM) on topics such as the "Management of Training' and the
"Training of Trainers"; (iii) the planned introduction of annual training
plans for all ministries and departments; and (iv) the recent placement of
a training advisor in the training unit of DOP. In addition to the issues
identified by the report. Additional issues are highlighted below:

2.05 Systems and Procedures: Strict adberence to systems and
procedures geared to exercising control from the center is the
characteristic of the Botswana Civil Service. In the hands of some
managers however, too close an attention to procedure may discourage
initiative and creativity among lower level managers and staff.
Centralization is also partly a reflection of the fact that managerial
talent in the Botswana Civil Service is somewhat concentrated into some key
central functions and at higher levels in the hierarchy, while there is a
shortage of experienced and effective managers at the periphery and at nore
junior levels in the hierarchy. This tends to work against sufficient

2/ Peter Olson: A Review of Management practices in Botswana and their
Impact on Employment Productivity, January 1983. 
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delegation of responsibility, which is necessary if less experienced Junior
managers are to build up experience and a sense of accountability.
Although many senior managers do delegate, because of the lack of
experience at lower levels in certain areas of government, there is an
over-concentration of work load around some senior managers.

2.06 Lack of Experienced Managers: Individuals are promoted into
managerial positions as a result of their achievements in technical
assignments over a period of time, and as a result of their educational
accomplishments. In many cases they do not have the necessary foundation
or experience in management to enable them to move comfortably into their
new roles. While the available training prograum for managers may lay down
a useful conceptual foundation, these managers require a wider range of
pragmatic, problem-solving skills and insights that come most effectively
from on-the-job training and through well planned and monitored
assignments. Nurturing managerial experience at lower levels of the
hierarchy is a key responsibility for more senior managers and may need
more focused attention.

2.07 Lack of Motivation and Discipline: While managerial commitment
and discipline appears to be high, and while staff morale seems not
unfavorable in general, there does appear to be some lack of motivation at
lower levels which limits the capacity of managers to accomplish results.
There are no clear standards for what a day's work is expected to produce,
and because delegation is sometimes over-cautious and work objectives not
always clearly defined, there is some lack of a sense of urgency and
application among staff. A need exists to improve communication within
work units, especially the manager's clarification of work expectations,
and policy frameworks, and timely feedback on work performance.

2.08 Management of Expatriates: Despite the generally effective use
of expatriates, use of experts as line managers leads to some resentment
among locals who feel qualified to take over responsibility but do not have
the opportunity, especially when (in the case of some) the expatriates are
reluctant to complete their assignments and would prefer to stay. There is
a move however, to use expatriates in adviser positions, but the Government
faces some conflict between the goal of increasing the pace of development,
and limiting the use of outside experts. The fact remains that it is often
easier to locate and recruit expatriates than it is to identify and develop
local expertise, and while it is the aim to provide counterparts for
expatriates, this does not always happen.

2.09 Planning: On the planning front, most of the important elements
of effective planning procedures are in place,--guidelines, capital and
recurring expenses, macro-projections, sectoral planning methods,
procedures for cabinet review, and detailed project planning mechanisms.
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In general these procedures have operated with central direction although
more recently central controls have been a little relaxed. more specific
needs exist at the levels of planning skills. Because of shortage of
trained economists, there is difficulty in filling vacancies or expanding
the cadre, and a heavy reliance on funded technical assistance. As a
result of the shortages within the cadre, there are sometimets unavoidable
disruptions in planning services within individual ministries when planning
officers are transferred, or withdrawn for overseas training. Recently,
the manual for planning officers was revised. However, there is an ongoing
need to ensure that the written guidelines are kept updated.

Recommendations

2.10 The need for more systematic training as a pre-requisite for
taking up management positions on skills improvement, the decentralization
and delegation of responsibility have been stressed in a study reviewing
the management practices in Botswana. As a follow-up to this study, a
National Productivity Seminar was organized in January 1985 with a broad
participation from different sectors of the Botswana economy. The seminar
produced some 80 recommendations, and some of the most important in terms
of Civil Service management were: (a) the need for the Directorate of
Personnel to play a more active role in management training by sponsoring
seminars in management techniques; (b) the need for systems and incentives
to strengthen management accountability; (c) the promotion of performance
standards, to be used as the basis for planning, control, and rewards; (d)
the need to enrich the jobs of subordinates by expanding the scope of work
and responsibility levels; (e) improved communication between managers and
staff; (f) increased use of organization and methods to increase
productivity; (g) the adoption of a staff suggestion scheme on
productivity; the use of management by objectives techniques; (h) and
improved human resource planning and management.

2.11 While these initiatives and the recommendations are clearly
useful, a problem lies in the capacity to follow-up and Implement the most
important recommendations. It is clear that there are not sufficient
resources either in the Directorate of Personnel or the Department of Labor
to carry out such implementation even though these agencies were
specifically assigned with this responsibility. Equally, if these
initiatives are to be kept alive, there will be a need for effective
management consultancy skills which are in somewhat short supply within the
Government. The changes envisaged would require a sustained effort over a
number of years, involving: training in problem-solving, and consulting
support techniques; the need for systems and incentives to strengtheL
management accountability; the promotion of performance standards to be
used as the basis for planning, control, and rewards; the need to enrich
the jobs of subordinates by expanding the scope of work and responsibility
levels; improved communication between managers and staff; increased use of
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organization and methods to increase productivity; the adoption of a staff
suggestion scheme on productivity; the use of managpment by objectives
techniques; and Improved human resource planning and management.

2.12 It is clear from the discussions of the productivity seminar that
the senior management of Botswana Government has a sharp appreciation of
the important areas for reform and a willingness to take the necessary
action. Because the overall foundation of Civil Service management is
sound, these reforms can be tackled as specific projects building upon the
strengths that exist. Additional areas needing strengthening are:

(a) Management Training: The current vehicle for preparing new
managers for management responsibility should be reviewed against defined
needs. New managers should receive a more systematic grounding in basic
managerial skills with a direct, problem-focused curriculum rather than
training with a heavy conceptual base. This training should be concerned
with skills improvement and not primarily with promotion. In addition such
training should be reinforced by carefully planned preparatory assignments,
and the use of mentors and coaches to guide learning from on the job
experience. For senior managers, it is recommended that (as has occurred
in the past) special seminars or IDM programs should be commissioned, to
provide training in the skills of developing subordinate managers, and in
areas of current concern. These programs should be combined with active
consultancy assignments by IDM to help managers identify key problems and
to follow through on the benefits of training.

(b) Internal In-Service Training: A management
trainer/consultant should be obtained for a one to two years assigament in
the Directorate of Personnel to support the current efforts to develop
tailor-made management training programs within ministries based on the
procedures, problems and policy environment of that ministry. These
prograus should be carefully tested and evaluated, and should form the
basis for developments of programs in other ministries. These programs
should be designed and delivered in collaboration with IDM.

(c) Training of Counterparts: The Directorate of Personnel
should carry out a study and come up with proposals on how to more
effectively train counterparts to take over responsibility from expatriate
managers. Although this study should focus on the Civil Service it should
also pay special attention to the parastatals. The study should include
improved methods for monitoring progress in expatriate training of
counterparts, including evaluation of the expatriate's performance as a
trainer.
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III. I4AMACUISNT DVIRLOHIENT IN PARASTALS

Introduction

3.01 There are a number of parastatals in Botswana which play a key
role in the overall economic development strategy of the country. The
Botswana Meat Commission for example, provides one-third of the employment
in the formal manufacturing sector. The Botswana Development Corporation
(BDC), and the National Development Bank are the major government vehicles
for developing local enterprises backed up by a financial assistance policy
that seeks to attract investment by provlding tax incentives, by attractive
foreign exchange regulations, and by credit and initial capital. The
Botswana Power Corporation has helped Botswana move from dependence on
imported electricity, to generating most of the country's energy needs from
local resources. Other important parastatals include the Botswana
Agricultural Marketing Board, Water Utilities Corporation, Botewana Housing
Corporation, Botswana Livestock Development Corporation, Bank of Botswana,
and Botswana Cooperative Bank. The Botswana Telecommunications Corporation
(BTC), is a parastatal under the control of a board consisting of
Government representatives and Cable & Wireless (Ltd.) U.K. Some
parastatals operate under business law (such as BDC, which has Government
majority shares, but also three other shareholders, the Netherlands Finance
Company for Developing Countries, the German Development Company, and the
International Finance Corporation); others such as BTC operate under
statutory law. This chapter discusses managerial issues in the
parastatals.

Localization and Managerial Expertise

3.02 Despite attempts to establish effective management development,
many parastatals still lack managerial strength. For example, BDC has made
slow progress towards localizing its management positions. Although BDC
has prepared localization plans, its implementat.on has been slow. As
pressures for localization increase in general, there is however a danger
of rapid promotion of managers inadequately prepared for such
responsibility and without the necessary technical background and
experience. Promotion of unprfpared managers could detract from the
efficiency of the enterprises. However, there is a tendency in many
enterprises to rely on the recruitment of expatriates as an easier option
than investing energy in the training of local candidates.

3.03 Management in most parastatals involves a combination of
managerial/administrative skills and technical skills related to the
activity of the parastatal. Therefore, preparation of individuals for
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responsible managerial positions requires both management and technical
training. Parastatals in Botswana vary in heir approach to this combined
training task. Some of the utilities have developed some very sound
internal technical training program because of the lack of technical
training offered by local training institutions3/. However, most of the
important technical training needed by parastatals is still acquired
outside of the country. In regard to basic skills, on-going expansion of
vocational training will address some of these needs assisted by projects
financed by the African Development Bank and the World Bank. Promising
initiatives have been taken to develop local technical schools and to
provide vocational training through the Brigades, but progress has been
slow.

Approach to Management Training

3.04 The approach to management training varies among the
parastatals. Some have formal development plans while others rely mainly
on time on the job to identify managerial candidates and on-the-job
experience to provide mnagerial skills. Some of the parastatals make use
of IDM programs although not to the same degree as the Civil Service.
Wherever financial resources allow, parastatals favor external managerial
training, especially MBA programs. In terms of accountancy skills,
parastatals make use of BIAC and univers:ty diploma programs, and some are
also sponsoring students for the much more expensive Accountants Training
Institute program. However, like all sectors of the Botswana economy, the
parastatals are dependent on expatriates in senior accountancy positions.
Expatriates play an important role in other aspects of parastatal
management, and although some are effective at training counterparts, this
is a role which generally needs improvement. In some cases, such as NDB,
not all expatriates have identified counterparts. This tends to perpetuate
the reliance on expatriate management assistance.

Management Development Process

3.05 As an illustration of management development among the
parastatals, this section outlines the approach adopted in BDC, a
parastatal with a fairly formal management development system. The
management staff of BDC consist of the following: benior management
including the general manager and deputy general manager; middle level
management and heads of functional units including the financial
controller, the manager of project development, the corporation development
manager, the group internal auditor and the company secretary; the first
line of management consists of four division managers; and below this
level, currently four senior Project officers who represent a supervisory
level, and future managerial candidates. This represents an overall

/ Botswana Polytechnic has achieved some success in offering training in
electrical engineering.
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management population of about 15. The management development process
starts with the recruitment of newly qualified university graduates4/ as
assistant project officers. These new recruits are given two years
on-the-job training to help them develop sector specialisms to prepare them
for work in one of the Divisions, (e.g. transportation, hotels and tourism,
property maaagement and development). On promotion to Project Officer they
are sponsored for a Masters Degree or training for the ACCA qualification.
Overseas training is accompanied by bonding arrangement for programs over a
year, the bond being equivalent in time to the training program. Although
there are leakages to the private sector, attempt is made to retain staff
by ensuring that promotion is based on merit, and on extensive training
opportunities and experience.

3.06 Project officers are assigned to BDC subsidiaries to take on
administrative responsibilities. During their period at this level,
project officers identify their own programs, mainly to strengthen their
technical, commercial, and financial management skills. While some of
these programs are paid for by BDC, funding is also provided by other
agencies such as the Botswana Employers Federation. Attachment is for at
least two years. Promotion to senior project officer positions is based
upon performance. Further development at this level is provided by a
combination of supervisory assignments, attendance of management
conferences, and the use of short overseas seminars. Senior project
officers are trained for divisional manager positions5/. These managers
have responsibility for training senior project c'ficers, delegating
managerial tasks, supervising their performance, and gradually passing over
key areas of responsibility including the preparation of Board papers.
senior project officers also take on acting responsibility when expatriate
divisional managers are on leave, and their performance is assisted by the
general manager. Further training at the divisional manager level consists
largely of attending specialized overseas seminars. While BDC occasionally
recruits for managerial positions directly from outside, on balance their
preference is promotion from within. BDC has commenced a five year
localization plan under which the expatriate contract is tied to the
development plan for the citizen counterpart. The plan includes the
localization of the general manager position. Most of the managers of BDC
subsidiary organizations are expatriates. However, these -xpatriate
positions are limited to two years after which the management position is
advertised to attract citizen candidates. In many cases, however, the
contract period has to be extended because suitable citizen candidates
cannot be located. When a local manager is located, the expatriate may
remain as a director or advisor.

4/ These are largely new graduates who have achieved notable examination
performance in the university's B. Com, BA (Econ.), or BA publlic
administration programs.

5/ There are currently three citizens and one expatriate at senior project
level while divisional managers are mainly expatriates.
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IV. p1s1n9L hNAGN9r A*D POLICIES

Introduction

4.01 The Directorate of Personnel is potentially an important agent in
supporting the productivity of the Botavana Civil Service. Until recently
its major emphasis appeared to be routine administration rather than
directly facilitating the wanagement of human resources in the Civil
Service. The 0 & X unit has begun the process of reviewing the performance
and productivity of the Civil Service. Recent additions to the Directorate
of a Training Advisor and a Human Resource Planning Advisor, are steps in
the right direction. This chapter examines the current functions and role
of the Directorate, and recommends development of improved human resource
planning, the strengthening of the management of the personnel function and
steps to Improve the professionalism of personnel staff across all sectors
of the Botswana economy through the formation of an Association of
Personnel Managers. These recommendations are built upon a strong
recognition in the Botswana Government of the need - strengthen the
management of human resources in the Civil Service.

Role and Status of the Personnel Function

4.02 The personnel function in the Civil Service is managed centrally
In the Directorate of Personnel, by a personnel director who is of the rank
of Principal Secretary and within the Office of the President. Assisting
him is a deputy director personnel, responsible for five functional
managers, as shown in the chart below.
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The personnel cadre is responsible for all personnel and establishment work
in the Public Service and exists primarily6/in the Directorate of
Personnel. Their functions are outlined in the Public Service Act of 1973,
and the Associated Subsidiary Registration. The positions in the personnel
cadre are:

(a) Assistant Personnel Officers deal with routine personnel
decisions, and make recommendations on cases falling outside established
procedures; are involved in appointments, transfers, confirmations of
employment, administering retirements and resignations, interpreting and
carrying out general orders regarding compensation, conditions of service
and its administration; and examining disciplinary cases referred to the
Directorate.

(b) Personnel Officers are appointed after completing an
advanced course in public personnel administration. They are responsible
for a wide range of personnel management duties including preparing and
analysing emoluments, administering the localization program, forecasting
vacancies and training requirements, processing disciplinary cases,
placement of school leavers and returning graduates, adjudicating difficult
personnel cases, and research into problems relating to schemes of service,
grading, etc. Personnel officers may be assigned to work with permanent
secretaries in larger ministries to help in the management of their
personnel program.

'c) Senior personnel officers are responsible for a sector of
the directorate's work with substantial delegated authority to carry out
procedures and programs. They are responsible for planning and supervising
the work of their section and for coaching junior personnel staff.

(d) Chief Personnel Officers manage units in the Directorate,
and contribute to development of personnel management policy.

Current Perceptions of the Personnel Cadre

4.03 Despite its location in the Office of the President, the personnel
cadre does not enjoy an especially high status. There is a perception
outside DOP that the professional competence of the personnel cadre needs
improvement, despite the fact that many have undertaken lengthy government
sponsored periods of study. The fact that the personnel cadre are
centralized makes it more difficult for them to be effective. Although it
is unclear how many personnel specialists work across the private and
public sector in Botswana, there are almost 100 personnel specialists in
the Civil Service excluding other individuals such as executive officers,
those who carry out some personnel responsibilities as part of their jobs.
In the private sector, and the parastatals, there are personnel

6/ Some 91% of the cadre are located centrally.
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specialiets, who operate relatively sophisticated personnel management
systems and procedures. These approaches and experience of the private
sector could be shared with personnel specialists in the Civil Service.

Personnel Information System

4.04 Several managers, personnel officers, ad management consultants
in Management Services expressed the need for improved access to fuller
information about staff and positions in the Public Service. Currently,
information on staff comes from two main sources-the personal records kept
in the office of the Directorate of Personnel, and the computerized payroll
data files in the Computer Bureau of the Ministry of Finance and Development
Planning. The personal files are of limited practical value, as each has to
be accessed whenever information is needed. The information on the computer
payroll file is usually more valuable. As computer operations in the Civil
Service are effective and well managed, the existing system provides some
up-to-date and accurate basic personnel information. Within the last three
years, DOP has made several attempts to improve and computerize its current
personnel data and lay down specifications for a future system. However,
for the system to be of full value, certain additional data elements,
already in the system, would have to be updated regularly by personnel
officers. These include demographic data (sex, age, nationality, marital
status); employment data (review of employment status, recruitment, job
title, salary); experience data (work experience, skills); and education and
training data (training courses, educational attainment). As this
information is entered only on the commencement of employment and not
regularly updated, it is not available for use by personnel officers, human
resource planners, or line managers, to support personnel decision-making.

Human Resource Budgeting

4.05 The DOP recognizes the need to use the annual human resource
budgeting system as an effective tool for objective human repscrce planning
and utilization. It is important to note that the human resource plan
should be formed in the light of other considerations and constraints and
not purely on basis of financial factors. However, the budgetary
implications of the human resource plan are substantial: 60 percent of the
Government recurrent budget is committed for human resources and manpower-
related costs. In fact, the figure rises to 70 percent if one considers
such costs against the Government's controllable expenditure. An effective
human resource budgeting system should provide accurate estimates of
projected salary and wage costs, making allowances for likely vacancies,
salary and wage increases, grade changes, etc.; include the estimated costs
of staff development and training; provide Departments and Ministries with
costing ratios to help local human resource budgeting; provide Departments
and Ministries with advice and support to assist them to achieve budgetary
targets; and monitor the overall budgetary performance of the Government,
recommending action to correct deviations, or revising budgets to meet
agreed new priorities.
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4.06 The principal constraint to an improved human resource budget
system is likely to be the attitude of Departmutal Heads, to what they may
perceive as 'interference' in their budgetary discretion. While department
heads have accepted the role of the Ministry of Flnance and Development
Planning in general budgetary matters, there is a need to establish a
similar acceptance of the role of Personnel. There is tradition of
balancing departmental spending by pooling unspent salaries and wages
resulting from vacant posts. However, if human resource budgeting is to be
fully effective, departmental managers would need to work within actual
resource requirements, and control their staffing numbers. For this to be
a realistic proposition managers will need greater incentives to become
more cost conscious. In addition, this will require a special program of
education to emphasize the objectives and processes of human resource
planning and budgeting, and the role that managers are required to play.

Human Resource Planning

4.07 Until recently, human resource planning has been treated as an
essentially financial uatter in the Civil Service carried out in very broad
categories, and done mainly in the Ministry of Finance and Development
Planning. It is a reflection of two important considerations: firstly
there is a firm'government emphasis on the creation of employment; secondly
there has been no systematic approach to the training and development of
Civil Service managers. However, the DOP has undertaken some human
resource planning activities for the Civil Cervice although these have been
carried out in a somewhat ad hoc basis until now.

4.08 The size and complexity of the Civil Service is itself, a
constraint on current human resource planning activities. Government and
local government in providing a wide range of services, employ
approximately 36,000 people in more than 15,300 different posts7/. This
sheer size means that human resource planning requires a systematic
approach for identifying human resource supply, the number of different
jobs, and the location of these jobs, as well as demand in each of these
categories. The approach needs to go beyond budgeting considerations, and
underpin the planning for skills development antd training. In addition,
the current human resource planning is carried out at an aggregate level
only, and apromising initiatives in training needs analysis (e.g. the BWAST
exercise8/) has been applied at the work unit level but has not yet been
expanded7to involve the whole civil service. A fully developed human
resource planning system in addition to providing budget control, would
also include the identification of skill levels, and training requirements;
the examination of organization structures and staff deployment; and the
overall efficiency and effectiveness of the Civil Service.

7/ Source: Establishment Register, 1985/6.

8/ Creative Associates, Inc., 'The Handbook for Manpower Development",
USAID Botswana Workforce and Skills Training Project (BWAST), February
22, 1985.
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Management of In-Service Training

4.09 In-service training can make an Important contribution to
Improving performance if it is related to identified needs. Until recently
however, there has not been a sufficiently objective and systematic
approach to identifying training needs in the Civil Service and as a result
current in-service training is an ineffective development tool. Good
progzess has however been made with assistance of the World Bank and SIDA,
in developing in-service training modules for the staff of Local Government
authorities. A step towards training needs analysis has been taken in
those departments/ministries identified within the USAID BWAST project.
Apart from those ministries, managers do not accept responsibility for
identifying individual training needs and many personnel officers have
limited skills. The need to show that a certain amount of money has been
spent, or certain number of staff trained often take precedent over
attention to selection criteria. In addition, training skills are seldom
linked to an analysis of future skills requirements; nor do staff
evaluation reports provide an especially accurate basis for identifying the
types of training required. Furthermore, there is no clear policy or set
of criteria to guide the decisions on in-service training. The result is a
somewhat subjective, and ad hoc approach which is likely to be irrelevant
to the urgent priority training needs. As the Civil Service has limited
resources for training, careful planning is required to derive maximum
benefit. A rational training plan requires a definition of current and
future performance requirement, an assessment of current and anticipated
performance levels, and an analysis of the gap that exists between levels
and requirement 9/. Once these needs are prioritized, available training
options should be carefully evaluated leading to selection of the most
appropriate delivery technique. Recently, the DOP has devised guidelines
for the preparation of annual training plans in all ministries and
departments. The intention is that all government ministries and
departments will be required to prepare and submit for DOP consideration
training plans by February each year. These training plans will be
discussed with individual ministries and departments in March of each
year. The outcome will be shared with the national training institutions
for implementation, and with the donor community for assistance with
external training. The DOP Training unit will (given that managers and
personnel officers have limited experience and skills in identifying
individual training needs) have to provide guidance during the discussion
phase of the planning process.

9/ These elements are missing even in existing training plans prepared by
Creative Associates and under contract with USAID.
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Management of Counterpart Development Through Expatriates.

4.10 At present, there is a standing Commission on Localization of
Training, which monitors the pace and impact of localization. The
commission is expected to produce strageties for counterpart development.
However, the Government has had difficulty in ensuring that expatriates
train local counterparts. A number of factors contribute to the
unsatisfactory use of expatriates to develop counterparts in the Civil
Service: there is little systematic definition of the expatriate's
training responsibility, nor adequate monitoring of their performance as
trainers. As a result, although training is expected of all expatriates as
part of their contractual obligation, it is too often treated as a residual
to be done informally after -operational" tasks are completed. Secondly,
expatriates are given responsibilities and functions that do not allow them
any time for training counterparts. The training activity is not budgeted
for or written up as a contract or in the job description. Furthermore,
due to a shortage of manpower. in many instances, no qualified counterparts
are available to work with the expatriates. Even where an
expatriate-counterpart relationship is established, high turnover and
frequent reassignments often prevent the localization of positions, since
counterparts are transferred before they have acquired the necessary
skills, knowledge, nnd experience. So far, neither donor agencies nor the
Directorate of Personnel has systematically analyzed the use of expatriates
as trainers of counterparts, to assess the current effectiveness of such
arrangements or to provide guidance for future assignments.

Recommendations

4.11 Strengthening che Human Resource Planning Function: The
Government has taken steps to strengthen the Human Resource Planning
function within DOP by obtaining through technical assistance, a Human
Resource Planning Advisor. At present, the Human Resource Planning unit
(ERP) consists of the advisor and his counterpart. It is essential that
the unit be responsible for (a) upgrading the personnel information system
(including reviewing the existing information and updating procedures, and
establishing a computerized system); (b) improving Human Resource Planning
procedures (including updating the Establishment Register, and enhancing
methods of projecting human resource needs against demand); and (c)
improving Human Resourc. Budgeting (including reviewing the criteria for
increasing the establishment, and procedures for coordinating financial and
staffing information). The basic objectives of such a human resource
planning function would be to: (a) develop appropriate systems to predict
the demand for human resources in Departments, across Ministries and
overall, in the short, medium, and long term; (b) provide efficient and
effective systems for analyzing and evaluating existing and future needs,



- 25 -

for improving services, and removing any financial or other constraints;
(c) develop existing systems (confidential annual report, information on
training and qualifications undertaken, etc.), supplementing staffing
information, to Identify current human resource supply, and predict future
positions; (d) develop (presumably with Finance)10/ machinery for bringing
together projections of human resource demand and supply to form human
resource plans; (e) coordinate staffing-related activities to maintain the
planned levels, or respond to agreed new priorities; and (f) provide
regular reports and projections to inform Departments and Ministries of
their performance against the human resource plan.

4.12 For the HRP unit to perform its functions satisfactorily, it will
have to liaise closely with the computer bureau in the Ministry of Finance
and Development Planning, and the 0 & M Unit within DOP. Sources in the
Computer Bureau of the Ministry of Finance and Development Planning have
indicated (see Annex 7) that most of the data could be made available with
some coordinated effort between the Computer Bureau and the DOP. The unit
should be strengthened by the addition of a computer specialist.
Additional staff resources to support this unit should be provided by the
DOP and the 0 & M Unit. A steering group with representatives from DOP,
some senior line managers and the planning cadre should oversee the
development of the new system. The proper development of the HRP function
should be carried out in four phases:

(a) the strengthening of the Human Resource Planning Unit by
providing it with additional resources;

(bl the design of a computerized personnel management information
system;

Cc) the implementation of the already specified, partially
designed information system; and

Cd) priority actions to improve human resource planning and
budgeting by the Directorate of Personnel coordinated with
Ministry of Finance and Development Planning.

4.13 For the personnel information system to operate at its full
potential, it would require readily accessible manual records containing
key Information on individual members of staff; systems to ensure that the
information is accurate and updated; adequate orientation and information
on the system and its operation; quick responses to requests for staffing
information; and methods of revising the information base and system to
meet changing or new needs. It may be necessary to provide DOP with its
own computer facilities to ensure easy access and confidentiality of

10/ The Employment Policy Unit of Ministry of Finance and Development
Planning is responsible for the preparation of the National Manpower
Plan. This unit will only be responsible for the Civil Service Human
Resource Planning.
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personnel records. The objective should be to keep limited information on
staff, rather than collect data for the purpose of esoteric statistical
analysis. A streamlined and simple approach, would help ensure the
information is updated because everyone can see clear justification for
doing so, facilitate easier monitoring, and enable requests for staffing
information to be reviewed, justified, and met efficiently.

4.14 Establishment of an Association of Personnel Management in
Botswana: To upgrade the professionalism of the personnel cadre it is
recommended that an Association of Personnel Officers be established to
cover the public, parastatal, and private sectors. The Association should
have a Governing Board made up of representatives from all sectors, and
assisted by a high level advisor with a local counterpart assigned to him.
The advisor function could be identified for donor funding for two years
and be placed at IDM which is currently offering the mest advanced training
in personnel management in Botswana. IDM should take the initiative of
bringing together representatives from the Civil Service, parastatals, and
private sector to help form the Association. Responsibilities of the
advisor would include helping to establish the Association with its
functions, procedures and priorities, and setting up and assisting the work
of its subcommittees. It is recommended that subcommittees could be
established in the following areas:

a) Professional Standard Sub-committee, to establish the
appropriate entry level into the personnel cadre, review and upgrade the
schemes of service for the personnel cadre, and consider a certification
process for personnel specialists;

b) Regional Cooperation Sub-Committee to identify common
objectives and potential sharing of resources in the BLS region, and beyond
(e.g. SADCC);

c) Education Sub-Committee to establish a coordinated program
of: (a) orientation, (b) skills development, Cc) advanced, and (d) special
topics. Once the offered courses and qualifications are brought together
as one integrated program, it is recommended that an examination be
established using external moderators. It is also important to emphasize
that despite the value of external validation and affiliation, the
Association and its qualifications need to be established and designed to
meet specifically Botswana-based needs. The Education Committee should
also arrange annual or semi-annual conferences for the members of the
association inviting top speakers from outside the country. Monthly member
meetings and workshops, should be organized with the member organizations
on their current practices and problems.
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d) Affiliation Sub-coomittee to establish external validation
for the qualification and examination offered by the Association. At an
early stage this sub-committee should liaise with the Institute of
Personnel Management of U.K. (IPM) in an attempt to obtain IPM acceptance
of the Botswana program, which over time will need to branch out into a
graduate and non-graduate stream.

4.15 Improved Management of Counterpart Development by Expatriates: A
more systematic approach towards the management of counterpart-expatriate
arrangements, will require a specific allocation of time and budget. It is
recommended that the existing Localisation and Training Commission be
strengthened by the posting of an officer within the Directorate of
Personnel to take overall responsibility for the management of counterpart
development. This officer should develop the skills specifications for
expatriates to ensure that they are qualified successful trainersll/;
participate in selection of expatriates to ensure that these requirements
are fulfilled, and that they are defined as part of the job description
with agreed performance indicators; develop a roster of all expatriates and
their counterparts, with training plans, and agreed performance indicators;
design a process for expatriate performance evaluation (with special
emphasis on the training of counterparts); and periodically, monitor the
training of counterparts. Whenever an expatriate is recruited, the
selection should ensure that the individual has the necessary training
skills, and is given clear terms-of-reference specifying his role as a
trainer, and the basis for evaluating his performance in this role. The
training responsibilities of the expatriate should also be taken into
account in fixing his work assignments, so that he is given adequate time
to instruct, coach, and supervise the counterpart.

4.16 Seconduents of Personnel Staff: Consideration should be given to
periods of secondment for personnel staff to work within ministries, in a
way similar to the planning officers, to deal more effectively with needs
specific to each ministry.

V. TMINiN ITS I UTIOMS

Introduction

5.01 While there are a number of training institutions in Botswana
providing training for management (including private consultancies), this
report concentrates on the major national institutions. The role of the
Institute of Development Management is given extensive treatment in the
main report. Therefore, this chapter is restricted to the analysis of

11/ The Government needs to differentiate between those highly technical
jobs for which the expatriate is required to perform line function
with no training responsibility and those functions which an
expatriate holder is required to transfer knowledge to a local
person. In the former, the expatriate need not have training
qualifications.
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issues relating to the Botswana Institute of Administration and Commerce
(BIAC), and the University of Botswana (UB). Details of institutions
providing accountancy training are given in Chapter VI.

5.02 It has been the custom, for some years, to use a process of
review committees to monitor and influence the content of the syllabi of
various training institutions under government control, and to help
coordinate the training programs among the institutions. In July
1985, the Cabinet approved the formation of a National Industrial Training
and Technical Education Council (NITTEC) representing various government
ministries, the Botswana Employers Federations, and the Botswana Federation
of Trade Unions. The role of this Council is to coordinate training,
ensure standards, and carry out special assignments for the Directorate of
Personnel through ad hoc comittees. NITTEC has recently proposed a
special committee consisting of the various training institutions described
in this report. It is understood that this committee will play an
important role in bringing the institutions together to study areas of
common interest.

Botswana Institute of Administration and Commerce (BIAC)

5.03 BIAC is a government institution administered directly from the
Office of the President. Previously known as the Botswana Training Center,
its name was changed in May 1980 to reflect its new responsibilities. Its
activities are divided into three sections: the Public Service Section
providing in-service training for government employees; the Accountancy
Section providing certificate and diploma programs in accountancy and
business studies; and the Secretarial Section providing training for the
secretarial cadre. The development of BIAC has been strongly supported by
the ILO and UNDP under its previous incarnation (Botswana Training Center)
and by a joint ILO-UNDP second phase project from 1982 to 1984. The World
Bank has assisted by financing the provision of additional physical
facilities.

5.04 The Public Service Section provides training to public officers
on national political, social and economic needs; and on the s ills
required in operational posts in the public service. The curriculum is
divided into three parts:

(a) Clerical and Administration Courses at three leve-ls -
induction, basic and advanced;

(b) Stores and Supplies Administration Courses, a primary
storekeepers' course, a supplies induction course, basic
supplies administration, and advanced supplies
administration;

(c) A Personnel Management Course.
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5.04 The Accountancy Section offers three programs, a Certificate, a
Diploma and a Higher Diploma in Accountancy and Business Studies. These
are described in more detail in the section dealing with Accountancy
Training (para. 6.04 (a)).

5.05 The Basic Administration Course is a 12 week program in office
management/administration skills for civil servants. The course is
designed as a preparatory course !or officers at the GA 5 level of the
General Adr'nistrative Cadre, to assume supervisory, office msnagement, and
general administrative responsibilities. The course is a requirement under
the Public Service Commission Examination Board. The program includes
courses in government administration, office management, language skills,
general orders and regulations for industrial class employees, public
finance and accounts, and supplies administration and procedures.

5.06 The Advanced Administration Course is an eight week program
designed to equip students with administrative skills for supervisory and
middle management level and prepares officers who have served at the GA 3
level for at least three years for promotion to GA 2 level. Like the basic
program, it is a required course under the Public Service Commission
Examinations Board.

5.07 The Basic Personnel Management Course is a 12-week preparatory
program for officers at the GA 5 level who are under consideration for
promotion into supervisory or middle management position in the area of
personnel management. It is also a required course under the Public
Service Commission Examination Board. Many of the courses appear to be
similar to the Basic Administration Course, but includes a module on
personnel management covering topics such as the role of pe.sonnel
management, the staffing function, training and development, manpower
planning, organization and methods, performance appraisal, controlling
employees, and industrial relations.

5.08 Participation in Accouncancy Programs: Each year about two
hundred peoplr apply for about 50-60 places on two Certificate level
programs offered. While this enables BIAC to enforce its entry
requirements of pass in GCE ordinary examination, some junior candidates
(about 25 percent) are admitted if they are recommended by their employees,
and have the requisite experience. Between 25 and 30 students enroll each
year for the Diploma level course. The entry requirement for this is
credit in the certificate course or equivalent and a year's relevant work
experience. Of the current Diploma students, 56 percent are female, and
88 percent possess the GCE. The average age is about 25 years with about
four years work experience. A recent ILO survey of a sample of diplorsa
holders showed about 25 percent are employed in the central government, 32
percent in local government, 21 percent in parastatals, and 22 percent in
private and other organizations.
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5.09 Accountancy Course Examinations: In 1980 BIAC established an
Accountancy Examinations Board, consisting of representatives of the
Government (Accountant-General, Auditor-General), parastatals, private
sector, and BIAC staff, to advise the Directorate of Personnel on
standards, and to screen examination papers and authorize results. Over
time BIAC has enforced its standards more rigorously. Overall, the pass
rate for the Certificate has been about 60 percent, although this has
declined from 75 percent in 1982 to 48 percent in 1984. Overall, in the
Diploma the pass rate has been about 59 percent, declining from 84 percent
in 1982 to 50 percent in 1984.

5.10 BIAC Staffing: There are currently 56 staff at BIAC consisting
of the Principal, 43 teaching staff, 7 General Administrative staff, and 5
Secretarial staff. Until recently BIAC had ILO/UNDP experts in their staff
but this contract is now terminated. In the Accountancy section there are
9 local lecturers (5 with Bachelor dtgrees) and 7 expatriates (3 with
Masters degrees and 4 with Bachelor degrees). These staff fill the
positions of Head of Accountancy, Lecturers (8), Assistant Lecturers (3),
Principal Instructors (2), Senior Instructor, and Instructor.

5.11 Revenue and Expenditure: BIAC is administered and funded out of
the Office of the President with the primary responsibility to provide
introductory training to new entrants into the Civil Service and in-service
training for others. Over 83 percent of the student body comes from the
public sector and of the 589 participants in courses in 1983/84, 73 were
from the private sector and 37 were parent-sponsored. BIAC received donor
support from ILO in the form of equipment, instructional materials and
staff for the development of accountancy course. This support has now
terminated (para. 5.10). In 1983/84, over 98 percent of BIAC's revenue
came from the Government. The cost therefore to the Government per its
sponsored student is about P 1 721 (US$930.3). Non-Government sponsored
students pay fees. The le-rel of fees 9s set at P 800 (US$432.4) for
boarding students and P 400 (US$216.2; for non-residenta. In 1983/84,
approximately 44 percent o. the participants were boarders. BIAC's budget
has increased in the same manner as other government agencies In Botswana.
In 1984/85, its budget was P 832.100 compared to P 782,363 in 1983/84-a
6.4 percent increase. The 1984/85 budget was distributed as follows:
staff costs 45.2 percent compared to 48.6 percent in 1983/84;
administrative costs 27.4 percent (24 percent in 1983/84); food 18.6
percent (21 percent in 1983/84); and utilities 8.8 percent (6.4 percent in
1983/84). The cost per participant in 1983/84 was P 1,328.3 (US$715) while

boarding costs per boarder amounted to P 823.5 (US$445.1). Without more
comparative data, it is not possible to judge the cost effectiveness of
these programs.



- 31 -

5.12 Sumwary and Issues: BIAC is providing adequate accountancy
training through its Certificate and Diploma courses and have succeeded in
obtaining exemptions from both the ACCA and CIS examinations. BIAC has
provided the Botswana economy with 169 diplomates and is making a valuable
contribution to the training of accountants at the technician level. As
has been described elsewhere (Chapter VI), BIAC should play a useful role
within the proposed institute of accountancy. However, since its inception
BIAC has had co rely on continuous donor assistance from ILO/UNDP, which
has funded 9 project staff totalling 33 staff years, between January 1979
and March 1985. While this development project has undoubtedly helped BIAC
at its initial stages, its future success depends on its ability to recruit
and retain high calibre staff. For the time being, as a Civil service
entity, BIAC has difficulty recruiting and retaining high level staff12/.
This may pose a problem with the introduction of Part II of the Higher
National Diploma courses--program aimed at Senior Managers--and with the
proposed realignment of standards of its accountancy training to fit the
requiremei,ts of the proposed Institute of Accountants. In addition,
because of the current Civil Service schemes of service, BIAC cannot offer
part-time evening classes which may be essential within the proposed
framework for accountancy training.

5.13 Recommendations: While it is highly desirable that BIAC continue
to operate with as much independence as possible, it is recommended that
the Government closely monitor BIAC's progress, and where necessary seek
external assistance for its development. The Government should approach
IDM to play an institutional support role for BIAC and this role should
include assistance with the development of its future training strategy and
the training of staff in teaching techniques. Although BIAC is likely to
remain an integral part of Government, it is recommended that the entry
level salaries for lecturers be increased, and attempts be made to ensure
that lecturers are well qualified and have the relevant experiencel3/.
This is particularly essential for the accountancy faculty. BIAC ilsould
prepare a comprehensive staff development plan for each of its staff which
should include training plans. In its planning and coordination, the
Government should encourage a realignment of teaching responsibilities
between BIAC and the university, to help BIAC concentrate on and expand its
teaching of certificate and diploma level courses. To play the recommended
role in the framework of accountancy training (See Chapter VI), there is a
need to review BIAC's current staffing, and plan for additional
strengthening that may be necessary. This is especially important in

12/ The entry for instructors is GA 3 which pays P 9,844 to P 7,704.

13/ The use of partial autonomy for BIAC was raised and discussed during
the green cover review of this report with the Government. Part of
the terms-of-reference of NITTEC is to carry out studies on behalf of
DOP on issues such as schemes of service reviews. One possibility is
that NITTEC be approached to review the current status of BIAC and the
feasiblity of alternative schemes of service.
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accounting, commerce, law and computer skills. Plans should include a
combination of special training and an addition of three high level
trainers in these areas to help develop local staff capabilities.
Training and staffing support should be considered as areas for donor
assistance. Ways should be found to increase BIAC's flexibility to
delivery its training services. Within the framework of accountancy
training (Chapter VI), it will be highly advantageous for BIAC to be able
to offer both evening programs and outreach capacities to teach outside of
Gaborone. Consideration should be given to the provision of resources to
make more frequent use of part-time lecturers. In addition, it is
essential to establish a longer-term support arrangement for BIAC in the
aftermath of ILO's departure.

5.14 In terms of its longer-term development, the goals for BIAC should
envisage its emergence as a well rounded public administration and
commercial college, catering to both the public and private sectors. Its
public sector role needs to be broadened to offer a more systematic series
of programs aimed specifically at different levels of responsibility in
government, linked closely to an improved succession planning process in
the Civil Service. Although such programs should be accompanied by some
form of certification to demonstrate successful completion of each stage,
the emphasis should move away from standardized general syllabi towards
those based specifically on the roles, functions, and problems experienced
by junior and middle level public administrators. To be attractive to
government and to fit more closely with the current training plans, these
programs should be offered in shorter modules (although clearly related
within an overall framework), and where possible, on a part-time and
evening basis to attract existing Civil Service employees. This is clearly
a development that cannot be achieved rapidly, and will require both
upgrading the caliber of BIAC's teaching staff, and very close
collaboration with the 0 & M unit and the training unit in the Directorate
of Personnel in the design of the content of the modules and the framework
within which they are contained. An increased private sector focus is
essential to the long-term status of BIAC as a national institution. This
development should be managed in parallel with the broadening of public
sector programs, and will involve the production of special modules and
programs with a private sector emphasis (This is especially important,
although not exclusively related to the evolution of accountancy
programs). BIAC should take the initiative of calling together informal
user groups from the private sector and parastatals to help define
priorities and syllabus content. In this respect, short and part-time
courses will also be especially appropriate to private sector and
parastatal needs. In the short-term, while BIAC's teaching competence is
being upgraded, consideration should be given to using part-time trainers
from the private sector and parastatals. Close coordination with IBD will
also be important.



- 33 -

The University of Botswana

5.15 Origin: The University of Botswana was established in July
1982. From 1964 to 1975, the joint University of Botswana, Lesotho and
Swaziland had its headquarters in Lesotho and branched in the other two
countries. When the University of Lesotho split away in 1975, its place
was taken by the University of Botswana and Swaziland, until the
independent University of Botswana was established. After the split, the
governments of the two countries agreed to continue to exchange students
and to cooperate in specific areas, an Advisory Committee for accountancy
training was established.

5.16 Programs Relating to Management and Accountancy: The University
through the Faculty of Social Sciences offers a number of programs relating
to management and accountancy.

(a) BA Degree with Combined Major in Law and Management: this
program follows the LIB program for the first two years, and
in Years 3 and 4 include some specific law and management
topics (see Annex 8).

(b) BA Degree in Public Administration: this program prepares
candidates for career in the public sector, and can also be
taken as a combined program with Political Science (see Annex
9). The degree includes an eight week attachment to
government organizations to enable students to gain
experience into the operation of public administration
machinery, to participate in work assignments under the
advice of the faculty, and to produce reports on their field
experience in addition to research project option.

5.17 The School of Accounting and Management Studies in the Faculty of
Social Sciences, also offers four accountancy programs - the BA in
Accounting, the B. Con, the Certificate in Accounting and Business Studies,
and the Diploma in Accounting and Business Studies. These are described
further in the section on Accountancy Training (Chapter VI). Since
1980/81, the number of students enrolled in accountancy subjects has more
than doubled, from 218 to 442 in 1984/85. For the B. Com program, the
average annual enrollment varies from 30 to 37. In the Certificate program
the enrollments have increased from 117 in 1980/81 to 226 in 1984185. In
the Diploma program enrollments have increased from 48 in 1980/81 to 57 in
1984/85.
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5.18 The Department of Political and Administrative Studies (PAS) runs
a certificate course for the Land Board Administration for officers working
for landboards with at least five years administrative experience. The
course includes, Botswana Politics, Economy of Botswana, Botswana's legal
system, constitutional and administrative law, land law, local Government
and administration, land board administration, and personnel
administration (Annex 9). PAS also offers research, consultency and
extension services to government ministries and parastatals, as well as
organizing lectures, seminars, or workshops for civil servants and public
enterprise managers, among others. They list their areas of special
interest as public policy analysis, rural development administration,
public enterprise management, African politics, and SADCC. The Department
has six faculty members willing to undertake such arrangements; all have
Masters degrees.

5.19 The Department of Economics: The Department offers economics as
a subject in a single major degree, and in a combined majors degree.
Although separate figures for economics students are not available, the
combined figures for enrolments in economics and social science has almost
doubled since 1979. However, a small proportion of these are economics
students because only few meet the entry requirements which emphasize
mathematics and statistics. In recent years, the university has graduated
between ten and fifteen economics students per annum. Economics is an
increasingly important discipline in both the private and public sectors,
and is especially important to the Civil Service as the entry requirement
for the planning cadre.

5.20 The Staff Development Program places local students in funded
post-graduate programs at overseas universities. Currently, there are
about 40 such students, of which about six are pursuing studies in
management related topics.

5.21 Proposals for a Faculty of Business Studies: There is a recent
proposal to establish a Faculty of Business Studies at the Universityl4/.
According to the proposall5/, if the University were able to train 50
B.Com. graduates each year (a target it has not reached), it would produce
only 250 graduates by 1991, less than half of the projected requirement in
the National Manpower Development Plan. Furthermore, other major training
institutions in Botswana, including the IDM and the BIAC, would not be able
to meet the need for accountants by 1991. The proposal would involve
expansion of the School of Accountancy and a Management Studies (SAMS) into
a Faculty of Business Studies and substantial increase in enrollment in

14/ The National Manpower Development Plan (1984) prioritizes the training
of additional citizens by 1991 in these (among other) areas:
accoulLtants (a further 748), administrators (a further 748), managers
(a further 1,492), bookkeepers (l further 2,250), production
supervisors (a further 2,102), personnel specialists (a further 148),
government executive officials (a furthez 835).

15/ Proposed Faculty of Business Studies, University of Botswana (undated).



- 35 -

existing programsl6/. While the present Certificate and Diploma courses
would remain, the B. Com program would be revised and changed. The new
program would enable students to major in Accountancy, leading to a
professional accounting qualifications; in Management, preparation for a
career in government or business; in marketing, for career in Business,
and in finance, for responsible careers in banking, insurance or statutory
corporations. The proposed Faculty would require 14 teaching staff (the
current staffing of SAMS is 8), with new additions in a few year period.
However, the plan assumes no expansion of existing physical facllities and
deserves serious consideration for donor support.

5.22 Plans for Masters Degree in Administration: Early discussions
have taken place on the desirability over the long-term of introducing a
Master3' program in Administration.

5.23 Revenue: The University is generously supported by the
Government. It received about P 5.5 million in Government subvention in
1984/85. In addition on a grant basis, each student ieceives tuition and
fees, room, board and supplies, as well as an allowance for personal
expenses (P 8,000 per student). The University's total revenue in 1984/85
was P 10.4 million. This compares with P 9.6 million in 1983/84 and a
projected revenue of about P 12.6 million for 1985/86. In addition to the
direct subvention and student fees, the University derives income from
external sources in the form of grants, donations, and transfers of money
for payment for sponsored posts. Income from this source amounted to P 0.6
million or five percent of the total revenue in 1984/85. Approximately
22.4 percent of the total revenue came from sales and services of auxiliary
enterprises like bookstore, refectory and residences.

5.24 Costs: The direct costs of the university's academic departments
in 1984/85 was P 5.2 million, while the overheads of the University was
approximately P 5.8 million. The average cost per student year over each
year of the four year degree course for the 1,208 full time equivalent
(FTE) students enrolled at the university is about of P 9,234.3
(US$4,991.5) or four times the 1984 per capita GNP. These estimates do not
include the annual interest and amortization charges on the capital cost of
University buildings (which in 1984/85 was valued at P 17.9 million), nor
the earnings foregone by those who attend the University. Overall, the
University spends 58 times as much on each student as is disbursed for each
primary student. While these costs are highl 7 /, it is generally true that
countries which have a very small enrollnent in higher education, do have

16/ They project that the enrollments in the Certificate and Diploma will
increase by 87% by 1991 (from 283 to 530), and by 89% in the B.Com.
Program (from 141 to 266).

17/ These costs are particularly high because of the heavy reliance on
expatriate lecturers.
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costs per student which are well above the average and these costs are
roughly comparable to those of other Eastern and Southern African
countries, for example, Lesotho US$5,898; Malawi US$3,419; and Tanzania
US$9,80918/.

5.25 Overhead Costs: Overhead costs or non acAdemic teaching costs
total about P 5.8 million in 1984/85 (Annex 10). These costs are
distributed as follows: 28.5 percent for institutional support i.e.
university administration; 11.5 percent for operation and plant
maintenance; 14.7 percent for library and resource center; 3.8 percent for
research; 2.8 percent for community and student services; and 4.9 percent
for the bookstore and the rest for refectory and residences. After the
direct teaching departments, institutional support costs, that is the costs
of University administration takes up 17 percent of the total expenditure
of the University in 1984/85 (15 percent 1983/84) (Annex 10). This
proportion is high and compares with 13 percent for the same category of
expenditure in the University of Lesotho. A situation where 17 percent of
total recurrent expenditures is devoted to administration is not to be
taken lightly.

5.26 The Costs of Academic Departments comprise of 46.2 percent of
total University recurrent expenditure in 1984/85 (47.4 percent in
1983/L4). This compares with 34 percent for the National Uuiversity of
Lesotho and the University of Malawi. The recurrent expenditure of the
Faculty of Economics and Social Science comprises of 6.9 percent of the
total University expenditure in 1984/85 drop from what it was in
1983/84. This compares with 9.1 percent for the Faculty of Education and
10.7 percent for the Faculty of Science. Student teacher ratio in the
Faculty of Economics and Social Science is about 7.5:1. The Faculty can
make significant economies since the ratio of staff to student is below
10:1. This ratio compares unfavorably with those now set by the UK
University Grants Committee of one member of the lecturing staff to 12
students. It is therefore recommended that the Faculty of Economics and
Social Science raise the ratio to 12:1.

5.27 The Faculty of Social Science also awards certificates and
diplomas in business and administrative studies. Most of these students
are part-time students who sponsor themselves. The certificate covers a
period of two years while the duration of the diploma is three years.
Certificate students pay P 140.00 a year in fees, while diploma students
pay P 150.00 a year in fees. Although, this program is coordinated by the
university, most of the lecturers are part-time. The lecturers are paid
between P 9 and P 11.0 per hour worked. This program in 1984/85 was
subsidized by the University by about P 23,000.0 which represents the total

18/ L. Wolff: Controlling the Costs of Education in East Africa. 1BRD
Report No. 4907 - EAW, August 3, 1984.
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outlay on salaries of part-time lecturers. Given the limited data it is
not possible to assess the cost effectiveness of this program. It is
recommended that a more detailed study of the cost effectiveness of the
various academic departments of the University be undertaken.

5.28 Issues: The University of Botswana is clearly making an
invaluable contribution in providing the intellectual grounding for future
managers, administrators and accountants. There has been an impressive
growth in the enrollments in the schools ct cerned with such education, and
projection of still further growth over the next five years. However,
there are a few issues which need to be addressed.

(a) Programs are too Academic in Orientation: It Is the
perception of many managers in Government and the parastatals that the
University programs are over-academic for the needs of managers,
administrators and businessmen dealing with a wide range of practical
problems in an ever mDre complex environment. While a university is not
simply a training college, nevertheless the faculty concerned with general
managerial and financial management training have a special responsibility
to ensure that the content of such programs is closely aligned to practical
circumstances. This is especially important in Botswana where new
graduates are often placed in positions of responsibility without the
opportunity to build up years of experience.

(b) Frequency of Review Committee Neetings: There are review
committees representing members of government and the private sector who
meet to influence the content of university syllabi and teaching methods,
and to coordinate their programs with those of other institutions.
However, these committees need to meet wDre frequently and continue the
e.cforts to ensure the practical content of university management-related
programs. In addition to the meetings each semester, special meetings of
sub-committees should take place to give in-depth consideration to details
of the syllabus, teaching methods, and material and their relation to
practical needs in each sector of the economy.

(c) Relationship with BIAC Programs: While expansion of the
type proposed for the creation of a Faculty of Business Studies would
clearly bring added benefits and contribute to meeting increased projected
demand, such an expansion should be p'Lanned with two important
considerations. Firstly, there is a need to rationalize the training
currently offered across the spectrum of education and training
organizations in Botswana, and to determine whether it makes sense for the
University to devote scarce resources to certificate level programs
(especially when there appears to be some overlap with programn offered at
BIAC) or whether it would be better for the University to divest itself of
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lower level programs to use its scare resources to better effect.
Secondly, an expanded program of education (such as that envisaged in the
proposed new B.Com Program) should have support from managers in the Civil
Service, parastatals, and the business community, to ensure that these
programs are designed to meet the most urgent, practical needs of Botswana.

(d) Faculty: The Faculty of Social Science finds it difficult
to attract and retain enough suitable lecturers in economics and some other
related disciplines essential to the development of managerial skills in
Botswana. For example, there is a marked shortage of trained economists
for the planning cadre in the Civil Service (as well as economists for
other sectors of the economy). And yet the department of economics lost
its professor 20 months ago and the vacancy has yet to be filled. In
addition, the department lost a lecturer in December 1984 and a further
lecturer is leaving to pursue a Ph.D. It is urgent, therefore, that the
vacancies be filled as soon as possible, and that a temporary replacement
be found for faculty members pursuing further education overseas. In this
connection, the university would benefit from a twinning arrangement with
an overseas university which would include arrangements for faculty
exchange. The current relationship with the State University of New York
does not include such exchange arrangements. In addition, the department
needs an expansion of faculty which should consist of highly qualified and
experienced lecturers. This may require donor assistance.

Recommendations

5.29 It is recommended that the ongoing review process focus on the
managerial and accountancy program in the university and address the
following:

(a) Study of the relationship between university programs and
program offered by BIAC and IDK, with a view :o rationalization and
devising methods for improved ongoing collaboration and coordination.

(b) Proposals for revision of the curriculum of the B.Com.
program, especially in view of its importance in the structure of the
proposed accountancy training program following the establishment of the
Institute of Accountants.

(c) Proposal to the relevant University Committee for selection
of part-time teacher/consultants from the Government, parastatals, and
private sector.

(d) Study of the proposals for the Faculty of Business Studies
to ern*ure that it meets the most important national objectives, and that
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resources are provided to recruit staff with management and consulting
experience. Although the proposal has merit, it is still at a preliminary
stage, and has yet to be formulated fully and the faculty's non teaching
functions, e.g., research, consultancy, need to be spelt out. It would be
advisable to involve the IDM in the plans from the early stages. The
Government may wish to consider obtaining donor assistance to help prepare
the plan and its implementation phases.

(e) Procedures for introducing part-time evening programs for
mature learners, especially for the B. Com degree.

(f) Ways of collaborating with the Universities of Swaziland and
Lesotho, perhaps within the SADCC framework.

VI. ACCOUNTANCY TRAININC

Introduction

6.01 There is unanimity in Government, among training institutions,
and across the accountancy profession in Botswana, that there is a need to
establish regulation for the accountancy profession, and to bring some
order to the current confused state of accountancy training In the
country. However, efforts to move towards solutions, which include the
establishment of a legislative framework, have been characterized by delay,
and in the past, some differences of opinion about the best way in which to
structure the governance mechanisms and organize the training in
accountancy. This chapter will outline the current state of the
profession, describe the training that is being provided In accountancy
skills, outline the initiatives being taken to regulate the profession and
rationalize training in accountancy skills, and recommend the next steps
that should be taken.

Current State of the Accountancy Profession

6.02 There are still only a few fully trained citizen accountants in
Botswana, despite the growing need for accountants in all sectors of the
economy. These were trained mainly in the United Kingdom through the ACCA.
One is completing the CPA qualification (US) and anotber the CPA (Kenya).
Overseas accountancy training has had limited success because few trained
persons return to the country. At present, the accountancy profession in
Botswana is represented by five professional accountancy firms and is

heavily dominated by expatriates. In the Government, there is also a
shortage of professional accountants, and there is a particular need for
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trained auditors. Most Civil Service accounting work is carried out by
persons at the technical level (graduates of the local certificste and
diploma programs), or by graduates of the B.Com. degree. There is general
agreement that although this training provides useful basic skills, it
falls far short of the preparation needed for administering public accounts
in the Civil Service. The Government, nevertheless, attempts to control
standards for entry into the accountancy cadre by requiring for appointment
as Senior Accountant either an eight-week basic accounts course, on a
twelve weeks in-service accounts course, or nine years' work experience; or
progress in a professional qualification (e.g., ACCA levels 1 and 2, or CT17
Parts A and B), and eight years working experience. The schemes of service
are currently under revision.

6.03 The accountancy profession has established an Association of
Accountants, an informal organization which has devoted itself mainly to
short-term urgent needs (such as the need to improve the quality of
training and pushing for the necessary legislative framework to help
regulate the profession and establish standards). however, the Association
has also looked into the future and is proposing a five-year strategy for
the profession, including proposals for codes, ethics, standard setting,
training and relationships between the profession and Government. The
Council of the Association includes representatives from BIAC, the
University Accountancy Department, the Auditor-General and the Accointant
General, as well as members from all the professional accountancy firms in
Botswana. One of the more tangible initiatives of the Association has been
the establishment by their Education Cowmittee of an Accountancy Training
Institute (ATI), described in iDre detail in the next section.

Accountancy Training: Current Programs

6.04 There are currently four main institutions offering training in
accountancy skills in Botswana:

(a) BIAC: About ten to twelve years ago, the Office of the President
establishiieF-n accountancy training committee to advise on accountancy
training in Botswana. This committee (which later became the Commercial
Training Committee with the inclusion to their term-os-reference of
secretarial training) has been chaired by the principal of BIAC, and
includes representatives of government, parastatals, and town councils, and
a single representative from the Botswana Employers Federation. Because of
its mainly public sector composition, the committee's most useful
contribution has been advice on the improvement of BIAC training. BIAC
offers three programs of relevance: (i) National Certificate in
Accountancy and Business Studies: a one-year full-time course, providing
basic training for bookkeepers and junior accountants, mainly in the Civil
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Service. This course provides an Accounts Clerk qualification. Entry
requirements consist of a GCE 0 level, or Good Junior Certificate pass with
relevant job experience; (ii) National Diploma in Accountancy and Business
Studies: a one year full-time course leading to middle-level accountant
qualification, mainly but not exclusively, for accountants in the Civil
Service and parastatals. Entry requirement is the Certificate referred to
above, and possession of the Certificate in Accounting and Business Studies
from the University (or equivalent); (iii) Higher National Diploma in
Accountancy and 3usiness Studies: This is a program which started in July
1984 and is intended by BIAC to be the first stage towards a full
professional program to be offered at a later date. Entry requirement is
the Diploma (above), the University Diploma, or graduates of a Bachelors
degree with a major in accountancy. This course is expected to train
individuals for managerial positions in the accountancy cadre in Government
(e.g. Senior Accountant) and responsible accountancy posts in sectors
outside the Civil Service. BIAC has managed to obtain some international
recognition and exemptions for their programs: the Diploma is exempted from
three subjects (accounting, costing and economics) in the ACCA level I
examination (but has failed to obtain exemption from the level I Law
paper); Diploma holders are granted direct entry into the University of
Zimbabwe's Bachelor of Accountancy degree; and finally, holders of the
Diploma are granted exemption from the CIS Part A, while the Higher Diploma
prepares students to take the CIS Part B (The second part of the Higher
Diploma will prepare students for Part C). To date, BIAC has produced 214
certificate holders, and 169 diploma holders. The majority of diploma
holders work in local government, central government, some of the large
parastatalsl9/ and a few in private and other organizations.

(b) University of Botswana offers: (i) Certificate in Accounting
and Business Studies: a part-time, two year program which provides training
in bookkeeping, commercial arithmetic, accounting, economics, business law
and taxation, office organization and management, commerce, and English.
Preference is given to candidates with practical experience; (ii) Diploma
in Accounting and Business Studies: a part-time, three year program
focusing on financial accounting, cost accounting, taxation, auditing,
business law, business administration, statistics, data processing and
economics (the University is also introducing a full-time diploma course);
(iii) Bachelor of Arts Hajoring in Accountancy: a four year program which
allows specialization in Years 3 and 4; and (iv) Bachelor of Commerce
Degree: a four year program which provides the major local graduate stream
in-toaccountancy positions in Government and the parastatals. The syllabus
of the degree is shown as Annex 11. It is believed that the BA
(Accounta-ncy) prog-am has received exemption from two or three papers in

19/ Such as the Botswana Meat Commission, Botswana Power Commission, and
the National Development Bank.
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ACCA level I, while the B. Com program has received full exemption from
ACCA level I. The syllabus of the certificate and diploma programs are
broadly similar to those run by BIAC.

(c) Institute of Development Management offers: (i) Accounting I
and Accounting II: two three-week programs offering basic and intermediate
WI= s orientation focussing on AAT materials; (ii) Certificate in
Financial Management: an 18 week program in two parts preparing students
for parts I and II (respectively) of the AAT examinations; (iii) Two MAT
Examination Preparation Programs: a four week intensive course for the AMr
level II examination, and an intensive five weeks' coaching for the
financial accounting, and cost and management accounting papers in MAT
level III; and (iv) Internal Auditing: a two week course in internal
auditing practices.

(d) Accountancy Training Institute (ATI): ATI was established about
two years ago the Association of Accountants, as a non profit, self
supporting organization, to prepare students for the AAT examinations (and
ultimately through success at level III, exemptions from ACCA stage I).
ATI makes use of a British correspondence course with one half-day release
each week. ATI currently has 54 students enrolled mainly from parastatals
(Bank of Botswana, and the housing, power, and water corporations) and
private organizations like de Beers, as well as Junior staff from
participating firms of accountants. Of the 54 current students; 39 are
studying for AAT, and 15 for ACCA, mostly at Level II. ATI charges
students P 975 a year for AAT, and P 1,050 for ACCA students.

(e) Company Sponsored Programs: A number of companies in the private
sector and parastatals also deliver training (or support for correspondence
courses) in areas related to accountancy skills. For example, Barclay's
Bank, in their own training college, offer bigh quality training for the
Institute of Bankers' qualification, and many modules include a strong
accountancy content. BCL Ltd. which owns the copper nickel mines at Selebi
Phikwe, is also currently supporting training for employees towards the AMT
qualification.

(f) There is also a current SADCC study on an approach to regional
accountancy training sponsored by the Irish Government. The report which
will be available by July 1986, is likely to contribute some useful ideas
to an improved accountancy training structure in Botswana.

6.05 Summary: As can be seen, there is a wide range of courses in
accounting some of which overlap. The programs are geared to a number of
different external qualifications, at the technician level. ATI is the
only formal institution training for a ACCA, and correspondence courses
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have had only modest success to date. While the CIS is a widely accepted
Civil Service qualification, this exau1nation for which BIAC and the
university prepare students is not 1.n the mainstream of professional
accountancy training. BIAC io however, developing, through the Higher
National Diploma program, the type of traoining that will fit in with an
ACCA qualification. The university has responded to the need to generate
more B. Com entrants by proposing a full-ti.m diploma program run at the
university.

Current Initiatives to Establish a Legislative Foundation

6.06 There has been a number of attempts in Botswana to establish a
legal framework to regulate the accountancy profession and rationalize
accountancy training in the country. Some years ago a group from the
professional accountancy firma carried out a study of the profession and
training in other African countries with a view to putting forward
recommendations and a preliminary draf t act was submitted to the Attorney
General's Chambers in 1976. However, not much progress was made at that
time. Then, about two years ago, the Commercial Training Committee
proposed the creation of an institute which would provide status for the
BIAC accountancy training. More recently, a working group, was established
under the chairmanship of the Permanent Secretary of the Ministry of
Commerce and Industry consisting of the Director of Commercial Affairs2O/,
the Auditor General, the Accounteant General, the Head of the Accountancy
Department of the University of Botswana, the Read of Accountancy at BIAC,
and two members of the Association of Accountantse. The group was assisted
by the Chief Technical Advisor of the ILO/UNDP project at BIAC, who
provided working mterials to the group. It carried out an analysis of
legislation to regulate the accountancy profession in a cumber of other
African countries2 l/, examined proposals put forward by the Association of
Accountants, and studied the Royal Charter of the United Klngdom. It
recommended in principle that an Accountancy Act be passed to establish an
Institute of Accountancy with three tiers of mebership through
qualifications to meet both the needs of the public and private sectors,
and profession in Botswana.

6.07 A draft of the proposed Act has now been produced. The draft
proposes:

20/ Recently replaced by the Principal Commercial Officer at the Ministry
of Commerce and Industry.

21/ Lesotho, Swaziland, Zimbabwe, Malawi, Zambia, Tanzania, Kenya and the
Republic of South Africa.
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(a) The establishment of a Board of Registration of
Accouncants, consisting of six persons with the chair
selected by the Ministry of Commerce and Industry.

(b) The ertablishment of an Instltute of Accountants governed
by a council of at least eight persons elected by members
of the Institute.

(c) Overall powers for the Board to establish qualiflcations
(ini consultation with the Council) to adjudicate on
applications for registration and to issue certificates.

(d) Four classes of mebership: Licentiate Members, Associate
Members, Fellows, and Honorary Fellows.

(e) Three types of Certificate: a Registration Certificate to
those who have two years relevant practical experience as
an accountant in Government, local authority, or
commercial, financial or industrial firms; a Limited
Practising Certificate to those who have three years
experience as a Practising Fellow; and a Full Practising
Certificate to those who have five years experience as a
Practising Fellow.

(f) Limiting the conduct of accountancy in Botswana to those
registered with the Institute.

(g) The establishment of a Botswana Accountants National
Exaninations Board reporting to the Council and consisting
of four members of the Institute and three from academic
institutions, to prepare the syllabus for accountancy
examinations, approve entry qualifications and exemptions,
oversee examinations, propose successful candidates for
registration, and provide international recognition of
their examinations.

6.08 General Concerns: The draft Act has not yet been submitted to
the Attorney General for enactment because of some concerns as to whether
the draft covers all the necessary factors that should be taken into
account. A previous area of debate, about the role of Government in the
future Institute, has been resolved by a proposed Board of Registration
whose chair would be appointed by the Government, and which would oversee
the standards and regulations of the Institute. Within this arrangement,
the Institute would enjoy a strong level of autonomy in the ongoing
management of its affairs. Eowever, to deal with the concerns about the
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readiness of the draft legislation, the working group has prepared a draft
Terms-of-Reference22/ for a consultancy study. The Terms-of-Reference
will shortly be submitted for approval by the Ministry of Finance. The
working group is recommending that the consultancy study, which may take
several months, be completed prior to formally submitting the Draft Act to
the Attorney General's Chambers for enactment. There is also a view within
the working group that the consultant selected for the study may be chosen
as the future technical director of the Institute.

Issues

6.J9 Botswana needs trained accountants. There are currently 11,000
saleried accounts clerks in the country, and at current growth rates, the
annual demand for accounts clerks could rise to 4,000 by 1991-well beyond
the current output of pre-technician and technician. At the
semi-professional and professional level the projected demand is for 1,500
by 1991. It is Important that the institute and its training arm be
established. However, concerns about the readLness of the draft Act has
led to delay in passing the enabling legislation for the establishment of
the Institute. While the proposed consultancy study has been presented a3
an essential preliminary to enacting legislation, a scrutiny of the
Terms-of-Reference (see Annex 12) shows that the consultant would be
involved in a number of tasks that, although important in themselves, are
not essential to the refinement of the draft bill. Activities such as: a
national development plan for accountancy training, the study and
recommendations on existing training institutions, and an update on
manpower needs in accountancy and auditing are all studies that would be
more appropriately carried out under the auspices of the institute and its
training arm, following the legislation. The working party estimates
that the full study will take six months to complete, which means further
delay in legislation, and in any case it appears from a scrutiny of the
Terms-of-Reference that the six months estimate is optimistic,given the
scope of the products defined. There is also the potential for conflict of
interest if the consultant prior to completing bis task is already slated
as the technical director of the Institute.

6.10 There are some differences of opinion within the Working Group
about the best location for the training arm of the future institute. Both
the School of Accountancy and Management Studies (in the universityts
Faculty of Social Sciences), and BIAC, have been considered as options,
although neither are currently making substantial contribution to the
training of students for the preferred ACCA qualification. Besides,
neither institutions has teaching staff in sufficient number and caliber to
teach the more advanced levels of the envisaged professional
qualifications. Each institution has indicated that it has space and

22/ The terms-of-reference are shown as Annex 12.
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facilities to accommodate the accountancy training arm of the proposed
institute of accountants, but as both institutions have their own specific
expansion aspirations, there are doubts as to whether such accommodation
would remain available over the longer-term (the university is already
pressed for space). While there is some possibility that the accountancy
training arm could be part of the proposed Faculty of Business Studies st
the university, there are a number of disadvantages in this option.
Firstly, the Faculty may still take some time to materialize, and as there
has already been substantial delays in rationalizing accountancy training
in Botswana, because of the additional issues and problemn that will
accompany the formation of the Faculty of Business Studies, it will be
unwise to add the extra burden of establishing a professional accountancy
training program. Secondly, there is a clear need to upgrade the quality
of accountancy training (both at the university and BIAC), and
to orient the training towards the preferred ACCA qualifications rather
than CIS. The best chance of bringing about such an upgrading, is through
the establishment of standards by an Agency independent of the current
training institutions. Establishing the training arm of the institute
within the university may complicate the management and oversight of the
training arm which should have a direct line of responsibility to the
institute.

Recommendations

6.11 Passage of the Act: The top priority is the passage of
the Accountancy Act at the earliest possible time, and it is strongly
recommended that a deadline be established by which time all of the
prevailing uncertainties should be resolved, with the Government taking
final responsibility for adjudication. It is further recommended that
responsibility for piloting through the legislation be transferred to the
Ministry of Finance. In place of the consultancy study proposed by the
working group, it is recommended that the draft bill be submitted to the
Attorney General as soon as possible and allow the Attorney General's
Chambers, in collaboration with the working group, to cotmission a very
focused and short study if considered necessary. The other aspects of the
consultant study should be priorities for the institute once it is
ekitablished. If the Government plans to seek donor assistance to help
establish the institute and its training arm, the donor agency can provide
additional advice as part of the project appraisal.

6.12 Establishment of Center for Accountinig Studies: Once the
Institute has been established, it is recommended that an independent
Center for Accounting Studies be founded. Currently neither BIAC nor the
University appear to have the depth of expertise to provide the foundatLon
of the professional level training required, and both institutions would be
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better employed improving the content and standards of their own programs
to fit into the overall framework of accoutancy training which would
emerge. The Center should be managed by a Technical Director and three
fully trained and experienced professionals. Ideally, these persons should
have had prior accountancy teaching experience. The Technical Director,
reporting to the Council at the Institute, should be responsible for
establishing the framework for accountancy training at all levels,
determining syllabi, and enforcing exemption standards. As one option, it
is recommended that consideration be given to recognizing the Accountancy
Training Institute as a nucleus for the Center for Accounting Studies.
There are a number of strong advantages to this approach. The ATI is
already a viable and effective training agency which has focused its
training on the most relevant professional qualifications, the AAT and the
ACCA. The ATI has set high standards and is strongly supported by the
accountancy profession in Boteswana, and its Association of Accountants. In
addition, ATI has a formal association with a prestigious International
firm of accountants which can provide the required high level of trainers
necessary for the early success of the Center for Accounting Studies. If
this recommendation is accepted, the Institute would carry formal
responsibility for the center, and would contract the daily management
operation of the center to the associated firms of accountants under clear
policy specifications and an agreed monitoring procedure. It will also be
important to immediately expand ATI's training focus by including specific
public sector components. The management of the center should include
representatives from each sector. Additionally, it is recommended that
Barclays Bank be invited to help with and participate in the establishment
of the center because of the high standard of Barclays Bank's training in
topics which overlap closely with the AAT and ACCA syllabi, and because of
the desirability of attracting private sector support to help establish the
long-term financial viability of the center. Barclays Bank has given an
official indication of their interest in such a cooperative venture.
Finally, the Center should establish a long-term localization plan and use
the training program to develop Batswana accountancy trainers.

6.13 Contribution of Other Institutions in the Accountancy Training
Framework: The Center for Accounting Studies should establish entry
requirements and exemption standards for entry into the AAT and ACCA
programs, to be applied to holders of the BIAC Diploma, and holders of the
university B. Coi and BA (accounts) degrees. Action should be taken to
enable BIAC to offer its diploma on a part-time basis, and the university
certificate and diploma programs (especially the proposed full-time
diploma) should be discontinued. BIAC and the university need to ensure
that their programs include appropriate public and private sector options.
In the case of BIAC, this includes preparing students at the lower diploma
level for the AAT examination while retaining the CIS stream which is
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appropriate to many Civil Service employees. IDM should be eacouraged to
continue to contribute to initensive MAT examination preparation programs,
although increasingly in collaboration with the staff of the center. In
addition, this tuition should be offered on a part-time basis in order to
meet the needs of a much wider circle of candidates. BIAC and the
university should, where needed, modify the syllabus and standards of their
programs, to bring them into line with the requirements of the Institute
and the proposed Center for Accounting Studies. The Center should exercise
the right to demand that BIAC and university graduates meet eligibility
requirements, and if necessary, enrol in conversion courses and pass entry
examinations if the Center is not satisfied that BIAC and the university
have taken the necessary steps to dovetail their own qualifications with
the Center's standards.

6.14 Approac'ies to Tuition: The Center's tuition should focus on a
combination of part-time evening classes, block release and weekend
programs, of a type similar to that used successfully by the CAS Lesotho,
and the ATI. It is essential that training, both for the private and
public sectors, be combined with simultaneous employment so that theory is
reinforced by practice, and so that students are given the essential
work-related experience during their period of training that will help
develop mature perspectives and specific job related skills. In addition,
to providing substantial. 'Lfits as a learning method, a combined
training-employment approach will open up opportunities to a wider range of
people, particu arly older persons with many years of experience but
lacking formal training. As an approach, it will be strongly supported by
employers who cannot afford to release staff for long periods of full-time
training and who frequently complain about the academic orientation of
young graduates of full-time programs. Finally, it is recommended that the
Center enter into collaborative training programs with organizations in
areas away from Gaborone, and if necessary, establish an outpost at
Francistown and an outreach program for students in other towns. Touring
trainers are to be preferred to the establishment of full-time programs
wherever possible.

6.15 Facilities: It is proposed that the Center for Accounting
studies be provided with its own headquarters and teaching facilities,
consisting of four classrooms plus administrative offices (It is estimated
that the Center may cater to as many as 250 students in the first couple of
years following its establishment). As there is a strong case for IDM4 to
relocate to provide the necessary facilities for its emerging mandate, as
described in the main report, it is recommended that a suitable parcel of
land be located to provide facilities for both IDM and the Center for
Accounting Studies. While these facilities would be separate and allow for
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independent expansion of each Institute, it would be possible that the two
institutions could cooperate over some shared facllities such as a library,
printing, and a refectory.

6.16 Cooperation in Accountancy Training Within BLS: Until such time
as progress is made to establish a joint BLS accountancy qualification, or
a SADCC--wide qualification, it is deRirable in the early days that the
center focus on the MAT and ACCA qualifications. Over time, preferably in
collaboration with the Lesotho and Swaziland Institutes and in line with
future reccommendations of the SADDC study on regional accountancy
training, the Botswana Institute could develop its own examinations with
appropriate external moderation. The Institute and the Center should work
in close cooperation with their counterpart organizations in Lesotho and
Swaziland, including the use of CAS (Lesotho) teaching materials, exchange
of faculty, and discussions about common standards, accreditation, and
eventually a common examination structure and qualifications.

6.17 External Assistance Support: It is recommended that the
Botswana Government seek donor support for a project that will help
establish the Institute and the Center for Accounting Studies, including
the center's facilities and the funding of the technical director and three
lecturers.

VII. CURRENT DONOR IITINI VS

7.01 Because of the Government's recognition of and concern about
improving general managerial and financial management practices and
training in the country, there are a number of current initiatives taking
place.

7.02 Public Administration and Management Training: Since 1978 and
1984, BIAC has received support from ILO/UNDP in the form of 33 staff years
of technical assistance as well as funding for equipment and instructional
materials.

7.03 USAID: Botswana Workforce and Skills Training Project (BWAST):
This focus of this project is on training needs of the following
ministries/parastatals: the National Development Bank (NDB), the Ministry
of Local Government and Lands (MLGL), Unified Local Government Services
(ULGS), Ministry of Education (MOE) and Ministry of Commerce, and Industry
(MCI) and the Ministry of Agriculture. This five-year training program
(1980-1985) for the Ministry of Agriculture gives highest priority for
training in the research and animal health departments. The NDB training
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program is composed of in-house instruction, a three-part financial course
taught at ID)M and a constant employee evaluation. The ULGS training
priorities are: (i) training of administrator/finance at 'A' level; (ii)
development program for 'B' level; (iii) training to fill vacancies in
technical and professional posts to replace 100 expatriates; (iv)
administrative/technical training for land boards; and (v) training for
trainers. The priority for the Ministry of Education was identified as the
development of education administration program in the country. No
training program exists for the Ministry of Commerce. As part of the BWAST
project, the firm of Creative Associates Inc. is assisting the four key
agencies receiving BWAST funds in the assessment of training needs of all
persons in full-time employment within the agencies.

7.04 World Bank: Up till now the World Bank's main assistance to
Botswana in the education sector has been for primary and junior secondary
education, teacher training, and development of the Brigales, while helping
to localize related positions in the Ministry of Education. A Fourth
Education Project, recently approved, will in addition, give timely support
for the Government's expansion of vocational and apprenticeship training
and trades testing and standardization. In other sectors, some six
Bank-financed projects in recent years have supported training programs for
supervisory staff and middle management, notably in the health and
population, urban, water supply, and power sectors. A major program for
the training of local government officials will be supported by a proposed
project (FY86) for the area development of Selebi-Phikwe. Finally, the
Fourth Education Project is preparing a future operation for higher
manpower development that the Bank is willing to consider financing.

ODA: Each year, the British Overseas Development Administration
sends about 20 Batswana to the U.K. to begin studies in Administration or a
related field. Most of these are for first degree or postgraduate
courses. In total, about 125 Batswana are being sponsored for UK studies
each year. These training prograsm, and the related provision of UK
experts, are worked out by teams of specialists who, over several months,
meet with each ministry, and often with particular departments, along with
DOP representatives, to analyse situations and determine priorities. This
process is a major element in assessing, addressing and meeting manpower
development needs and, obviously, is now closely linked with the
preparation, by DOP, of the annual Training Plans.

VIII. AGENDA FOR CBANGE

8.01 This chapter describes a program for strengthening management in
the Botswana Civil Service. The proposed program brings together the major
recommendations in this study. The recommendations made are in the areas
of:
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- General Management
- Training Institutions
- Accountancy Training and
- Personnel Management

(a) General Management

8.02 Strategy for Implementing the Recommendation, of the Productivity
Seuinar: The overnment of Botswana has clear conception of its management
problems and the type of reform necessary. What is now required is a
mechanism to make the necessary changes, and to maintain the momentum of
the Productivity Seminar. The first step is to establish a framework for
implementation of the recommendations or the Seminar. The Government
should consider establishing a committee in the Directorate of Personnel
with representatives from the Department of Labor, charged with
responsibility to facilitate the implementation of priority recommendations
emerging from the Productivity Seminar. To ensure that this program is
well developed and implemented, two experts should be located in both the
Directorate of Personnel and the Department of Labor, and be responsible
for implementation of changes with respect to each office. The committee
should also be given the responsibility for developing a well articulated
program of training for senior and middle managers. The service of
management trainer consultant should be obtained through bilateral aid to
develop the training. The services of IDM should be used for the actual
conduct of seminars or specialized training.

Action Programs to Strengthen the Management Consultin
Capability Within DOP: The Government needs to increase substantially the
staff of the 0 & M unit by addition of at least three to four persons to
enable them to provide the necessary support to the ministries in the
implementation of recommended changes contained in 0 & H reviews. This
unit should eventually develop into a viable management services unit.

(b) Training Institutions

8.03 Action Program to Strengthen BIAC: Recommendations have been
made in response to the need to rationalize training programs of various
institutions. Many of the improvements should be the responsibility of
each institution. The Government should, however, use its review and
coordinating comuittee to oversee the rationalization and ensure that the
programs of training institutes are aligned to practical priority needs.
In addition, the Government should closely monitor BIAC's progress, and
seek a long-term support arrangement fo}lowing the departure of ILO. The
Government should approach IDM to plan an institutional support role for
BIAC. BIAC should: (i) ensure that lecturers have degrees or high quality
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diploma qualifications; (ii) develop a comprehensive internal training
program for new lecturers and a. staff development plan; and (iii) seek
external funding for three technical assistance positions over a four year
period to help upgrade the accounting programs; and up to six fellowships
in accounting and public administration. The Governmnt should consider
ways of improving the conditions of service to attract and retain high
quality staff.

Recomendations to upgrade the Department of Economics: There is
a need to urgently fill existing vacancies (especially the professorship)
and expand the faculty resources of the Department.

(c) Program Relating to Accountancy Training

8.04 The immediate action in this area is to pass the Accountancy Act
establishing the institute. Leadership in this effort should be taken by
the Ministry of Finance and Development Planning, and the Attorney
General's Chambers should determine the need (if any) for the redrafting of
the draft bill. Once the Institute has legal status, a Center of
Accounting Studies should be established as an independent entity similar
to the one in Lesotho. Consideration should be given to entrusting the
management of the Center to a recognized firm of chartered accountants with
which the Director and the lecturers would be affiliated and the ATI could
be used as a nucleus for the Center together with a collaborative
contribution from Barclays Bank. The Center would require, in addition to
the Technical Director, three lecturers who should be well qualified
professionals of good standing. The Director as the representative of the
Institute should be responsible for determining the training framework, the
syllabi, the entry and exemption requirements and for enforcing standards.
It is strongly recomended that the Center be divorced from either the
University or BIAC but that facilities be found for the Center in the same
locality as the new headquarters of IDM. The Center should aim at having
its credentials recognized both within and outside the region. The Center
should be closely associated with the proposed SADCC initiative on a SADCC
wide qualification in accountancy.

(d) PLrsonnel Management

8.05 Action Program to Improve Training of Counterparts: The
Government needs to develop a more systematic approach to the management of
counterpart-expatriate relationship. The Government should consider
strengthening the functions of the existing localization and training
comission by creating a post within DOP to develop a roster of expatriates
and a way to monitor the performnce of expatriates as trainers. Initial
training plans sbould be drawn and procedures agreed for evaluating the
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expatriates' performance as trainers. The terms-of-reference of each
expatriate appointee should contain explicit reference to the trainlng
duties. The Government my also consider commissioning IBM to study the
best arrangements for training counterparts under individual staff
development plans and Improved methods for uDnitoring and evaluating
progress.

Action Plan to Upgrade QualIty of Personnel Cadre: To upgrade
the professionalism of the personnel cadro it is recommended that the
Government consider supporting the establishment of an association of
personnel managers. The association should have a Governing Board made up
of representatives from all sectors, and assisted by a high level advisor
with a local counterpart assigned to him. The advisor function could be
identified for donor funding for two years and could be placed either in
IDM or with the Botswana Employee Federation.

Action Plan for Personnel Management: The HRP unit within DOP
should initiate a process of upgrading the existing personnel information
system and strengthen the human resource planning, budgeting and control
function. The strengthening effort will be headed up by the HRP advisor in
DOP with full-time support from a computer specialist and the necessary
support from the computer bureau and the 0 & M unit.

IX. PROPOSALS FOR WUEAL ASSISTANZ

9.01 The purpose of this clapter is to identify the potential for
external assistance to Implement some of the action programs discussed in
the preceeding chapter.

General Management

Two experts to facilitate -be implementation of the
recommendations of the Prod ctivity Seminar

One management training consultant for two years to develop a
program of training for senior and middle managers.

Personnel Management

A computer specialist for three years to assist in developing the
personnel information system.

Three specialists in management consulting to develop the 0 & M
unit into a management services division.
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Accountancy Training

Technical assistance fimding for one technical director for four
years and three lecturers for four years for the Institute of
Accountancy.

Funding of the facilities for the Center of Accounting Studies

Traiuing Institutions

BIAC Three technical asistance positions and six
fellowships over four ye-rs.

Universityr Expansion of Department of Economics

iII_ : Expansion of ID faciities
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Overall Organization of Botswana Civil Service

Ill 1 -lSiS_ 

La~

, , W----l-----

* - - ....S

-~~~~w Isawa 



mii 2 uIll CIL U U111OC CIIIL ML I 1TMFIN

- - - - i U'Z - - - - -*
I lililSllW Fltf£- Teo1 - T . A*. Lt Dde * I _m

N.NIEW/Off ICE da. si I . IM tEI Fis _d [ML M tim

Ferlmat 2 I1 12 29 +4.0

otf% P tt 33 21k 2 9 231 _ 2 27a4 2 .4.0

Ni,itry of flu_ 

plmq 3 low IC7 Il I 3 4 I 34 1 4.0

Affer"s I 3m 27 34 41 I 2 3m i .. 0

Awl fr Bs3 177 liii19 47 Ion 34 .5.0

Nhitof Mmfstim Is 36 III n n l2s 4 HI Is ;.-.

Nht4yof Cs
aniid la 12 1N 67 71 3_ 317 . 132 IS .3.,
KNl.frp of LoWe

n a Li_0 21 2 91 a 64 3 411 I .4.6

NImisft of w,4s a'
m4 coimles9Ime 24 do3 is 9(6 l 41 &.0.

Minatsw" of Nlm_.1
bmrm NW

1rf ir ll I s Jm 30 I 412 tl .1.0

Ultitwy of Ii 9 In _ _I of 1.3 II MI _ .6.0

NIelvs of JuslIm 4 St Ill _ _ C.0

t_so Om_ = *les
chambrs 3 to 34 II *6.0

hdIto hears 3 3 I d .2.6
it _t1s l ,- .. -. _ = o

Efmtwu Affairs _ _ _S . .__

suuif led off (msV 

TAL VU. 31 101 632 211 110 536 1 I h .4.0

amup SIM m 3 .0. 6.3. .9.0 .9.0 .15.0 .4.0 .3.0 4.0.0 09 4.0 .0 .4.0 .15.0$ O s 1 _ -^ - .e _ - -. d - -.d - . - -. -
ImIn Isiil y staff Prism Oftlmr, Pi1_ , _ s tfaff.
Attwss, binussi NW Q.4Kw Is.si

y Anw -_|1 S ~~~~~~;1~~ _|1~



- 57 -

ANNEX 3
Page 1 of 2

Civil Service - Grading Structure:

(a) The Superscale Staff Scale (seven levels): is used for the highest
levels in the civil service (except for Ministers and other senior
officials who are ungraded). These are senior and middle government
managers and heads of function, as well as some specialists in key
positions).

(b) General Administration Scale (five levels): includes administrative
officers and assistants, and a wide range of functional officers (such
as personnel officers, accountants, price control officers, bursars,
some instructors, statistical assistants, agricultural Information
officers, immigration officers, and computer operators).

(c) Professional Staff Scale (f4ve levels): which covers a very wide
range of professional specialisms such as project economists,
auditors, agricultural specialists, statisticians, education officers,
surveyors, architects engineers, meteorologists, training officers,
tutors, legal specialists, etc. A special extended scale is used for
certain high level professionals largely in the Ministry of Health
(obstetricians, surgeons, psychiatrists, opthamologists, radiologists,
pathologists, etc.)

(d) Technical Staff Scale (five levels): is comprised largely of
technical officers and assistants, but also includes other technical
positions such as industrial trainers, inspectors of factories,
livestock officers, meat inspectors, land use specialists, dam and
irrigation specialists, laboratory technicians, printers, assize
officers, air traffic controllers, mining technicians, radiographers,
health education officers, social welfare officers, dental
technicians, and laboratory technicians.

(e) Technical Instructors Scale (five levels): who are employed entirely
in the Ministry of Education - lecturers at the Botswana Polytechnic,
and at the Automotive Trades Training School.

(f) Secretarial Staff Scale (five levels): which ranges from typists to
Senior Personal Secretaries.

(g) Nursing Staff Scale (seven levels): which applies almost exclusively
to the Ninistry of Health covering positions from senior staff such as
the Deputy Principal Tutor at the BotsvaDa National Health Institute,
and Senior Matrons, to nursing sisters, and clinical instructors.
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(h) Prison & Game Staff Scale (seven levels): which covers the Security
Staff in the Offlce of the President; preventive men in the Ministry
of Finance & Development Planning; prison staff in the Ministry of
Home Affairs; and Game Warden Staff in the Ninistry of Commerce
&Industry.

(i) Police Staff Scale (seven levels): mainly located in the office of
the President.

(J) Teaching Scales (17 levels): covering 8,836 teachers and the
secondary and primary levels. These ten grade structures overlap in a
complex pattern (as shown in Annex 3) providing staff within the
structures the prospects of career development within their streams.
The largest grade/career stream consists of teachers (some 39% of the
Civil Service Establishment), followed by the General Administrative
Stream, and the Technical Stream. The Technical Instructor Stream and
the Professional Stream had the largest increases in number since 1984
(15.0Z and 9.0% respectively).
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CASUALTY RETURNS, PERSONNEL DATA CURRENTLY AVAILABLE

BOTEWAN GCOVERNMENT
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2 h llurer thereafter thr In .w alttaetlm to _ heploy.e'

Statiutieal or Vatea detail.
(L.e. NSatamI'IV* Nartal Statue, iate of Pay, mewanoes, oto)

O hr a perm bm. Gernmet Serwise
(41 Vbft Om In NW chOW Is tbO RaPIS ee'. mtbod Of P_aymet.

Method of Cole_ti_a
1AU C4_0-l Aeeoa

A tU.k should be plad La the bUa relevant to the reason ulw the Tom
Y.20 I. being raiaed. A note Uould thi be mde of the .all mber In
bratkto tolleowig t rem_n.

Yb. _mer. refer to the Bo11. to be amplsted 1 the bperig offlor.

e.g. X the bitial hplqmet of a Iwoa" sonited iopee the
prepmzlm offloier md Usk againt w dthe wou_l
thi mete thbat he seat bleda 29, 3, 4 aud5; i.e.
(2) Statietl f t, 3) Saliaie ae, Allow.
4) dctlaos M (5) ohod of pat.

Ths wil mowr that ll the elewmt Infomtio to VONucee a eeot
Pp a oa-o- Is av_able _ th fam. Xthee bl . not e t
2120 wi1l be reo -d are. must be tamSmteon.iatino 1 Cmunte

lids Uleok ostaima aul the permkal infomatio ofrh am ppopee ubiek is
kept Computwr Ll.. This infomation should be suppled a_o1rtfy wpd al
boxes met be ooapleted In eoeordsmoe with the follwin Iatriatlmi

DowI hi gOMIe th hor XP and ha beam preprmted with

&a 2 - 4 this oatama the 1 . sd shoul be oompleted
in loeemo with au z o , d .

U.s S - we Thn stas th 1Jkz d smba-mlhb left black
ter OMPe_t l Coatr ale ffe, =Le. hem.

zs 12 - 29 MeIs esetains tMe holwee'a Srm - shomI& be
cospleteA Ilam.at~rmun No, 12

haz 30 - 32 eIes ontaln the _1d ahdld be
eampleted aMZ so, t.0.

NM 35 - 34 ra eosba the Xm of Kra guy. Zn the eae of
_ PlqUe 'k... bXrtUa TM 13th Cotober, 1927 i.e.
11.10a2 ts the yuaN wuld be 27.

2
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B.A. Degree in Law and Kanamment

Year 1 As for LL. B. program
)

Year 2 1

Year 3 ) Company Law and Taxation
Industrial Law and Relations
Analysis of Market Economy
Principles of Management
Organizational Theory and Behavior
Elements of Statistics and hathematics
Introduction to Accounting

Year 4 Mercantile Law I
Company and Secretarial Practice
Legal Aspects of Trade and Investment
Personnel Management
Intermediate Accounting
Principles and Marketing
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S.A. Derree in Public Administration

Year I Economics
Political Science

Year 2 Organization Theories
Local Government and Administration in Botswana
Research Methods or Analysis of Narket Economy

Year 3 Public Policy Analysis
Personnel Administration
Constitutional and Administrative Law
Administration of Public Enterprises

Two of

Politics of Southern Africa
Comparative Politics
International Economic

Year 4 Development Administration
Financial Administration
Comparative Public Administration
International Administration
Internship
Research Project in Public Administration or
Economics of Agriculture and Rural Development

One of

International Relations
History of Economic Thought
Project in Applied Economics



UNIVERSITY OF BOTSWANA

Recurrent Expenditures by Type: 1983/84-1984/85 Actuals

1984/85 Actual 1983/84 Actual
Staff Total

Type Costs Other Total Percentagem Costa Percentages
T1) (2)- (1) (2)

AcademLc Teaching

Faculty of Education 745,688 274,588 1,020,276 19.8 9.1 1,003,634 22.8 10.8
Faculty of l1umantties 646,510 52,966 6q9,476 13.6 6.3 623,697 14.2 6.7

of Economics and Social Science 717.936 53,722 771,658 15.0 6.9 679,362 15.4 7.3
of Science 1,051,622 145,229 1,196,851 23.2 10.7 1,393,681 24.9 11.8

Pro-entry Science 224,309 20,469 244,774 4.7 2.2 270,611 6.2 2.9
Staff Development 464,848 88,829 553,677 10.7 5.0 332,031 7.5 3.6

Academic General 620,910 49,500 670,410 13.7 6.0 396,422 9.0 4.3

Total 4,471,819 685,303 5,157,122 100.0 46.2 4,399,438 100.0 47.4

Hon Academic Costs

Research 124,443 66,558 191,001 3.2 1.7 185,396 3.8 2.0
Community Services 97,159 20,359 117,518 2.0 1.1 78,414 1.6 0.8
Library and Resource Center 337,026 623,933 960,959 16.0 8.6 720,150 14.7 7.8
Student Services 46,430 16,308 62,738 1.0 0.6 58,590 1.2 0.6
Inatitutional Support 746,148 1,236,915 1,983,061 33.1 17.8 1,391,147 28.5 15.0
Operations and Plant Maintenance 274,474 147,136 421,610 7.0 3.8 560,565 11.5 6.n
Residences 119,905 486,506 606,411 10.1 5.4 395,730 8.1 4.3
Refectory 138,218 1,226,989 1,365,207 23.8 12.2 1,256,266 25.7 13.5
Book Total 13,700 275,649 289,349 3.8 2.6 237,398 4.9 2.6

Total Non Academic 1,897,503 4,100,353 5,997,856 100.0 53.8 4,883,656 100.0 52.6

Grand Total 6,369,322 4,856,656 11,154,978 100.0 9,283,094 100.0

Source : Annual Financial Statesent. University of Botswana, March 31, 1985. Pin Coldby - Public Accountants and Auditors.
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University of Botswana

Syllabus of B. Coa

The programme shall consist of the following courses:

Year 1

Communication Skills and Introduction to Literature
Mathematics for Social Sciences
Introduction to Statistics
Basic Economics
Introduction to Accounting
Introduction to Commerce

Year 2

Intermediate Accounting
Cost Accounting
Principles of Management
Quantitative Methods in Business Decisions
Mercantile Law
Company Law
Analysis of Market Economy

Year 3

Financial Accounting
Management Accounting
Financial Management and Project Analysis I
Organization Theory
Marketing
Business Data Processing and System Analysis

Year 4

Financial Accounting
Auditing
Financial Management and Project Analysis II
Taxation
Business Policy and Decision Making
Personnel Management
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Terms of Reference for Proposed Consultancv Study
Relating to Establishment of Inst'tute of Accountants

I CONSULTANTS ACTIVITIES

1. To prepare a plan for the establishment of an Institute of
Accountants in Botswana in the context of the progress and
preparation made so far towards drafting the Accounting Act.

2. To prepare a national development plan (1985-1991) for the training
of Botswana accountants for various categories viz:

a) Professional Accountants

b) Accounting Technicians and

c) Bookkeepers, for public and private sector organizations with
improved coordination of National, regional snd international
resources.

3. To examine the existing educational/training institutions in the
accounting and auditing fields indicating their potential for
expanded training, major environmental constraints and suggest how
their programme could be coordinated and strengthened.

4. To up-date the manpower needs for accounting (and auditing) to
establish training priorities for various categories of accountants
viz

a) Professional Aceountants

b) Accounting Technicians and bookkeepers

5. To identify technical assistance requirements to carry out the
National plan for accounting training and draw up proposals for the
implementation of the development plan for accountancy training and
the institute of accountants in Botswana.
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II METHODOLOGY

The consultant will be expected to conduct the study through the following:
desk research, personal interviews, visit to SADCC countries and to work
closely with the Working Group which has already done some preliminary work on
this subject.

III TYPE OF SPECIALIST

The specialist should be a qualified accountant who has some wealth of
experience in establishing such institutions. The working group would prefer
to havi a hand in the selection of such a consultant.

IV DU tATION OF STUDY

The duration of the study will be six months. I dtraft report shoulc be
submitted within three months after the commence-nent of the study and the
final report three months thereafter.


