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Part 1 -

1. The objective of the mission was two folds

(a) To examine and assess issues relatinq to managerial traininq in Botswana
ani to determine how and in what areas 3CA can render assistance.

(b) Tto collaborate with the Botswana Institute of Administration and

Conroerce in conducting an induction course for new graduate entrants
into the Botswana Public Service.

2. During the course of ths mssion I attended th» follotvina

(i) :feetinq o^ the Botswana Training Co-ordination Ccrrrdttee

(ii) 'feetinq of District Cormissioners at the :tLnistrv of Xr>caX '5
and Lands . .

(iii) .feetiria with representatives of TTCD ^ew York on the Special Action
■■■■' Programme in Administration and "lanaqenent (S^VP'Vl) for Africa.

3. The second Hart of this report covers issues relatinq to traininq and mamoiier

development while the third nart concentrates on th= induction course
for new graduate entrants into the Txiblic service.

4. Before oroceedinq to the main body of the report I would like to acknowledge c

the contributions ^ade by various organisations: and individuals to tha
successful imolernentation of the mission's ^roara^rne of work. In rDarticular

I wduJ^I like to express arr>reciation to the followinn oersons v4io voluntered

infornation relevant to the mission's vrork orograme and otherwise facilitated
the conduct of the rnission's activities i
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(i) Mr. E.G.M. Mhlauli

(ii) 1r. laurance T. Sasie

(iii) Mr. -like Oouse

(iv) 1r. Augustine Pone

(v) Irs- -1.T. Lesolle *

(vi) r4rs. L, Sebina

{vii) '.*. Graham Hambira

(viii) Mr. Tames tunisola

(ix) .Irs. Ethel Murubana

(x) .1r. Sid Sethi
(xi) Mrs. Elizabeth Malapisi

(xii) Mr. S. Letsididi

(xiii) "4:. Philip Wnusi
(xiv) lire E. Setsfa&elo

(xv) .1r. S.B.Jones

(xvi) '$r. K. Gyasi - Tam

(xvii) iTo S. c^yasi

(xviii) .lr, Lawrence Howard

ler>uty Oirector of Personnel (0.0- ?)
Assistant Director Training (0.0.P.)

Training Adviser p Oirectorate of Personnel

Trincioal A-iministrative Officer (D.O.^)
^rincioal Bota<rana Institute of Vtoinistration

and -Conmsrce (B. I.A.C.)

Oenutv Principal, (B.I.A-C.)

Head.Public Service Section (B.I.A.C)
Principal Instructor - B.l.A.C

Senior instructor

Director? Institute of

anare

Institute of Oevelormant lanag^nent

Inter-Iteqional .adviser OTCO New York

VfVCD, New York

University of Pittsburg (mantoer of the
Team) :

Part II - Training and 'lamower Oevelormerit

50 Like in many other African countries, the lotswana rxjblic service olavs a kev and
pivotal role in national development. Since inde^ndence twenty years ago, the
qovarnnent has in addition to its nornal functions, assumed increased responsibility
for'many vital aspects of socio-economic developotfjnt., 1^ public service is therefore
expected to provide not only leadership but guidelines as well as the roral and
ethical values fran which other organizations both in the public and nrivate sector
take their cue. The need to improve the effective performance of the mblic service
through well designed training nrograTmes and staff development nolicies
to upgrade skills, broaden horizons and introduce new knowledae therefore tons
an djrtoortant corner-stone of the develorxnent strategy of the Bots^rana government.

6 In the develonnent effort the need for administrative and Tnanaaerial skills is
crucial as this is an essential Dre-requisite in discharging responsibilities in
technical fields as well as in administrative areas. In the case of ^^ *^s need
is i^ervassive and calls for training and develoment at all levels fran too decision
makers and senior executives to front line managers. Generalist admunstrators as
well as functional managers *nust be hiahly skilled and -ualified nrofessionallv in
their resoectivs fields as a source of executive strength and staff suooart to
technical" and oroductive operations. In like -anner sr^ecialists v^o are ^h
of technical and productive operations and services such as agriculture,
vorks etc. should be trained and adequatelv oriented in the techniques of

and management.
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7. The rx>vernment' s intentions with regard to rxiblic service iirorovemant including

manpower planning and development have been lucidly delineated in the ?ermanant

Secretary to the President's Circular ^>O3 of 193S (Tef.iP.^0/15'02 T(55). dated

10 -October 1986. ?he proposals contained in this document are wide ranciinrf and
include manpower and training^ structural and organisational effectiveness, developing

adndnistrative capabilities and overall public service policy and leadership,

3e Effective manpower Planning is a sine-qua-non if Botswana is to avoid ths waste

of effort, material, money and talent which olacues many developing countries. The

establishment of the Botswana Co-ordination Training Ccmnittee in particular is a

positive step as it is abla to ensure central control over all training activities

in the country. In particular the Committee should be able to advise government

among other things ons

- Training policy

- Priorities in training ensuring that the needs of training in innortant

sectors are not neglected or overlooked.

- Financial, human and other resources required to me^t various training

programmes.

- Evaluation of training to ensure that it has had the desired terminal

results.

The Catmittee should also review and approve all training progra^mes/sch^mas as

well as monitor progress against agreed intolmentation plan*

9. At present training in administration and management is handled by the Universitv,

the Institute of DevelorTnent "Ianagement and the Botswana Institute of Administration

and Commerce. Ihe Institute of Development '-ianagemant was established in 1974 to

help meat the training needs of mid-career and senior officers in the public and

private sectors of Botswana, Lesotho and S^ziland. It also undertakes mana'^n^nt

consultancies and related research aeared towards imnroving the Performance^ pf

organizations and institutions. In addition to courses in -public administration and

management it also offers courses in Accountancy as well as tailor-made courses,, for

various departments. Training of Trainers, education administration, electronic: and

data processing. ID1 was also proposing to hold a short seminar in collaboration with

the Directorate of Personnel for Permanent Secretaries and other senior executives

as well as a course on local Government Administration. T5CA was to be invited to

collaborate in both programme - It is proposed to increase the Institute's staff

by 25% during the sixth National Development Plan period to enhance its senior and

middle level management training*

10. The Botswana Institute of Administration and Cornerce falls within the ambit

of the Directorate of Personnel and is expected to serve as the central national

agency for training for all levels of p»jblic service manpower.. M: present it

provides practical and development oriented training in miblic administration,

supplies and records management, accountancy as well as secretarial courses. It 1"

government's intentions to review the cpals., functions and structure of BL1C so

that it can effectively iinplGmant its objectives.
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11- The review of the. role, functions and structure of BIAC should be treated

as a natter of urgancy if the daclared objectives of qovernment in terms of

increased effectiveness? greater efficiency lcwer costs, batter quality of service

to the public are to be realized within the shortest possible time. As pointed

out in our 19*55 report BIAC has been involved mainlv with training at lower and

intermediate levels? it is desperately short of trained and qualified staff and its

present programmes are not geared towards the development of hiah level manpower

and personnel It ma-/ therefore be necessary for qovernment to ask for the services

of an expert to carrv out the exercise and to look specifically at the following

(a) The structure and organization of BIAC

(b) The status of BIAC including its relationship with the directorate

of Personnel? should it be accorded some measure of autonomy in such

natters as finance, staffing, the design of its trainina proqraxrroes

and the selection of trainees. ; ^

(c) Are its objectivesiscooe and functions adequately defined or should

they be broadened to deal with research, consultancy and documentation o

(d) The position of the staff? should they have a separate scheme of

service so that BIAC can attract and retain suitable personnel*

(e) Evaluation of current training oroqrammes vis-a-vis the develorrhental

needs of the country..

would be prepared to undertake this review for BIAC and government

nay accordingly wish to make a request for this service,

12. The status, scope and functions of BIAC were discussed between the Principal
and representatives of iHCD Mew York in connection with the implementation of the

UN Special .Action Programme in Administration and Manaqanent (SAPAM). 3APAM

envisaged imoroved performance of African public services? improvement of human and

financial resource management? improvement of public enterprise performances as
well as effective decentralization mechanisms „ It was recognized that BIAC woull

play a crucial role in this programme. tt was therefore imperative that the

institute should be strengthened to cope with this new challenqe. This would include

a review and reorientation of its programmes and policies - Obviously this would

have serious financial irnplicatioas. It was hoped that it would be possible to
moblize the necessary financial resources on presentation of an action programme
by the 3otswana authorities. This will transform 3IAC into a high level manpower

training centre;, capable of producing personnel for the efficient -aanagerant o*
change,, development and modernisation of the econornyo
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PART III - Induction Course for new grad

entrants into the ^ublic service

13. The duration of the course was' four, vjeeks i.e. from 2-30 October

3CA. provided inputs in the following areass

(a) "3ud^etinrr and Financial 'lanaasment 2-17 October.

(b) Public Administration and ^naaenent 13-30 October.

3IAC provided inputs ins

- Suoolies lanaoernent

- Records Ianaae<^ent

- Office tenaqement

- Public finance

- General Orders

This report covers the ;3CA inout in r>ublic administration and mana^'ensnt^

14,. The objectives of the course weres

- to provide the -artici">ants with a broad vi«r^7 of the structure and

functions of the public service an5 its role in national develoonent.

- to acquaint -jarticipants-with novernn^nt rules, recrulations anl

procedures.

- to examine the role of the r\^rticinants as »rell as their duties and

obligations as civil servants.. :

15. The course prcrrarmie in PuMic Administration and [^ananement covered:

(a) Tha role of dev3lor)ment administration

(b) Centralization/"^C3ntralization trends in Africa with eraohasis on
Bots^vana . . ■■■:,.

(c) local ^ovarnment and ^ural nevelorTnent

(d) Ths role and problems of Public enterprises -;ith erhhasis on Bots'^ana

(e) "lanagament concepts and. practices in the nublic service (decision

--nakina? ccjnmunications„ organizations, planning ate). '
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16o tost of tha training was tone by lectures, nroun work, case studies and role-
slaving. Ml alona the narticinative method of teaching was emohasised and all
the participants who nunterad thirteen were encouraged to take an active oart in
the training orocess and to learn from each other. ?ha list of oarticioants is
attached as an Apoandix to this report. The following hand-outs were issued to

the particioantss

(i) The role of deyslopiient administration
(ii) Centralization versus decentralisation trends in

Africa with emohasis on Botswana

(iii) ? ral development in Africa
(iv) The role of the public sector in the development of African

economies

(v) Effective ocftmunication

(vi) Case study exercise

(vii) Bole plavin^ exercise

17. Public administration in Africa had changed since colonial tines. The new _
ertnhasis was on development as against the Maintenance of law .and order, ^olonial
administration was highly centralized and was qeared towards maintaining the status guo?
ther^ was little encouragement for innovation. At indersendsnca the new nations ot
Africa rare cormitted to"a -oUcy of iriodernization and raoid socio-economc development.
The state became an entrepreneur and in consequence there was a ranid ex?ansam o^
tha oublic service to cater for new functions and services- The post independence
serial saw the establishment of a larae number of oublic -nterorises to produce noons
as -oil ^s services; these institutions plav a kev leadership, nianeeruvr,

entrepreneurial and oronotional role in African economies. Their functions are
multidimentional; thay have been constrained bv inany problems includmgs

(a) lack o* clearly define5 goals and objectives? seme enterprises
are axnected to make ~>rstits whilst at the same tune -oursuing social-

welfare objectives , . .

(b) shortage of trained and qualified nersonnel; this deficiency is
both quantitative and -rualitative . ,

(cj in many cases it has been difficult to isulate nublic
enterprises ^rom politics resultinrr in political interference m
their affairs; determination of the activities o«i the enterprise,

arxointments and promotions to kay positions, a^^ard of contracts
have rx>litical overtones and vitiate its wianagerrtent effectiveness

(d) noverrment nricinr: nolicies often used as a political ^oeanon to

arbitrarity and unilateraUv fix or alter trices o^: goods and services

H Tcor nlanning -nechaniffn? resource allocation often based on
neneraUzed estiinates rather than detailed costing often results
in uaforseen shortages of critical inputs caused by faulty resource
budgeting? there are instances o4: lev/ car^city utilization of
enterprise -)lant and naclUnery due to roor olanning

(f) use of inamrooriate rules and ->roceiures adored from the civil
services are guite unsuitable for ccmr^rcial onerations? this is
particularly so in resoect of rui ,s f-r financial contra! .
which should be ^rrare in line with operational practices r-lated to

market circumstances



(g) the world economic recession, the international nonstary system, fall

in ccnmodity trices, shortage of foreign exchange hava all contributed
in one \ray or the other to vitiate the affective performance of
African oublic enterprises.

■ieasures to irrorove public enterprise norformance were also examined and these
includeds

(i) Clear definition of goals and objectives of each enterprise

(ii) Comprehensive training programne for oublic enterprise managers
and other executives

(iii) Insulation of oublic enterprises from undue political interference

(iv) Proper balance between autonomy and accountability to enable managers
perform-; = "'

(v) Institution of nroper planning mechanism in each enterprise*

„-■ . .- _ .was

13. .■\tncan aevejonpient/constraineci by inadscruate structures sspecially .at the

local level. Sany governments had embarked on decentralization nrty»raanes in an
effort to bring the peoole into the mainstream of develonnent as partners if tho central
goyerrtnant. local oovernment institutions ware created but they, were handicaoed

bv lack of qualified personnel/inade-^ufte"financial resources, Tblitical interference
and lack of clear authority to:r>erf6rrritheir''functions T^lthobt reference to the
supervising ministries. '^legation :qf powers' from1 the centre- ha|s be^si miniscule
an3 as a result these institutions'1 have not been able to nrovide the necessary
leadership to the local rjopulations in the development effort.

19. In the case of Botswana vast distances, difficulties of conmunication sparse
and scattered population made sore form of decentralization inevitable. The

present set up was a combination of both deconcentration and devolution i.e.

locally elected District Councils or>erated sida~by~side with field agents of the
central government. In addition to these institutions there were the tribal authorities
(Xgotla) but their pcwers were now in decline since thev no longer allocated landc
The district councils provide primarv education, maintain roads, basic health,

ccmnunity development and other services. The Councils are however short of

qualified and experienced staff and are very heavily dependent on central government

grants. Deficit grants covered about half of district council recurrent expenditures

in 1379/1930 but were expected to cover 36% in 1986 '19^7 „ r»ue to major weaknesses
in the district Council financial system including inadequate executive canacity

control from the centre is stringent and nervassive and proposals to increase the
powers of elected representatives at the exn^nse of civil servants have still to
be rnplernsnted..

The role of the Land Boards T*?as discussed including th&Lr main functions

which are to allocate^ aiininister and control the traditional use of tribal land -

to administer leases and to collect rent for land used, -or trading, mining and

commercial ranching, rhe Land Boards were also involved in land use Planning.
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20. Rural develoarents efforts in Africa were desiqned to rid or emancipate
the local citizen' from poverty, ignorance and disease so that he could make
a meaningful contribution to his society and to his nation. The proqranme ^d
social, economic and poUtical dimensions. Most of the African population resided
in the local areas;most of the economies of African countries were dependent
on rural oconcmic activities hence the importance of a canDrehensive Drogramme
of integrated rural development which would enhance grass-roots participation

in rural development as well as affording the government a unique opportunity to
make its presence felt and its good will and intentions understood by the F^
proole. In the case of Botswana the implementation of the tolerated Rural Oevelopnent
Pro~granme (ASDP) and the Tribal Grazing Land Policy (TGffiP) were high lighted.

21= ^fodern government business had grown in size and complexity hence the need
for qood management including the use of modern manag^tient techniques. The need

for wise and careful planning and co-ordination in the public service to enhance
cost-effectiveness was imperative as well as::the necessity for sound organizational
structures, effective communication, performance evaluation and problem solving
capability- It was iinperative that the objectives of -all .organizations slpuld be
clearly understood by all concerned, that there were adequate delegation mechanisms
to ensure that timely decisions were taken at all operational and Policy levels.

22. An evaluation exercise at the end of the nroaramne revealed tliat t'ie. programme
had imnarted ne-/ knov/ledqe and;-broadened the horizons of the nartici^ants. ine
course-'had also given them an insiqht into the onerous resnonsiuilities and challenges

of the, civil service as well as -v/'iat ".'as expected of them. ,
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