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EXECUTIVE SUMMARY 

 RPL has the inherent promise to allow working adults the means to acquire a formal qualification without 

returning to a formal classroom. Implementation of RPL leads to society transformation as working 

experience can equal a qualification; and having a qualification will means improved career prospects, 

better opportunities and ultimately greater earning potential. However in the South African context the 

reality is far removed from the promise. It is on this background that the current study was carried out to 

explore complexities of implementing recognition of prior learning in PSETA in South Africa.  

 

The first chapter presents the background for RPL, defined within the context of SAQA, PSETA 

educational and learning frameworks. The concept of RPL is explained and the benefits 

accompanying its implementation in the literature reviewed. The study explores the benefits of 

recognising RPL as an important factor in learning and includes reviews on principles of learning, 

impact on the learners and Lifelong learning in the context of RPL. The study establishes that RPL 

increases employability and motivates employees.  

 

Models for RPL are presented and how they could enhance the implementation of RPL in the 

organisations. Furthermore, the literature review includes the benchmarks from Australia, United 

Kingdom, Canada, where there are success stories and India which seems to have extensive RPL 

implementation. The literature also revealed that a number of countries have policies in place but 

still struggle with the actual implementation of RPL. The basic challenge observed is that of 

inadequate resourcing and lack of commitment either on the part of policy makers or the 

implementers or general lack of knowledge on RPL implementation. However, the organisations 

view RPL as an expensive and lengthy exercise from assessment to certification although they 

acknowledge its benefits. Chapter three presents the methodologies used for the research 

encompassing the quantitative and qualitative data. Multivariate analysis of variance (MANOVA) 

procedures were used to determine where differences exist between different institutional groups 

which include public service institutions, universities, technikons, public and private FET colleges.  

 

During the study, over two hundred and fifty questionnaires were sent out to the stratified and 

randomly sampled population. The results of the study revealed that more than sixty percent of the 

population were aware of the RPL and its benefits, however, the challenges highlighted were that 

of inadequacy of resources, lack of congruent models and strategies for implementing the RPL 

disciplines. Furthermore, the study revealed that there was unanimous agreement among 

respondents on major RPL factors as revealed by factor analysis. The study revealed that RPL was 

a welcomed concept which needed regeneration. However, challenges needed to be addressed in 

order to ensure its successful implementation. 
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It was concluded that RPL was a known concept, acceptable to the policymakers and the 

implementers. However, several challenges were noted, especially the lack of adequate resource. 

It was therefore recommended that adequate resources be provided. This would include the 

training of the trainers, improved policy making and the commitment of the policymakers. The 

recommendations further states that accreditation and certification be shortened to enhance 

usability and ease of implementation. This report ends with the way forward for RPL 

implementation. The way forward encompassed the concept of decolonising the classroom which 

was linked to similar scenarios within the region.  
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1 INTRODUCTION 

The first democratic elections in South Africa were carried out in 1994, after more than 40 years 

of apartheid in which the majority of its citizens suffered serious deprivations. During apartheid 

education and training systems were differentiated along racial and ethnic lines. Among other 

challenges faced by the new democratic government, one immediate challenge involved removing 

divisions inherited from the effects of apartheid, and the creation of equal opportunities for all 

individuals in South Africa and preparing South Africa for economic competitiveness in the face 

of globalisation.  

 

One of the policy initiatives adopted by the first democratic government was the passage of the 

SAQA Act in 1995 and the establishment of the SAQA Board in 1996. These provided a 

framework for the development and implementation of the NQF, with SAQA as its overseeing 

authority. The main objective of the NQF was to drive fundamental restructuring of education 

and training, from the fragmented and inequitable system inherited from the apartheid system. It 

was intended that the NQF initiative address the needs of those whom the apartheid system had 

neglected, as well as power differentials in the workplace (Bird 2003). Firstly the NQF initiative 

was meant to recognise skills that had traditionally been ignored or undervalued. Related to this, 

the competency-based approach aligned to the NQF offered opportunities for RPL not developed 

within formal provisions, but rather through life or work experience. 

 

Negotiations between the trade union movement and its alliance partners about the differentiated 

education system and industrial training in the early 1990s, led to the idea of RPL within the context 

of the NQF in South Africa (McGrath 1996; Cooper 1998; Allais 2003; Bird 2003) However, it is 

argued that the ideas were first developed, in the apartheid state (although not implemented), 

and were later modified and amplified by the trade union (Human Sciences Research Council 

(HSRC) 1981). 

 

To establish the NQF framework for RPL, representatives negotiating the National Training 

Strategy Initiative (NTSI) (National Training Board (NTB), 1994), borrowed ideas from 

Australia, England, New Zealand, Scotland and, labour and business which already had some form 

of RPL implementation. This development was fed into the policy processes of the Government 
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of National Unity, which was formed after the 1994 elections. 

 

Globally there is consensus amongst labour agencies to recognise learning acquired outside of 

formal working environments, for reasons of social equity, improved access to education for 

traditionally underrepresented groups and the development of a ‘life-long’ learning culture within 

the broader community (Pitman, 2008). RPL can also be viewed as the formal acknowledgement 

of skills, knowledge and competencies that are gained through work experiences, informal training 

and life experiences (Conrad, 2008). RPL is practised globally as a means of honouring and 

building on mature learners past experiential learning. RPL is construed as a practice that could 

contribute to the social inclusion of historically marginalised groups within society and where the 

situations and the collective dimension of learning and knowledge are valued indiscriminately. 

 

Given the importance of assessment for certification and legitimating, RPL allows candidates an 

opportunity to demonstrate their knowledge and skills through a series of assessments specifically 

designed to assist them in displaying their competence. At the end of the assessment process each 

candidate is issued with credits for the learning that they have been able to display. These credits 

are linked to SAQA-registered qualifications of skills acquired from formal training, workplace 

experience, or general life experience (1998). In the absence of certificated skills’ certificated 

qualifications, RPL serves as a measure of an individual’s readiness for further or alternative 

formal training that would support his or her career progress and personal development.  

 

Although RPL is meant to support transformation of the education and training system of South 

Africa, there appears to be challenges in its implementation in the Public Service SETA to the 

detriment of employees and new entrants into the system. PSETA thus appointed Insedlu Business 

Companion cc (an independent research service provider) to conduct research in PSETA on RPL 

in order to identify implementation challenges and ways to streamline processes in order to align 

to accreditation requirements and compliance. 

 

1.1 Problem Statement in context 

 PSETA and Education Authority (PSETA) is a public entity established by the South African 

Government to be the custodians for Quality Assurance of transversal training at all levels in 
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PSETA. This mandate is achieved through appropriate, adequate and accessible skills 

development, training and education. PSETA objectives are aligned with the Skills Development 

Act and those of the National Skills Development Strategy (NSDS). The objectives emphasise the 

need to identify skills shortages and increase public sector investments in skills development, as 

well as return on investment. PSETA aims to improve employment for the previously 

disadvantaged through assisting work seekers and retrenched workers to enter the labour market. 

This is further enhanced by promoting skills for self employment and for employers to find 

suitably qualified employees. 

 

PSETA undertook several initiatives to carry out its mandate of Quality Assurance of transversal 

training at all levels in PSETA. Among these initiatives was the establishment of Education and 

Training Quality Assurance (ETQA) department responsible for promoting quality learning as 

per the National Qualifications Framework (NQF) and Quality Council for Trades and 

Occupations (QCTO) requirements; 

 

Education and Training Quality Assurance bodies (ETQAs) have a responsibility to quality assure 

education provisioning and assessment in their respective sectors (ETQA bodies Regulation 

NR1127 Chapter 2). Providers of education and training are accredited by ETQAs to offer 

qualifications and unit standards and to manage the assessment thereof. This includes the 

assessment and recognition of prior learning.  

 

In this context RPL implementation enables the creation of a system whereby people’s prior 

learning can be formally recognised against registered South African qualifications. This will 

facilitate Human Resource Development (HRDS) imperatives and play a significant role in the 

transformation of education and training in the country (SAQA RPL policy, 2002). In addition, 

RPL in South Africa is seen to be a key strategy to redress past unfair discrimination in 

education, training and employment opportunities, enable equitable access to education and  

 

training; and lifelong learning as a principle for enhancing the participation of adults in 

education and training. 
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However, RPL in PSETA is not implemented fully to benefit employees and new entrants into the 

system. The draft RPL policy developed by DPSA is a guideline for the implementation of this 

process but more research is required to identify areas of complexity and ways to streamline 

processes to align to accreditation requirements and compliance. There is therefore need to gather 

information on practices in implementation of RPL as well as the latest developments and trends 

in PSETA. 

 

This study aims to explore current national and international practices in the implementation of 

Recognition of Prior Learning (RPL) and to identify challenges and probable solutions in RPL 

implementation under the Public Service SETA (PSETA). To enable successful RPL 

implementation, this research is mainly concerned with inputs from implementers (Service 

Providers, Employers, and Companies/Organisations) and learners on how to improve the 

system to work best for everyone. This is done against the background that RPL in PSETA is not 

implemented fully to benefit employees and new entrants into the system and calls by the South 

African government to widen access to education especially for adults at the work place. Given 

the South African Apartheid history, many of the black adults were prevented from accessing 

education and training as a result of unjust educational policies by the Apartheid government. 

Therefore, in addition to providing improved access to education, RPL in this country has a socio-

political redress purpose. 

 

1.2 Purposes and Significance of the Study 

This study aims to explore current national and international practices in the implementation of 

(RPL) and to identify challenges and probable solutions. This will include inputs from the 

implementers (Service Providers, Employers, and Companies/Organisations) and learners on 

how to improve the system to work best for everyone. Furthermore assessment tools should 

be developed to evaluate RPL implementation. The study will therefore comprise of an 

exploratory quantitative and descriptive component, and stakeholder suggested mechanisms for 

the successful implementation of RPL. 

 

Recognition of Prior Learning is part of the larger debate as a mechanism for up-skilling and 

multi-skilling a workforce. RPL implementation has been linked with, improved access to 
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further learning and the economic development needs of a country. In general, the convectional 

education and training systems are costly and RPL implementation is considered to be a cost-

effective process of crediting and certifying experiential learning. People who have achieved 

learning through experience may be given access to education, on the basis of what they can 

demonstrate in terms of their learning. This removes the need to attend full-time programmes and 

saving in terms of time and cost. 

 

Although, academic institutions are acknowledged to be the repositories and distributors of 

‘knowledge’, non-formal experiential learning is as valuable and credit-worthy in terms of formal 

qualifications as learning achieved through sitting in a classroom. RPL is therefore integral to the 

formalisation of ‘experiential learning and institution of relevant workplace learning 

programmes. RPL requires the acknowledgement that, learning can be achieved by doing first, 

and then formalising the skills and knowledge into a qualification. (Simosko & Cook, 1996). 

 

This study therefore intends to look at the extent to which RPL is being implemented in PSETA, 

and if there are any challenges, what do the implementers suggest would be the best way. This 

study is significant to PSETA in that the draft RPL policy developed by DPSA is a guideline for 

the implementation of this process but more research is required to identify areas with challenges 

and ways to streamline processes to align to accreditation requirements and compliance on best 

practices in implementation of RPL as well as the latest developments and trends in PSETA 

 

Moreover, this study will also contribute to education research in South Africa, particularly in 

the implementation of RPL as a redress to education and training from an Apartheid system to a 

system responsive to the needs of the learners, the economy and the Human Resource 

Development Strategy (HRDS). 

 

 

2 LITERATURE REVIEW 

 

2.1 Brief history of education and training under apartheid 

The ideology of apartheid or separate development was instituted in 1948 by the Nationalist 
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government. Several Acts were passed to bring education closer to this policy, especially the 

differential pattern of educational provision for different race groups. Individuals classified as 

'White' received high quality education, while those categorised as 'Coloured' or 'Black' received 

education characterised by insufficient and poorly qualified teachers, overcrowded classrooms, high 

drop-out rates and limited allocation of resources (Christie and Collins, 1984; Pillay 1990). 

 
Education under apartheid was characterised by a multiplicity of departments. For instance in 

1981, the provision of education in South Africa was the responsibility of 19 racially and 

ethnically divided education department under 14 different cabinets implementing their own 

regulations in terms of at least 12 Education Acts (HSRC 1981; Hofmeyer and Buckland 1992). 

Some 11 departments oversaw 'African education', for which nine examining bodies administered 

about 90 examinations each year (Hofmeyr and Buckland 1992; Kraak 1992). 

 
Such a multiplicity of departments produced administrative chaos, as no single ministry had 

oversight responsibility for the whole education system and there was considerable lack of co- 

ordination. Norms were not uniform; there were no standards for achieving comparability in the 

quality of educational provision and high levels of inequality in educational opportunities in the 

different structures. In addition the number of departments also resulted in extensive bureaucracy, 

poor communication, inflexibility, inefficiency, and wastage of funds (Hofmeyer and Buckland 

1992). 

 

The apartheid policies of separate development added to the general neglect, so that the structural 

position inhabited by most people classified as Black, was one in which people formed a vast 

resource of unskilled labour. A pattern reinforced by the rural location of Black people, often in 

underdeveloped 'homeland' areas. This historical legacy left the largest part of the population in 

the country with the biggest backlogs, not only in the extent of their educational provision, but also 

in the quality of education and training received. 

 

The wide exclusion of blacks from a reasonable quality of life as a result of apartheid, led the struggles 

of B lack workers, learners and communities. In 1973 massive spontaneous strikes precipitated 

by the fall of real wages in the face of falling gold prices, economic stagnation and inflation. These 

strikes led to the development of powerful industrial trade unionism among Black workers and of 
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NUMSA in particular to address the low quality of jobs and limited career opportunities for Black 

workers (Allais 2003; Bird 2003). The social disturbances and the underlying economic crisis 

rendered the apartheid state weak and insecure. Hence a number of Commissions of Inquiry were 

set up to find solutions to these problems.  

 

Two Commissions, the Wiehahn Commission and the Riekert Commission were setup by the 

government in 1977 “in order to satisfy demands from monopoly capital for an enlarged, stable 

source of African semi-skilled and skilled labour” (Marais 1998:42). Findings from the 

commission suggested major ideological shift with respect to state economic policy (Natrass 

1981:27). Furthermore, the multiplicity of departments and institutions, and lack of coordination 

in the apartheid education and training system was criticised. It was further noted that the apprenticeship 

system was outdated both pedagogically and technologically, and that there was a serious lack of 

mobility between formal education and non-formal training (Republic of South Africa (RSA) 1979; 

Wiehahn 1982). Findings from the commissions resulted in the enacting of the Manpower 

Training Act No. 56 of 1981. This Act replaced a large number of laws upon which racially 

segregated institutions for the training of employees were founded. Such initiatives, 

concerned mainly with labour legislation, later shifted to education. At the beginning of the 1980s, 

as the state continued to realise that economic growth was being subverted by chronic skill 

shortages and that these shortfalls necessitated educational reform, the De Lange Report (HSRC 

1981) was commissioned 

 

It is argued that building on the Riekert and Wiehahn Commissions, the De Lange Commission is 

the initial point of reference for current policies in the integration of education and training 

(Mukora 2006). The De Lange Report advocated for the bringing together of general and 

vocational education; and the making of general education more relevant to work, and vocational 

education broader than specific work-based skills. It also considered the creation of flexible 

pathways between formal education and non-formal training.  

 

Other initiatives from the 1980s with principles mirrored in the current system includes, the Artisan 

Training and Recognition Collective Agreement for the Metal Industries (ATRAMI), the 

HSRC/NTB investigation into the training of artisans in South Africa (HSRC/NTB 1984) and 

National Union of Metal Workers of South Africa (NUMSA) FORMED IN 1987. The ATRAMI 
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Scheme is an innovative metal industry initiative aimed at providing recognition of prior learning 

for semi-skilled workers in the industry. It was first developed in 1982 by the National Industrial 

Council for the Iron, Steel, Engineering and Metallurgical Industry (now known as the Metal and 

Engineering Industries Bargaining Council) (RSA 1982). It is important to note that this agreement 

was sector-specific and limited only to employers and employees who were members of the 

employers' organisations and trade unions respectively. The HSRC/NTB report (1984) repeated 

the De Lange criticisms of the then current training system, and made recommendations 

introducing significant changes to artisan training in South Africa. The NUMSA Vocational 

Training Project (NUMSA 1991) laid out key elements of the policy debate that has shaped South 

Africa's education and training reform. However, some of the elements proposed had been on the 

South African agenda for over a decade. 

 

The report of the NUMSA Vocational Training Project stressed the need for RPL as a key to lifelong 

education and training. The NUMSA project then started to develop a framework that stressed both 

career paths and closer articulation between formal education, adult education, and training.  

 

These policy ideas were turned into legislation after the first democratic elections in 1994 with the 

passage of the SAQA Act of 1995 (RSA 1995) and the series of associated legislation that followed. 

Some initial experiences of piloting RPL and workforce development include have been traced by 

Lugg et al., (1998) and Ballim et al (2000). In 1995, the Building Industries Training Board 

and FAS International Consulting Ltd, under the auspices of the NTB, ran a pilot project on RPL. 

Like the ATRAMI Scheme, this was a scheme organised by the building industry in South Africa 

as a way of recognising those with claimed prior learning experience in the occupations of 

carpenter and bricklayer. The project revealed that of the 315 workers originally screened, 259 

completed the advisory stage; only 182 were assessed and only 38 managed to secure full trade 

qualifications (Ballim et al.,2000:188). Much of this failure was attributed to the inability of 

candidates to achieve set standards within the specified time frames, and the absence of advisors 

and assessor representatives in particular language groups. 

 

Also in 1995, a pilot RPL process was implemented on a mass scale within one mining house in 

South Africa (Lugg et al.,1998). This research highlighted some of the problems associated with 
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early implementation of RPL. The first was that in this case, the RPL process did not have any 

direct impact on the outcomes of beneficiaries. Very few workers received any wage increases or 

were regraded. The second was that management and the unions did not share the same visions 

or agendas when they entered RPL agreements. It was reported that while the union saw the 

process as part of improved job grading and wage increases, management saw it mainly as a skills 

audit process. Some writers (Buchler & Ralphs 1998; Michelson 1997) reflected on 

epistemological, political and ethical issues as well as power relations in society that cannot be 

separated from RPL practices. 

 

The same year also witnessed some developments in RPL practices in the field of teacher 

education. The Workers' Higher Education Project was started by the Joint Education Trust in 1995 

to promote RPL projects in workplaces and in Higher Education. Most important was the National 

Professional Diploma in Education (NPDE), which attempts to upgrade the qualifications of many 

under-qualified teachers in South Africa. The most recent work on this project is reflected in 

Mignonne Breier's monograph, The RPL Conundrum: Recognition of Prior Learning in a Teacher 

Upgrading Programme (Breier 2008). The biggest challenge presented in this study is how prior 

learning can be recognised. 

 

2.2 Developments in RPL policy, discourse and research in South Africa 

The history of RPL-related practice and research in South Africa followed after the first 

investigations conducted as part of the National Training Strategy Initiative (NTSI) from 

1992 1994 (NTB, 2004). The investigation positioned RPL as part of a commitment to 

building a fully integrated and inclusive education and training system which “should through 

assessment give credit to prior learning obtained through formal, non-formal and informal 

learning and/or experience”. The report was based on a review of emerging RPL-related 

practices in South Africa and in other countries, most of which were located in Higher 

Education Institutions (HEIs) with a focus on standardised examinations, challenge exams, 

portfolio assessment and the validation of prior certified learning. Not surprisingly, the 

various iterations of the definition of RPL in policy and legislation in the years following the 

NTSI process remained strongly focused on the assessment and accreditation of experiential 
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learning, with specific reference to the outcomes and assessment criteria of registered 

qualifications and unit standards (Human Sciences Research Council (HSRC) 1995; SAQA 

2002). 

 

The development of an RPL discourse in South Africa reflects an interesting but often contested 

representation of these practices in different locations and levels in the system. Much of the early 

work was done by academics, researchers and policy makers working on or with the first pilot 

projects at public HEIs and subsequently at SAQA (Heyns 2004) and related Sector Education 

and Training Authorities (SETAs) (Dyson and Keating 2005). Some professions were more 

affected by changing policy and labour markets than others, and this gave rise to a number of 

innovative RPL projects associated with the upgrading of qualifications for personnel employed 

in the fields of nursing and teacher education. Development of the discourse outside of these 

environments environments is still not well researched or documented, although recent studies by 

Deller (2007) and Cooper (2006) focus on lessons emerging from the financial services sector 

and trade union education respectively. Furthermore the policy-based assumptions about RPL as 

a key principle in the construction of an inclusive qualifications framework in South Africa 

(HSRC 1995; SAQA 2002) cannot be realised without acknowledging its limitations as an 

assessment device and its potential as a specialised pedagogical practice 

 

2.3 RPL Practices 

Assessment-driven RPL practices are located mainly in the trade and occupational sectors where 

changing standards, labour market requirements and quality assurance systems have threatened 

employees without the requisite qualifications despite their years of experience in the field. Here 

the focus is on the design and implementation of cost-effective assessment procedures and 

instruments based on unit standards and qualifications which closely resemble the technical 

and professional competences expected in a specialised labour market. In this form of the 

practice, RPL is represented as a form of credit exchange (Harris 2000) whereby informally 

acquired knowledge and skills are assessed and certified as being equivalent in content and value 

to those specified in the selected unit standard or qualification. Summative assessment activities 

are foregrounded in this practice, but the process usually requires a range of other activities to 

contextualise the assessment criteria and to assist in preparing the evidence needed. 
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2.3.1 Portfolio development practices 

 

Portfolio development practices are located in Higher Education, where non-traditional 

students are helped to prepare learning portfolios to support their applications for access to, 

or advanced standing. However, the development of the discourse outside of these 

environments needs research and or documention (Deller, 2007). Here the focus is on 

orientation to the discourse of formal education, and specifically into the meta- cognitive 

competences required to succeed in these contexts. Applicants are expected to re-articulate 

their experiential learning in relation to the conventions and portfolio specifications of the 

academy. This form of RPL practice understands RPL as an individualised developmental 

process which is consistent with liberal humanist traditions in Higher Education, and which 

draws extensively on the experiential learning principles and methodology commonly 

associated with the field of adult education (Cooper, 2006). 

 

2.3.2 Hybrid portfolio and curriculum development practices. 

These practices are embryonic in South Africa but are well established at some colleges and 

universities in the United States and Canada (Michelson and Mandel 2004)
8
. This form of RPL 

practice understands RPL as a set of boundary engagements whereby the knowledge and learning 

conventions of the academy are brought into dialogue with the specialisations of other 

communities o f  p rac t i ce  such  as trade unions, private companies or professional bodies. These 

in turn shift the social relations of portfolio development and educational planning from one 

regulated solely by the assessors or academic staff to one in which epistemological and pedagogical 

differences are recognised, valued and often contested in the pursuit of a shared set of objectives. 

In their ideal form these engagements require a set of institutional, programme and staff 

dispositions that can relate to and value discursive practices beyond the academy in an inclusive 

if not uncontested fashion (Harris 2000, 2006). The outcomes of these engagements are 

manifested in hybridised forms of portfolio development and negotiated curricula that reflect 
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complex mediation of different sources of epistemological authority and pedagogy outside of 

the academy. 

 

2.4 Current Research findings on RPL practice in South Africa 

 

The first cautionary advice in the elevated advocacy that accompanied the first iterations of RPL 

policy in South Africa were suggest by Harris (2000) and Luckett (1999) /They argued the existing 

institutions were structurally implicated in the stratified distribution of higher order knowledge 

and skills in society and that RPL as an up-front, assessment-driven practice could not expect to 

alter that structure in any fundamental sense. This implied that only those who had acquired a 

familiarity with reading, writing and critical thinking as part of their jobs that were able to counter 

this trend and meet the portfolio requirements for access to the certification programme. Hence in 

can be concurred that RPL may not be optimally inclusive a device as had been suggested from 

the outset. On the centrally the indications were that as an evidence-led assessment device, its 

potential to exacerbate the unequal distribution of knowledge and skills in society was greater than 

its capacity to redress these imbalances (Harris, 2000). 

 

Although agreeing for different reasons, Shalem and Steinberg (2006) and Bernsteins (1996, 2000) 

concurred with Harris's conclusions. They were concerned with the use of analytical framework 

to engage with the complex pedagogies at work in portfolio-based assessments for practising 

employees seeking entry into postgraduate qualifications. Their concern was with the with the 

nature and consequences of the “invisible pedagogies” (Shalem and Steinberg 2006) implicated in 

these forms of the practice. The different logic and internal grammars of vocational and scholastic 

discourse are left invisible to learners in these processes, and this makes the processes of 

recognition and assessment particularly difficult and time-consuming for the candidates and 

academics involved 
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This perspective was taken a little further by Breier (2006) and Breier and Burness (2003) in their 

study of how prior experiential learning is recruited into the curriculum through the conversations 

and pedagogic strategies used by students and lecturers in labour law courses at two universities. 

Their findings recommended the approach which requires that learners be made aware of the logic 

and rules of the programme and how these regulate engagements with informal learning in the 

context of the course. 

 

Breier's argument is crucial to this study because it provides a basis from which to recognise the 

specialised nature of the discourse and pedagogies involved in different sites of practice and how 

these shape and constrain the ways in which experiential learning is recognised and engaged in the 

formal curriculum. 

 

Findings from case studies by Castle (2003) and Osman and Castle (2006) (where they analysed 

the opportunities and constraints provided by the articulation of RPL), confirmed the s significance 

of the philosophical and epistemological underpinnings of different models of the practice, and 

specifically the benefits of adult- centred pedagogies in the design and implementation of portfolio 

development courses with practising teachers and adult educators. Osman (2006), further makes 

the point that adult-centred portfolio representations are not necessarily good for all learners. I 

general, they are expensive and time- consuming and must in certain contexts be weighed against 

the merits of more efficient models of assessment and credit exchange.  

 

workers draw on different forms of knowledge ranging from local, practical forms to more 

analytical and conceptual forms, including elements of highly codified forms of knowledge such 

as economics and law (ibid.234). 

 

Recent research in the field of teacher education (Moll and Welch 2004; Volbrecht et al.,2006; 

Breier 2008) has also had to grapple with RPL implementation among practising teachers were 
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required to upgrade their qualifications in order to meet the new norms and standards for 

registration in the profession. Although explicit provision for RPL credits was specified in the 

design of the qualification, its implementing as an up-front, evidence-based assessment practice 

proved particularly problematic for various reasons. The reasons were comprised of a number of 

logistical, funding and conceptual problems associated with the large-scale launch of the project. 

As a result they challenge the claim that RPL can serve as a mass access mechanism based on 

unquestioned assumptions about the value and transferability of knowledge and skills across 

different learning contexts. It was argued that a distinction should be made between 'domain 

specific' prior learning and 'domain general' prior learning, where both are worthy of recognition 

(credit) but where the latter is particularly significant for mobilising new learning in a changing 

programme or environment. 

 

The significance of logistical, funding and institutional factors on the design and implementation 

of RPL within the NPDE at different institutes was also highlighted by Volbrecht et al., (2006). 

Their research point to the substantial diversity in practices at 17 HEIs, despite attempts by the 

sponsors to generate a common conceptual framework and set of minimum standards. In most 

cases, funding and other constraints had regulated the provision for RPL to a set of add-on portfolio 

activities quite late in the delivery of programmes, with consequent confusion as to whether they 

had engaged with knowledge and skills acquired prior to or during the course. 

 

 

As a result of the above stated research findings, the significance of RPL as an up-front assessment 

device for establishing knowledge and credit equivalence across different contexts has been 

increasingly challenged. In general RPL practices are positioned at the interface of different, even 

multiple, communities of practice (Wenger 1998). This brings multiple challenges in RPL 

implementation under a general common form of guidance. 
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2.5 Defining RPL 

RPL is a form of assessment with education and training that recognises adults’ learning, or 

learning experiences (Harris, 2001). It recognises the competencies gained and their relevance to 

the courses or programs for pursuance and embraces that learning can be obtained from various 

focus points, the formal informal and non-formal. RPL refers to the formal acknowledgement of 

the candidates’ learning obtained outside formal schooling through their work experience (Castle 

et al., 2001:25-28). The work related experience is then measured against the clearly defined 

learning outcomes of the units and modules sought for further studies and development. RPL is 

used as an alternative entry point for mature students at tertiary level. It is based on ethical, moral 

economic, political, social and environmental dimensions to upgrade growth through education. 

Further, Cretchley & Castle (2001:488-489) say the RPL involves measuring the candidates’ 

learning experiences against outcomes of the identified course and this creates an individually 

tailored route to lifelong learning. 

 

Learning is a profoundly relative process. What learners learn depends enormously on what they 

already know. The more one knows and is able to do the more and more easily one can learn new 

material. Meaningful learning occurs when new and existing knowledge are related. For 

instruction to be successful, it depends on having learners build on their existing knowledge. When 

learners lack any point of reference, learning is typically short lived and not very useful. Having a 

conception of what learners know helps educators plan instruction that builds bridges between new 

and existing knowledge and when necessary provide opportunities for students to continue to 

acquire background knowledge. (Posner and Rudnitsky, 1997:161). 

 

The real world is unpredictable, dynamic and uncertain. Learning is characterised by perception 

the way learners view and interpret the world around, the physical world where they have been 

and where they intend to go, development. The cognitions, the ability to think and reason in a 

particular language, assessment and the action that the learners take will be determined by the 

intercourse of the related concepts. These concepts cannot be isolated. Implementation of RPL 

follows the same cycle. (Posner and Rudnitsky, 1997:162). 
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2.6 Problems with RPL Implementation 

Recent research carried out has revealed a number of problems with the implementation of RPL. 

RPL has failed to deliver on its promises (Bowman et al., 2003:15-20), the reason for the failed 

promises is the gap between the promise and rhetoric of RPL and the actual reality of RPL. 

(Cameron & Miller, 2004:3). There are other factors which contribute to RPL’s implementation to 

be ineffective. (Kizito, 2006:133, Garnett et.al 2003:15-20, Castle et.al., 2001:25-28): 

• Unclear principles of RPL 

• Inconsistent assessment 

• Institutional unpreparedness for RPL 

• Curricular and admission policies do not incorporate RPL learners 

• Lack of learner support 

• RPL procedures lengthy and time consuming 

• Candidates’ experiential knowledge mismatched to the prescribed academic knowledge 

• RPL labour and paper intensive 

• Lack of support for academic staff 

 

2.7 Learning Theories 

RPL includes learning and experience, regardless of the means of acquisition of learning and 

experience. Experience is the input and a measurement of the learning as the outcome and results 

in the individual’s competencies certified formally. Recognition of experiential learning creates 

development and organized instruction (Posner and Rudnitsky 1980:166). According to Van Rooy 

(2002:76) Experiential learning is learning which takes place outside the formal classroom. In this 

instance the learner comes face to face with the realities of praxis, (theory and practice), thus 

attaining a very high level of competence in the specific field, or area of practice. Learning is 

defined as a permanent change in behaviour. Prior Learning is part of the change which constitutes 

learning. Posner 1999:157 illustrates clearly the model for learning; encompassed by the 

appropriate strategies for learning and teaching. 

 

RPL is interwoven with other related concepts such as prior communication, talking or language, 

reasoning, thinking, appropriate learning resulting in effective goal formulation and feedback. The 
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learners are motivated when the learning experiences relate to their original thinking and language 

as well as the concepts learnt prior the formal experience. However, Posner (1999:157) noted that 

all activities in learning come with some degree of risk, such as the unclear goals and lack of 

resources, lack of adequate training by the implementers, ambiguous policies. What learners learn 

depends enormously on what they already know. The more one knows and is able to do the more 

and more easily one can learn new material. Meaningful learning occurs when new and existing 

knowledge are related. For instruction to be successful, it depends on having learners build on their 

existing knowledge. When learners lack any point of reference, learning is typically short lived 

and not very useful. Having a conception of what learners know helps educators plan instruction 

that builds bridges between new and existing knowledge and when necessary provide opportunities 

for students to continue to acquire background knowledge (Posner and Rudnitsky 1997:161). 

 

According to Posner and Rudnitsky (1999:161) The learners’ physical world (what they can see 

and touch), experience and practical determine the perceptions which they hold (the way learners 

view and interpret the world around them). The cognitions, the thoughts which they generate and 

this determines the action they will take towards learning and the thoughts towards lifelong 

learning. The physical or practical world around them can generate immediate action and learning, 

followed by reflections on cognitions. RPL is experiential learning and acknowledges the world 

of experience around the adult learners. 

 

Experience grasped through comprehension and transformed through intention creates 

assimilative knowledge. When one grasps experience through apprehension and transforms it 

through extension they attain accommodative knowledge results. (Kolb 2002:64) state that 

individuals learn better when they can cycle through all four forms of learning. Kolb (2002:65) 

describes the typologies for learning. Experiential learning embraces all forms of learning as 

illustrated in the table below creating a holistic approach to learning. Holistic approach to learning 

recognises all forms of learning creating an independent learner. 

 

He asserts that of the four typologies, the assimilator grasps experience by thinking and theorizing 

and transforms through watching and reflecting while the converger transforms by watching and 

applying and the diverger by watching and reflecting. The accommodator grasps experience by 

feeling and doing then transforms via doing and applying. Through their choices of experiences, 
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people program themselves to grasp reality through varying degrees of emphasis on apprehension 

or comprehension (Kolb 1984:65). The idea of transforming experience and not focusing on 

outcomes is crucially important. To succeed as entrepreneurs learners must learn through 

experiences and then seek new opportunities. By transforming experience into new knowledge, 

individuals discover new outcomes from their learning. RPL recognises the four typologies 

assuring learners of a balanced learning experience. 

 

2.8 Principles of Adult Learning (Bates 1996:133) 

i. Learners learn better when they learn from the known to the unknown linking similar 

previous concepts with new ones in spiral form and order of difficulty. 

ii. Learners learn better when they have the knowledge of results, knowing where they stand 

and to feel they are progressing. 

iii. Learners learn better when they link practice and theory (praxis). 

iv. Adult learners are motivated to learn by flexitime and relevant concepts to their experiences 

and practical life. 

v. Learners learn better through their own initiatives and self-directed learning.  

 

2.9 Fostering Critical reflection 

Mezirow(1995:46) defines “meaning” as making sense of an experience. Further, 

Mezirow(1996:158) defines learning as “the process of making a new or revised interpretation of 

the meaning of an experience, which guides subsequent understanding, appreciation and action”. 

He (ibid) argues that; what we perceive and fail to perceive and what we think and fail to think are 

powerfully influenced by habits of expectation that constitute our frame of reference, which is a 

set of assumptions that structure the way we interpret our experiences. It is not possible to 

understand the nature of adult learning or education without taking into account the cardinal role 

played by these habits in making meaning.  

 

Leaning perspectives are made- up of higher-order schemata, theories, propositions, beliefs, 

prototypes, goal orientations and evaluations (Mezirow, 1991:6). Leaning perspectives refer to the 

structure of assumptions within which new experience is assimilated and transformed by one’s 
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past experience during the process of interpretation. They involve the application of habits of 

expectation to objects or events to form an interpretation. The habits of expectation are personal 

constructs, perceptual filters, conceptual maps, metaphors, personal ideologies, repressed 

functions and developmental stages. Perspectives provide principles. They involve symbol 

systems that represent ideal types; the qualities of which we project onto objects or events in our 

experiences. Phenomenological, the meaningfulness of present experience is an activity of habit, 

a ‘tension’ between habitual grooves of sensitivity and the world through which self and 

environments ‘are simultaneously transformed (Strow 1987:214-216). Reflection is integral on 

how to perform immediately, reflection becomes an integral element of thoughtful action. Kolb 

(1984:194). Ex post facto reflection, which looks back on prior learning, may focus on assumptions 

about the content of the problem, the process or procedures followed in problem solving or the 

presupposition on the basis of which the problem has been posed. 

 

2.10 International RPL Trends in Higher Education 

The international literature on RPL policy and implementation, being the forerunner to the process 

in South Africa, has, to a large extent, shaped the direction and theory of RPL in the country. 

Osman (2004:142-143) points out a subtle difference in this approach in that international 

approaches to RPL are usually framed within a discourse of individual empowerment and growth, 

while in South Africa the policy is philosophically framed within the discourse of access, equity 

and redress. Wheelahan (2003: 1) writing in an Australian context, acknowledges the work done 

by South Africa in terms of the theoretical conceptualisation of RPL in saying: 

 

“It is clear that South Africa has considered RPL more thoroughly than many other countries and 

that this is a consequence of the scope and scale of the task involved in rebuilding education and 

training, post-apartheid, based on principles of social justice, access, equity and redress". 

 

 Van Rooy (2002:78) points out that RPL has evolved in many other countries because of a mixture 

of demographic, economic and social factors. Policy makers have, nevertheless, incorporated a 

number of the focus areas, from various international contexts, into South African policy Kistan 

(2002:169-170) suggests that elsewhere in the world, RPL is seen as a rather minor activity at best, 
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but hardly as a major social imperative, as it is in South Africa where it is seen as a vehicle for 

transformation and social redress. 

 

The South African model of a National Qualifications Framework (NQF) is based on the 

Australian and United Kingdom models of a similar framework. However, it is of interest that 

Prinsloo and Buchler (2005:54) note that in countries where there is a national qualifications 

framework RPL has not been as successful as in countries such as the United States and Canada, 

where there is no national qualifications framework. It is also important to frame the discussions 

on RPL policy and implementation in terms of the ways in which they have been influenced by 

international trends and the various models of RPL that have evolved over the years. Furthermore 

it is imperative that the implementation of RPL in South Africa learns from the lessons that have 

already taken place elsewhere. As it is not the intention of this literature review to discuss all 

international trends in RPL, the discussion will centre around those countries that have provided a 

greater influence on RPL policy and implementation in South Africa. 

 

2.10.1 The United States of America andCanada 

RPL has been firmly established in the United States since the 1970s. Portfolio development and 

the challenge process are all recognised in RPL practices in the USA (Van Rooy, 2002:79). 

Prinsloo and Buchler (2005: 6) defined RPL as the institutionalised commitment to life-long 

learning and increasing access to learning opportunities for adults. There is, however, a great deal 

of diversity in the application of RPL across the system. In the United States, RPL is applied for 

purposes of advanced standing or certain levels of credit in courses and degree programmes (Van 

Rooy 2002:79). A further feature of the American model is that a range of standardised 

assessments have been developed at a national level which reduces the need for individualised 

assessments (Prinsloo and Buchler 2005:45). 

 

 In Canada, RPL is referred to as Prior Learning Assessment and Recognition (PLAR). The 

available literature on the implementation of RPL, or PLAR, in Canada, for example, reveals that 

RPL is seen as a journey in the sense of being part of life-long learning through educational 

opportunities that meet individual needs, as is also the case in the United States of America (Kistan 

2002:7). Austin, Galli and Diamantorous (2003:88) make reference to the need for a competency-
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based prior learning assessment, particularly in the arena of professions and trades in Canada. 

Canada's education system is completely provincial in terms of jurisdiction and thus the challenges 

facing Canada relate to transferability and portability of qualifications between provinces (du Pre 

& Pretorius 2001; Prinsloo & Buchler 2005:45) also report that PLAR is mainly practiced in non-

degree credit programmes in Canada.  

 

The Canadian case study, as presented by Du Pre and Pretorius (2001:20), provides a favourable 

view of RPL for South African implementation according to the key findings of a cross-Canadian 

study. This study revealed the following: 

• RPL candidates had higher pass rates and graduation rates than traditional learners. 

• This higher pass rate resulted in increased confidence in their knowledge and skills. 

• The confidence that enhanced their chances of continuation of learning over the long term. 

South Africa has adopted a similar focus on the importance and relevance of life-long learning to 

improving the skills and economic potential of its workforce and this idea has been linked to RPL 

policy and implementation. 

 

2.10.2 The United Kingdom 

In the United Kingdom the promotion of recognising and valuing of learning from experience, has 

been around for some time (Kistan 2002:169-170). RPL is also known in the United Kingdom by 

the acronym APEL (Assessment of Prior and Experiential Learning). APEL is based on a 

qualifications framework that operates at the vocational level (Prinsloo & BucWer, 2005:45). The 

United Kingdom has had a national qualifications framework since 1997. It has been subject to 

internal criticism on the grounds that it could be more transparent, more consistent, less 

bureaucratic and easier to follow.  

i. In short, it should be closer to the needs of employers and members of the public. It 

should provide in particular for progressive recognition, stage by stage, as someone 

gradually accumulates learning outcomes and non-formal and informal learning 

outcomes.  

ii. It does not do enough justice to the diversity of individuals, even though the recognition 

of non-formal and informal learning outcomes is by its very nature a process in which 

each person is regarded as, so to speak, a special case.  
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iii. In Scotland, the approach based on the recognition of learning outcomes (RPL) is 

directly linked to the development and establishment of the Scottish Credit and 

Qualifications Framework (SCQF).  

iv. Adopted in 2001, it is geared to the recognition of all learning outcomes irrespective of 

the learning context, formal or otherwise.  

 

Indeed, one of the functions of the SCQF is to broaden public attitudes so that all credits have the 

same currency whether obtained by formal means or the recognition of non-formal and informal 

learning outcomes. OECD (2010:25) 

 

2.10.3 Australia 

Researchers report on a variety of initiatives to enable the recognition of prior learning in Australia. 

However, this study will not more than provide a brief overview of some of this research, which 

indicates that the extent of RPL practice in Australia is somewhat limited (Prinsloo & Buchler 

2005:45) The notion of life-long learning is closely coupled with recognising prior learning, 

particularly in the Australian context. A study, initiated in 1993 in Australia called ''The enabling 

characteristics of undergraduate education", concluded that one of the implications of adopting 

lifelong learning for institutions of higher education was the need to have unambiguous guidelines 

concerning the recognition of both formal and informal prior learning (Candy 2000:15-20).  

 

Taylor and Clemans (2000:15-20) report on an attempt by the Australian government to bring 

some form of consistency to the Australian model of RPL, by way of an Australian Research 

Council grant project aimed at drawing up research-based, nationally applicable protocols and 

procedures for RPL in education faculties in Australia. RPL in the Australian context is in its 

infancy, although it has some ten or more years' standing in the educational environment. He 

elucidates that RPL is currently used in Australia for admission to a course and for advanced 

standing or credit in a course. The Australian model acknowledges the need for close collabour 

ation between the providers of technical and further training and industry (Van Rooy, 2002:76). 

 

The Australian model of implementing RPL, as described by Flowers and Hawke (2000:45) and 

summarised by Dupreez and Pretorius (2001:25), provides for a somewhat sobering note on RPL 
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implementation with some implicit cautions for its implementation in South Africa. Du Preez and 

Pretorius (2001:25) point to three important areas in which problems have occurred in the 

implementation of RPL in Australia and of which cognisance should be taken: 

 

i. There is little evidence to suggest that RPL has significantly increased access to learning 

that leads to formal qualifications for disadvantaged groups and individuals. 

ii. RPL has not led to any more synergy between traditional notions of academic knowledge 

and those who support the view that more experiential learning should be recognised by 

institutions. 

iii. Competency-based training (an approach taken by the Australian model) has entrenched a 

rigid and narrow way of naming learning, while discouraging alternative ways of 

recognising other types of learning. 

 

Flowers and Hawke (2000:45) also report that RPL in the Australian context shows evidence of 

gate-keeping and the same attempts to maintain traditional academic forms of knowledge that are 

evident in the South African literature on RPL. This is supported by the research of Wheelahan, 

Newton and Miller (2003:15-20) which shows that, although intended for this purpose, RPL has 

not acted as a mechanism for social inclusion in Australia:  

 

"We found that while Recognition of Prior Learning (RPL) was one of the key objectives of the 

AQF (Australian Qualifications Framework) Advisory Board, and a key principle in the vocational 

education and training sector in Australia, that it has not yet delivered the policy goal of creating 

pathways to qualifications in the numbers originally envisaged". 

 

2.11 Participation in Further education 

The annual participation rate in adult further education courses in CANADA circa 1960 was about 

4% of the entire adult population. The NALL Wording is “in the last year have you taken any kind 

of formal organized courses, workshops or lessons no matter how long or short?” The basic finding 

is that participation in adult education and training courses and workshops continues to grow. 

Popular demand for greater future provision of further education courses is even stronger. Over 
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40% of all Canadian adults have taken some kind of course or training sessions. For future plans 

and interest to enrol in further education, the general disposition to participate is even higher: 

 

(a) Over half are planning to take some sort of formally organized courses in the next few 

years. 

(b) Over 60% say that they would be more likely to enrol in an educational program if they 

could get formal acknowledgement for their past learning experiences and therefore have 

to take fewer courses to finish the program. 

 

2.12 Prior Learning Assessment and recognition 

The table above suggests that the gap for learning would probably be much smaller if Prior 

Learning Assessment and Recognition were widely implemented. There is majority support in 

nearly all schooling levels for PLAR, but it would make a greater difference for the least formally 

educated. Almost twice as many school dropouts currently plan to take future courses if they would 

receive recognition for their prior informal learning. PLAR/RPL is therefore a very important 

potential means of more effectively valuing the informal learning of the less highly schooled 

(NALL, 1998). 

 

The survey (NALL, 1999) summarized that the data on participation indicated that nearly half of 

all Canadian adults are now actively engaged in taking further education and training courses or 

other forms of continuing education. The majority of Canadian adults are planning to take further 

education courses in the near future and even more would do so if their prior learning achievements 

were recognized. The NALL survey confirmed that most adults’ detectable individual and 

collective learning was comparable to an iceberg mostly invisible at the surface and immense at 

the bottom. 

 

Experience reinforces the tacit knowledge acquired in experimentation. It can also be thought of 

as no conscious intellectual activity. Learning often occurs through experience. Learners first need 

to undergo a particular experience and then, upon reflecting upon that experience, extrapolate 

learning from it (Green and Shanks, 1993:15). Learning acquired through experience is often 

referred to by cognitive psychologists as implicit learning, meaning the acquisition of complex 
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knowledge that takes place without the learner’s awareness of what he or she is learning. Implicit 

learning is thought to be the foundation for tacit knowledge and can be used to solve problems as 

well as make reasonable decisions about stimulus circumstances. Tacit knowledge is more 

valuable to the learner as it comes from within and remains intrinsic and difficult to erase but is 

the property of the recipient (Hayes and Broadbent, 1988:34). 

 

2.13 Benefits of recognition of Prior Learning 

Recognition of prior learning (RPL), Prior Learning Assessment (PLA) or Prior learning 

Assessment and recognition (PLAR), describes the process used by the colleges, and Universities 

around the, world to evaluate learning acquired outside the formal classrooms for the purpose of 

assigning academic credit. The assessment is done through standardized examinations and trade 

tests in centres recognized by legislation and ethics of the industry. Further, Prior Learning 

Assessment is a process that might save resources such as human, financial and time. Recognition 

of RPL avoids unnecessary duplication of learning, encourages self-assessment, and assists 

learners in self-judgment in terms of their skills and knowledge attained, while boosting learner 

confidence (Mckay et al., 1998:163). 

 

2.14 Recognition of Prior Learning as a Tool for Development in South Africa 

According to Moore and Van Rooyen: (2002:1), “The concept of recognizing and accrediting –

what people already know and can do is having a significant impact on many of the education and 

training programmes currently being developed.” Recognition of Prior Learning can be a powerful 

tool in developing and implementing transformation through learner empowerment, provision of 

skill focus and acting as a vehicle for economic and social development. In terms of the current 

political, economic and social context, RPL is seen to have the capacity to:  

 

• Contribute to redress inequality by opening up more ways for people to attain qualified 

status. 

• Enable more people to reach higher levels of qualification expertise by beginning with an 

acknowledgement of existing skills and knowledge. 



 

 

27 
 

•  Contribute to enhancing international economic competitiveness by building on often 

invisible and unacknowledged workforce skills. 

• Offer the first step in attaining the goal flexible workplace by acting as an auditing tool to 

quantity existing competence. (Harris and Saddington,1995:7) 

Education should be available to all, and learners should be encouraged to continue 

learning and people should be awarded or accredited for the skills and knowledge acquired 

(Moore and Rooyne, 2001:2). RPL in South Africa has been seen as a tool (tool) for 

redressing the discriminatory practices which prevailed in education, training and 

employment opportunities. Mathews, (1997:6) asserted that energies should be channelled 

towards recognizing the learning of learners when they join the new programmes in the 

same manner as assessment is done on their exit after completion. Administered carefully 

and supported to explicitly anti-discriminatory policies, RPL can indeed contribute to 

movements for greater casual mobility. According to the Working Group 9 of the National 

Training Board (1994:100) the RPL process in South Africa to be credible and relevant it 

must be transferred from a debate of ethos into a practical workable and understandable 

process which is recognized as having real street value. 

 

RPL has been recognized all over the world for over three decades in countries such as the United 

States of America, Canada, Northern Ireland, United Kingdom, and Australia and introduced in 

South Africa in June 2002. In most of these countries the RPL has been relatively marginally 

practiced in education and training conducted at a distance from the main business of the institution 

(Gawe 1999:23). RPL provides a practical means to utilize past learning in order to pursue future 

academic and professional endeavours. Furthermore, RPL provided a framework for long-term 

human resource development and improvements in morale, motivation quality service and 

viability. The benefits of RPL to employers would be that it is likely to provide the self-confidence 

factor lacking in the sector in view of the current economic and employment trends in South Africa. 

According to the Council for Adult and Experiential Learning (CAEL, 1974), Recognition of Prior 

learning and Assessment derives the following benefits; 

 

• Facilitates life-long learning to non-traditional students and provides opportunities to 

access the formal stream. 
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• Recognizes the value of learning from childhood to Adulthood. 

• Motivates the Learners to continue with self-study and development of skills without 

repeating similar concepts, but rather a reflection of past experiences. 

• Provides progression routes and acknowledges the importance of “Spiral learning”. 

• Eliminates rote learning without reflection on past experiences. 

• Enhances student self-esteem and acknowledges individual potential. (Abraham Maslow, 

1970, Borich, 1992). 

 

2.15 Identified Ideological and Epistemological Barriers to RPL Implementation 

2.15.1 Resistance to educational reform 

Much of the resistance to a reform discourse in education arises from the nature of higher education 

institutions and perceptions of the autonomy of the academy. This provides for high levels of 

capacity to resist introducing changes that will impact on the academy and challenge its value 

system. There is also substantial evidence to suggest that if educational reform goes against the 

value system of the academy, there is little chance of sustaining it (Moore 2005:154). Further 

obstacles are low levels of understanding and credibility of pedagogic reform discourses in some 

higher education contexts. Policies are often domesticated or watered down, through subversion 

or reinterpretation, to suit the institutional context and the institutions own priorities. Difficulties 

encountered in the process of articulating, assessing and accrediting students' prior learning 

suggest that there is rhetorical commitment to RPL, whereas no policy or principles are specified 

for institutions. RPL depends largely on the political will, resources and capacity of higher 

education institutions for its development. However higher education institutions tend to restrict 

political will and adventurousness in terms of recognising learning from non-formal and informal 

contexts (Osman & Castle 2001).  

 

2.15.2 Conflicting and Competing Pedagogical approaches 

RPL is particularly challenging for higher education because it seeks to reshape fundamental 

values, beliefs and paradigms for change in higher education. It forces the negotiations of two 

worlds - the world of experience and the work of academia (Osman & Castle 2001: 59). One of 

the problems with the implementation of RPL as envisaged by the SAQA Act (Republic of South 
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Africa 1995) is that it is highly dependent on a performance-based assessment system where 

outcomes for learning are developed.  

 

Many institutions of higher education have, in theory, moved to OBE as necessitated by the SAQA 

Act and its requirements, but have not implemented the approach in practice. The SAQA impact 

study (2004b: 47) notes that there is uncertainty about “...the depth to which the outcomes-based 

approach had penetrated practice and methodologies". Furthermore, Breier (2001: 91) points out 

that the 'equivalence' approach to RPL (where there are clear outcomes that the learner is required 

to meet) that has been adopted by many institutions of higher education, is more in tune with this 

performance-based or OBE model of assessment. An approach to RPL that requires the 

development of a competence-type portfolio in which candidates are encouraged to reflect on their 

experience and consider how it relates to the formal curricula, is more difficult to achieve (Breier 

2001:91).  

 

Osman and Castle (2001: 55) see the value of this competence-based approach in that it stimulates 

personal reflection which contributes to personal and professional development. They raise a 

number of significant questions in the conclusion to their research, one of which is the question as 

to whether a reflective portfolio is an appropriate indicator of competence or not? (Osman & Castle 

2001:59). 

 

2.15.3 Lack of Curricula responsiveness and flexibility 

The curriculum adaptation in particular, is prompted not by policy, but rather by the changing 

intellectual interests of academics themselves. They go on to say that"...unless the intellectual 

capacity exists in the form of academics with systematic knowledge about the new domain, it is 

not possible to launch a credible curriculum which focuses on such a domain" (Moore & Lewis 

2005:43). RPL can be considered to be a catalyst for change, particularly in the way in which 

institutions plan, design and approach their offerings. A systemic implication that has not been 

accounted for in national policy is the change from a low cost model of curriculum (teacher-

centred) to a high cost model of curriculum that is learner-centred requiring huge amounts of 

individualisation (Moore 2005:43).  
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 Prinsloo and Buchler (2005: 3) argue that"...RPL in this paradigm seeks not only to facilitate 

access to standards and qualifications, but will also increasingly challenge the construction and 

content of qualifications to be more inclusive of knowledge, skills, values and attitudes that are 

produced in 'communities of practice' outside of the formal institutions of learning in society'. 

 

2.15.4 Complexities of implementing RPL 

Exploration of the problems experienced in implementing RPL at UNISA were presented as lack 

of institutional preparedness, lack of academic support, lengthy operations and procedures. (Kizito 

2006:133) A recent study carried out in Australia, Vocational Education and Training also 

presented similar problems such as the magnitude of paperwork, high costs involved in the 

implementation of RPL and that the whole process was time consuming. The study revealed that 

these were the complexities for effective implementation of RPL. (Hargreaves 2006:7)  

 

2.16 Benchmarks 

2.16.1 Trade Recognition in Australia 

The Trade Recognition Australia, (TRA), Australian Government, Department of Industry, 

Innovation, Science, Research and Tertiary Education DIISRTE developed the 457 skills program 

managed the planning, assessment, monitoring and evaluation done by TRA. TRA is the 

responsible Authority with the mandate to regulate the 457 skills program (1994).  

 

2.16.2 Framework for APEL-UK 

APEL improves access to education and training and the awarding of academic, vocational and 

professional qualifications by recognizing that learning is continuous, taking place at work, home 

and at leisure as well as in the classroom. The process provides a route for recognizing 

achievements to contribute towards a qualification, a single module of study or a whole programme 

of study. However, APEL does not accredit for life experiences. APEL gives credit for attainments, 

skills and knowledge-competences. 

 

APEL process can be used to gain exceptional entry to or exemption form a programme of study. 

APEL also focuses on assessment and certification of the Prior Learning and Experience.  
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2.16.3 India Solar Engineering Program 

The Solar Engineering Project for grandmothers in Indian has become an outstanding example 

where grandmothers are given skills and certificates even if they are not able to read and write. 

Anyone who is a grandmother is given the chance to acquire relevant skills using the experiential 

learning. The assumption is that the learners will be able to make a living out of the solar cooking 

and lighting gadgets while at the same time making money to support the families. Further, the 

assertion was that the learners will be able sustain and educate the orphans remaining to 

HIV/AIDS. The communities have been upgraded and poverty eradication is in the process in India 

as Solar becomes the option in view of going green. It was noted that the program was well funded 

and seems to be yielding the intended results as the beneficiaries testify. The concept of using 

symbols in learning has created and opened doors to all learners regardless of age and status. The 

trainers have also received adequate training in order to cope with the challenges of language and 

age. The prior learning skills recognise that the learners have used the gadgets after purchasing 

from the retailers and the program skills and empowers for further development of the 

communities. The project seems to be a success and communities have benefited. 

(http://www.rnw.nl/english/article/african-grandmothers-study-solar-engineering-india) 

 

2.17 Outcomes Based Education Recognition of Prior Learning 

Outcomes Based Education (OBE) is an approach to education that depends upon the Identification 

of predetermined outcomes by which performance is judged. These outcomes are skills, 

knowledge and values that a learner can demonstrate. The RPL model developed by SAQA for 

South African education and training depends upon an OBE approach for its implementation. 

Boughey (2004: 8) states that, "In many respects, OBE, which requires educators to focus on what 

learners should be able to do as opposed to what they should know, is a philosophy (in that it is a 

way of thinking about learning), a set of classroom practices and a system that makes a national 

qualifications framework possible". 

 

2.18 Oregon (USA) Consortium for Nursing Education (OCNE) 

The Oregon meeting 2001 discussed the need to prepare nurses for the new future. Oregon 

strategies for nursing recognized the learning experiences in acute and chronic facilities. Excelsior 

http://www.rnw.nl/english/article/african-grandmothers-study-solar-engineering-india
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College School of nursing students demonstrate achievement of learning through their 

psychometrically sound examinations and assessments including: computer-delivered nursing, 

theory examinations and assessments. All successful graduates’ demonstrated theoretical learning 

and clinical competence including critical thinking and clinically reasoning at a level required for 

beginning practice as an AD-prepared RN (CAEL, 2012). 

 

Montgomery College, Maryland, designed an innovation to help LPNs, foreign-trained nurses and 

military medics/corpsmen make an easier transition into the nursing profession. A 13 week 

summer transition course is offered for these incoming students to help them achieve advanced 

placement. The course provides focused theory and clinical instruction, yet also indentifies what 

they may already know and what they may need to learn. Successful students in this category are 

able to earn an associate degree in nursing over a 12-month period (CAEL, 2012). Final 

lly, the policy recommendations for Maryland were presented as: 

 

i. Encourage greater collaboration and articulation. 

ii. Focus more on competencies and learning outcomes and less on measuring time spent in 

learning activities and teaching strategies. 

iii. Engage health care employers and other stakeholders to become a full part of the solution 

to the coming nursing shortage. Employers to provide salary or other incentives to 

Registered Nurses (RN’s) to the next level of learning. In relying on data and other 

measurable evidence to track progress in educating nurses and expanding capacity, CAEL 

gains a better understanding of the students who apply and are rejected. 

iv. Encourage regulators to make evidence based decisions regarding standards for program 

approval and nursing licensure RPL Policy and Procedure 

(http://www.ode.state.or.us/search/page/?id=3286). 

 

2.19 Framework for Change and Reformation in Education 

The framework and legislature for change is provided in the Higher Education Act (Republic of 

South Africa, 1997:3) and in the White Paper for Higher Education. The framework reads in part, 

“...Development of criteria and mechanisms to recognize prior learning with a view to admitting 

http://www.ode.state.or.us/search/page/?id=3286
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non-traditional students to higher education institutions (South Africa 1997:3). The instrument 

promotes the following principles: 

 

• Life- long learning 

• Learner mobility 

• Flexible learning systems 

• Increased access for purpose of equity and social redress 

• Responsiveness to social needs and the development of social responsibility 

 

Du Pre’ and P.retorius (2001:12) say that the policy frameworks did not provide clearly articulated 

statements which would be easy to follow and implement. They were quoted as asserting that: The 

frameworks…merely create an enabling environment for candidates to acquire access and form 

legal framework within which higher education delivers education and training programmes for 

candidates”. According to the Organisation for Economic Co-operation and Development - OCED 

(2010:6) South Africa is considering strategies to award “advanced standing” qualifications, or 

admit people to extended curricula so as to prevent renewed mistreatment of those who have 

already suffered injustice. This might affect under-skilled adults such as nurses or teachers. And a 

natural target for action of course also comprises all persons who do not satisfy the preconditions 

for entering the formal system of education and training. 

 

2.20 Guidelines for the Implementation of Recognition of Prior Learning in South Africa 

SAQA (2004 a) provides an “open ended” non-prescriptive and a “living document” “that allows 

for continual engagement with the aspects impacting on the implementation of RPL” (SAQA 2004. 

The document addresses the following issues in RPL: 

 

• Issues that will impact the feasibility of implementation of RPL processes and assessment  

• Funding and the sources of funding 

• Curriculum development 

• Regional collaboration possibilities 
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The legal framework states that the South African Qualifications Authority (SAQA) Act, 1995 

(ACT NO 58 of 1995), gave life to the SAQA which is the legislative body responsible for the 

National Qualifications Framework (NQF) in South Africa. SAQA’s mission is to ensure that the 

NQF contributes to the full development of each learner and to the social and economic 

development of the nation at large (SAQA, 2002). RPL was recommended by SAQA as one of its 

missions. RPL has been regarded as a pre-requisite for South Africa’s skills development strategies 

(SAQA, 2002). SAQA Act was replaced by the National Qualifications Act No 67 of 2008; SAQA 

was tasked to with the responsibility to develop policy and criteria, through consultation with QCs, 

for the assessment of RPL, credit accumulation and criteria, through consultation with QCs, for 

the assessment of RPL, credit accumulation and transfer. 

 

2.21 Models for implementing RPL 

2.21.1 Introduction 

Models provide a framework of understanding concepts. The models are not prescriptions but 

create an understanding for the concepts provided. Models create yardsticks within which the 

actual can be measured within a given framework. Further, models are based on research and 

frames for further analysis of the given concepts. Three models were discussed, the 

transformational, liberal humanistic and technical or market perspectives. A perspective is a view 

established after research. 

 

2.21.2 Transformational Perspectives 

The model regards that RPL as an agent of transformation and restructuring. It aims to reframe 

fundamental values and paradigm within institutions of learning by recognizing and celebrating 

indigenous and alternative knowledge (Osman and Castle, 2004:130). Closely linked to the 

transformational perspective is the RPL policy and implementation framework in which the notion 

of life-long learning is an essential element (Hendricks, 2001). 

2.21.3 Liberal Humanistic Perspective 

This perspective is student centred and fosters that there should be induction of students into 

academic illiteracies, where the benefits are deemed to be personal self-discovery and self-

development rather than accreditation (Breier and Buness 2003). This model challenges the way 
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in which teaching is done, as well as the values attached to what is taught (Osman and Castle, 

2002:488). 

 

2.21.4 Technical or Market Perspective 

This model advocates for a clearly define system of operation. The implementers should follow 

and remain within the parameters of the given framework. The model adopts the systematic 

approach to the implementation of RPL. The model advocates for the exchange of technical 

concepts advocating for rigid implementation of the policy on RPL. However, the model is easy 

to administer and the steps are easy to follow, clearly defined, controllable and provides a clearly 

defined yardstick of measure (Osman & Castle, 2004:25-28). 

 

2.22 Conclusion 

RPL requires the departments involved to work together in synergy and unity of purpose as a 

number of issues are at play. The changes in the environment and growing demand for education 

may render the implementation disabled. However, this chapter reviewed literature and identified 

benchmarks where success was recorded. Further the chapter reviewed the literature where 

challenges were being recorded and the reasons for none accelerated implementation of RPL 

despite all the resources, human and financial. Policy challenges were also reviewed as policy 

determines the extent of implementing the RPL requisites. 
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3 DATA PRESENTATION AND ANALYSIS OF DATA 

3.1 Analysis of variance (ANOVA) 

The purpose of analysis of variance is to test differences in means (for groups or variables) for 

statistical significance. This is accomplished by analyzing the variance, that is, by partitioning the 

total variance into the component that is  due to true random error (within-group) and the 

components that are due to differences between means. The F-ratio is used to determine statistical 

significance. The tests are non-directional in that the null hypothesis specifies  that all means 

for a specified main effect or interaction are equal and the alternative hypothesis simply states that 

at least one is different. Statistically significant factor sorts dependent variable “y” into groups so 

that mean of at least one group differs from the mean of the other groups. ANOVA also allows us 

to detect interaction effects between variables (factors), and, therefore, to test more complex 

hypotheses about reality (Feller, 1971; Cohen, 1988). 

 

 A linear mathematical model for a two-factor ANOVA could be as follows: 

 Yijk= µ + ai + bj + (ab)ij + eijk 

 Where µ- the mean. 

 ai - the contribution of the ith level of a factor A. 

 bj - the contribution of the jth level of a factor B. 

 (Ab)ij - the combined contribution of the ith level of a factor A and the jth level of a factor 

B. 

 eijk - the contribution of the kth individual (the error) 

 

From the equation above assumptions in ANOVA are of normality in that normality in that the eijk 

follow the normal probability distribution with mean equal to zero, homogeneity of variances in 

that the variances of the eijk are  equal for all values of i, j, and k and that the individuals are 

independent meaning that observations in groups are different objects. However If the dependent 

variable is multi-dimensional for example 3 different indicators of deaths Multivariate Analysis of 

Variance is used (MANOVA) is used. 
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3.2 MANOVA 

Multivariate analysis of variance (MANOVA) is an extension of common analysis of variance 

(ANOVA). In ANOVA, differences among various group  means on a single-response variable 

are studied. In MANOVA, the number of response variables is increased to two or more. The 

hypothesis concerns a comparison of vectors of group means. The multivariate extension of the F-

test is not completely direct. Instead, several test statistics are available, such as Wilks' Lambda 

and Lawley's trace. Wilks' lambda can range from 0 to 1, with 1 indicating no relationship of 

predictors to responses and 0 indicating a perfect relationship of predictors to responses. 1 - Wilks' 

lambda can be interpreted as the multivariate counterpart of a univariate R-squared, that is, it 

indicates the proportion of generalized variance in the dependent variables that is accounted for by 

the predictors. When only two groups are being compared, the results are identical to Hotelling's 

T2 procedure. Once a multivariate test has found a term significant, use the univariate ANOVA is 

used to determine which of the variables and factors are "causing" the significance. (Tabachnick 

& Fidell, 2001). 

 

3.2.1 The General Linear Model 

The described t test for assessing the difference of two mean values is a special case of an analysis 

of a qualitative (categorical) independent variable. A qualitative variable is defined by discrete 

levels, e.g., “stimulus off” vs. “stimulus on”. If a design contains more than two levels assigned to 

a single or multiple factors, an analysis of variance (ANOVA) can be performed, which can be 

considered as an extension of the t test. The described correlation coefficient on the other hand is 

suited for the analysis of quantitative independent variables. A quantitative variable may be 

defined by any gradual time course. If more than one reference time course has to be considered, 

multiple regression analysis can be performed, which can be considered as an extension of the 

simple linear correlation analysis (Cohen, 1988). 

 

The General Linear Model (GLM) is mathematically identical to a multiple regression analysis but 

stresses its suitability for both multiple qualitative and multiple quantitative variables. The GLM 

is suited to implement any parametric statistical test with one dependent variable, including any 

ANOVA design as well as designs with a mixture of qualitative and quantitative variables 

(covariance analysis, ANCOVA) (Feller, 1971; Cohen, 1988). 
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3.3 Factor Analysis in General 

In general, factor analysis seeks to find the most effective way to describe a set of measures using 

the fewest number of factors. "The three general steps in factor analysis are (1) the preparation of 

the correlation matrix, (2) the extraction of the initial factors... and (3) the search for simple and 

determinable factors." It applies to all methods of data analysis which use matrix factors. The 

computer program takes the data and rotates them in a number of different ways according to the 

type of analysis the analyst has chosen to perform. Among the choices available are principal 

component analysis otherwise known as common factor analysis. Principal factor analysis is 

statistical method used to ascertain the most common factors in a set. The data matrices for the 

factor analysis that is to be performed may be rotated or remain un-rotated. Rotation is a 

mathematical procedure akin to matrix algebra which is performed on the database. Generally, 

rotation of the factors is desirable for finding the most interpretable factors. The rotation pattern 

could be quadrilateral, orthogonal or oblique. Simply stated, these choices are variations on the 

level and degree of the computer generated rotation to be performed, and the choice made has 

implications for the relationship between the data and the factors that result. Orthogonal rotation 

results in factors that are uncorrelated with each other. 

 

For the purposes of this research project, all factor analysis will use the first order "varimax" 

orthogonal rotation factor analysis with no limit on the number of factors. This means that the 

SPSS computer system is tasked with rotating the data to an optimal degree to find the common 

factors. The Verimax procedure stops adding new factors when the variance explained by any new 

factor is less than the variance within an individual variable. The -most common term for variance 

explained by a factor is its weight or "Eigen value."  

 

3.4 Sampling Population 

The sampling area was the whole of South Africa and the population included Public and Private 

Institution managers, RPL policy formulators and implementers, and unions and RPL 

beneficiaries. These were from government and private institutions, public and private service 

providers including universities and FET colleges. 
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3.5 Research Instruments 

Five questionnaires were designed to determine the views of Public institution managers (appendix 

3), RPL policy formulators (appendix 4), RPL implementers (appendix 3), unions (appendix 4) 

and RPL beneficiaries (appendix 5) on the state of RPL implementation successes and limitations 

in South Africa. The questionnaires included questions on RPL policy formulation, 

implementation, quality control, RPL cost and benefits to the organisations and the individual 

employees.  

 

3.6 Data analysis 

Responses to questioners ranged from strongly agree to strongly disagree. Categorical data from 

questioner responses were converted to numerical data with strongly disagree having the least 

score of 1 and strongly agreed having the highest score of 5. Data were analyzed by using the SPSS 

18 (SPSS, Inc. Chicago. Ill). Descriptive statistics, means and standard deviations (Std.Dev) were 

used to examine the overall views of the respondents. To illustrate the distribution of responses, 

graphs were plotted using observed, weighted means.  

 

Multivariate analysis of variance (MANOVA) procedures were used to determine where 

differences exist between different institutions and organisations which include public service 

institutions, universities, technikons, public and private FET colleges. The F ratio with the 

Hotelling T statistic was calculated to determine whether any differences existed between groups 

on questionnaire scales. If differences were significant, analysis of variance (ANOVA) procedures 

were used as univariate follow-up tests to determine on which specific scale or scales the difference 

existed. For ANOVA the mean, SD. F ratios, and level of significance were calculated. The 

significance level was set at <.05 for both MANOVA and ANOVA results. In situations where 

several questions were asked to determine views on a particular item factor analysis was used to 

select for the significant questions which describe the particular item. This ensures that questions 

providing the relevant information are focused upon. 
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4 .RESULTS AND DISCUSSION 

4.1 Demographic Information for all Respondents 

A total of 220 respondents, comprising of 69 Public Institution Managers, 62 RPL Policy 

Formulators, 18 RPL implementers, 34 Union managers and 37 RPL beneficiaries, were sampled 

from academic and public service institutions in the nine provinces of South Africa (Table 4.1). 

The majority of the respondents (43.3%) were from Gauteng Province. Gauteng Province has the 

highest number of institution compared to other provinces in the country. Other well represented 

provinces were Western Cape Province (17.7%) and Kwazulu Natal Province (15.3%). The rest of 

the provinces had representations ranging from 2.3 to 6%. Most of the respondents (81.3%) were 

adults. Forty eight percent of the respondents were black and 40% were whites, while 41.4% were 

females and 58.6% were males. 

 

4.2 Findings from Public Institution Managers 

4.2.1 Demographic Information for Public Institution Managers 

A total of 69 Public Institution Managers were sampled from academic and public service 

institutions in the nine provinces of South Africa (Table 4.1). The majority of the managers 

(45.7%) were from Gauteng. Gauteng Province has the highest number of institutions compared 

to other provinces in the country. Other well represented provinces were Western Cape Province 

(12.9%), Kwazulu Natal Province (12.9%) and Free State Province (10%). The rest of the 

provinces had representations ranging from 3 to 6%. The majority of the managers (64%) had at 

least a Diploma qualification, and 60% at least a degree qualification. Most of the managers (81%) 

were adults of which 73% had at least 10 years of experience. Forty nine percent of these managers 

were black and 39% were whites, while 39% were females and 61% were males. 
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4.2.2 State of RPL Policy in OrganizationsThe successful implementation of RPL policy in 

institutions depends much on the presence of implementation policies within the 

institutions. Of the sampled organizations 61.4 % had RPL Policy in place. However 45.7% 

of the managers, whose organizations did not have RPL policy, had a clear understanding 

of how RPL works. In overall, 21.4% needed help with RPL policy formulation and 

implementation. Several factors that hinder organizations from developing an RPL policy 

were highlighted. Of these factors, lack of understanding RPL requirements, especially 

how experience can be quantified into qualifications was significant. Worse still those who 

had an understanding of RPL were concerned that there were no resources, including 

assessment tools, registered assessors and the associated funding for the efficient 

implementation of RPL. 

 

Some organizations have specific admission requirements which do not recognize RPL and need 

guidance regarding RPL implementation. This arises from the fact that the business nature of some 

organizations require that they recruit already qualified people with specific minimum academic 

qualifications, and therefore, never find themselves in need of RPL. Although some of the 

organizations have developed RPL policy, they have never found the opportunity to implement 

RPL. Normally, posts advertised have prescribed qualification requirements, with no provision for 

RPL, moreover, no provision exists for the recognition of experience in determining salaries of 

employees. It is important however that these organizations recognize RPL in their minimum 

qualifications and advertise their recognitions of it.  

 

It stated that State Departments have to get guidelines from the Department of Public Services and 

Administration (DPSA). However, no RPL policy had been provided as yet. Guidelines on RPL 

policy formulation and implementation were expected from the SETA of which the managers say 

they had not been provided with. Furthermore, examples of successful implementation in 

government departments are limited. It is important to note that these two, much awaited for 

documents, were approved for distribution (by the end of 2012) after the data gathering process 

had already been completed. On the other hand policy approvals and accreditations was said to 

take too long.  
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Institutions were reported to facilitate Continuous Professional Development (CPD) of employees 

who have experience in their respective jobs but lacking formal entry qualifications to enter formal 

training by: 

 

a. Conducting skills gap analysis and then provide in-house training for the identified 

gaps which include; classroom training, long distance training/learning and abet 

programs.  

 

b. Providing learnership, seminars and encourage staff to attend external workshops 

and short courses, of which the organizations usually provide funding. 

 

4.2.3 Organizations with RPL Policy 

Organizations that have RPL policy have reportedly done little to inform employees about RPL, 

with only 31.4% of the managers agreeing that their RPL policy was clearly defined and its goals 

clear. Whether this can be blamed on the policy or the managers understanding, the organizations 

are still responsible. Given that only 30% of the managers agreed that their employees were aware 

of the RPL opportunities within their organizations. It can therefore be concluded that, the 

organization’s RPL implementation strategies are not effective and should be reviewed. 

 

Organizations implementing RPL were reported to ensure that deserving employees take 

advantage of RPL opportunity by offering bursaries to employees who then go and be RPLed at 

relevant centers. It is critical therefore that communication models be developed to guide 

communication channels with clear guidelines in terms of RPL. Furthermore skills audit, meetings, 

internal workshops, road shows and seminars should be organized to identify employees that can 

benefit from RPL. 

 

Although there are a number of organizations with RPL policies in place, only 25% of managers 

have reported RPL success stories in the past five years. The RPL successes included admittance 

at University and colleges without minimum qualifications, trades tests, course exemption and 

certification of assessors and moderators. Training needs analysis and meeting legal requirements 

were reported as the major motivation to RPL employees by companies. It is important that 
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employees be also RPLed for certifications, re-skilling and up-skilling reasons which have direct 

benefit to the employees including job mobility and promotions.  

 

A number of centres for RPL have been setup around the country. It is however surprising that 

only 15.7% of managers agree that their organizations make use of these centres to the benefit of 

their employees. While this might be as a result that most of these organization have not as yet 

come across RPL need, advertising that recognize RPL would definitely change the scenario.  

 

4.2.4 Challenges that RPL graduates face in organizations 

RPL offers opportunities never before possible to the experienced but not formally educated. 

Several challenges however exist in implementing RPL. Firstly, some employees think they have 

more knowledge that they actually do as they have never been academically tested before. 

Furthermore it is difficult to ascertain the credibility of one’s experience. Currently not all the 

needed qualification and unit standards are available on RPL. The general misunderstanding of 

RPL by candidates has been that the candidates do not know that they have to be assessed first 

before being issued with certificates. This brings the challenge that some of the candidates cannot 

speak English, while some do not even meet the minimum requirement for RPL. RPL is generally 

demanding especially when compiling portfolios, given that some of the candidates have never 

had formal education. The situation is worsened in some province with limited RPL resources; 

hence candidates have to travel far. This worsens RPL demand on their time and finances. Worse 

still the certificates have been reported to take several months before they come 

 

In recognition of the employee challenges some of the companies offer assistance in getting RPL 

certificates. However the assistance is limited to courses that are work related. The nature of 

assistance reported ranged from orientation interviews, bridging courses, counselling, and 

workshops, well trained assessors help with portfolios, funding, study leave and preparation for 

trade test assistance among others. 

 

4.2.5 RPL Return on Investment to the Labour Market 

The ratings of managers’ opinion on RPL return to the labour market are shown on Figure 4.1. 

The ratings ranged from 72.7% to 84.8% which is a general agreement on the benefit of RPL to 
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the labour market with an average rating of 79.2%. The opinions of managers were evaluated for 

differences in views between different institutions and organisations and no significant differences 

(p=0.05) were found for all the items (Table 4.3).  

 

The items analyzed were grouped into factors (Table 4.4) which explain the views of the managers 

by their importance using factor analysis. Four major factors extracted explained 97.5% of the 

managers’ opinions on RPL return to the labour market (Table 4.5). Since no significant 

differences were observes between the managers views, it is assumed that the views were 

unanimous. 

 

The first factor which explains 39.8% of managers’ opinion on RPL returns to the labour market 

describes employee performance at the work place as shown in Table 4.5 These managers agreed 

that RPL address skills shortage and addresses workplace requirements since it matches skills 

demand with supply by up-skilling employees. This improves overall work performance and 

develops overall competence in an industry 

 

The second factor which explains 20.8% of managers’ opinion on RPL returns to the labour market 

describes employee job mobility and employability as shown in Table 4.5. These managers agree 

that RPLed employees will be able to change jobs as they will have certificates for their skills. The 

certification of employees through RPL will help address skills shortage by redirecting the work 

force to areas of opportunity thereby addressing changing labour market needs and achievement 

of workplace standards 

 

4.2.6 Manager Opinion on RPL benefit to individual workers 

The ratings of managers’ opinion on RPL return to individual workers are shown on Figure 4.2. 

The ratings ranged from 74.2% to 85.2 which is a general agreement on the benefit of RPL to 

individual workers with an average rating of 79.6%. The opinions of managers were evaluated for 

differences in views between different institutions and organisations and no significant differences 

(p=0.05) were found for all the items (Table 4.6). 
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The items analyzed on the return of RPL investment to individual workers were grouped into 

factors (Table 4.7) which explain the views of the managers by their importance using factor 

analysis. Three major Factors extracted explained 59.4% of the managers’ opinions on RPL return 

to individual workers. Since no significant differences were observed between the manager’s 

views by their institutions and organisations, it is assumed that the views were unanimous. 

 

The first factor which explains 37.8% of managers’ opinion on RPL return to the labour market is 

motivated by employee learning opportunities as shown in Table 4.8. These managers agree that 

RPL facilitates planning of learning pathways for professional development by providing alternate 

pathways to qualifications. The flexibility of learning achieved by RPL provides a basis for career 

planning as it allows for the identification of training needs in employees. RPL acts as a basis for 

further education and training with the advantage that individuals have power over own learning. 

Furthermore, RPL shortens time and reduces financials costs to education and training 

 

The second factor which explains 11.6% of managers’ opinion on RPL return to the labour market 

is motivated by employee performance at the work place as shown in Table 4.7. These managers 

agree that after facilitating employees to be certified through RPL employee relations with manage 

will greatly improve. The employees’ job performance will improve and this will foster job 

satisfaction. 

 

4.2.7 Managers’ Opinion on RPL return to further and Higher Education 

The rating of managers’ opinion on RPL return to further and higher education workers are shown 

on Figure 4.3. The ratings ranged from 77.4% to 83.2 which is a general agreement on the benefit 

of RPL to individual workers with an average rating of 80.4%. The opinions of managers were 

evaluated for differences in views between different institutions and organisations and no 

significant differences (p=0.05) were found for all the items (Table 4.9). 

 

The items analyzed on the return on investment of RPL to further and higher educations were 

grouped into factors (Table 4.10) which explain the views of the managers by their importance 

using factor analysis. Three major Factors extracted explained 62.8% of the managers’ opinions 

on RPL return to further and higher education (Table 4.11). Since no significant differences were 
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observed between the managers views by their institutions and organisations, it is assumed that 

the views were unanimous for all items. 

 

The first factor which explains 37.3% of managers’ opinion on RPL return to the labour market is 

motivated by employee non-standard educational opportunities as shown in Table 4.11. These 

managers agree that. RPL provides a means to non-standard entry to education by offering non-

traditional learners the opportunity to participate in further and higher education. The RPL 

provides provision of access to higher education gives a means to advance entry to education and 

offers mobility within the educational sector. 

 

The second factor which explains 14.5% of managers’ opinion on RPL return to further and higher 

education is motivated RPL benefits as shown in Table 4.11. These managers agree that RPL shifts 

the focus of learning to outcomes which raise education attainment by offering academia-business 

collaboration.  

 

4.2.8 The rating of managers’ opinion on where the costs of RPL mostly apply to employer 

organizations 

The ratings of managers’ opinions on where the costs of RPL mostly apply to employer 

organizations are shown on Figure 4.4. The ratings ranged from 65.6 to 76.3% with an average 

rating of an average rating of 79.6%. The lowest rating was observed on cost of books and 

materials whereas the highest rating was on instructional and testing materials. The opinions of 

managers were evaluated for differences in views between different Institutions and organisations 

and no significant differences (p=0.05) were found for all the items (Table 4.12). 

 

The items analyzed on where the costs of RPL mostly apply to employer organizations were 

grouped into factors (Table 4.13) which explain the views of the managers by their importance 

using factor analysis. Four major Factors extracted explained 73.6% of the managers’ opinions on 

RPL return to individual workers. Since no significant differences were observes between the 

managers views by their institutions and organisations, it is assumed that the views were 

unanimous. 
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The first factor (Table 4.14) which explains 39.9% of managers’ opinion on where the costs of 

RPL mostly apply to employer organizations is motivated by employee absence and performance 

during and after learning respectively. These managers agree that costs arise from replacing 

employees while they are attending courses to cover for missed opportunity cost. After training 

there is need for re-induction and usually higher wastage rates are experienced until the trainees 

are fully proficient. 

 

The second factor which explains 37.8% of managers’ opinion on where the costs of RPL mostly 

apply to employer organizations is motivated by cost training materials as shown in Table 13. 

These managers agree that Hardware and software, Off-site travel, lodging, meals, Salary of staff 

while on training, Instructional and testing materials, Course tuition fees and Books/materials are 

second major source of cost in implementing RPL.  

 

4.2.9 RPL System and Uptake rate Improvement in PSETA 

Several factors were pointed out on how to improve RPL system and uptake rate in PSETA. To 

improve RPL system, managers were of the opinion that SETAs must drive the RPL process more 

strongly by creating RPL models for different disciplines. This can be achieved through 

collaboration with all stakeholders’ particularly professional councils and the ministry of higher 

education. There is need for proper guidelines to stakeholders on how to best implement the policy. 

Relevant stakeholders should be mobilized to participate in RPL and commitment from top 

management and employers should be provided, while employees have to be educated on the 

purpose and benefits of RPL  

 

The SETAs have to fund a national rollout program in order to achieve this, SETAs must develop 

RPL based national industry standards which will encourage employers to send staff to RPL 

programs. To maintain the quality of RPL graduates, training providers will still have to test the 

learners, to assess if they have knowledge on what they are being RPLed for. This is important 

since experience does not always guarantee that the learners have theoretical knowledge of the 

subjects. 
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Currently the RPL process is deemed long and expensive especially considering evidence 

collection and assessor costs. There is therefore, need to simply the process by categorizing RPL 

candidate groups accordingly in order to address common needs. Furthermore, clear quality 

guidelines and security measures should be put in place around the whole process including follow 

up mechanisms. 

 

In general the concept of RPL has been neglected and there is little funding of the RPL process 

from the SETAs. To overcome this it is suggested that the government should push for 

implementation by making informed decisions on RPL within PSETA. This should include 

stepping up communication on RPL concepts by training officials as practitioners and giving 

targets. Furthermore, access to RPL can be improved by providing more information to learners 

on its process. This will include communicating the message about RPL to people, explaining the 

RPL requirements and process, give incentives to employees that encourage RPL and reward 

employees who take up RPL.  

4.3 Findings on RPL Policy Formulation and Implementation 

4.3.1 Demographic Information for Policy Formulators 

A total of 62 RPL Policy Formulators at institutional level were sampled from academic and public 

service institutions in 8 of the provinces in South Africa (Table 4.15). The majority of the managers 

(39.5%) were from Gauteng. Gauteng Province has the highest number of institution compared to 

other provinces in the country. Other well represented provinces were Western Cape (20.2%) and 

Kwazulu Natal (25.6%). The rest of the provinces had representations ranging from 2.5 to 4.1%. 

The majority of the managers (64.6%) had at least a Diploma qualification, and 56.9% at least a 

degree qualification. Most of the managers (79.4%) were adults of which 67.9% had at least 10 

years of experience. Twenty four percent of these managers were black and 64.4% were whites, 

while 52% were females and 48% were males.  

 

4.3.2 Policy formulation and reviews 

The oldest policy was drafted in 1976 while only 6.4% of the policies were drafted before the year 

2000 (Table 4.16). The majority of the policies (37.7%) were drafted between 2006 and 2009. 

Policy review was done by a few companies (1.6-4.9%) before the year 2000. From 2011 a number 
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of companies (23%) reviewed their policies and currently in the year 2012, 34.4% of policies have 

been reviewed with 6.4% currently under review.  

 

4.3.3 Outline of Steps used to Draft RPL Policy 

Different organization from the survey used different approaches in coming up with RPL policy. 

The list below gives a summary of the steps from the organizations. Most of the policies were 

designed in alignment with SAQA and SETA requirements to meet the given QMS policy. When 

the policies are drafted they are sent to the academic board for approval. One of the best described 

policy development outline stated that; the QMS committee met and reviewed suggested policy 

documents, by all members present who then give recommendations on findings. After 

recommendations are made the committee then decides on what is relevant and if changes have to 

be made before the directors approves the policy. Once policy is approved it is presented to the 

joint academic committee and then distributed to centre managers. In some of the instances the 

companies reported that they outsourced policy development to a consultant. 

 

4.3.4 The Rationale behind Policy Drafts 

Five major points were given as the rationale behind policy drafts as listed below 

• Comply with SAQA and SETA requirements for accreditation 

• Meet the needs of customers and beneficiary 

• align with accreditation requirements for RPL experienced employees 

• assist learners in industry to gain access to further/higher education 

• certification of working learners without formal qualifications 

 

The majority of the policies 91.9% had at least been accepted and piloted while only 3% are still 

in draft status as shown in Table 4.17. It appears the custodians of RPL policy vary between 

organizations and there is no universally preferred custodian. Most of the policies were drafted to 

allow for admission without minimum requirements (21.3%) and foundation level entry point 

(23%). While 29.6% were for full qualification and transfer of credits.  

 

RPL Policy implementation was rated to be between 81-96% successful with 69.2% of the policies 

already bench marked. The policies were reported to cater for individual differences in RPL during 



 

 

50 
 

assessment and easy to follow when enrolling the students with 94.1% intending to enrol students 

recognizing RPL in the next five years. The formulation of the policies involved staff members 

and most of the implementers are actively involved in the implementation, monitoring, assessment 

and evaluation of the RPL policy (Table 4.19). Resources to support the implementation of the 

RPL policy were reported to be relatively adequate. Members of staff involved in the 

implementation RPL policy were inducted however such induction courses are not frequently done 

(Table 4.18) Furthermore both policymakers and members of staff were reported to be committed 

to the success of the RPL implementation. 

 

4.3.5 Quality Assurance 

Methods used for quality assurance are shown in Table 4.20. Quality assurance in the 

implementation of RPL is mainly done through tracking of candidates within the system and 

moderation of RPL assessments, whereas the use of formative assessment and assessment on 

attachment or during industrial practice were used at almost half the rate, comparatively. RPL 

learners are mainly supported through specialized orientation, bridging courses and mentoring 

RPL learners who have completed their institutional learning are assisted with securing of 

industrial/work attachment where at least 80% of the learners are rated to be good. 

 

Sixty percent of the institutions had committees responsible for the enrolment, learning and 

attachment for the learners enrolled through RPL (Table 4.21). A significant proportion (76.6%) 

of the institutions holds meetings with the relevant stakeholders (e.g. entrepreneurs, government 

representatives, industry and there appears to be mixed feelings about the need to review the 

implementation of RPL policy in the institution. Most implementers of RPL reported to be very 

confident with the lesson delivery strategies and were confident that that learners enrolled under 

RPL were eligible to hold high positions at work after the completion of their formal studies or 

assessments for certification. 

 

4.3.6 Recommendations on Policy Formulation and Implementation 

• There is need for deliberation on what should be done with candidates who are 

limited by their poor English proficiency. 
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• It has also been noted that RPL graduates tend to expect immediate promotions and 

salary hikes hence there is need to inform the candidates as to what they should 

expect. 

• Also consultation with internal workers is necessary and their input should be taken 

into consideration. 

• The unions need to be educated on the issue that time does not always create 

competence. They struggle with the fact that a person can be doing a job badly and 

not have the competence even after a period of time.  

• To firmly integrated RPL into PSETA there is need for more advertising & 

marketing of RPL opportunities.  

• There is also need for consistency from different SETAs concerning the 

regulations.  

 

4.4 Findings on RPL Policy Implementers 

4.4.1 Demographic Information for Policy Implementers 

A total of 18 RPL implementers were sampled from academic and public service institutions in 5 

of the provinces in South Africa (Table 4.22). The majority of the managers (47.1%) were from 

Gauteng. Other represented provinces were Mpumalanga (23.5%), Western Cape (18.5%) and 

Kwazulu Natal (5.9%). The majority of Policy implementers 76.3% had at least a Diploma 

qualification. Most of the implementers (74.9%) were adults of which 52.9% had at least 10 years 

of experience. Fifty two percent of the policy implementers were black and 41% were whites, 

while 58.5% were females and 41.5% were males.  

 

4.4.2 Understanding of RPL and its required procedures 

The rating of RPL Implementers opinion their organizations understanding of RPL and its required 

procedures are shown on Figure 4.5. The ratings ranged from 67.8% to 81.1%. The lowest rating 

was observed on the institution’s effective implementation of RPL and the Highest on the clear 

definition of RPL and clarity of its goals. The opinions of policy implementers were evaluated for 

differences in views between different institutions and organisations and no significant differences 

(p=0.05) were found for all the items (Table 4.23). . 
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The items analyzed were grouped into factors which explain the views of the managers by their 

importance using factor analysis (Table 4.24). Two major Factors extracted explained 76% of the 

RPL implementer’s opinion on their institutions understanding of RPL and its required procedures. 

Since no significant differences were observes between the managers views, it is assumed that the 

views were unanimous. 

 

The first factor which explains 56.2% of RPL implementer’s opinion on their institutions 

understanding of RPL and its required procedures market is motivated by the institutions in 

effectiveness in providing the ground for RPL implementation as shown in Table 4.25. These RPL 

implementer’s concurred that the extent to which their institution understand RPL and its required 

procedures can be describe by the extent to which the institution have developed monitoring and 

evaluation instruments which are critical for the institutions effectiveness in implementing RPL. 

However, given the rating of opinions on these items, there is more that the institutions can do to 

improve on RPL implementation. The second factor describes the clarity of RPL procedures and 

goals, of which the RPL implementer’s agreed that RPL is clearly defined and its goals clear given 

that the procedures are clearly outlined and easy to follow. 

 

4.4.3 Quality Assurance 

The rating of RPL Implementers opinion their institutions RPL quality assurance is shown in 

Figure 4.6. The ratings ranged from 68.2% to 74.1%. The lowest rating was observed on the 

institution’s orienting of staff members to RPL requirements for internal assessment. The highest 

ratings were on the institutions development of academic appeals procedure in the RPL curriculum 

and strategies for solving RPL problems. Ratings within this range suggest that while institution 

may have some form of quality system in place more could be done to improve it. It was suggested 

that there in need to standardize the quality assurance system from the SETA and both staff and 

learners be educated on the requirements. 

 

4.4.4 RPL Implementers Opinion on their Institutions Curricular Responsiveness 

The ratings of RPL Implementers opinion on their institutions curricular responsiveness are shown 

on Figure4.7. The ratings ranged from 70% to 81.2%. The lowest rating was observed on the 
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institution’s inclusion RPL assessment in the institution curriculum. The Highest rating was 

observed on the opinion that RPL should continue to be part of the institution curriculum and 

recognised as part of effective learning. The opinions of policy implementers were evaluated for 

differences in views between different institutions and organisations and no significant differences 

(p=0.05) were found for all the items.  

 

4.4.5 RPL Implementers Opinion on their Institutions Curricular Responsiveness 

The items analyzed were grouped into factors which explain the views of the managers by their 

importance using factor analysis (Table 4.28). Three major Factors extracted explained 87.7% of 

the RPL implementer’s opinion on their institutions understanding of RPL and its required 

procedures. Since no significant differences were observes between the managers views, it is 

assumed that the views were unanimous. 

 

The first factor which explains 63.9% of RPL implementer’s opinion on their institutions curricular 

responsiveness is motivated by the benefits of RPL to leaner’s in if RPL is included in institutions 

curriculum as shown in Table 4.28. The RPL implementer’s concurred that curriculum developers 

in institution should include RPL assessment in the institution’s curriculum and provide support 

systems for RPL learners. RPL assessment in the institutions curriculum should link theory, 

practical and the world of work. Therefore institution should have registered and recognised RPL 

centres and departments to assess the learners, who after graduation should be able to proceed to 

higher learning. The recognition of both formal and informal RPL in institution curriculum will 

motivate learners to participate in the learning and teaching of new concepts and improve on 

quality of learning and teaching. 

 

4.5 Findings from Unions 

4.5.1 Demographic Information for Unions 

A total of 34 Union managers were sampled from academic and public service institutions in seven 

of the nine provinces in South Africa (Table 4.30). The majority of the managers (41.9%) were 

from Gauteng. Other well represented provinces were Western Cape (22.6%) and Kwazulu Natal 

(19.4%). The rest of the provinces had representations ranging from 3.2 to 6.5%. The majority of 

the managers (54.9%) had at least a Degree qualification. Most of the managers (87.1%) were 
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adults. Sixty eight % of these managers were black and 19% were whites, while 12% were females 

and 87% were males. 

 

Seventy two percent of the Unions have to some extent managed to draft and include RPL policy 

in their institutions. However, the awareness and understanding of RPL policy is still very low 

with only 29% agreeing that they have a clear understanding of how RPL works. Members that 

were RPLed have been reported to be very happy after getting access into university and some 

getting promotions after their certification. Although some unions are at advanced stages of RPL 

implantation some are still trying to figure out on drafting and implementing strategies.  

 

Of major concern is the lack of sufficient institutions with Unions reporting that they struggle to 

identify institution that can accredit their members. Worse still some unions’ have reportedly not 

received RPL funding since 2009. Union members exposed to academic institutions were said to 

prefer formal qualification through the traditional route although they were are aware of RPL 

policy. This may be accounted for by lack of understanding that RPL certification is equally 

recognized. Hence it’s necessary to do away with the stigma that maybe around RPL. Union 

members also reported that they lack information with members not aware of the opportunity and 

in some cases there are no clear policy guidelines making it difficult to implement. Hence there is 

a need that the responsible institutional administrator be trained on RPL.  

 

Although members may be informed their attitudes, especially that RPL is time consuming are a 

limiting factor on the uptake of RPL. However people can hot just be certified without evaluating 

how much they know. Furthermore, is has been reported that most institutions do not recognize 

experience as a sufficient qualification as the management still believe in people being qualified 

first hence the stigma associated with RPL. RPL is costly in general especially considering that 

some of the learners are not given assistance by their organizations. This might be an indication of 

the need to regulate RPL fees. The slow uptake of RPL by member can be blamed on the lack of 

information, stigma on RPL, lack of background education and old age. 

 

Some employers have been reported to extensively promote RPL through website and posters to 

educate the people concerned. However other are reluctant as they presume it to be costly as they 
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see no immediate no financial returns and are of the opinion that the, SETAs need to take the 

initiative to educate employees. Although some employers implement RPL fairly well, some have 

been reported to do it for equity reasons instead of the best interests of the employees, while others 

have dismissed it. Of the problems inherent with RPL it appears that Implementation is a challenge 

as it is difficult to gauge someone's knowledge/ experience unless proper tools are provided 

together with the necessary training.  

 

In order to overcome the challenges of RPL Unions were of the idea that there should be more 

educational awareness about RPL including advertisements, campaigns, workshops and seminars. 

All this should be driven by the relevant SETAs, supported by the government. It is further 

suggested that the RPL process be simplified as it currently is seen as complex and takes too long 

to complete. It is also necessary that, all employment advertisements should include recognition 

of prior learning as there currently is negative stigma of RPL qualifications. There might be need 

to remove written assessment to cater for the illiterate old people. However young people cannot 

be exempted.  

 

4.6 Findings from Beneficiaries 

4.6.1 Demographic Information for Beneficiaries 

A total of 37 RPL beneficiaries were sampled from academic and public service institutions in the 

nine provinces of South Africa (Table 4.31). The majority of the beneficiaries (49%) were from 

Gauteng. Other well represented provinces were Western Cape (22%) and Limpopo (11%). The 

rest of the provinces had representations ranging from 3 to 8%. The majority of the beneficiaries 

(78%) had qualification bellow degree level. Most of the beneficiaries (68%) were adults of which 

72% had at least 5 years of experience. Seventy per cent of these beneficiaries were black and 19% 

were whites, while 46% were females and 54% were males. Five per cent of these beneficiaries 

were disabled. 

 

Ninety five percent of the beneficiaries went through the RPL process within the last 5 years. Most 

of these came to know about RPL through, advertisement, work colleagues and direct invitations 

especially from the human resource department and the organization’s training board.  
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All employees agreed that the RPL exercise was worthwhile as they reported improvement in their 

work skills, information, confidence, efficiency and motivation. Some benefited from exemption 

and avoiding repetitions of modules/ credits during their training. A few of the employees also 

reported getting better jobs after certification and some even got promoted.  

 

 

The amount assessment has been reported to be too much with some learners alleging that some 

of the service providers use RPL process as a cash cow. Some of the employees lack information 

on the requirements and have to work extra hard to get accredited which is a real challenge as some 

of them are not supported by their organisations. Officials facilitating have been reported to lack 

information regarding the processes with the result that some things were repeated frustrating the 

candidates. The amount of work especially researching on assignments and projects gives rise to 

heavy work-load. This brings the challenge of balancing work and learning. Research in the 

modern world requires access to computers and the internet making them such a challenge if not 

easily accessible to the candidates. Going back to school after a long time it not easy and adult 

learners may have to do with disrespect from young learners. 

 

Although several changes are faced by the learners, support has been provided in several ways. 

Some organisations give time off to their employees and pay for the RPL procedure, while others 

deny the workers study leave. Organisations were also able to help their employees with computers 

and internet access, learning materials, transport and accommodation. Encouragement from work 

colleagues and mentoring from seniors was also reported by some of the learners.  

 

The RPL system and uptake can be improved for the benefit of all deserving employees in PSETA. 

There is need to inform people about RPL and the process needs to be more cost effective and 

employers should be encouraged to or fund their employees. RPL can even be made part of BBEE 

scope card to encourage employers to get their employees to be RPLed. The RPL policy should be 

simplified for learners and certificates should be provided on time after course completion. In order 

to be able to deal with RPL grievances it was suggested that an RPL call centre be established. 

Despite complaints from other candidates to simplify RPL it was suggested that RPL participants 
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need an attitude of perseverance and learning as many of them are reported not to be eager or drop-

out of courses. It was also suggested that RPL be provided for higher courses. 

 

At least 94% of the candidates agreed that they value the credits or qualifications they gained 

through RPL and would not mind going through the process in the future, should need arise. 

Furthermore, they reported that their colleagues including family and friends value and recognise 

the credits and qualifications gained through. These beneficiaries report that their work 

performance has improved as a result of RPL and would not mind recommending others to take 

advantage of RPL in their organisations. 
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5  GENERAL DISCUSSION 

Recognition of Prior Learning (RPL) is an important issue, considering the number of employees in 

the industry, who have historical qualifications that do not meet the desired level of Relative 

Education Qualification Value (REQV). The different RPL perspectives presented in the findings 

clearly illuminate the fact that successful implementation of RPL is complex and difficult. The 

upgrading of employees should be understood as both access and redress issues. The urgency to 

provide redress for long serving employees in the system should not interfere with the need for high-

quality access to new knowledge and skills for those employees who still have a number of years to 

serve in the system. In principle, RPL is desirable, but if implemented without careful consideration 

of appropriate approaches for different groups of employees, it will not be beneficial either for the 

employees involved or for the system as a whole (Hindle, 2008). 

 

5.1 Public Institution Managers and RPL 

The successful implementation of RPL policy in organizations depends much on the presence of 

implementation policies and strategies within the institutions. However there are several factors 

which can hinder organizations from developing RPL policies. Of these factors, lack of 

understanding on how experience can be quantified into qualifications appears to be a major 

limiting factor. In other words, knowledge acquired in work and life experience cannot be easily 

equated with that in formal education contexts. RPL seeks to recognise informal learning in 

workplaces and everyday contexts, but seemingly contradicts this recognition by requiring 

that candidates reformulate this knowledge in the abstracted terms of formal knowledge domains 

(Breier 2008). There is something about practical knowledge that is not reducible to formalised 

abstractions, and although this needs to be recognised, practical knowledge is not best understood 

as informal, everyday knowledge. However RPL is about practical wisdom acquired over time, 

and has particular pertinence to a consideration of what employees might acquire in practice 

practices over years, whether or not they have formal qualifications in the field (Moll, 2010). 

 

One of the major limitations to RPL implementation from the manager’s point of view were 

limiting resources including assessment tools, registered assessors and the associated funding. This 

sentiment was previously echoed by Volbrecht et al., (2006) who challenged the claim that RPL 

can serve as a mass access mechanism based on unquestioned assumptions about the value and 
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transferability of knowledge and skills across different learning contexts. The argument put 

forward being the need for a distinction between 'domain specific' prior learning and 'domain 

general' prior learning, where both are worthy of recognition (credit) but where the latter is 

particularly significant for mobilising new learning in a changing programme or environment. 

Furthermore, the idea of transforming experience and not focusing on outcomes is crucially 

important. To succeed as entrepreneurs learners must learn through experiences and then seek new 

opportunities. By transforming experience into new knowledge, individuals discover new 

outcomes from their learning (Shane & Venkataraman, 2000). 

 

The business nature of some organizations requires that they recruit already qualified people with 

specific minimum academic qualifications; hence they have specific admission requirements most 

of which do not recognize RPL. It is therefore important that such organisations include 

recognition RPL qualifications in their specific minimum academic qualifications for recruitment, 

especially when advertising for posts. 

 

The managers highlighted that they were still waiting for the department of public services and 

administration (DPSA) and SETA to provide them with guidelines for RPL policy formulation and 

implementation. However, these documents were said to have been completed by the end of 2012. 

It was also highlighted that examples of successful implementation in government departments 

were lacking. A similar report was given by Breier (2010) and, Cooper and Jones (2011) who 

reports that although university departments of education had policies that make provision for RPL 

at all levels, the scale of RPL implantation has to date been very small. Furthemore the majority 

of successful RPL applicants have been to postgraduate programmes, of which the candidates 

already had extensive formal qualifications (e.g. Honour s level degree).   

 

5.2 Organizations with RPL Policy 

Organizations that have RPL policy have reportedly done little to inform employees It is necessary 

that organizations implementing RPL ensure that deserving employees take advantage of RPL 

opportunity by offering bursaries to employees who then go and be RPLed at relevant centres. 

This will enable students to admittance at University and colleges without minimum qualifications, 

trades tests, course exemption and certification of assessors and moderators. Companies’ major 
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motivation to RPL employees includes training needs analysis and meeting legal requirements. It 

is important that employees be also RPLed for certifications, re-skilling and up-skilling reasons 

which have direct benefit to the employees including job mobility and promotions. 

 

Although a number of centre for RPL have been setup around the country, few organisations 

appear to be making use of these centres to the benefit of their employees. While this might be as 

a result that most of these organization have not as yet come across RPL need, advertising that 

recognize RPL would definitely change the scenario.  

 

RPL offers opportunities never before possible to the experienced but not formally educated. 

However it is difficult to ascertain the credibility of one’s experience. Currently not all the needed 

qualification and unit standards are available on RPL. The general misunderstanding of RPL by 

candidates has been that the candidates do not know that they have to be assessed first before being 

issued with certificates. This brings the challenge that some of the candidates cannot speak 

English, while some do not even meet the minimum requirement for RPL. RPL is generally 

demanding especially when compiling portfolios, given that some of the candidates have never 

had formal education.  

 

Given the above stated scenarios it is evident that RPL may not be as optimally inclusive a device 

as had been theoretically suggested. In fact the indications are that as evidence led assessment 

device, its potential to exacerbate the unequal distribution of knowledge and skills in society 

is greater than its capacity to redress these imbalances (Ralphs, 2008). Especially when considering 

the literacy levels of the previously disadvantaged groups. The point is that success in RPL tasks 

requires in the first place, that learners are able to recognise the task and rules by which they must 

adhere in order to engage with it successfully. That is, only those with prior learning are endowed 

with the necessary cultural capital succeed” at the task. Hence, without the necessary background 

in formal knowledge practices, RPL leaner’s may not be expected to do so spontaneously, unless if 

RPL is conceived as a developmental intervention. Although it is now widely accepted that many 

original conceptions of RPL have failed to realize their objectives both in theory and in 

implementation it is also apparent that “there is a strong case for re-examining the reasons for this 

failure, and for re-theorising the policy and the practice”. As a result research projects which seek 
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to Building optimally-inclusive models of Recognition of Prior Learning have been initiated 

(Cooper and Jones, 2011) 

 

The inclusion of RPL as a founding principle of the NQF raised many expectations especially that 

it would help to build an inclusive system of learning within and across the conventional 

boundaries of formal, non-formal and informal learning. However its implementation has proved 

a lot more costly and complex than was anticipated. In addition, its value in validating claims of 

equivalence across different knowledge domains has come under critical review. These arise from 

a growing body of experience and research which suggests that although RPL has not fully fulfilled 

its promise as a fast-tracking assessment device, its value as a specialised set of practices for 

navigating access to new learning opportunities and for engaging with the complexities of 

knowledge, curriculum and assessment across different learning pathways and contexts, is 

undeniable (Ralph, 2011)  

 

5.3 RPL Return on Investment 

In an attempt to investigate the impact of RPL on the labour market, this research has attempted 

to bring together perceptions of the RPL return on investment from companies and organisations 

that intend to or are currently using RPL in their learning and development strategies. It was found 

that RPL addresses skills shortage and workplace requirements since it matches skills demand with 

supply by up-skilling employees. This improves overall work performance and develops overall 

competence in an industry. Certification of employees through RPL address skills shortage by 

redirecting the work force to areas of opportunity thereby addressing changing labour market needs 

and achievement of workplace standards 

 

RPL provides alternate pathways for professional development. The flexibility of learning 

achieved by RPL provides a basis for career planning. It allows for the identification of training 

needs in employees and for individuals to have power over own learning. Furthermore, RPL 

shortens time and reduces financials costs to education and training. This opportunity of non-

standard entry to education by offering non-traditional learners the opportunity to participate in 

further and higher education gives a means to improve entry to education and offers mobility 
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within the educational sector. Furthermore, the focus of learning to outcomes shifts, which raises 

education attainment by offering academia-business collaboration.  

 

The costs of RPL mostly apply to employer organizations on instructional and testing materials. 

This is usually as a result of employee absence and performance during and after learning 

respectively. Costs arise from replacing employees while they are attending courses to cover for 

missed opportunity cost. After training there is need for re-induction and usually higher wastage 

rates are experienced until the trainees are fully proficient.  

 

5.4 RPL System and Uptake Rate Improvement in PSETA 

To improve RPL system, SETAs must drive the RPL process more strongly by creating RPL 

models for different disciplines. This can be achieved through collaboration with all stakeholders’ 

particularly professional councils and the ministry of higher education. There is need for proper 

guidelines to stakeholders on how to best implement the policy. Relevant stakeholders should be 

mobilized to participate in RPL and commitment from top management and employers should be 

provided, while employees have to be educated on the purpose and benefits of RPL.  

 

It was suggested that SETAs, fund a national rollout program. The SETAs must develop RPL 

based national industry standards which will encourage employers to send staff to RPL programs. 

To maintain the quality of RPL graduates, training providers will still have to test the learners, to 

assess if they have knowledge on what they are being RPLed for. This is important since 

experience does not always guarantee that the learners have theoretical knowledge of the subjects. 

 

Currently the RPL process is deemed long and expensive especially considering evidence 

collection and assessor costs. There is therefore, need to simply the process by categorizing RPL 

candidate groups accordingly in order to address common needs. Furthermore, clear quality 

guidelines and security measures should be put in place around the whole process including follow 

up mechanisms. 

 

Evidence suggests that the concept of RPL has generally been neglected and there is little 

funding of the RPL process from the SETAs.  
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The government should therefore push for implementation by making informed decisions on RPL 

within PSETA. This should include stepping up communication on RPL concepts by training 

officials as practitioners and giving targets, and incentives to employees that encourage RPL and 

reward employees who take up RPL.  

 

 

 

5.5 RPL Policy Formulation and Implementation 

Several strategies are used by organisation to come up with RPL policies. However Most of the 

policies were designed in alignment with SAQA and SETA requirements to meet the given QMS 

policy. It is critical that a QMS committee reviews the suggested policy and give recommendations 

and decide on what is relevant and if changes have to be made before the policy is approved. The 

same should be followed even if policy development is outsourced to a consultant. 

 

The custodians of RPL policy vary between organizations and there is no universally preferred 

custodian. Most of the policies were drafted to allow for admission without minimum 

requirements, foundation level entry point, full qualification and transfer of credits. RPL Policy 

implementation has generally been successful for the few candidates that have already participated. 

Most of these policies cater for individual differences in RPL during assessment and are easy to 

follow when enrolling the students. This can be attributed to the fact that the formulation of the 

policies involved staff members and most of the implementers were actively involved in the 

implementation, monitoring, assessment and evaluation of the RPL policy. Furthermore, the 

induction members of staff involved in the implementation ensures that both policymakers and 

members of staff be committed to the success of the RPL implementation 

 

Quality assurance in the implementation of RPL is mainly done through tracking of candidates 

within the system and moderation of RPL assessments. It is however critical that the use of 

formative assessment and assessment on attachment or during industrial practice be integrated as 

part of quality assurance.  

 



 

64 
 

Organisations can also improve candidates’ performance through specialized orientation, bridging 

courses and mentoring. Committees responsible for the enrolment, learning and attachment for the 

learners should be instituted and should hold meetings with the relevant stakeholders. In general 

most implementers of RPL reported have confident with the lesson delivery strategies and that that 

learners are eligible for high positions at work after the completion of their formal studies or 

assessments for certification. 

 

5.6 RPL Policy Implementation 

The extent to which institution understand RPL and its required procedures can be describe by the 

extent to which the institution have developed monitoring and evaluation instruments which are 

critical for the institutions effectiveness in implementing RPL. However, there is more that the 

institutions can do to improve on RPL implementation. Most institutions have developed an 

academic appeals procedure in the RPL curriculum and strategies for solving RPL problems. 

Although institutions may have some form of quality system in place more could be done to 

improve it. Hence there is a need to standardize the quality assurance system from the SETA and 

that both staff and learners be educated on the requirements.  

 

Curriculum developers in institution should include RPL assessment in the institution’s curriculum 

and provide support systems for RPL learners. RPL assessment in the institutions curriculum 

should link theory, practical and the world of work. Therefore institution should have registered 

and recognised RPL centres and departments to assess the learners, who after graduation should 

be able to proceed to higher learning. The recognition of both formal and informal RPL in 

institution curriculum will motivate learners to participate in the learning and teaching of new 

concepts and improve on quality of learning and teaching. 

 

5.7 RPL and Unions 

Although a number Unions have to some extent managed to draft and include RPL policy in their 

institutions, the awareness and understanding of how RPL policy works still remains a challenge. 

The lack of sufficient RPL institutions is of major concern as Unions struggle to identify institution 

that can accredit their members. There is need that the disbursement of RPL funds be looked into 
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as some unions’ have reportedly not received RPL funding since 2009. The preference of formal 

qualifications through the traditional route by some Union members exposed to academic 

institution may be accounted for by lack of understanding that RPL certification is equally 

recognized. Hence it’s necessary to do away with the stigma that maybe around RPL. Some Union 

members also lack information such that members are not aware of the opportunity and in some 

cases there are no clear policy guidelines making it difficult to implement. Hence there is a need 

that the responsible institutional administrator be trained on RPL.  

 

Although members may be informed their attitudes, especially that RPL is time consuming are a 

limiting factor on the uptake of RPL. However people cannot just be certified without evaluating 

how much they know. Furthermore, the report that some institutions do not recognize experience 

as a sufficient qualification arises from management in companies, which still believe in people 

being qualified first and is a stigma that should be dealt with. RPL is costly in general especially 

considering that some of the learners are not given assistance by their organizations. Hence.the 

slow uptake of RPL by member can be blamed on the lack of information, stigma on RPL, lack of 

background education and old age.  

 

Some employers extensively promote RPL through website and posters to educate the people 

concerned. However, others are reluctant as they presume it to be costly with no immediate 

financial returns and that SETAs need to take the initiative to educate employees. Implementation 

of RPL by companies has been for equity reasons instead of the best interests of the employees, 

while others have dismissed RPL all together. Of the problems inherent with RPL it appears that 

Implementation is a challenge as it is difficult to gauge someone's knowledge/ experience unless 

proper tools are provided together with the necessary training. Moll and Welch (2004) point to a 

number of logistical, funding and conceptual problems associated with the large-scale launch of 

RPL projects. Their paper challenges the claim that RPL can serve as a mass access mechanism 

based on unquestioned assumptions about the value and transferability of knowledge and skills 

across different learning contexts. They argue for a distinction between 'domain specific' prior 

learning and 'domain general' prior learning, where both are worthy of recognition (credit) but where 

the latter is particularly significant for mobilising new learning in a changing programme or 

environment. Volbrecht et al., (2006) also discuss the significance of logistical, funding and 



 

66 
 

institutional factors on the design and implementation of RPL within the NPDE at different 

institutions. They point to the substantial diversity in practices at 17 HEIs , despite attempts by 

the sponsors to generate a common conceptual framework and set of minimum standards. In most 

cases, funding and other constraints had regulated the provision for RPL to a set of add-on portfolio 

activities quite late in the delivery of programmes, with consequent confusion as to whether they 

had engaged with knowledge and skills acquired prior to or during the course. 

 
RPL is represented as a form of credit exchange (Harris 2000) whereby informally acquired 

knowledge and skills are assessed and certified as being equivalent in content and value to those 

specified in the selected unit standard or qualification. Summative assessment activities are 

foregrounded in this practice, but the process usually requires a range of other activities to 

contextualise the assessment criteria and to assist in preparing the evidence needed. 

 

In order to overcome the challenges of RPL there should be more educational awareness about 

RPL including advertisements, campaigns, workshops and seminars. All this should be driven by 

the relevant SETAs, supported by the government. Furthermore, the RPL process must be 

simplified as it currently is seen as complex and takes too long to complete. It is also necessary 

that, all employment advertisements should include recognition of prior learning. There might be 

need to remove written assessment to cater for the illiterate old people. However young people 

cannot be exempted. 

 

5.8 RPL Beneficiaries 

Ninety five percent of the beneficiaries went through the RPL process within the last 5 years. Most 

of these came to know about RPL through, advertisement, work colleagues and direct invitations 

especially from the human resource department and the organization’s training board. All the 

beneficiaries’ reported improvement in their work skills, information, confidence, efficiency and 

motivation. Some benefited from exemption and avoiding repetitions of modules/ credits during 

their training. A few, also reported getting better jobs after certification and some even got 

promoted. Furthermore, they reported that their colleagues including family and friends value and 

recognise the credits and qualifications gained. These beneficiaries report that their work 
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performance has improved as a result of RPL and would not mind recommending others to take 

advantage of RPL in their organisations. 

 

These findings are similar to the ones reported from a Canadian case study, as presented by du Pre 

and Pretorius (2001). The key findings of a cross-Canadian study revealed that RPL candidates 

had higher pass rates and graduation rates than traditional students. This certification of candidates 

resulted in increased confidence, on-job knowledge and skills, which further enhanced their 

chances of continuation of learning over the long term. 

 

The amount of assessment has been reported to be too much with some learners alleging that some 

of the service providers use RPL process as a cash cow.  

 

Early in the paper, Smith outlined the core elements necessary for the success of such a programme. 

These elements range from initial and ongoing assessment procedures; through structured 

communication between students, academic and administration personnel; to advisory and support 

services, all backed by administrative and financial systems. (smith).  

 Some of the employees lack information on the requirements and have to work extra hard to get 

accredited which is a real challenge as some of them are not supported by their organisations. 

Officials facilitating have been reported to lack information regarding the processes with the result 

that some things were repeated frustrating the candidates. The amount of work especially 

researching on assignments and projects gives rise to heavy work-load. This brings the challenge 

of balancing work and learning. Research in the modern world requires access to computers and 

the internet making them such a challenge, if not easily accessible to the candidates. Going back 

to school after a long time it not easy and adult learners may have to do with disrespect from young 

learners.  

 

Importantly, there was a realisation that the NQF and related interventions like RPL have had 

instances of success rather than universal success, possibly due to over-specification in assessment 

regimes and assessment technologies, and challenges linked to implementation (Mukora, 2008). 
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The RPL system and uptake can be improved for the benefit of all deserving employees in PSETA. 

There is need to inform people about RPL and the process needs to be more cost effective and 

employers should be encouraged to fund their employees. In this case RPL can even be made part 

of BEE scope card to encourage employers to get their employees to be RPLed. The RPL policy 

should be simplified for learners and certificates should be provided on time after course 

completion. In order to be able to deal with RPL grievances it was suggested that an RPL call 

centre be established. Despite complaints from other candidates to simplify RPL it was suggested 

that RPL participants need an attitude of perseverance and learning as many of them are reported 

not to be eager or drop-out of courses.  

 

6 CONCLUSIONS 

A lot of researched has been done on the RPL theory, policy formulation and implementation 

strategies. This information has been provided for implementation on the ground, however the 

uptake appears to be too slow than otherwise anticipated. Although RPL is recognised in South 

Africa with more than 50% of the organisations having RPL policy on paper, there was a 

reasonable degree of lack of understanding of RPL. Major critical challenges noted in most 

organisations included the inadequacy of resources and assessment tools coupled with lack of 

adequate funding. While policies are in place the implementation of RPL was a challenge 

especially due to increased salary bills when learners have gone for assessment. Most organisations 

tended to indicate that the assessment centres were available however the procedure was rather too 

long. The accreditation process was also said to take too long. Of major concern was the lack of 

knowledge of the assessment procedures by most learners despite the wide publicity through the 

different media forums. The additional challenge was the lack of communication and language 

skills by the learners. Of the total number of managers in the population only a low percentage had 

success stories. It was thus concluded that despite the acceptance of RPL in principle a lot of input 

was still required on the part of the policymakers and the implementers. On the other hand 

managers unanimously acknowledged the benefits of RPL, especially that it enhances the access 

to education. It was also noted that there was lack of strategies created for the different disciplines 

for the successful implementation of RPL. It was established that quality measures and 

benchmarks were in place and there was a reasonable representation of the members of society 

regardless of gender, social status and creed.  
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7 RECOMMENDATIONS 

The recommendations emanate from the challenges that were highlighted in the discussion and the 

findings. While the implementation of the RPL seems to have taken off there still lives a lot to be 

given particular attention. Recommendations can be used to formulate strategies for performance 

and implementation. The following are the recommendations for policymaking and 

implementation. 

 

• While policies are in place in most organisations SETA should formulate strategies of 

diffusing the RPL concept. 

 

• There should be adequate provision of resources both financial and human. Lack of 

adequate resources stifles implementation. Funding should be made a priority for any 

policy formulation and implementation to ensure success. 

 

• An intensified needs analysis should be carried out in order to establish governmental needs 

in conjunction with the individual organisation needs. Back up plans should be provided 

in order to establish the performance gaps within the assessed learners.  

 

• Time that accreditation processes currently taking should be shortened in order to increase 

the number of accredited organisations and encourage others to be accredited as well. Long 

bureaucracies are self defeating and lead to failure to implement even the best formulated 

policies. 

 

• There is need to empower both the learners and their trainers. The assessment of learners 

should involve adequately qualified trainers who are able to execute their duties fully. The 

empowerment includes induction and training for all new policies so that they are 

understood by the policy implementers. Some good policies take off to collapse due to 

failure to understand the path and vision that has to be pursued by learners and their 

trainers. 
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• There is need to emphasise the importance of English as a second language early in the 

minds of the learners. Preschools should be encouraged to adopt the English medium 

curriculum in order to inculcate in the minds of the learners the importance of appreciating 

English as a tool for surviving the modern world of technologies and changing demands. 

 

• RPL should be accompanied by incentives in order to encourage the organisation to 

formulate strategies of how to assess and administer RPL. Any change should benefit the 

implementers and policymakers otherwise where there is no stake there is no commitment 

or responsibility. 

 

• The government should allocate a vote budget for the policymaking and implementation 

of RPL. Subsidising the costs will establish commitment of the part of the policy 

implementers.  

 

• PSETA should formulate the models for all the disciplines to be assessed as in the Skills 

457. Before these can be publicised there should be piloting by neutral bodies such as 

Insedlu Consultancy and other formidable institutions in order to ascertain the 

implementation of policies. The assessment centres should be closely monitored and 

evaluated by SETA and accredited by the relevant institutions in South Africa. Membership 

to SAQA should not be an option but a prerequisite for performance. However, there is 

need to set attractive memberships to encourage loyalty of all those involved in the 

implementation of RPL. 

 

• Due to the complexities which accompany the assessment of RPL learners there is need to 

benchmark with other regional centres such as the SADDC region. Most of these learners 

will need to be recognised within these countries especially in view of job mobility factors. 

 

• Despite the good publicity of RPL there is need to foster positive attitudes and to eradicate 

learner fears and past colonial fears. 
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8 WAY FORWARD 

8.1 Introduction 

Implementation of any program is complex and the effects thereof cannot be measured 

immediately. Implementation is a process and not a once-off activity. At inception implementation 

begins. The process begins when the policy is being formulated. Such policies are a pointer to the 

end of the programs. The implementers need to understand the focus and goals of the policy 

makers. The policies made should be frameworks understood by all those involved in order to 

lessen the challenges of implementation. It has been realized that a number of good programs take 

off only to collapse. The reasons for their collapse are varied and range from a sheer lack of 

knowledge to the general lack of enthusiasm to perform on the part of the implementers. 

Implementation is a skill which should be inculcated in the minds of those who are meant to 

execute the duties and tasks set to accomplish the goals. 

 

 Implementation is a process encompassing teamwork, work synergy and pooling of resources 

together otherwise the collapse of the program is inevitable. Hence the implementation of RPL has 

been problematic in South Africa despite the workshops and uploading of the information required 

to accomplish the goals. Several programs face the same dilemma of failing to reach maturity and 

stability. Policymaking of itself does not guarantee the success of the programs. The success of 

the program is determined by all those who are hands-on professionals. In this case the classroom 

or lecture hall practitioners.  

 

It is therefore a prerequisite for any program to involve all those who will execute the tasks. Any 

yardstick of measure for performance is the ability of the implementers to explain the overarching 

goals of the program. The systemic goals set should be clearly articulated in the minds of all those 

involved. Implementation cannot be isolated from the grassroots yet many programs are 

downloaded to the implementers who take them as alien. Thus it is critical to realize the importance 

of the implementers in any serious endeavour to present a successful program. RPL is no exception 

for such failures and its failure is a result of the common errors made in any other program.  
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Education is complex and deals with people, subject to emotions and diverse behavioural traits. 

The implementation process tends to be affected by factors not previously envisaged but 

incidentals tend to come up and manifest, unexpectedly. Hence the greatest challenge is to identify 

those challenges and their sources rather than the symptoms. The implementation stage is also 

dependant on the recipients themselves. Gone are the days when the students were treated as robots 

who are programmed to regurgitate information without analysis.  

 

Thus any implementation which ignores the fears and needs of the end users fights a losing battle 

in arming the society to war against irrelevant skills. Currently South Africa like any other African 

state struggles with the irrelevant and unemployable graduates. Some of the graduates to-be tend 

to shy away from the education system. It is critical to perceive the concept of implementation as 

a whole rather than a part which is isolated and ballooned from the rest of the pie chart. 

 

8.2 Adopt critical approaches to curriculum and RPL Implementation 

South Africa should therefore adopt the two critical approaches to curriculum and program 

implementation. The first model is the Research, Development and Diffusion model (RDD) 

sometimes known as the Jerry Approach. The research should be intensified on the needs, fears 

and expectations of the recipients. The Development of the RPL strategies should apply the 

research findings to the production of the materials that embody new curricula and ideas in RPL. 

The Diffusion systematically disseminates the new materials and curricular to teachers and 

learners for their use. The central point of consideration should be users and the beneficiaries of 

RPL. Diffusion systematically disseminates RPL materials and curricula to the beneficiaries.  

 

RPL requires a systematic disseminating strategy which will ensure that the recipients understand 

the prerequisite of the program. Otherwise the recipients implement the way they would be able 

to interpret the contents of the program thus may divert from the intended. Thus the need to develop 

a strategy for implementation of the RPL should be easy to trace back in order to administer 

corrective measures where possible. The RD&D model focuses on the technology rather than on 

the nature of teaching of RPL. Therefore the skills needed to implement RPL should be assumed 

to be specifiable and learnable. The development efforts focus on perfecting the materials through 
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involvement by the experts in the production, field testing, evaluation, and revision of the RPL 

materials. The techniques and strategies used should be replicable and the RPL materials 

transferable, little opportunity is afforded the implementers for the site-specific modifications. 

 

The objectives should be stated as though they are agreed upon by the developers, trainers and the 

RPL recipients. The objectives are the primary if not sole basis for the development of test items 

provided for evaluating learner progress. The methodology employed to certify its worth should 

be predominantly achievement test and attitude surveys. Further, curriculum and program 

implementation should be assessed by determined by the degree to which teaching and learning 

practice meets the criteria of the developers termed the degree of “fidelity.” (Fullan&Pomfret, 

1977)  

 

8.3 Decolonising the classroom 

The Apartheid hang over still lingers on and the education systems are greatly affected by the 

colonial setbacks. The master servant relationships still become barriers for further education. The 

fear of getting out to learning in a formal setting becomes a challenge for many informal and adult 

learners. The learners create a wall round about them and the feeling of contentment fills the 

thoughts. Thus the idea of continuing with education seems to be alien for most of them. The age 

of the learner also determines how they will be able to fit into the system. The examinations 

themselves are a challenge for those who had been rejected by the formal systems during the 

apartheid. The Minister of education in the new Zimbabwe wrote an editorial on the need to 

decolonize the classroom. It seemed unrealistic then but later made a lot of sense to the thousands 

who enrolled in the formal systems. The learners minds and attitudes determine whether or not 

they will come forth to enrol hence the need to open the avenues for negative attitudes and how 

these can then be erased in the minds of all those who hunger for quality education. Decolonizing 

the classroom should take a few steps in order to bring the process to reality 

 

Step 1 Identify the needs of the learners and their fears 
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Step 2 Open up dialogue on the feelings of the learners – Unfreeze (allow 

learners to openly dialogue without judging them on how they feel 

about their past experiences) 

Step 3 Hold public lectures and promote the skills to be assessed 

Step 4 Open up centres for assessment and assess the learners (Implement 

RPL assessments - Refreeze) 

Step 5 Encourage learners to invite friends for open days and awards. 

(Maintain status core required) 

Step 6 Evaluation, monitoring and feedback.  

 

The failure by the learners to come for the assessments and the implementation thereof is a 

challenge of the mindset rather than inability. The attitude towards assessment and how the other 

communities were prejudiced leaves a trail of distractions/destructions which requires clinical 

analysis and therapy. Colonial settings in learning have damaging effects on the cognitions of the 

individuals making them vulnerable and unable to progress. Further, learners were meant to 

believe that the technical skills were not for the learned hence the reluctance to come for the 

assessments. The learners tend to fear to move out of the shells where they have been confined in 

for a long time. Hence there is need to decolonize the classroom in order to get the learners to 

unfreeze and refreeze the relevant mind maps. 

 

8.4 Create friendly assessment centres 

The assessment centres should be friendly and create a sense of belonging. Adults have learnt and 

possess vast experience. The learning has been unscheduled and the learners have not suffered 

much to obtain the skills which they possess and needing certification. Hence it is important to 

pick the learners from the level they feel comfortable. Adults are shy, fear rejection and ridicule 

by society hence the need to be handled with care. The assessment centres should be able to provide 

and give confidence rather than threaten the learners with failure. Further, the assessment centres 

should open even after hours to allow those who work during the day to go through the assessment 

and accreditation. The assessment centres should also provide the learners with career guidance 

and the confidence that they can manage the challenges of the structured curriculum. The learners 



 

75 
 

need assurance for success. The fact that they have not been in the formal system means that they 

have lost confidence in themselves. (http://www.rnw.nl/english/article/african-grandmothers-study-solar-

engineering-india) 

 

8.5 Craft competence of Policy Makers 

The Policy makers and the policy implementers should work in collaboration. The Policy makers 

should consult and liaise with the Policy implementers. There is need for them to understand the 

focus and the goals of RPL. The process of policy making should encompass the prerequisite of 

the input from the grass roots. The recipients may be ill informed or lack the core information 

concerning the implementation of RPL. Policy making and implementation requires a skill, the 

craft literacy which is the ability to construct meaningful policies. Further, there is need for craft 

competency. The craft competency determines the ability to translate the policies into meaningful 

and behavioural terms. There is need to have the ability to translate them into tasks which can be 

evaluated for their competency and performance gaps. It is thus critical for the Policy makers to 

realize the challenges in policy making and implementation. The United Kingdom provides the 

framework for policy implementation as a broad Spectrum which can be varied according to the 

task available. Therefore Policies in the United Kingdom are not prescriptions but rather a 

framework of operation. An example of the case below provides evidence of policy formulation 

and implementation in the United Kingdom.  

• The implementation or carrying out of policy is most often accomplished by institutions 

other than those that formulated and adopted it. A statute usually provides just a broad 

outline of a policy. For example, Congress may mandate improved water quality standards, 

but the Environmental Protection Agency (EPA) provides the details on those standards 

and the procedures for measuring compliance through regulations. As noted earlier, the 

Supreme Court has no mechanism to enforce its decisions; other branches of government 

must implement its determinations. Successful implementation depends on the complexity 

of the policy, coordination between those putting the policy into effect, and compliance. 

The Supreme Court's decision in Brown v. Board of Education is a good example. The 

justices realized that desegregation was a complex issue; however, they did not provide 

any guidance on how to implement it "with all deliberate speed." Here, implementation 

depended upon the close scrutiny of circuit and appeals court judges, as well as local and 

http://www.rnw.nl/english/article/african-grandmothers-study-solar-engineering-india
http://www.rnw.nl/english/article/african-grandmothers-study-solar-engineering-india
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state school board members who were often reluctant to push social change evaluation 

means determining how well a policy is working, and it is not an easy task. People inside 

and outside of government typically use cost-benefit analysis to try to find the answer. In 

other words, if the government is spending x billions of dollars on this policy, are the 

benefits derived from it worth the expenditure? Cost-benefit analysis is based on hard-to-

come-by data that are subject to different, and sometimes contradictory, interpretations 

 

It is therefore imperative for the RPL to be accorded the status it deserves in Policy making. Those 

implementing the policies should be given a chance to make their decisions. For example some 

students may not be able to write a formal examination, but can carry out the task. The project or 

task accomplished should be given a mark and certification accorded. The implementers should 

be empowered to make analysis and establish the course of action to be taken. The policy 

implementation process can be restrictive preventing the implementers to execute their duties as 

the situations differ in RPL. Adults are concerned about the results and not the process of 

certification. It is therefore imperative that the implementation of RPL is considered a poverty 

eradication issue rather than to certify the educational systems in South Africa. The 

implementation should consider the principles of adult learning and how adults view themselves 

in relation to society. Adults produce usable items without certification and if they have to be 

tested the tests themselves should recognize the experiences of the learners to encourage them to 

enrol for formal learning. 

 

8.6 Registration of RPL trainers and Assessors 

There should be special accreditation for the RPL trainers. The trainers should undergo intensive 

training before they can be qualified to handle the adult learners. The attitudes to adult learners 

would determine the ability to want to be tested and continue with formal learning. Thus there is 

need to develop training plans showing the linkage of training to the learners. There should be set 

conditions in the form of policies and detailed curriculum for the trainers and the assessors. The 

assessment should not create robots that are not able to fit into the training of the RPL learners. 

The trainers should be flexible and empowered to assess the learners without making the learners 

feel that they are under the pressure to pass the examination. Examinations are a challenge hence 
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the assessors should provide comfort to the learners who have opted for the assessment. The 

trainers should also be training to offer career guidance for continuity. The assessment should 

cover the redirection to the career paths.  
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APPENDIX 1: TABLES 

Table 4.1: Demographic data for all Respondents 
Institution % Province % Race % Gender % Youth % 

PFET 29.6 ECAPE 3.3 Black 48.3 Female 41.4 No 81.3 

GVT DEPT 8.8 FSTATE 6 Coloured 6.5 Male 58.6 Yes 18.7 

GVT NURSING SCHOOL 0.9 GAUT 43.3 Indian 5.2 Total 100 Total 100 

GVT PRISON 0.9 KZN 15.3 White 40 
    

GVT HOSP 4.2 LIMP 4.7 Total 100 
    

GVT FET 7.4 MPU 4.2 
      

PSD/IMP 1.4 NCAPE 3.2 
      

BENEFICIARY 17.6 NWEST 2.3 
     

. 

SETA 2.3 WCAPE 17.7 
      

PVT VARSITY 0.5 Total 100 
      

VARSITY 2.3 
        

UNION 15.7 
        

PVT NURSING SCHOOL 1.9 
        

TA 2.3 
        

PRIVATE COMP 4.2 
        

Total 100 
        

 

Table 4.2: Demographic Data for Public Institution Managers. 

Province % Academic Qualifications % Experience % Youth % Race % Gender % 

ECAPE 3.9 Below Degree 36 +15 57 No 81 Asian 3 Female 39 

FSTATE 10 Diploma 4 1-5 4 Yes 19 Black 49 Male 61 

GAUT 45.7 Degree/ Equivalent 27 11-15 16 Total 100 Coloured 4 Total 100 

KZN 12.9 Hon Degree/ Equivalent 14 6-10 23   Indian 6   

LIMP 5.7 Masters/ Equivalent 14 Total 100   White 39   

MPU 2.9 PHD 3     Total 100   

NCAPE 3.3 Total 100         

NWEST 2.9           

WCAPE 12.9           

Total 100           
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Table 4.3: Test of managers personal opinion differences between institutions and 

organisations and organisations on the return on investment of RPL to the labour market. 

Managers Personal Opinion 
Type III 

Sum of 

Squares df 

Mean 

Square F Sig. 

RPL addresses skills shortage in an industry 2.052 8 .257 .457 .874 

RPL addresses changing labour market needs .825 8 .103 .182 .991 

RPL addresses an ageing workforce 3.783 8 .473 .793 .614 

RPL matches skills demand with supply 5.752 8 .719 1.327 .280 

RPL addresses overall skills levels in an industry 4.825 8 .603 1.255 .313 

RPL improves overall work performance in an industry 5.908 8 .739 1.310 .287 

RPL facilitates labour mobility 1.408 8 .176 .478 .859 

RPL addresses workplace requirements .992 8 .124 .321 .950 

RPL develops overall competence levels in an industry 1.552 8 .194 .487 .853 

RPL maintains / achieves workplace standards 1.085 8 .136 .206 .987 

RPL achieves up-skilling in the workplace .585 8 .073 .201 .988 

RPL redirects the workforce to areas of opportunity 1.502 8 .188 .469 .866 

RPL achieves social inclusion in the labour market 2.792 8 .349 2.603 .035 

RPL facilitates social inclusion  1.208 8 .151 .401 .909 

RPL is a catalyst for lifelong learning 1.617 8 .202 1.060 .423 

 

Table 4.4 : Grouping of public institution manager’s opinions into factors 

Factors 

Initial Eigen values 

Total % of Variance Cumulative % 

1 5.955 39.699 39.699 

2 3.119 20.791 60.490 

3 1.121 7.472 67.962 

11 .218 1.455 97.524 

12 .124 .830 98.354 

13 .113 .755 99.109 

14 .077 .514 99.623 

15 .057 .377 100.000 
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Table 4.5: The grouping of manager’s opinions on the return of RPL investment to the labour 

market. 

Manager Personal Opinions 
Factor 

1 2 3 

RPL addresses skills shortage in an industry .886 .170 .033 
RPL develops overall competence levels in an 

industry 
.878 -.108 .153 

RPL matches skills demand with supply .839 .152 -.024 

RPL addresses workplace requirements .831 .226 -.067 

RPL achieves up-skilling in the workplace .809 .346 -.104 

RPL improves overall work performance in an 

industry 
.773 .220 -.146 

RPL facilitates labour mobility .128 .902 .048 

RPL addresses changing labour market needs .214 .794 .039 

RPL maintains / achieves workplace standards .135 .751 .128 

RPL addresses overall skills levels in an 

industry 
.155 .670 .274 

RPL redirects the workforce to areas of 

opportunity 
.176 .645 .379 

RPL achieves social inclusion in the labour 

market 
.061 .603 .559 

RPL is a catalyst for lifelong learning -.016 .185 .765 

RPL facilitates social inclusion -.210 .126 .745 

RPL addresses an ageing workforce .379 .425 .398 

 

 

       
 

Table 4.6: Test of managers personal opinion differences between institutions and 

organisations and organisations on the return on investment of RPL to individual workers 
Dependent Variable Type III 

Sum of 

Squares df 

Mean 

Square F Sig. 

RPL increases employability .419 8 .052 .199 .988 

RPL improves individual career prospects 2.160 8 .270 1.574 .190 

RPL provides access to education and training 2.519 8 .315 2.389 .051 

RPL provides entry to education and training 1.800 8 .225 .798 .610 

RPL provides progression within education and training .925 8 .116 .360 .931 

RPL provides transfer within education and training .300 8 .037 .145 .996 

RPL provides alternate pathways to qualifications 5.725 8 .716 1.103 .398 

RPL improves performance in daily job tasks .860 8 .108 .261 .972 

RPL acts as the basis for further education and training 1.600 8 .200 .688 .698 

RPL improves job satisfaction 2.594 8 .324 .524 .825 

RPL improves performance on the job 2.112 8 .264 .473 .862 

RPL increases job security 7.487 8 .936 1.382 .258 

RPL shortens time and reduces financials costs to education 

and training 

5.093 8 .637 .882 .547 

RPL gives individuals power over own learning 6.068 8 .758 1.120 .388 

RPL facilitates flexibility in learning 3.493 8 .437 1.754 .141 

RPL facilitates exemptions from learning elements 10.339 8 1.292 3.345 .012 

RPL facilitates the planning of learning pathways 3.768 8 .471 1.993 .096 

RPL identifies training needs 5.471 8 .684 1.791 .133 

RPL improves relations with management 4.209 8 .526 1.027 .446 

RPL acts as a basis for further education and training 4.310 8 .539 1.852 .121 

RPL acts as a basis for professional development 3.610 8 .451 1.398 .252 

RPL acts as a basis for career planning 4.371 8 .546 1.265 .311 
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Table 4.7: The grouping of manager’s opinions into factors on the return of RPL investment to 

individual workers 

Factor 

Initial Eigen values 

Total 
% of 

Variance 

Cumulative 

% 

1 8.313 37.785 37.785 

2 2.543 11.558 49.342 

3 2.231 10.141 59.483 

4 1.878 8.535 68.018 

5 1.434 6.518 74.537 

6 1.020 4.637 79.173 

7 .916 4.163 83.336 

8 .886 4.028 87.364 

9 .722 3.284 90.648 

10 .515 2.343 92.991 

11 .416 1.891 94.882 

12 .299 1.359 96.241 

13 .231 1.052 97.293 

14 .160 .725 98.018 

15 .150 .681 98.700 

16 .097 .443 99.143 

17 .077 .352 99.495 

18 .056 .254 99.748 

19 .034 .155 99.904 

20 .013 .061 99.964 

21 .006 .028 99.992 

22 .002 .008 100.000 
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Table 4.8: The grouping of manager’s opinions on the return of RPL investment to individual 

workers 

Manager's Opinions 
Factor 

1 2 3 4 5 6 

RPL facilitates the planning of learning pathways .868 .147 -.086 .136 .109 -.018 

RPL acts as a basis for career planning .848 .185 .064 .139 -.175 .170 

RPL acts as a basis for professional development .842 .072 -.092 -.010 .356 .048 

RPL identifies training needs .802 .118 -.045 .040 -.230 .358 

RPL facilitates flexibility in learning .779 .046 .179 .036 .325 -.013 

RPL acts as a basis for further education and training .773 .143 .238 -.038 -.042 .085 

RPL shortens time and reduces financials costs to education 

and training 

.718 .197 .015 .255 -.082 .303 

RPL acts as the basis for further education and training .670 .510 .077 .119 .143 .104 

RPL gives individuals power over own learning .644 .298 .095 .139 .150 .152 

RPL provides alternate pathways to qualifications .642 .150 .171 -.016 .432 .117 

RPL improves relations with management .350 .853 .001 .008 -.088 -.091 

RPL improves performance on the job .190 .760 .141 -.128 .108 .343 

RPL improves job satisfaction .203 .705 -.331 .102 .297 .220 

RPL provides transfer within education and training .006 .128 .939 -.007 .050 .074 

RPL provides progression within education and training .182 -.184 .913 .087 .075 .048 

RPL improves individual career prospects .123 -.075 .195 .898 .142 -.080 

RPL provides access to education and training .484 .039 -.165 .763 .171 -.162 

RPL provides entry to education and training .027 .123 .015 .259 .816 .012 

RPL facilitates exemptions from learning elements .408 -.102 .321 -.467 .528 -.156 

RPL increases job security .142 .202 .166 .052 .152 .847 

RPL improves performance in daily job tasks .346 .067 -.047 -.272 -.147 .786 

RPL increases employability .104 .335 .391 .406 .441 .109 
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Table 4.9: Test of managers personal opinion differences between institutions and 

organisations and organisations on the return on investment of RPL to further and higher 

education 

Manager's Opinion 

Type III 

Sum of 

Squares df 

Mean 

Square F Sig. 

RPL offers alternate pathways to qualification 2.076 8 .259 .732 .662 

RPL offers academia-business collaboration 1.401 8 .175 .509 .836 

RPL provides access to higher education 1.847 8 .231 .422 .895 

RPL provides a means to advance entry to education 2.989 8 .374 1.265 .311 

RPL provides a means to non-standard entry to education 1.905 8 .238 .519 .829 

RPL offers non-traditional learners the opportunity to participate in 

further and higher education 
4.298 8 .537 .851 .570 

RPL offers mobility within the educational sector 2.286 8 .286 .746 .651 

RPL policy should be mainstreamed into the higher education sector 3.947 8 .493 .780 .625 

RPL raises education attainment 2.404 8 .301 1.209 .339 

RPL facilitates flexibility in learning 1.744 8 .218 1.488 .218 

RPL raises questions about academic rigour 4.889 8 .611 .810 .601 

RPL shifts the focus of learning to outcomes .443 8 .055 .147 .996 

 

Table 4.10: The grouping of manager’s opinions on the return on investment of RPL to further 

and higher education 

Factor 

Initial Eigen values 

Total % of Variance Cumulative % 

1 4.482 37.354 37.354 

2 1.745 14.545 51.899 

3 1.310 10.915 62.814 

4 1.124 9.363 72.177 

5 .937 7.805 79.982 

6 .797 6.642 86.624 

7 .563 4.696 91.319 

8 .408 3.403 94.722 

9 .268 2.235 96.957 

10 .184 1.537 98.495 

11 .111 .923 99.418 

12 .070 .582 100.000 
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Table 4.11: The grouping of manager’s opinions on the return on investment of RPL to further 

and higher education 

Manager’s Opinions 

Factor 

1 2 3 4 

RPL provides a means to non-standard entry to education .908 .193 .194 -.047 

RPL offers non-traditional learners the opportunity to participate in further and 

higher education .896 -.040 .194 -.115 

RPL provides a means to advance entry to education .800 .313 -.005 .257 

RPL provides access to higher education .653 .084 .379 -.195 

RPL offers mobility within the educational sector .597 .539 .089 -.011 

RPL shifts the focus of learning to outcomes .010 .830 -.088 -.118 

RPL raises education attainment .177 .706 .505 .128 

RPL offers academia-business collaboration .144 .560 .108 .058 

RPL policy should be mainstreamed into the higher education sector .366 -.114 .827 -.118 

RPL facilitates flexibility in learning .069 .328 .813 .199 

RPL offers alternate pathways to qualification .151 -.112 .091 .868 

RPL raises questions about academic rigor .365 -.142 .040 -.598 

 

Table 4.12: Test of managers rating differences between institutions and organisations and 

organisations on where the costs of RPL mostly apply to employer organizations 

Dependent Variable 
Type III Sum 

of Squares 
df 

Mean 

Square 
F Sig. 

Training needs analysis 5.275 8 .659 1.430 .239 

Salary of staff while on training 2.274 8 .284 .488 .852 

Off-site travel, lodging, meals 6.521 8 .815 1.053 .429 

Hardware and software 4.429 8 .554 .522 .827 

Instructional and testing materials 1.838 8 .230 .389 .915 

Course tuition fees 2.550 8 .319 .278 .966 

Books / materials 7.360 8 .920 .809 .602 

Loss of productivity while attending training 5.418 8 .677 .816 .597 

Other employee time related to training 2.287 8 .286 .294 .960 

Missed opportunity cost 6.188 8 .773 .814 .598 

Re-induction cost 4.276 8 .535 .497 .845 

Replacing employee while attending course 7.521 8 .940 1.057 .427 

Higher wastage rates until trainee is fully proficient 5.370 8 .671 .703 .686 

Risk that more highly trained employees leave 5.176 8 .647 .726 .667 
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Table 4.13: Grouping of manager’s rating into factors and how much factors explain the 

observed variation on where the costs of RPL mostly apply to employer organizations 

Factors 

Initial Eigen values 

Total % of Variance Cumulative % 

1 5.584 39.884 39.884 

2 1.863 13.305 53.188 

3 1.506 10.757 63.945 

4 1.349 9.636 73.581 

5 .955 6.820 80.401 

6 .735 5.247 85.648 

7 .562 4.012 89.660 

8 .493 3.519 93.178 

9 .287 2.050 95.228 

10 .212 1.515 96.744 

11 .160 1.145 97.889 

12 .146 1.043 98.932 

13 .085 .606 99.538 

14 .065 .462 100.000 

 

Table 4.14: The grouping of manager’s ratings on where the costs of RPL mostly apply to 

employer organizations 

Managers Opinions 
Factor 

1 2 3 4 

Other employee time related to training .880 .083 .168 .072 

Re-induction cost .806 .389 .118 -.068 

Higher wastage rates until trainee is fully proficient .799 .262 -.203 .165 

Replacing employee while attending course .791 .137 .064 .332 

Missed opportunity cost .775 .036 .380 .016 

Hardware and software .115 .864 .289 .030 

Off-site travel, lodging, meals .189 .779 .375 .062 

Salary of staff while on training .015 .689 -.202 .288 

Instructional and testing materials .259 .647 .075 .342 

Course tuition fees .445 .576 -.033 -.268 

Books / materials .459 .560 -.372 -.127 

Loss of productivity while attending training .157 .215 .871 -.072 

Training needs analysis .058 .224 -.179 .790 

Risk that more highly trained employees leave .265 -.043 .482 .647 
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Table 4.15: Demographic Data of RPL policy formulators. 
 

Province % Experience % Race % Gender % 
Yout

h 
% Academics % 

ECAPE 2.5 +15 58.5 Colored 23.7 Female 52.0 No 79.4 n/p 18.5 

FSTATE 3.1 1-5 12.7 Indian 5.1 Male 48.0 Yes 20.6 
Adult 

Education 
1.5 

GAUT 39.5 11-15 12.0 White 6.8 Total 100.0 Total 100.0 Diploma 7.7 

KZN 25.6 6-10 16.8 Total 64.4     
Education 

Manageme

nt 

7.7 

LIMP 2.5 Total 100.0  100.0 Degree in Policy Formulation and Implementation 
 

20.0 

MPU 4.1         Honours 1.5 

NWEST 2.5         Masters 24.6 

WCAPE 20.2         Other 33.9 

Total 100.0         PHD 1.5 

  

Table 4.16: Data on when policy was formulated and last reviewed 
Year RPL Policy Drafted % Year RPL Policy reviewed % 

1976 1.6 n/a 18 

1993-1999 6.4 2005 1.6 

2000-2004 23 2007-2011 1.6 

2005 4.9 2008 3.2 

2006 8.2 2010 4.9 

2007 11.5 2011 23 

2008 8.2 2012 34.4 

2009 9.8 Currently under review 6.4 

2010 3.3 Has not been reviewed 1.6 

2011 6.6 To be reviewed 3.2 

2012 4.8 Total 100 

Don’t know 13     

Total 100     
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Table 4.17: Data current state of the policy, custody and requisites of RPL policy in 

organizations 
Current status of the 

Policy 
Percent 

Custody of the 

Policy 
Percent Requisites of the Policy Percent 

n/a 4.9 n/a 11.5 n/a 11.5 

Accepted and Implemented 6.6 Centre for RPL 21.3 
Admission without Minimum 

Requirements 
21.3 

Accepted and Piloted 4.9 
Human Resource 

Department 
16.4 

Advanced Standing in a 

Program 
14.8 

Accepted but not 

Implemented 
11.5 Other: Specify 50.8 Foundation Level entry Point 23 

Accepted, Revised and 

Implemented 
68.9 Total 100 Full Qualification 14.8 

Draft 3.3   Transfer of Credits 14.8 

Total 100   Total 100 

 

Table 4.18: Data on policy implementation strategy 
Policy Implementation  No Yes Total 

 Does the policy cater for individual differences in RPL during assessment? 11.3 88.7 100 

 Is the policy easy to follow when enrolling the students? 3.9 96.1 100 

 Do you intend to enrol students recognizing RPL in the next five years 5.9 94.1 100 

 

Do staff members get involved in the formulation of the policy to implement its 

contents? 13.2 86.8 100 

 

Are you actively involved in the implementation, monitoring, assessment and 

evaluation of the RPL policy? 18.5 81.5 100 

 

Are there adequate resources in your institution to support the implementation of 

the RPL policy? 15.4 84.6 100 

 

Was there any induction for the members of staff involved in the implementation 

of the policy? 19.6 80.4 100 

 How often do you get such training? 30.8 69.2 100 

 Are policymakers committed to the success of the RPL implementation? 3.9 96.1 100 

 Are members of staff committed to the success of the RPL implementation? 4.1 95.9 100 
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Table 4.19: Data on policy implementation training and assessment 

Programmes % 

Training and 

induction 

method 
% 

RPL 

assessment 

methods 
% 

Who assists candidates 

with portfolio 

assessment 
% 

Commerce 22.7 
Ad hoc 

Workshops and 

Seminars 

29.3 Objective Tests 9.4 Other 8.8 

Engineering 17 Conferences 7.3 
Oral 

Tests/Written 

Tests 

13.2 
The Ancillary/Support 

Staff 
19.5 

Humanities 9.5 
External Provider 

Course 
12.2 Other: Specify 3.8 

The Head of the 

Institution 
15.3 

Legal 1.8 
Internal Training 

Course 
46.3 

Portfolio 

Development 
67.9 The Trainer 56.5 

Medical or 

Related 
17 Other 4.9 Trade Tests 5.6 Total 100 

Other: Specify 24.6 Total 100 Total 100   

Police Officer 1.8       

Sciences 3.8       

Social Work 1.8       

Total 100       

 

Table 4.20: Quality assurance methods 

Quality assurance method % RPL student support system % 

Assessments on attachment/industrial practice 15.4 Academic literacy courses 13.5 

Formative assessments 13.5 Bridging courses 28.8 

Moderation of RPL assessment 28.8 Mentoring 19.2 

Other: 9.6 Other 7.7 

Summative Assessments 5.8 Specialized Orientation 30.8 

Tracking of RPL candidates within the system 26.9 Total 100.0 

Total 100.0   

 

Table 4.21: Data on quality assurance methods 

Quality Assurance No Yes Total 

1. Is there a committee responsible for the enrolment, learning and attachment 

for the learners enrolled through RPL? 
40 60 100 

2. Does your institution hold any meetings with the relevant stakeholders (e.g. 

entrepreneurs, government representatives, industry etc)? 
23.4 76.6 100 

3. Do you think that the implementation of RPL policy should be reviewed in 

your institution? 
34 66 100 

4. As implementers are you confident with the lesson delivery strategies? 4.9 95.1 100 

5. Do you think that learners enrolled under RPL are eligible to hold high 

positions at work after the completion of their formal studies or 

assessments for certification? 

4.2 95.8 100 

6. Do you think the attitudes of learners enrolled through RPL are congruent 

with those of their counterparts enrolled through minimum academic 

requirements? 

20 80 100 
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Table 4.22: Demographic data for policy implementers 

Province % Academics % Gender % Race % Youth % Experience % 

GAUT 47.1 Degree/Diploma 35.1 Female 58.5 Black 52.6 No 74 +15 29.5 

WCAPE 11.8 Doctorate 5.8 Male 41.5 
Colore

d 
6.4 Yes 26 1-5 23.7 

KZN 5.9 Honors 11.7 Total 100 White 41 Total 100 10-15 23.4 

MPU 23.5 Masters 23.7   Total 100   5-10 23.4 

NWEST 11.8 Other 23.7       Total 100 

Total 100 Total 100         

 

Table 4.23: Test of managers personal opinion differences between institutions and 

organisations and organisations on RPL policy implementation 

Dependent Variable 

Type III Sum of 

Squares df 

Mean 

Square F Sig. 

The institution has developed a monitoring and 

evaluation instrument for RPL 
10.566 5 2.113 9.788 .061 

The institution effectively implements RPL 2.341 5 .468 .683 .646 

Members of staff appreciate the procedures for RPL 7.066 5 1.413 2.646 .083 

RPL procedures are clearly outlined and easy to 

follow 
6.363 5 1.273 1.953 .165 

Members of the institution have been inducted into 

RPL 
10.194 5 2.039 1.862 .181 

RPL is clearly defined and its goals clear 11.451 5 2.290 2.907 .065 

 

Table 4.24: Grouping of RPL implementer’s opinion into Factors 

Factor 

Initial Eigen values 

Total % of Variance Cumulative % 

1 3.373 56.224 56.224 

2 1.185 19.742 75.966 

3 .747 12.451 88.417 

4 .472 7.863 96.280 

5 .128 2.126 98.406 

6 .096 1.594 100.000 
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Table 4.25: The grouping of RPL implementer’s opinion on their institutions understanding of 

RPL and its required procedures 

RPL implementer’s opinion 
Factor 

1 2 3 

10 The institution effectively implements RPL 0.922 0.191 0.155 

11 The institution has developed a monitoring and evaluation 

instrument for RPL 
0.916 0.129 0.262 

12 RPL procedures are clearly outlined and easy to follow 0.267 0.904 0.039 

13 RPL is clearly defined and its goals clear 0.075 0.891 0.178 

14 Members of the institution have been inducted into RPL 0.212 0.078 0.955 

15 Members of staff appreciate the procedures for RPL 0.556 0.36 0.59 

 

Table 4.26: Test of managers personal opinion differences between institutions and 

organisations and organisations on RPL quality assurance 

Dependent Variable 

Type III 

Sum of 

Squares 

df 
Mean 

Square 
F Sig. 

1. Members of Staff have been oriented/re-oriented on 

the requirements for internal assessment for RPL 
.944 5 .189 .116 .986 

2. The institution has a clear background and problem-

solving strategies for RPL 
5.236 5 1.047 1.500 .261 

3. The institution has developed an academic appeals 

procedure in the curriculum 
10.361 5 2.072 4.737 .013 

4. An instrument has been developed to produce 

evidence for RPL learner assessments 
8.319 5 1.664 1.414 .288 
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Table 4.27: Test of RPL Implementers opinion differences between institutions and 

organisations and organisations on their institutions curricular responsiveness 

Dependant Variable 

Type III 

Sum of 

Squares df 

Mean 

Square F Sig. 

1. Curriculum developers in my institution have 

included the concept of RPL clearly 
5.438 5 1.088 .588 .710 

2. RPL assessment has been included in my 

institution’s curriculum 
9.958 5 1.992 

1.98

3 
.167 

3. The institution has adopted the outcomes based 

form of assessment incorporating RPL 
3.063 5 .613 

1.04

3 
.444 

4. Curriculum development in this institution allows 

for support systems in RPL 
9.938 5 1.988 

2.33

8 
.119 

5. The institution has mature entry and exit levels 

based on RPL 
5.063 5 1.013 

1.88

4 
.184 

6. RPL concepts within our curriculum will allow 

learners to proceed to higher learning  
5.875 5 1.175 

1.19

0 
.380 

7. The curriculum in our institution recognises both 

formal and informal learning 
7.750 5 1.550 

1.55

0 
.259 

8. RPL should continue to be part of the curriculum 

and recognised in our institution as part of 

effective learning 

9.438 5 1.888 
1.98

7 
.166 

9. RPL forms basis for effective learning in every 

aspect of the curriculum in our institution 
6.563 5 1.313 

3.00

0 
.066 

10. RPL recognition in the curriculum and learning is 

meant to improve the quality of learning and 

teaching 

9.250 5 1.850 
2.17

6 
.138 

11. This institution should have registered and 

recognised RPL centres and departments to assess 

the learners to enhance learning 

8.063 5 1.613 
1.55

4 
.258 

12. RPL recognition in the curriculum will motivate 

learners to participate in the learning and teaching 

of new concepts 

4.438 5 .888 .888 .524 

13. RPL recognition and assessment in the curriculum 

of this institution is intended to link theory, 

practical and the world of work 

7.063 5 1.413 
1.79

4 
.202 

 

Table 4.28: Grouping of RPL implementer’s opinion on their institutions curricular 

responsiveness into factors. 

Factor 
Initial Eigen values 

Total % of Variance Cumulative % 

1 8.306 63.894 63.894 

2 2.094 16.111 80.005 

3 1.001 7.702 87.707 

4 .639 4.918 92.625 

5 .295 2.271 94.896 

6 .242 1.859 96.756 

7 .145 1.116 97.871 

8 .121 .930 98.801 

9 .095 .727 99.529 

10 .058 .443 99.972 

11 .004 .028 100.000 

12 .000 .000 100.000 

13 .000 .000 100.000 
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Table 4.29: Factor groups of RPL implementer’s opinion on their institutions curricular 

responsiveness. 

Implementer’s opinions 
Factor 

1 2 3 

1. RPL concepts within our curriculum will allow learners to proceed to higher 

learning 
.934 .210 .185 

2. This institution should have registered and recognised RPL centres and 

departments to assess the learners to enhance learning 
.906 .139 .273 

3. RPL recognition and assessment in the curriculum of this institution is 

intended to link theory, practical and the world of work 
.896 .143 -.191 

4. The curriculum in our institution recognises both formal and informal 

learning 
.891 .364 .047 

5. Curriculum development in this institution allows for support systems in RPL .891 .398 .031 

6. RPL recognition in the curriculum and learning is meant to improve the 

quality of learning and teaching 
.890 .362 .076 

7. Curriculum developers in my institution have included the concept of RPL 

clearly 
.804 -.069 .313 

8. RPL recognition in the curriculum will motivate learners to participate in the 

learning and teaching of new concepts 
.725 .383 -.456 

9. RPL assessment has been included in my institution’s curriculum .686 .590 -.241 

10. The institution has mature entry and exit levels based on RPL .184 .918 -.012 

11. The institution has adopted the outcomes based form of assessment 

incorporating RPL 
.188 .901 .199 

12. RPL forms basis for effective learning in every aspect of the curriculum in 

our institution 
.195 .893 .125 

13. RPL should continue to be part of the curriculum and recognised in our 

institution as part of effective learning 
.247 .458 .691 

 

Table 4.30: Demographic data for Unions 

Province % Race % Gender % Youth % Academic % 

ECAPE 3.2 Black 67.7 Female 12.9 No 87.1 Below Degree 45.1 

FSTATE 6.5 Coloured 6.5 Male 87.1 Yes 12.9 Degree/Equivalent 41.9 

GAUT 41.9 Indian 6.5 Total 100.0 Total 100.0 
Hon Degree/ 

Equivalent 
6.5 

KZN 19.4 White 19.4     Masters/ Equivalent 6.5 

LIMP 3.2 Total 100.0     Total 100.0 

NCAPE 3.2         

WCAPE 22.6         

Total 100.0         
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Table 4.31: Demographic Data of RPL beneficiaries 

Province % Academics % Experience % Youth % Race % Gender % Disability % 

ECAPE 8 Academics 5 15 46 No 68 Black 70 Female 
4

6 
No 95 

FSTATE 5 
Below 

Degree 
78 5 -10 16 Yes 32 Colored 11 Male 

5

4 
Yes 5 

GAUT 49 
Degree/ 

Equivalent 
5 1- 5 27 Total 100 White 19 Total 100 Total 

10

0 

KZN 3 

Hon 

Degree/ 

Equivalent 

5 Total 
10

0 
  Total 

10

0 
    

LIMP 11 
Masters/ 

Equivalent 
3           

MPU 3 Total 
10

0 
          

WCAPE 22             

Total 
10

0 
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APPENDIX 2: FIGURES 

 

Figure 4.1: Public Institution Managers opinion on RPL return to the labour market 

 

 

 

 

 

 

 

79,4

77,6

81,2

75,8

78,2

72,7

80,0

80,0

81,2

75,8

77,6

81,2

81,2

81,8

84,8

65,0 70,0 75,0 80,0 85,0 90,0

RPL addresses skills  shortage in an industry

RPL addresses changing labour market needs
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RPL facilitates labour mobility

RPL addresses workplace requirements
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Figure 4.2: Managers opinion on RPL return to individual workers 
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% Rating
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Figure 4.3: Managers opinion on RPL return to further and higher education 

 
Figure 4.4: Managers rating of where the costs of RPL mostly apply to employer organizations 
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Figure 4.5: RPL implementers opinion on their institutions understanding of RPL and its required 

procedures 

 
Figure 4.6: RPL implementers opinion on their institutions RPL Quality Assurance 
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Figure 4.7: RPL Implementers Opinion on their Institutions Curricular Responsiveness 
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Appendix 3: Public institution manager’s questionnaire 

 

 

 

 

 

 

RECOGNITION OF PRIOR LEARNING INTERVIEW PAD 

 

 

FOR 

 

 

PUBLIC INSTITUTION MANAGERS 
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Introduction 

PSETA is one of the ETQAs that are bound by the legislation such as SAQA Act, Skills Development Act 

and the Skills Development Levies Act. The functions of PSETA are prescribed in the Regulations No. 

19231 of 8 September 1998, with the promotion of Recognition of Prior Learning (RPL) in PSETA being 

one of the Key Performance Areas (KPAs). 

Recognition of Prior Learning is a concept which takes into account what students already know and are 

willing to impart as skills. A learner may know how to weld and build the canopy of a truck without any 

formal learning. A student such as the so called “Bush Mechanic” would not be expected to start the learning 

of the skill at the prerequisite stage but may even be given the trade certificate after assessment and 

satisfaction of the requirements of the examining body. Some students may need to be given a higher level 

as entry point yet for others it may just be the elimination of strict entry levels even at elementary to 

accommodate the skills learnt or possessed prior to learning.  

Although RPL is meant to support transformation of the education and training system of South Africa, it 

is however not being implemented fully in PSETA to the detriment of employees and new entrants into the 

system. 

PSETA has thus appointed Insedlu Business Companion cc (an independent research service provider) 

to conduct research in PSETA on RPL in order to identify areas of complexity and ways to streamline 

processes in order to align to accreditation requirements and compliance.  

Your participation in this survey will make a remarkable contribution in the production an educated, 

skilled and capable citizenry for a better South Africa. Your responses will remain private and 

confidential. No one will be able to trace your opinions back to you as a person. The interview is expected 

to last for a maximum of 20 minutes. 
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RESEARCHER DETAILS: 

 

Name and Surname : ______________________________ 

 

Signature : ______________________________ 

 

Email address : admin@insedlu.com 

 

Cell number : 

 

Insedlu Researcher Supervisor : Dr. Mtha Ncube 

Office phone number : 011-6405899 

Cell number : 0826766262 

Email address : Mthan@insedlu.com 

Pseta Project Manager : Ms Dimpho Phungwayo 

Office phone number : 012-423 5700 

Cell number : 0835905295 

Email address : DimphoP@Pseta.gov.za 
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1. Does your organisation have an RPL policy in place? Yes No 

 

 

FOR ORGANISATIONS WITHOUT RPL POLICY 

 

2. Does your organisation have clear understanding of how RPL works? Yes No 

 

2a. What factors are hindering your organisation from developing an RPL policy for the benefit of 

experienced employees that lack formal education or certification? (Please provide answer in space 

below) 

 

2a. Answer: 

 

 

 

2b. How does your organisation facilitate Continuous Professional Development (CPD) of 

employees who have experience in their respective jobs but lack formal entry qualifications to 

enter formal training? (Please provide answer in space below) 

 

2b .Answer: 

 

 

 

3. Do you require assistance in drawing up an RPL policy? Yes No 

 

 

FOR ORGANISATIONS WITH RPL POLICY ☺☺ 

 

4. Is your RPL policy clearly defined and its goals clear? Yes No 

5. Are employees well aware of the RPL opportunity in your organisation? Yes No 

 

6. How does your organisation ensure that deserving employees take advantage of RPL 

opportunity? (Please provide answer in space below) 

 

6. Answer: 
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7. Have you had successful RPL cases in your organisation over the past 5 years? Yes No 

 

IF ANSWER TO 7 WAS YES MORE DETAIL NEEDED 

7a.  Are you able to provide more detail on your successful RPL cases over the past 5 years? (Please 

provide answer in space below) 

 

7a. Answer: 

 

 

8. What has RPL been mainly used for in the past 5 years in your 

organisation? (Please select from options given below) 

  

 

 8 Select by ticking applicable answers 

i.  Training needs analysis  

ii.  Certification  

iii.  Re-skilling  

iv.  Up-skilling  

v.  Meeting legal requirements  

vi.  Other (Please specify)  

 

9. Do you know of/or make use of any RPL assessment centres in the country?  Yes No 

  

10.  What sort of challenges do RPL graduates face in your organisation? (Please provide answer in space 

below) 

 

10. Answer: 
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11.  What sort of support does your organisation give to an RPL candidate Pre-During-Post 

RPL processes? (Please provide answer in space below) 

 

11 Answer: 

 

 

 

12. Rate your personal opinion about the return on investment of RPL to the LABOUR MARKET 

 

 

  1. Strongly 

disagree 

2. Disagree 3. Neither 

agree nor 

disagree 

4. Agree 5. Strongly 

agree 

I.  RPL addresses skills 

shortage in an industry 

     

II.  RPL addresses changing 

labour market needs 

     

III.  RPL addresses an ageing 

workforce 

     

IV.  RPL matches skills demand 

with supply 

     

V.  RPL addresses overall skills 

levels in an industry 

     

VI.  RPL improves overall work 

performance in an industry 

     

VII.  RPL facilitates labour 

mobility 

     

VIII.  RPL addresses workplace 

requirements 

     

IX.  RPL develops overall 

competence levels in an 

industry 

     

X.  RPL maintains / achieves 

workplace standards 

     

XI.  RPL achieves up-skilling in 

the workplace 
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XII.  RPL redirects the 

workforce to areas of 

opportunity 

     

XIII.  RPL achieves social 

inclusion in the labour 

market 

     

XIV.  RPL facilitates social 

inclusion  

     

XV.  RPL is a catalyst for 

lifelong learning 

     

 

 

13. Rate your personal opinion about the return on investment of RPL to INDIVIDUAL WORKERS 

 

  1. Strongly 

disagree 

2. Disagree 3. Neither 

agree nor 

disagree 

4. Agree 5. Strongly 

agree 

I.  RPL increases 

employability 

     

II.  RPL improves individual 

career prospects 

     

III.  RPL provides access to 

education and training 

     

IV.  RPL provides entry to 

education and training 

     

V.  RPL provides progression 

within education and 

training 

     

VI.  RPL provides transfer 

within education and 

training 

     

VII.  RPL provides alternate 

pathways to qualifications 

     

VIII.  RPL improves performance 

in daily job tasks 
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IX.  RPL acts as the basis for 

further education and 

training 

     

X.  RPL improves job 

satisfaction 

     

XI.  RPL improves performance 

on the job 

     

XII.  RPL increases job security      

XIII.  RPL shortens time and 

reduces financials costs to 

education and training 

     

XIV.  RPL gives individuals 

power over own learning 

     

XV.  RPL facilitates flexibility in 

learning 

     

XVI.  RPL facilitates exemptions 

from learning elements 

     

XVII.  RPL facilitates the planning 

of learning pathways 

     

XVIII.  RPL identifies training 

needs 

     

XIX.  RPL improves relations 

with management 

     

XX.  RPL acts as a basis for 

further education and 

training 

     

XXI.  RPL acts as a basis for 

professional development 

     

XXII.  RPL acts as a basis for 

career planning 
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14. Rate your opinion about the return on investment of RPL to FURTHER AND HIGHER 

EDUCATION 

 

 

  1. Strongly 

disagree 

2. Disagree 3. Neither 

agree nor 

disagree 

4. Agree 5. Strongly 

agree 

I.  RPL offers alternate 

pathways to qualification 

     

II.  RPL offers academia-

business collaboration 

     

III.  RPL provides access to 

higher education 

     

IV.  RPL provides a means to 

advance entry to education 

     

V.  RPL provides a means to 

non-standard entry to 

education 

     

VI.  RPL offers non-traditional 

learners the opportunity to 

participate in further and 

higher education  

     

VII.  RPL offers mobility within 

the educational sector 

     

VIII.  RPL policy should be 

mainstreamed into the 

higher education sector 

     

IX.  RPL raises education 

attainment  

     

X.  RPL facilitates flexibility in 

learning 

     

XI.  RPL raises questions about 

academic rigour 

     

XII.  RPL shifts the focus of 

learning to outcomes 
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15. From your experience please rate where the costs of RPL mostly apply to employer organisations 

 

 

  1. Strongly 

disagree 

2. Disagree 3. Neither 

agree nor 

disagree 

4. Agree 5. Strongly 

agree 

I.  Training needs analysis      

II.  Salary of staff while on 

training 

     

III.  Off-site travel, lodging, 

meals 

     

IV.  Hardware and software      

V.  Instructional and testing 

materials 

     

VI.  Course tuition fees      

VII.  Books / materials      

VIII.  Loss of productivity while 

attending training 

     

IX.  Other employee time 

related to training 

     

X.  Missed opportunity cost      

XI.  Re-induction cost      

XII.  Replacing employee while 

attending course 

     

XIII.  Higher wastage rates until 

trainee is fully proficient 

     

XIV.  Risk that more highly 

trained employees leave 

     

 

16  How do you see the RPL system and uptake rate being improved in PSETA? (Please provide answer 

in space below) 

 

16. Answer: 
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THANK YOU FOR YOUR PARTICIPATION 

 

PARTICIPANT DETAILS 

Title, Name and Surname: 

 

Gender:  

 

Race:  

 

Youth (Aged between 18 & 35 years)? Yes/No 

 

Experience in your profession (in years): 1-5 6-10 11-15 +15 

 

Your highest academic qualification: Below Degree Degree/Equivalent  

 

 Hons Degree/Equivalent Masters Degree/Equivalent PHD 

 

Province of Residence: ECAPE GAUT LIMP NWEST WCAPE KZN NCAPE MPU FSTATE 

 

Email address: 

 

Telephone number: 

 

 

 

 

INFORMED CONSENT 

 

I ………………………………………………………………… (full names of participant) hereby 

confirm that l understand the contents of this document and the nature of the research project, and I 

consent to participating in the research project. 

I understand that I am at liberty to withdraw from the project at any time, should I so desire. 

SIGNATURE OF PARTICIPANT DATE 
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……………………………………………………………………………………………………. 
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Appendix 4: RPL policy formulator’s questionnaire 

 

     

 

 

 

RESEARCH INSTRUMENT  

 

FOR 

 

RPL POLICY FORMULATION AND IMPLEMENTATION 
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Introduction 

PSETA is one of the ETQAs that are bound by the legislation such as SAQA Act, Skills Development Act 

and the Skills Development Levies Act. The functions of PSETA are prescribed in the Regulations No. 

19231 of 8 September 1998, with the promotion of Recognition of Prior Learning (RPL) in PSETA being 

one of the Key Performance Areas (KPAs). 

Recognition of Prior Learning is a concept which takes into account what students already know and are 

willing to impart as skills. A learner may know how to weld and build the canopy of a truck without any 

formal learning. A student such as the so called “Bush Mechanic” would not be expected to start the learning 

of the skill at the prerequisite stage but may even be given the trade certificate after assessment and 

satisfaction of the requirements of the examining body. Some students may need to be given a higher level 

as entry point yet for others it may just be the elimination of strict entry levels even at elementary to 

accommodate the skills learnt or possessed prior to learning.  

Although RPL is meant to support transformation of the education and training system of South Africa, it 

is however not being implemented fully in PSETA to the detriment of employees and new entrants into the 

system. 

PSETA has thus appointed Insedlu Business Companion cc (an independent research service provider) 

to conduct research in PSETA on RPL in order to identify areas of complexity and ways to streamline 

processes in order to align to accreditation requirements and compliance.  

Your participation in this survey will make a remarkable contribution in the production of an educated, skilled and 

capable citizenry for a better South Africa. Your responses will remain private and confidential. No one will be able 

to trace your opinions back to you as a person. The interview is expected to last for a maximum of 20 minutes. 
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RESEARCHER DETAILS: 

Name and Surname : 

 

Signature : 

 

Email address : admin@insedlu.com 

 

Cell number : 

 

Insedlu Research Supervisor: Dr. Mtha Ncube 

Office phone number : 011-640 5899 

Cell number : 082 676 6262 

Email address : mthan@insedlu.com 

 

Pseta Project Manager : Ms Dimpho Phungwayo 

Office phone number : 012-423 5700 

Cell number : 083 590 5295 

Email address : DimphoP@Pseta.gov.za 

 

 

How to complete the questionnaire 

i.  Please answer the questions as truthfully as you can 

ii.  Also please be sure to read and follow the directions for each part. If you do not follow the 

directions, it will make it hard for us to do a thorough job 

iii. You can mark each response by making a tick or a cross in each appropriate response with a PEN 

(not pencil), or by filling in the required words or number where applicable. 

 

 

 

 

 

 

 

mailto:mthan@insedlu.com
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SECTION A: INSTITUTIONAL INFORMATION 

1. Name of Institution  

 

2. Name of Person responsible for 

policy formulation and 

implementation 

 

 

3. Position of Person in  

Institution 

 

 Qualifications of the person 

responsible for policy formulation 

and implementation 

 

 

Holder of Educational 

qualification (e.g. teachers’ 

certificate, adult education, 

education management, etc.) 

(State) 

Degree in Policy formulation 

and implementation 

 

Masters  

PhD  

Other  

SECTION B : POLICY FORMULATION 

 

 

 

 

Year RPL Policy Drafted 

 

 

 

Year RPL Policy reviewed  

4. Outline steps used to draft the policy 

 

(Use separate sheet for outline) 

5. Can you describe the rationale by 

which the policy was drafted? 

(Use separate sheet for process description) 

6. Current status of the Policy Draft  

Accepted but not implemented  

Accepted and implemented  

Accepted and piloted  

Accepted, revised and implemented 

 

 

7. Custody of the Policy  Centre for RPL 

Human Resources Department 

Other: Specify 

 

8. Requisites of the Policy Transfer of credits  

Admission without minimum 

requirements 

 

 

Advanced standing in a programme  

Full qualification  

Foundation level entry point 

 

 

 

 

 

  Other  

9. Was the Policy Benchmarked?  YES NO 
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10. Does the Policy cater for exemptions 

in RPL? 

   

  

 

SECTION C : IMPLEMENTATION 

11. Does the policy cater for individual 

differences in RPL during 

assessment? 

 YES NO 

  

12. Is the policy easy to follow when 

enrolling the students? 

   

   

   

   

13. Programmes/professions Medical or related   

  Legal   

  Social work   

  Engineering   

  Humanities   

  Commerce   

  Sciences   

  Other(specify)   

14. Do you intend to enrol students 

recognising RPL in the next five 

years 

   

15A. 

 

 

 

 

 

15B. 

 

Do staff members get involved in the 

formulation of the policy to 

implement its contents? 

 YES NO 

Are you actively involved in the 

implementation, monitoring, 

assessment and evaluation of the RPL 

policy? 

   

16. Are there adequate resources in your 

institution to support the 

implementation of the RPL policy? 

   

17. Was there any induction for the 

members of staff involved in the 

implementation of the policy? 

   

 

 

18. The training and induction were 

conducted as:  

Internal training course  

External provider course  

Conferences  

  Ad hoc workshops and Seminars  

Other  

19. How often do you get such training?  Regularly Not 

regular 
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20. Are policymakers committed to the 

success of the RPL implementation? 

 YES NO 

  

Are members of staff committed to 

the success of the RPL 

implementation? 

   

SECTION D : ASSESMENT OF COMPETENCE 

 

21. Indicate the RPL assessment 

methods used 

Portfolio development  

Trade tests  

Objective Tests  

Oral Tests/Written Tests  

Other: (specify)  

22. If the method uses portfolio 

assessment, who assists the 

candidate in this development? 

The Trainer  

The head of the institution  

The ancillary/support staff  

 

SECTION E : QUALITY ASSURANCE 

23. Quality Assurance is done 

through: 

Tracking of RPL candidates within the 

system 

 

Moderation of RPL assessment  

Summative Assessments  

Formative Assessments  

Assessments on attachment/industrial 

practice 

 

 

Other (specify) 

 

 

24. What student support system is 

used on RPL learners? 

Specialised orientation  

Academic literacy courses  

Bridging courses  

Mentoring  

Other: (specify)  

25. Do you organise 

industrial/work attachment for 

RPL learners who have 

completed their institutional 

learning? 

 YES NO 

  

26. If yes how do employers rate 

the attaches? 

 Good  Average Poor 

   

27. 

 

Is there a committee 

responsible for the enrolment, 

 

 

YES 

 

NO 
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 learning and attachment for the 

learners enrolled through 

RPL? 

   

28. Does your institution hold any 

meetings with the relevant 

stakeholders (e.g. 

entrepreneurs, government 

representatives, industry etc)? 

   

29. Do you think that the 

implementation of RPL policy 

should be reviewed in your 

institution? 

   

30. As implementers are you 

confident with the lesson 

delivery strategies? 

 

   

31. 
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Do you think that learners 

enrolled under RPL are 

eligible to hold high positions 

at work after the completion of 

their formal studies or 

assessments for certification? 

 

 

Do you think the attitudes of 

learners enrolled through RPL 

are congruent with those of 

their counterparts enrolled 

through minimum academic 

requirements? 

   

 

 

PARTICIPANT DETAILS 

Title, Name and Surname : 

 

Gender :  

 

Race :  

 

Email address : 

 

Telephone number : 
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Youth (Aged between 18 & 35 years)? Yes/No 

 

Experience in Education (in years): 1-5 6-10 11-15 +15 

 

Province of Residence: ECAPE GAUT LIMP NWEST WCAPE KZN NCAPE MPU FSTATE 

 

 

 

 

 

INFORMED CONSENT 

 

I ………………………………………………………………… (full names of participant) hereby 

confirm that l understand the contents of this document and the nature of the research project, and I 

consent to participating in the research project. 

I understand that I am at liberty to withdraw from the project at any time, should I so desire. 

 

SIGNATURE OF PARTICIPANT…………………………………………. DATE…………………… 
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Appendix 5: RPL implementer’s questionnaire 

 

 

 

 

RESEARCH INSTRUMENT  

 

 

FOR 

 

 

RECOGNITION OF PRIOR LEARNING IMPLEMENTERS 
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Introduction 

PSETA is one of the ETQAs that are bound by the legislation such as SAQA Act, Skills Development Act 

and the Skills Development Levies Act. The functions of PSETA are prescribed in the Regulations No. 

19231 of 8 September 1998, with the promotion of Recognition of Prior Learning (RPL) in PSETA being 

one of the Key Performance Areas (KPAs). 

Recognition of Prior Learning is a concept which takes into account what students already know and are 

willing to impart as skills. A learner may know how to weld and build the canopy of a truck without any 

formal learning. A student such as the so called “Bush Mechanic” would not be expected to start the learning 

of the skill at the prerequisite stage but may even be given the trade certificate after assessment and 

satisfaction of the requirements of the examining body. Some students may need to be given a higher level 

as entry point yet for others it may just be the elimination of strict entry levels even at elementary to 

accommodate the skills learnt or possessed prior to learning.  

Although RPL is meant to support transformation of the education and training system of South Africa, it 

is however not being implemented fully in PSETA to the detriment of employees and new entrants into the 

system. 

PSETA has thus appointed Insedlu Business Companion cc (an independent research service provider) 

to conduct research in PSETA on RPL in order to identify areas of complexity and ways to streamline 

processes in order to align to accreditation requirements and compliance.  

Your participation in this survey will make a remarkable contribution in the production an educated, skilled and 

capable citizenry for a better South Africa. Your responses will remain private and confidential. No one will be able 

to trace your opinions back to you as a person. The interview is expected to last for a maximum of 20 minutes. 
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RESEARCHER DETAILS: 

Name and Surname : 

 

Signature : 

 

Email address : admin@insedlu.com 

 

Cell number : 

 

Insedlu Research Supervisor: Dr. Mtha Ncube 

Office phone number : 011-640 5899 

Cell number : 082 676 6262 

Email address : mthan@insedlu.com 

Pseta Project Manager : Ms Dimpho Phungwayo 

Office phone number : 012-423 5700 

Cell number : 083 590 5295 

Email address : DimphoP@Pseta.gov.za 

 

 

 

How to complete the questionnaire 

i.  Please answer the questions as truthfully as you can 

ii.  Also please be sure to read and follow the directions for each part. If you do not follow the 

directions, it will make it hard for us to do a thorough job 

iii. You can mark each response by making a tick or a cross in each appropriate response with a PEN 

(not pencil), or by filling in the required words or number where applicable. 
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SECTION A: BIOGRAPHICAL INFORMATION 

1 Name of Institution   

2 Position in institution   

  Head of school  

Head of unit  

Dean  

Senior Professor  

Professor  

Ass Professor  

Senior Lecturer  

Lecturer  

Other (please specify)  

3 Nature of position Academic teaching staff  

  Academic non-teaching staff  

 

4 Years experience in higher 

education 

  

  1-5 years  

6-10 years  

11-15 years  

More than 15 years  

5 Highest educational qualification 

 

 

 

 

 

 

Honours  

Masters  

Doctorate  

Post-doctoral  

Other (please specify)  

5b  

Educational qualification 

(e.g. Certificate, degree in 

Education/adult education) 

 

 

 NO YES 

  

6 Gender Female  

Male  
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Section B: Understanding of RPL and 

its required procedures 

Neutral Strongly 

agree 

Agree Disagree Strongly 

Disagree 
7 RPL is clearly defined and its goals 

clear 

     

8 Members of the institution have been 

inducted into RPL 

     

9 RPL procedures are clearly outlined 

and easy to follow 

     

10 Members of staff appreciate the 

procedures for RPL 

     

11 The institution effectively implements 

RPL 

     

12 The institution has developed a 

monitoring and evaluation instrument 

for RPL 

     

 Comments: (Provide comments on a separate sheet) 

 

 

 

Section E: Quality Assurance Neutral Strongly 

Agree 

Agree Disagree Strongly 

Disagree 

13 Members of Staff have been 

oriented/re-oriented on the 

requirements for internal assessment 

for RPL 

     

14 The institution has a clear 

background and problem-solving 

strategies for RPL 

     

15 The institution has developed an 

academic appeals procedure in the 

curriculum  

     

16 An instrument has been developed to 

produce evidence for RPL learner 

assessments 

     

17 Any other comments (Provide comments on a separate sheet) 
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Section F: Curricular responsiveness Neutral Strongly 

Agree 

Agree Disagree Strongly 

Disagree 

26 Curriculum developers in my 

institution have included the concept 

of RPL clearly 

     

27 RPL assessment has been included in 

my institution’s curriculum 

     

28 The institution has adopted the 

outcomes based form of assessment 

incorporating RPL 

 

 

    

29 Curriculum development in this 

institution allows for support systems 

in RPL 

     

30 The institution has mature entry and 

exit levels based on RPL 

     

31 RPL concepts within our curriculum 

will allow learners to proceed to 

higher learning  

     

32 The curriculum in our institution 

recognises both formal and informal 

learning 

     

33 RPL should continue to be part of the 

curriculum and recognised in our 

institution as part of effective 

learning 

     

34 RPL forms basis for effective 

learning in every aspect of the 

curriculum 

in our institution 

     

35 RPL recognition in the curriculum 

and learning is meant to improve the 

quality of learning and teaching 
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36 This institution should have 

registered and recognised RPL 

centres and departments to assess the 

learners to enhance learning 

     

37 RPL recognition in the curriculum 

will motivate learners to participate 

in the learning and teaching of new 

concepts 

     

38 RPL recognition and assessment in 

the curriculum of this institution is 

intended to link theory, practical and 

the world of work 

 

 

     

 Comments: (Provide comments on a separate sheet) 

 

 

 

PARTICIPANT DETAILS 

Title, Name and Surname : 

 

Gender :  

 

Race :  

 

Youth (Aged between 18 & 35 years)? Yes/No 

 

Experience in Education (in years): 1-5 6-10 11-15 +15 

 

Province of Residence : ECAPE GAUT LIMP NWEST WCAPE KZN NCAPE MPU FSTATE 

 

Email address : 

 

Telephone number : 
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INFORMED CONSENT 

 

I ………………………………………………………………… (Full names of participant) hereby 

confirm that l understand the contents of this document and the nature of the research project, and I 

consent to participating in the research project. 

I understand that I am at liberty to withdraw from the project at any time, should I so desire. 

 

SIGNATURE OF PARTICIPANT…………………………………….. DATE………………… 
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Appendix 6: Unions questionnaire 

 

 

 

 

 

 

 

RECOGNITION OF PRIOR LEARNING INTERVIEW PAD 

 

 

FOR 

 

 

UNIONS 
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Introduction 

PSETA is one of the ETQAs that are bound by the legislation such as SAQA Act, Skills 

Development Act and the Skills Development Levies Act.  The functions of PSETA are prescribed 

in the Regulations No. 19231 of 8 September 1998, with the promotion of Recognition of Prior 

Learning (RPL) in the public sector being one of the Key Performance Areas (KPAs). 

Recognition of Prior Learning is a concept which takes into account what students already know 

and are willing to impart as skills. A learner may know how to weld and build the canopy of a truck 

without any formal learning. A student such as the so called “Bush Mechanic” would not be 

expected to start the learning of the skill at the prerequisite stage but may even be given the trade 

certificate after assessment and satisfaction of the requirements of the examining body. Some 

students may need to be given a higher level as entry point yet for others it may just be the 

elimination of strict entry levels even at elementary to accommodate the skills learnt or possessed 

prior to learning.  

Although RPL is meant to support transformation of the education and training system of South 

Africa, it is however not being implemented fully in the public sector to the detriment of employees 

and new entrants into the system. 

PSETA has thus appointed Insedlu Business Companion cc (an independent research service 

provider) to conduct research in the public sector on RPL in order to identify areas of complexity 

and ways to streamline processes in order to align to accreditation requirements and compliance.  

Your participation in this survey will make a remarkable contribution in the production an 

educated, skilled and capable citizenry for a better South Africa. Your responses will remain 

private and confidential. No one will be able to trace your opinions back to you as a person. The 

interview is expected to last for a maximum of 20 minutes. 

 

 

 

 

RESEARCHER DETAILS: 
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Name and Surname                     :     ______________________________ 

 

Signature                                      :      ______________________________ 

 

Email address                              :       admin@insedlu.com 

 

Cell number                                  : 

 

Insedlu Researcher Supervisor  :       Dr. Mtha Ncube 

Office phone number                   :       011-6405899 

Cell number                                   :      0826766262 

Email address                               :      Mthan@insedlu.com 

Pseta Project Manager                 :      Ms Dimpho Phungwayo 

Office phone number                   :       012-423 5700 

Cell number                                   :      0835905295 

Email address                               :       DimphoP@Pseta.gov.za 

 

 

 

 

 

 

 

 

 

 

 

 

1. Are you aware of RPL? Yes No 
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2. Has RPL been of benefit to the Union? Yes No 

 

3. If it has, How has the Policy benefited the Union members? 

  

 

4. If it has not, Why has RPL not benefited Union Members? 

  

 

5.  What challenges have Union members faced with RPL? 

  

 

6.  Do you encourage employers of Union members take on RPL?                    YES  NO 

 

 

7. How has the uptake rate of RPL been among Union members? 

  

 

 

8. How has RPL been received by the Employers?  

Answer: 
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9. How can the uptake of RPL be improved among employees and employers? 

  

 

 

10.  What changes do you feel are necessary to RPL? 

  

 

THANK YOU FOR YOUR PARTICIPATION 

 

PARTICIPANT DETAILS 
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Title, Name and Surname: 
 
Gender:     
 
Race:  
 
Youth (Aged between 18 & 35 years)?              Yes/No 
 

Your highest academic qualification: Below Degree     Degree/Equivalent   

 

  Hons Degree/Equivalent  Masters Degree/Equivalent     PHD 

 

Province of Residence:  ECAPE  GAUT     LIMP  NWEST  WCAPE  KZN  NCAPE  MPU  

FSTATE 

 
Email address: 
 
Telephone number: 
 
 

 

 

 

INFORMED CONSENT 

 

I ………………………………………………………………… (full names of participant) hereby 

confirm that l understand the contents of this document and the nature of the research project, 

and I consent to participating in the research project. 

I understand that I am at liberty to withdraw from the project at any time, should I so desire. 

 

SIGNATURE OF PARTICIPANT                                                 DATE 

 

……………………………………………………………………………………………………. 
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Appendix 7: RPL beneficiary’s questionnaire 

 

 

 

 

 

RECOGNITION OF PRIOR LEARNING INTERVIEW PAD 

 

 

FOR 

 

 

BENEFICIARIES 
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Introduction 

PSETA is one of the ETQAs that are bound by the legislation such as SAQA Act, Skills Development Act 

and the Skills Development Levies Act. The functions of PSETA are prescribed in the Regulations No. 

19231 of 8 September 1998, with the promotion of Recognition of Prior Learning (RPL) in PSETA being 

one of the Key Performance Areas (KPAs). 

Recognition of Prior Learning is a concept which takes into account what students already know and are 

willing to impart as skills. A learner may know how to weld and build the canopy of a truck without any 

formal learning. A student such as the so called “Bush Mechanic” would not be expected to start the learning 

of the skill at the prerequisite stage but may even be given the trade certificate after assessment and 

satisfaction of the requirements of the examining body. Some students may need to be given a higher level 

as entry point yet for others it may just be the elimination of strict entry levels even at elementary to 

accommodate the skills learnt or possessed prior to learning.  

Although RPL is meant to support transformation of the education and training system of South Africa, it 

is however not being implemented fully in PSETA to the detriment of employees and new entrants into the 

system. 

PSETA has thus appointed Insedlu Business Companion cc (an independent research service provider) 

to conduct research in PSETA on RPL in order to identify areas of complexity and ways to streamline 

processes in order to align to accreditation requirements and compliance.  

Your participation in this survey will make a remarkable contribution in the production an educated, 

skilled and capable citizenry for a better South Africa. Your responses will remain private and 

confidential. No one will be able to trace your opinions back to you as a person. The interview is expected 

to last for a maximum of 20 minutes. 
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 RESEARCHER DETAILS: 

Name and Surname : 

 

Signature : 

 

Email address : admin@insedlu.com 

 

Cell number : 

 

Insedlu Researcher Supervisor: Dr. Mtha Ncube 

Office phone number : 011-6405899 

Cell number : 0826766262 

Email address : mthan@insedlu.com 

 

Pseta Project Manager : Ms Dimpho Phungwayo 

Office phone number : 012-423 5700 

Cell number : 0835905295 

Email address : DimphoP@Pseta.gov.za 

 

 

 

 

mailto:mthan@insedlu.com
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1. Did you go through the RPL process within the last 5 years? Yes No 

1b. Did you go through the RPL process within the last 10 years? Yes No 

 

2. How did you get to know about the RPL opportunity in your organisation? (Please 

provide answer in space below) 

 

2. Answer: 

 

 

 

3. Was the RPL process a worthwhile exercise to you? (Please provide reasons in space below) 

 

3. Answer: 

 

 

4. What major challenges did you encounter Pre-During-Post RPL? (Please provide answer in 

space below) 

 

4. Answer: 

 

 

 

5. What sort of support did you get from your organisation Pre-During-Post RPL? (Please 

provide answer in space below) 

 

5. Answer: 
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6.  How do you see the RPL system and uptake being improved for the benefit of all 

deserving employees in PSETA? (Please provide answer in space below) 

 

6. Answer: 

 

 

 

 

7. Do you value the credits or qualifications you gained through RPL?  Yes No 

 

8. Would you go through the RPL process for your future qualifications?  Yes No 

 

9. Do your colleagues value/recognise the credits or qualifications you 

gained through RPL?  

Yes No 

 

10. Do your family and friends value/recognise the credits or qualifications 

you gained through RPL?  

Yes No 

 

11. Has your work performance improved as a result of Recognition of 

your Prior Learning and Work/Life experience?  

Yes No 

 

12. Would you recommend others to take advantage of RPL in your 

organisation?  

Yes No 

 

   

 

THANK YOU FOR YOUR PARTICIPATION 
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PARTICIPANT DETAILS 

Title, Name and Surname : 

 

Gender :  

  

Race : 

 

Disability? Yes/No 

  

Youth (Aged between 18 & 35 years)? Yes/No 

 

Experience in your profession (in years): 1-5 6-10 11-15 +15 

Your highest academic qualification : Below Degree Degree/Equivalent  

 

 Hons Degree/Equivalent Masters Degree/Equivalent PHD 

 

Province of Residence: ECAPE GAUT LIMP NWEST WCAPE KZN NCAPE MPU FSTATE 

 

Email address : 

 

Telephone number : 

 

INFORMED CONSENT 

 

I ………………………………………………………………… (full names of participant) hereby 

confirm that l understand the contents of this document and the nature of the research project, and I 

consent to participating in the research project. 

I understand that I am at liberty to withdraw from the project at any time, should I so desire. 

SIGNATURE OF PARTICIPANT DATE................................... 



 

   

INSEDLU BUSINESS COMPANION: TEL 011 640 5899 / 6299 Cell : 082 676 6262 

admin@insedlu.com www.insedlu.com  

 “Creating a New wave of innovative entrepreneurial development” 

 
 

 

ANNEXTURE 1: RPL assessment tool kit 
 

 

 

 

 

 

 

 

PSETA RPL TOOL KIT 

 

 

 

 

 

 

 

 

 

 

 

 

 

mailto:admin@insedlu.com
http://www.insedlu.com/


 

ii | 23 October 2017   
 

List of acronyms 

DPSA Department of Public Service and Administration 

ETQA Education and Training Quality Assurance body 

FET Further Education and Training 

FETC Further Education and Training College 

HEI Higher Education Institution 

HRD Human Resources Department 

MOU Memorandum of Understanding 

NQF National Qualifications Framework 

PoE Portfolio of Evidence 

PSETA Public Service Education and Training Authority 

QMS Quality Management Systems 

RPL Recognition of Prior Learning 

SAQA South Africa Qualifications Authority 

SETA Sector Education and Training Authority 

WSP Work Skills Plan 
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Definition of key terms 

Accreditation  Process and criteria of formal recognising that an RPL 

candidate is competent for a specific qualification or 

occupation within the NQF requirements and standards 

Assessment  The process of gathering, reviewing and validating RPL 

evidence to determine whether the candidate has shown 

knowledge and skills specified in the unit standards and/or 

qualifications registered in the NQF. The management of 

assessment is the responsibility of providers. 

Assessor  A person who is accredited and registered by PSETA in 

accordance with criteria established by the Standards 

Generating Body to measure the achievement of specified 

NQF standards and qualifications 

Education and Training 

Quality Assurance body 

A body accredited in terms of section 5 (1) (a) (ii) of the 

SAQA Act and is responsible for monitoring and auditing 

achievements in terms of national standards or 

qualifications, and to which specific functions relating to 

the monitoring and auditing of national standards or 

qualifications have been assigned in terms of section 5 (b) 

(i) of the SAQA Act. 

Candidate  A person employed by a public service institution and who 

has been identified for RPL 

Credit  The value assigned by NQF to 10 academic hours of 

learning 

Education, Training and 

Development staff 

A term used to include the whole spectrum of educators and 

trainers: teachers, trainers, tutors, markers, lectures, 

development officers, mentors, etc. 

Moderation  Is the process of ensuring that assessments have been 

conducted in line with agreed practice, and are fair, reliable 

and valid. One moderator usually checks the work of 

several assessors to ensure consistency. The generic 

assessor standard registered by SAQA entitled ‘Moderate 

assessments’ outlines the process in detail. The 
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management of moderation is the responsibility of the 

provider 

National Qualifications 

Framework 

Is set of principles and guidelines, by which records of 

learner achievements are registered to enable recognition of 

acquired skills and knowledge thereby ensuring an 

integrated system that encourages lifelong learning 

Qualification  The formal recognition of the achievement of the required 

number and range credits and other requirements at specific 

levels of the NQF as may be determined by the relevant 

bodies registered by the South Africa Qualifications 

Authority (SAQA) 

Quality Assurance The process of ensuring that the degree of excellence 

specified in RPL policies and procedures is achieved 

Quality Councils Qualification quality assurance bodies (Council on Higher 

Education, Umalusi and Quality Council for Trades and 

Occupations) that oversee the three co-ordinated sub-

frameworks of the NQF namely the Higher Education 

Qualifications, General and Further Education and 

Training Qualifications and Occupational Qualifications 

respectively.  

Quality management systems A combination of processes used to ensure that the degree 

of excellence specified is achieved 

RPL Practitioner Is an institutionally recognised expert of RPL , e.g. 

advisor, assessor, moderator, administrator  

 

Recognition of prior learning The comparison of the previous learning and experience of 

a learner howsoever obtained against the learning 

outcomes required for specified qualification, and 

acceptance for purposes of qualification of that which 

meets the requirements 

Verification  The process of checking whether recommendations and 

claims of providers and moderators about assessment 

outcomes are authentic. 
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16 INTRODUCTION 

The White Paper on Public Service Training and Education (1997) indicated the need for on-going staff 

development and lifelong learning. This indication has led to the development of policies and procedures 

that encourage and promote the Recognition of Prior Learning (RPL). The South African Qualifications 

Authority (SAQA) has been mandated by the National Qualifications Framework to develop RPL in 

consultation with Quality Councils (QCs). The different Sector Education and Training Authorities 

(SETAs) have also been mandated to ensure the implementation of recognition of prior learning (RPL) 

in different sectors of the government. The Public Service Education and Training Authority (PSETA) 

has therefore developed this RPL tool kit as a guide in implementing RPL.  

 

16.1 Purpose of the RPL tool kit 

The PSETA RPL tool kit has been developed for use in the Public Service to guide employers and RPL 

Practitioners in effectively implementing the RPL process in the work place. The tool kit provides an 

overview on the policy, process and procedures that will assist and guide RPL stakeholders to actualise 

RPL. This tool kit was largely developed within the precepts of SAQA RPL policy document, PSETA 

RPL policy document and of the outcomes of the research on RPL by Insedlu Business Companion.  

 

16.2 Objectives of the RPL tool kit 

The major objectives of this RPL tool kit are to: 

❖ Foster the effective and efficient implementation of RPL in the work place 

❖ Promote in-depth understanding of recognition of prior learning by RPL stakeholders 

❖ Standardise the RPL process across different departments of the Public Service 

 

16.3 Scope 

This RPL tool kit applies to all public service departments, PSETA, QCs, RPL candidates and RPL 

practitioners.  

16.4 Important factors to be considered in implementing RPL 

Due to challenges that have been faced before in successfully implementing RPL, there is need for RPL 

implementers to understand certain factors that affect RPL implementation. 
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a) RPL for redress or social transformation 

 RPL should be seen as a tool of addressing past unfair discrimination in education, training and 

employment opportunities. It is a way of narrowing the education wage gap by providing a way of 

recognising knowledge and skills not only that was gained through conventional means but also gained 

through experience in the work place. 

b) Assessment methods 

The traditional assessment methods of the Portfolio of Evidence (PoE), examinations, assignments and 

projects are developed within the academic context hence may not be generally suitable to assess 

knowledge and skills gained from experience. There might be a need to replace written assessments with 

practical assessments to cater for those with little or no education especially old people who were denied 

the opportunity to attain an education under the previous government. This will foster a fair recognition 

of knowledge and skills in workforce in the Public Service. 

c) Support for RPL candidates 

 In order for RPL to be successful, the work place or companies should give support to the implementation 

of RPL. Candidates should be given support to identify how their learning and/ or experience links with 

the requirements of the job role or qualification or learning programme they seek to acquire.  
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17 An Overview and Purpose of RPL 

PSETA views RPL as a key strategy that can be used by public service departments to build capacity and 

ensuring redress of past unfair discrimination practices in education, training and jobs   

 

17.1 Definition of RPL  

RPL is identifying what a person knows and can do, matching these skills and knowledge to specific 

qualification requirements; assessing the person against those qualification requirements; awarding 

credits where a person’s skills/knowledge match the qualification requirements and finally recording the 

credits awarded (SAQA, 2002). 

It is the process of recognising prior learning that has been acquired through formal, informal or non-

formal settings and means. RPL is about recognising what an individual has learnt and can do in order 

for them to earn a full or partial qualification assessed against the unit standards prescribed by the 

National Qualifications Framework (NQF).  

 

17.2 Reasons for RPL practice  

The following are some of the reasons for conducting RPL  

1. Access 

RPL is conducted to validate knowledge and skills in order to open access to learning programmes 

and training for candidates who do not have minimum academic requirements to gain entry into that 

learning programme. In this way RPL is also seen as reinforcing the concept of lifelong learning.  

2. Employment and development 

RPL occurs in the work place mainly for the purposes of recruitment and selection at workplaces. In this 

case RPL is used to assist departments in meeting their employment equity targets by ensuring 

that recruitment and selection processes are transparent and fair and meet the requirements of 

a qualification or its equivalent. RPL in the work place can also be used for performance review 

of employees in relation to job grading and salaries. It can also be undertaken to do skills 

audits, enabling departments to identify gaps in skills and to take appropriate remedial action.   

3. Professional standing: 
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This RPL does not result in a qualification but is conducted to make a candidate to enter a profession 

at a particular level without a particular designation. 

4. Advanced standing 

RPL for advanced standing occurs where a candidate is credited for part qualification and allowed to 

complete the balance of courses without needing to study that which they can prove they know. 

5. Credit 

RPL can be conducted for workers who have gained knowledge and skills at work places but have 

few or no formal qualifications. In this case RPL recognises their knowledge and skills gained 

through experience and experiences and results in the formal awarding of a full or partial 

qualification.  

 

17.3 Principles and measures for RPL 

The PSETA RPL process is based on the following principles and measures: 

a) Agreement between providers or assessors 

There should be collaboration and partnership between the providers and assessors on:  

❖  the PoE development process 

❖ The manner in which evidence for assessment should be presented 

❖ A management plan, roadmap and timelines for the process 

❖ Breaking down the PoE into manageable portions 

b) Forms of assessment 

When implementing the RPL process, knowledge, competencies and skills should be assessed using 

anyone or a combination of the following forms depending upon the model used and Education and 

Training Quality Assurance body (ETQA) rules of evidence. The following assessment methods can be 

used for assessing competency for a particular set of skills and knowledge: 

❖ A written submission of a PoE 

❖ Oral assessment in support of a PoE or as a self-standing form of assessment  

❖ A field demo 

❖ Photographic materials 

❖ Testimony by a colleague or supervisor 
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c) Study leave 

Managers at work places should award RPL candidates study leave during the implementation of the RPL 

process and that the leave may be taken while the candidate is actually coming to work in preparation of 

PoE. However the study leave taken by the candidate should be within the normal study leave policy 

requirements of the department. 

d) Language of assessment 

RPL offers opportunities never before offered to those with low levels of education due to the past social 

injustices. This brings challenges to some of the candidates who may not be fluent in English. It is 

therefore necessary for this reason to use home language of the candidate in preparing the PoE. In such 

cases assessors and managers are to ensure that the lowly educated or non-educated RPL candidates are 

not disadvantaged by: 

❖ procuring the services of a translator and editors to help candidates where necessary 

❖ Ensuring that the PoE is translated and is as professionally as possible  

 

e) Use of departmental material and information 

❖ RPL candidates should seek permission to use departmental materials, equipment and 

information in line with the requirements of the departmental policies.  

❖ Candidates should seek permission from supervisors on the use of departmental materials 

and information which is seen as confidential 

❖ Candidates should be made aware that the use of departmental materials for RPL purposes 

may be subject to strict rules  

 

 

 

 

 

 

f) Feedback to RPL candidate 

RPL candidates have the right to timeously, humane and continuous feedback or outcomes of their PoEs. 

Therefore assessors should ensure that: 

❖ Assessment of candidates’ PoE provides confidence and assurance for success rather than 

threaten the learners with failure 
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❖ Feedback should be both formative and summative ensuring self-development and 

redirecting candidates to career paths and entry to other qualifications respectively 

❖ Feedback should provide ways for improving and developing competence for candidates 

who were found not yet competent 

g) Failure of a registered candidate to submit PoE 

As noted earlier on, RPL candidates need support from managers for them to be able to fulfil the 

requirements of the RPL process. As such candidates and managers should be aware of the training and 

development policies of the department that specify that: 

❖ Bursary policy of the department will apply to candidates who drop out, abscond or fail to 

submit PoE. 

❖ Rules and regulations pertaining to request for extensions of submission due dates are 

properly adhered to 

 

 

h) Appeal of outcomes of the RPL process and assessment 

Although the RPL process is based on some form of quality assurance system from PSETA, managers, 

candidates and assessors should comply with: 

❖ The principle of affording the candidate the right to appeal the outcome of the assessment 

process 

❖ Prior agreement entered into on the cost of appeal 

❖ A penalty fee levied to candidates whose appeal was not upheld  
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18 PSETA RPL POLICY 

 

18.1 The PSETA Policy’s view about RPL 

The policy recognises that RPL is about 

❖ Identifying what a person knows and can do regardless of how and where that learning was 

gained 

❖ Assessing and matching the skills and knowledge to specific qualification requirements 

❖ Awarding of credits where a person’s skills and knowledge match the qualification 

requirements 

The policy:  

❖ proposes a centralised RPL assessment centre that will harness the services of different RPL 

providers and ensure that RPL offering from each provider is streamlined and as similar as 

possible 

❖ recognises a hybrid approach of implementing RPL based on the reasons for doing RPL 

❖ recognises RPL as a capacity development tool to be used by public service departments to 

enable public servants to acquire formal qualifications by recognising work place learning 

and informal learning which match the requirements of the qualification and/or the job profile 

18.2 ETQA Verification  

Before the RPL assessment process is undertaken an evaluation and approval of the RPL resources must 

be conducted. In verifying the resources ETQA must consider the following aspects: 

❖ Resource competence and preparation 

❖ Funding requirements  

❖ Workplace requirements, evidence and instruments  

❖ Evidence Gathering 

❖ Certification  

18.3 RPL Process and Procedures  

The process of verification and quality assurance for RPL process will comply with the processes and 

procedures which are described in the SAQA policy implementation Guide. The general RPL process 

and procedures that may be followed are illustrated by a flow diagram in Figure 1 below: 
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Figure 1: RPL Process and procedure 
RPL Application Process 

The department and the RPL candidate must inform PSETA that they want to undertake the RPL process. 

The facilitator then conducts the needs analysis and the candidate fills in the application form. A 

motivational letter confirming the reason for RPL must be submitted. The pre-RPL audit is conducted at 

the department to confirm that the employer and the provider meet the requirements of undertaking RPL. 

Finally at this stage the candidate undergoes a pre-assessment exercise to determine his/her readiness for 

RPL.  

RPL Preparation Process 

The candidate is prepared to RPL by being informed of what will be required by the advisor and assessor 

during the RPL process. An RPL contract is made, agreed upon and then signed by the candidate’s 

manager or head of department, provider, assessor and the candidate. The roles of advisor and assessor 

are linked but differ where the assessor is the only one who does the actual assessment on evidence 

presented by the candidate and makes the assessment decision. 

RPL Pre-assessment/Review 

The pre-assessment or review date is planned before hand and is determined by the assessment schedule 

for each individual RPL candidate. With guidance from the advisor and /or assessor the candidate selects 

the assessment methodology in line with the type of evidence that has been presented. This review is 

conducted to determine whether the candidate understands the RPL process and to identify any areas that 

need remedial action. 

RPL Assessment 

Application 
Process

Preparation 
process

Mid-
Assessment 

Review Process

Assessment 
Process

Moderation
Feedback 
Process

Not yet 
competent 

Remediation

Reassessment Certification Competent  
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Once the assessment methodology has been agreed on, the RPL candidate is informed of the assessment 

date. The assessment date is set in line with individual candidate assessment schedule. Any amendments 

of the assessment date must be indicated on the assessment plan and signed by both the assessor and the 

candidate. RPL assessment must be conducted against a qualification by an assessor who is accredited 

and registered with PSETA. The assessment must comply with the principles of fair assessment. An 

assessor must write an assessment report at the end of each assessment session.  

Moderation of RPL Assessment 

The moderation of assessments should be conducted in line with the PSETA principles of moderation. 

For example principles of appropriate sampling must be followed. A moderation plan must be created 

and agreed on between the assessor and the moderator. The moderation must be conducted by a registered 

moderator. A moderation report must be produced at the end of the process of moderation.  

Feedback to RPL candidate 

Feedback must be given to the RPL candidate after the moderation within 14 days. The candidate must 

be informed of their right to appeal if they think fair assessment principles were not adhered to. 

Remediation and Re-assessment 

If remedial action is advised, the candidate must be given an opportunity to re-submit evidence for re-

assessment. 

Certification 

A candidate who has gone through the RPL process successfully must be certificated as per PSETA 

certification process.  

PSETA Certification Process  

The PSETA ETQA shall certify a learner and issue a certificate in accordance with the terms and 

conditions of accreditation of an ETQA in the SAQA ETQA Regulations and SAQA document for the 

Certification of Learners by Accredited ETQA Bodies and the Policy for Acceptable Usage of SAQA 

Trademarks by Stakeholders. 

Issue of Certificates 

All certificates pertaining to unit standards and or skills programmes shall be issued by the training 

provider as per the PSETA certification policy. Certificates for full qualifications shall be issued by the 

PSETA after proper verification and moderation of the results. 

19 RPL Quality management Systems (QMS) FOR PROVIDERS 
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To ensure that the degree of excellence specified is achieved in the RPL process, PSETA developed 

policy guidelines to guide providers how to attain accreditation to conduct RPL  

19.1 RPL Accreditation Requirements 

The policy provides for  

i. Accreditation and registration of RPL assessors and or advisors with PSETA  

ii. Accredited providers to offer recognition of prior learning servi ces against individual 

unit standards and programmes; 

iii. A regular update of SETAs RPL policy and procedural arrangements will be conducted 

in line with national directives and initiatives;  

iv. A consistent approach to be practiced to implement RPL throughout acc redited 

providers consistent with the principles, policies and procedures of PSETA ETQA, the 

NQF and SAQA; 

v. Maintaining and keeping records for learner achievements and of RPL processes;  

vi. Support, record and regularly publish articulation frameworks and agre ements between 

General Education and Training (GET), Further Education and Training (FET), and 

Higher Education and Training (HET) providers;  

 

VII. Monitoring of resources, policies and practices or services of accredited providers 

including RPL as a mechanism for access or entry into learning  
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20 RPL ACCREDITATION REGULATION AND CRITERIA  

 

20.1 Purpose of RPL in provider context 

The purpose of RPL as envisaged by PSETA within the provider context is to:  

❖ Provide access to further learning and or profession through the recognition of prior 

learning within the context of required learning  

❖ Provide social transformation as a part of a national skills development strategy to 

address skills imbalances in the work place 

❖ That all principles of the NQF as described in the SAQA ACT must be evident in the 

provider’s RPL practices 

20.2 Providers  

The criteria for providers in terms of the PSETA Policy should be as follows:  

a) Providers offering RPL services in the public services must apply to the PSETA ETQA 

for accreditation and registration as Providers; 

b) Accredited providers must have sound policies, RPL strategy and procedures for the 

assessment of RPL; 

c) Accredited providers must have clear policies on the application procedures and 

assessment mechanisms for RPL; 

d) Accredited providers must ensure they have necessary financial and administrative 

resources and staff capacity to deliver quality RPL services and programmes  

e) Accredited providers must establish systems and procedures to incentivise, support and 

promote the registration and continued professional development of RPL Practitioners  

f) Accredited providers must use the policy principles and measures of RPL to carry out 

the RPL process; 

g) Providers should provide advice, counselling and support to assist RPL candidates 

before, during and after RPL processes 

h) Assessment mechanisms for recognition of prior learning used by providers must take 

into account authenticity, currency; quality; relevance; transferability and 

comparability; 

i) Accredited providers must have clear RPL frameworks for credenti aling; 

j) Accredited providers shall maintain comprehensive and detailed records of 

administrative and RPL assessment procedures, accredited and registered RPL 

Assessors, RPL candidates who have been awarded qualifications and credits. These 
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records will form part of the quality audit of the accredited provider. The information 

management system must meet the requirements of the relevant Quality Council.  

k) Accredited providers must develop clear policies and procedures on appeals processes 

for RPL candidates to engage with RPL related judgements.  

RPL assessors and advisors should: 

i. Be accredited and registered as RPL assessors and/or advisors with the ETQA of the PSETA 

ii. Undertake RPL-related continuing professional development activities to qualify to assess 

experiential and contextual learning and to handle adult RPL candidates 

iii. Hold the same or a higher qualification than the qualification the RPL candidate wishes to acquire  

iv. Adhere to the code of conduct  

20.3 RPL assessment practices 

RPL assessment practices include the following procedures: 

❖ The use of an accredited and registered assessor  

❖ Application of NQF principles; 

❖ Application of principles of credible quality assessment  

❖ Assessment being planned and designed on the basis of understanding the requirements 

of the unit standard, part qualification or qualification that the candidate is seeking 

credit 

❖ Sourcing types of evidence by the candidate as suggested by the assessor and/or advisor  

❖ The use of various methods and instruments to conduct RPL 

❖ Application of the recommended assessment process; 

❖ Application of moderation requirements 

 

20.4 Forms of RPL assessment 

Knowledge, competencies and skills may be assessed in any of the following forms 

depending upon the model used and ETQA rules of evidence:  

❖ A written submission of a PoE 

❖ Oral assessment in support of or as self-standing form of assessment 

❖ A field demo 

❖ Photographic materials 

❖ Testimony by a colleague or supervisor 
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20.5 RPL certification 

The RPL candidate who has been successfully assessed must be certified as per certification policy 

requirements of the PSETA ETQA 

Certification of an RPL candidate must be done in relation to the unit standards, part qualification and 

qualification that was sought by the candidate 

Certification of an RPL candidate must be done after knowledge, skills and competencies have been 

proven through assessment of submitted evidence and moderation of the assessment 

Evidence required by PSETA to show that Provider Quality Management Systems and operational 

practice supports RPL must fall within the following areas: 

❖ RPL Process and Methods 

❖ Training and Registration of RPL Practitioners  

❖ Availability of Services and Support for RPL candidates  

❖ Institutional Policy & Environment supports good RPL practice  

❖ Availability, communication and promotion of information regarding RPL policy and 

practice 

❖ Accessible and transparent admission of RPL candidates  

❖ Presence of administrative control measures for recording and reporting purposes  

20.6 RPL Processes and methods 

The implementation of RPL processes and methods should encompass teamwork and synergy and 

pooling of resources from RPL stakeholders. For successful and quality RPL implementation, the 

following should be in place: 

❖ RPL purpose and process of assessment and appeal procedures should be clearly 

articulated 

❖ RPL practitioners such as assessors, advisors and moderators should be trained, 

accredited and registered with PSETA 

❖ RPL advisors’ knowledge of and understanding of the policy and understanding of RPL 

should be verified 

❖ Roles and responsibilities of assessors, advisors, moderators and candidates should be 

clearly defined  

❖ The Assessment plan and evidence requirements must be clearly outlined 

❖ Learner support, form and quality of support should be clarified  

❖ Instruments for doing RPL should be validated and approved 
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❖ Moderation interventions should be specified 

❖ The RPL process clearly and formally includes:  

o Learner preparation 

o Evidence Facilitation 

o Further development Access 

In the event that the candidate is found not yet competent, they should be given an o pportunity 

to resubmit more evidence for re-assessment. The RPL Assessor should indicate the type of 

evidence needed to assist the candidate.  The Accredited RPL Provider is liable to ensure that 

such intervention is facilitated and provided to the candidat e.  

20.7 Candidate Evidence Requirements  

Evidence for the learner must: 

❖ Appropriate in terms of type, level and breadth to RPL process 

❖ Sufficient 

❖ Authentic 

❖ Current  

20.8 Provider Evidence for Verification 

Requirements for verification 

The PSETA requires the following evidence for verification of the RPL strategy within the 

provider environment: 

❖ RPL Policy and Processes 

❖ Education and Training Development (ETD) Staff induction / training to RPL  

❖ RPL Stakeholders their roles and competence evidence  

❖ RPL Assessment Guide – Plan, Preparation, Recording and Evaluation 

❖ RPL Instruments and evidence requirements 

❖ RPL Reporting Systems 

 

20.9 Quality assurance 

Quality assurance for RPL should be undertaken to protect the integrity of the RPL processes and 

outcomes. This should be done through tracking and mentoring of candidates within the system, 

monitoring and evaluation of RPL stages and moderation of assessments.  
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20.10 Quality indicator description 

❖ Validation audits 

❖ Monitoring Reports 

❖ External Moderation of Provider RPL assessment 

❖ Verification of Provider RPL practice 

 

 

 

 

 

 

20.11 Non-conformance  

Non-compliance to quality assurance requirements will have occurred when:  

20.11.1 Provider  

i. Disregards the SAQA prescribed RPL process and related learner 

support, and the evidence requirements as described in the PSETA RPL 

policy 

ii. Disregards the conditional compliance requirement to re -assess learners 

 

NB: Conducting RPL practices in contradiction to this policy and poor evidence 

requirements shall result in suspension of certification rights of the provider;  

 

20.11.2 ETQA  

i. Fails to evaluate the provider evidence for verification for RPL purposes  

NB: This will result in de-accreditation of providers (ETQA Accreditation 

Policy, Audit Findings; Monitoring & Auditing Policy).  
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21 RECOMMENDED RPL PROCESS  

 

21.1 PSETA Elementary Phases of RPL Process 

The PSETA recognises that there are eight (8) elementary phases within any RPL process. These eight 

critical phases are as follows: 

❖ RPL application, selection and pre-assessment 

❖ Preparing for the RPL implementation 

❖ Mid-term assessment and/or review of RPL process and progress  

❖ Authenticating the evidence and conducting assessments  

❖ Moderation of RPL assessments 

❖ Feedback to RPL candidate 

❖ Remediation and re-assessment 

❖ Certification 

The RPL providers are encouraged to follow these elementary phases when implementing RPL. This 

however, does not necessarily mean that providers must undertake exactly the same activities within each 

of the phases of the RPL process. Providers will be able to adapt activities depending on RPL candidate 

personalities and individual circumstances.1  

 

21.2 PSETA integrated RPL process 

The integrated RPL process involves structured steps through which RPL stakeholders progressively 

work together in preparing candidates for RPL, gathering evidence by candidates, assessments of 

evidence, moderation of assessments and certification of candidates. The steps are shown in Figure 2 

below: 

 

 

                                                            
1 A set of templates have been developed to guide step by step activities of the RPL process. See 
section 11 
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Figure 2: Integrated RPL process 
 

Readiness assessment 

The department conducts self-assessment by assessing readiness considering resource availability. This 

step is to find out whether the department meets the requirements of undertaking the RPL process. 

Advocacy and marketing activities 

The RPL process is communicated to staff members using internal communication procedures. The 

employers must promote RPL through websites and posters to educate the people concerned. It is the 

duty of the Human Resources Department (HRD) to invite employees to enrol for RPL. 

Self-assessment  

The prospective candidate self-assesses to determine readiness for RPL. When assessing their suitability 

for the RPL process, candidates review their ability against certain activities or tasks which pertain to the 

qualification or job title which the candidate seeks to attain. (Use Form PSE 8) 
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8. Candidates submit 
more evidence (if 

necessary)

9. Internal and 
external moderation 

of PoE
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Enrol for RPL 

The respective candidate fills in the RPL application and bursary forms to enrol. These are provided by 

the Human Resources champion and who also has to ensure that the candidate is registered for the correct 

qualification or occupation and that the qualification or occupation is viable. 

Induction of candidates 

The RPL candidate undergoes the preparation process whereby they are inducted and taught on the 

development of the PoE. The process to be followed for work place assessment by a service provider is 

also explained. The assessor suggests the type of evidence that should be gathered by the candidate. The 

preparation process also includes mentoring throughout the RPL process. 

Compilation of PoE by candidate 

The candidate will prepare their evidence with the assistance from service provider. 

In gathering evidence the candidate self-evaluates with work place verification. The PoE will 

be submitted to the assessor for assessment. 

 

Assessment of PoE 

The PoE is then evaluated or assessed by a nominated registered assessor. The assessor may interview 

the candidate using a set of questions and responses are recorded as evidence. Work place assessment 

tasks can be conducted whereby a candidate demonstrates practical skills and/or competence. These 

assessments should contain practical skills and application of knowledge of the qualification or job title 

which is being sought. One or more work place assessment tasks can be undertaken depending on units 

RPL is done for.2 Feedback is given to the candidate. It is very critical to keep detailed records of all 

forms of assessments, for example all aspects of interviews, skills demonstrations and document reviews 

that support the learner’s claim for RPL as these help in making the final assessment decision. 

More evidence required 

If gaps have been identified in the candidate’s PoE or if assessor considers that for certain specific tasks 

of the candidate’s work place skills or evidence are required, they are given another opportunity to submit 

additional evidence. The supervisor might be requested to provide the assessor with testimonies on behalf 

of the candidate. This can involve the use of third party reports whereby current or previous work place 

                                                            
2 Assessors need to take note of the diversity of RPL candidates and individual needs and 
circumstances in carrying out the RPL assessment process. 
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verification can be conducted. The supervisor or line manager confirms the candidate’s skills and 

experience in the qualification or occupation being sought. 

Moderation of PoE 

Internal and external moderation and verification of evidence is conducted. A moderation report should 

be written at the end of the moderation process.  

Feedback and Certification 

The assessor in collaboration with the relevant NQF officer determines the final outcomes of the 

assessment. The candidate is given the outcome of the assessment and moderation processes. If more 

evidence is required at this stage, the RPL process goes back to Step 8 and the candidate must re-submit 

evidence for re-assessment. If the candidate has been successful, they will be partially or fully certified 

depending on the initial intention. The candidate may also be admitted to a professional body. At this 

stage of the RPL process, the candidate might appeal the outcome of the assessment if they think the RPL 

requirements were not properly followed. 

Staff records updated 

If the candidate is successful, the information will be sent to the department so that staff records can be 

updated. The departmental report will be compiled and HRD report updated. 
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22 QUALITY ASSURANCE 

Quality assurance of RPL should start simultaneously with the RPL process and has to be continuous 

throughout the entire RPL process. Quality assurance is shown by adherence to policy requirements, 

standards and processes that ensure that the knowledge and skills of candidates are recognised and 

validated successfully. The concept of quality in RPL includes quality indicators such as RPL 

acceptability to stakeholders, fitness for purpose, transparency and fair outcomes.  

22.1 Recording quality assurance activities 

For record keeping the aspects illustrated on table below should be noted and recorded throughout the 

RPL Process to ensure adherence to quality, consistency and organisational policies and procedures.  

Element When was it 

commenced / 

date 

Accountable 

Person 

Evidence that 

task was 

completed 

Date 

completed 

Comments 

Defining and 

communicating a clear 

statement of purpose, 

scope and target group 

     

Preparing for RPL 

implementation 

     

Mid-Term Assessment 

and/or Review of RPL 

Process and Progress 

     

Authenticating the 

evidence and 

conducting 

assessments 

     

Moderation of RPL 

Assessments 

     

Feedback to RPL 

Candidate 

     

Remediation and Re-

Assessment 
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Certification      

RPL Coordinator   Date  

Signature   Comments  
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22.2 Report for quality assurance 

Besides maintaining a record of quality assurance activities, departments in line with the Human 

Resource Development Strategic Framework monitoring and evaluation instrument must submit a report 

to DPSA for the previous financial year covering the following RPL indicators which show that: 

❖ Self-assessment on readiness to implement RPL has been conducted  

❖ Provision for RPL in the Workplace Skills Plan (WSP) is in place  

❖ An adequate budget for RPL has been provided 

❖ HRD staff has been trained on RPL processes, including the identification and guidance 

of candidates 

❖ RPL is communicated in the department to ensure greater access by all employees  

❖ There is a conscious awareness-building and consultation process involving all critical 

stakeholders, including unions 

❖ Relevant professional bodies have been identified for professional membership and 

designation of RPL candidates 

❖ The number of RPL candidates who successfully completed a RPL programme 

❖ The number of Memorandum of Understanding (MOUs) signed with Higher Education 

Institutions (HEIs) and Further Education and Training Colleges (FETCs) to recognise 

RPL and courses of entry and articulation with existing learning programmes  

❖ The number of candidates who undertook RPL for higher qualifications  
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23 RPL STAKEHOLDERS 

 

23.1 Stakeholders in the RPL Process 

❖ RPL Candidate- is a person who works for a public service institution and has been 

identified for RPL 

❖ Human Resource Department- a unit in the department which deals with employee 

qualification and job description issues 

❖ RPL Service Provider is also referred to as an Assessment Provider - is an organisation 

or entity outside of the public service which has been contracted for the purpose of 

implementing the RPL process 

❖ FET college/Higher Education Institution- an academic institution that assists RPL 

candidates on the technical development of PoE  

❖ Public Administration Leadership and Management Academy (PALAMA)/PSETA - are 

bodies that coordinate the activities of Central Assessment Centres  

❖ Assessor - is the person who is accredited and registered with PSETA and is responsible 

for guiding and assessing the PoE of the RPL candidates  

❖ Moderator – is person registered with PSETA and ensures that RPL assessments have 

been conducted in line with agreed practices, are fair, reliable and valid.  

❖ RPL Centre - is a unit which provides advice and guidance in the implementation of 

the RPL process 

❖ RPL Advisor /Champion/Facilitator - is a person who supports the candidate and be a 

line manager, supervisor, mentor, experienced colleague, teacher or trainer  

❖ Department Managers - promote the implementation of the RPL process within 

respective departments 
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23.2  Stakeholder roles and responsibilities 

Stakeholders Roles  Responsibilities  

RPL Candidate • Applies to undertake 

RPL 

• Submit own application for 

consideration 

• Self-assesses to determine 

readiness for RPL 

• Prepares evidence and submits it 

to assessor 

• Candidate may appeal the 

outcome of the assessment 

RPL 

Facilitator/Advisor 

• Provides support and 

guide candidate on the 

requirements for RPL 

assessment 

• Discuss roles and clarify tasks for 

RPL candidates in the RPL 

process 

• Assist candidate to gather and 

present evidence 

• Help candidate fill in the RPL 

profile using RPL profiling tool 

 

RPL Provider  • Develop and enhance an 

suitable environment and 

capacity to implement 

RPL in line with the 

requirements of the 

PSETA RPL policy 

• Provide advice, counselling and 

support to RPL candidates 

• Develop information management 

system that complies with the 

requirements of the relevant 

quality council 

• After assessment provides 

information about the credits or 

qualifications achieved eligible 

for a professional or work place 

designation acquired as a result of 

the RPL assessment  

• Provide an RPL appeals process 

that affords candidates an 

opportunity for re-assessment 
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RPL Assessor  • Guide the RPL 

candidates and assesses 

the PoE of the candidate 

• Provide candidate with 

assessment tools 

• Guide the collection of evidence 

by the candidate 

• Suggest what type of evidence to 

be gathered by candidate 

• Inform the candidate about the 

qualification or unit standard 

requirements 

• Help the candidate plan for the 

assessment 

• Regularly review the assessment 

process and implement changes 

as and when required 

• Comply with all moderation 

requirements 

• Keep abreast of current 

assessment practices, learning 

outcomes; standards for 

assessment, methods of 

assessment, time frames, 

technical details and 

understanding of the process 

• Counsel RPL candidates 

• Recommend top-up training for 

candidates who were found not 

yet competent 

• Communicate assessment 

methodologies and details to the 

candidate in writing as soon as 

possible after receipt of 

application for RPL 

• Maintain detailed records of 

assessments 

• Ensure that all original documents 

or materials are returned to the 
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candidate or kept for a maximum 

period determined by the 

department 

• Review the RPL Process and take 

appropriate actions to improve the 

performance where necessary 

• Assesses the PoE from the 

candidate against the PSETA 

ETQA and NQF requirements 

and standards for qualification 

(these can be entry requirements 

of a particular qualification and/or 

part qualification the RPL was 

intended for) 

• In collaboration with an NQF 

officer determines the final 

outcome of the assessment 

• Provides feedback of the 

assessment outcome to the 

candidate within a specified time 

• Awards candidate with a 

qualification or job title  

• Complete the documentation and 

recording requirements, and 

forward the results to the 

ETQA/PSETA 

Moderator • verifies and checks 

that the assessment 

process adhered to 

accepted standards 

and principles 

• Reports on assessment 

principles that do not comply 

with accepted standards 

• Advises and assists assessors 

in implementing policies and 

procedures pertaining to RPL 

and Assessment 

• Makes sure that effective 

management and quality 

systems are in place 
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Department 

Manager 

• Carry the cost of the 

RPL 

• Provide the workplace 

in which the candidate 

is assessed especially 

for practical 

assessments 

• Ensures that adequate 

resources are available to 

embark on the RPL process 

• Put in place policies and 

procedures that govern the 

RPL process 

• Provide easy access to 

candidates into the RPL 

process 

• Provides the assessor with 

testimonies on behalf of the RPL 

candidate 

HRD 

Unit/Departmental 

Champion 

• Mobilise services for 

RPL Service Providers 

• Advocate and advertise RPL and 

invite employees to enrol for RPL  

• Receive applications from 

candidates and ensures candidates 

is enrolled for a correct 

qualification or occupation 

• Ensures that the department and 

the candidate are ready for the 

RPL process 

• If candidate is successful, update 

the staff records 

• Compile report on RPL 

assessments 

RPL Centre • Provide advice and 

guidance 

• Prepare RPL candidates by giving 

them career guidance and 

confidence that they can manage 

the challenges related to RPL 

process 

• Enter into agreements with 

Assessors 

• Train and support departmental 

RPL Advisors and Champions 

• Develop procedures showing 

roles and responsibilities of 
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Providers and ETQA for the RPL 

services 

• Develop templates and guidelines 

for accredited Providers and 

ETQA 

• Develop RPL tools in 

collaboration with RPL Providers 

• Liaise with Providers for the 

entire RPL process 

• Liaise with PSETA for 

certification purposes 

• Deal with grievances and appeals 

for RPL candidates. To deal with 

RPL grievances effectively and 

efficiently RPL centres need to 

establish call centres  

FET College/Higher 

Education 

Institution 

• Guide candidate on the 

technical development of 

PoE 

• Include RPL assessment in the 

institution’s curriculum and 

provide support systems for RPL 

candidates 

• Establish registered and 

recognised RPL centres and 

departments to assess learners 

who should proceed to higher 

learning  

• Develop academic appeals 

procedures in the RPL curriculum 

and strategies to solving RPL 

problems 

• Approve the assessment decision 

made by assessors 

Quality Council • Guide and Advise on the 

certification process  

• In collaboration with PSETA 

certificates RPL candidates 

PSETA (ETQA) • Coordinates the 

activities of the Central 

Assessment Centre 

• Develop policies and 

guidelines for the 

implementation of RPL 
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• Design and develop relevant 

qualifications / skills 

programmes which 

accommodates the needs of its 

stakeholders 

• Quality assures, and accredits 

and registers providers, 

assessors and moderators who 

may be contracted for RPL 

• Provide educational awareness 

about RPL through 

advertisements, campaigns, 

workshops and seminars 

• Evaluates RPL assessments and 

facilitates moderation among 

providers and assessors 

• In collaboration with quality 

councils certificates RPL 

candidates 

• Maintain database of RPL and 

submit report to SAQA 
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24 COSTING MODEL/FINANCIAL IMPLICATIONS 

It is important for the government to ensure that the provision of quality RPL is affordable and so should 

not be more expensive than formal education and training.  

24.1 Funding  

The implementation of RPL and the number of candidates to enrol in RPL will be determined by the 

budget of department for that financial year. The current sources of RPL funding include: 

❖ The department’s training budget. 

❖ Possibilities of accessing bursaries for approved RPL applications 

❖ Government subsidisation of RPL services and programmes, e.g. content-specific RPL 

instruments needs to be subsidised for RPL providers 

24.2 Costing 

RPL is costly in general, especially considering that some of the candidates are not given financial 

assistance by their organisations. Hence the SAQA RPL policy states clearly that “Access to RPL cannot 

become a private good for the few who can afford it. Fees for RPL need to be harmonised across private 

providers; similar RPL services in the public sector also need to be consistently priced and funded.” 

(SAQA RPL Policy, Item 45 (d), p 13). Therefore to ensure that RPL services are accessible and 

affordable to everyone who wants to undertake RPL; 

❖ The government has to subsidise RPL services and programmes 

❖ Since the RPL programme is deemed long and expensive especially considering evidence 

collection and assessor costs there is need to simplify the RPL process by categorising RPL 

candidate groups in order to address common needs as this might assist in reducing costs for 

undertaking RPL 

24.3 Cost Recovery versus Fee Structure 

Conventional education and training programmes in public institutions are subsidised by the government. 

Learners are therefore not required to pay the actual amount it costs the government to educate them. 

Although there is currently no clear subsidy structure for RPL, it is important that the main beneficiaries, 

the candidates, are not disadvantaged by the perceived high cost of RPL. 

Also, private providers offering RPL services make up a large percentage of delivery. Such providers are 

not eligible for subsidies and care should therefore be taken that RPL does not become too costly for the 
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individual. RPL can even be made part of BBEE score card to encourage employers to enrol their 

employees into the RPL programme. 

RPL candidates lose income while engaged in RPL processes. To recover the costs, the loss of income 

needs to be examined in order to compensate candidates and/ or relevant sponsors. 

There is need to inform people about RPL because the increase in the number of learners in a programme, 

the more cost-effective the programme would be.  

24.4 Charging for RPL 

The fee structure for RPL should be designed to ensure that RPL services are affordable. In some cases, 

studies have shown that fees are charged based on;  

❖ the length of the programme,  

❖ the size of the curriculum and  

❖ the number of tasks in the RPL process 

However, the SAQA RPL policy provides a framework which regulates charging fees for RPL services. 

The core criteria were developed to facilitate quality assurance of RPL processes and services by an 

ETQA.  
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The table below is an example of an evaluation tool, which could be used by the provider/institution as a 

self-audit tool in determining an appropriate fee structure.  

FEES FOR RPL SERVICES 

 YES  NO 

Do RPL fees create a barrier for learners    

Are RPL fees lower than the cost of a full learning programme or full-

time course 

  

Any assistance available to RPL candidates to develop their PoEs and 

to enable them to qualify for any assistance that might be available 

  

Are flexible payment options available   

Any research in place to investigate costs of RPL and cost 

effectiveness 

  

 

24.5 Return on investment 

A research by Insedlu Business Companion showed that the costs of RPL to the departments apply mostly 

on instructional and testing materials and that costs also arise from replacing employees while they are 

attending courses for missed opportunity costs. Again, during re-induction, there are high wastage rates 

experiences until the trainees are fully proficient.  

Therefore to ensure return on investment, role players in the RPL process should develop contractual 

agreements that must be followed. The contracts must outline the roles, responsibilities and effects of 

non-compliance to terms and conditions of the contracts. If any role player, be it the candidate, provider 

fail to deliver any of their roles in the RPL process, they must be held accountable. For the contract draft 

please see the template document PSE 7. 

However, RPL addresses skills shortage and requirements thereby improving overall work performance 

and developing overall competence in the department. RPL also shortens time and reduces financial costs 

to education and training. 
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25 PSETA RPL Templates/documents  

PSE 1: Learner Information Sheet  

PORTFOLIO OF EVIDENCE 

Learner Information Sheet  

Name and 

Surname 

 

ID Number  

Telephone  Cell phone  

E-mail  

Training institution   

Qualification/Unit Standards  

US I.D. US Title  NQF Level  Credits  

    

   

 

 

 

 

 

Assessor Details 

Assessor 

Name 

 Assessor signature  

Assessor 

Reg. no. 

 Assessment Date  
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Moderator Details 

Moderator Name  Moderator signature  

Moderator Reg. No.  Moderation Date  

 

PSE 2: Portfolio Checklist  

 

TAB Index Information Present 

Yes/No 

Evidence Location – 

indicate page number 

A Index Learner Information Sheet   

B Personal Details Learner RPL Application   

Contract Declaration    

Copy of Candidate CV    

Copy of ID document    

Learner’s Job Description   

Candidate Job Description   

Performance Contract(s)   

Candidate Declaration of 

Authenticity 

  

C Evidence SO1 Assignment – Knowledge, 

Practical, CCFO Activities 

Natural Occurring Evidence  

Self-Reflection  

  

D Evidence SO2 Assignment – Knowledge, 

Practical, CCFO Activities 

Natural Occurring Evidence  

Self-Reflection 

  

E Evidence SO3 Assignment – Knowledge, 

Practical, CCFO Activities 

Natural Occurring Evidence  

Self-Reflection 

  

F Evidence 

Locator Grid 

Evidence Locator Grid – 

Additional Historical Evidence  
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TAB Index Information Present 

Yes/No 

Evidence Location – 

indicate page number 

Evidence Locator Grid – Critical 

Cross Field Outcomes  

Candidate Name and 

Surname  

 Date   
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PSE 3 Motivational Letter 

Motivational Letter 

Request for RPL process 

Date--------------------------------------  

Address 

---------------------------------------- 

----------------------------------------- 

----------------------------------------- 

RE: Request for RPL 

This letter serves to confirm that I___________________, identity Number 

______________________ employed at __________________ as a 

_______________________ hereby request to undertake the process of recognition of 

prior learning for the following: 

(List the unit standards and qualifications you want to be RPLed in.) 

Then motivate in detail why you want to be RPLed, outlining your current 

competencies, skills and knowledge in the field you want to be RPLed in. Include your 

achievements, performance awards and any other relevant information. 

NB: Motivation letter should be two pages at most. 
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PSE 4: Learner Registration and SAQA Coding Form 

No Field Description Information 

 Personal Details  

1 Learner Surname As per your ID document   

2 Full Names  As per your ID document   

3 Learner Title Mr, Ms, Mrs, Dr, Prof.   

4 ID Number RSA ID. If not, Complete next line  

5 Alternative ID  Only complete if no RSA ID available. 

Indicate type of alternative ID  

 

6 Date of Birth Insert date of birth  

7 Gender Male – M, Female – F, Other – O   

8 Equity Black African – BA, Black Indian Asian – 

BI, Black Coloured – BC, White – W, 

Other – O (specify) 

 

9 Socio Economic Status Employed, unemployed, student  

10 Disability Status None, hearing / sight / speech / 

movement, other (specify) 

 

11 Geographic Area List geographic area that you live in, i.e. 

Gauteng, Kwa-Zulu Natal, Eastern Cape, 

Western Cape, Northern Cape, Limpopo, 

Polokwane, Free State, North West, 
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No Field Description Information 

Mpumalanga, Northern Province, 

Outside SA 

 Contact Details 

12 Physical Address State physical address  

 

 

13 Postal Address State PO Box, or address where mail is 

received 

 

 

Postal Code:  

14 Home Phone Number  One of the following contact details 

(number 12 – 16 is mandatory to 

complete 

 

15 Business Phone Number    

16 Cell Phone Number   

17 Fax Number   

18 Email   

 Educational Details  

19 Highest Education Overview of qualifications completed  
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No Field Description Information 

 

 

20 Current Occupation State current or last occupation, if 

unemployed.  

 

21 Experience Overview of experience in years and 

fields / areas  

 

 

 

22 Years in Occupation State years in last occupation  

 Programme Details  

23 Name of Learning 

Programme  

Full name of programme, i.e. National 

Certificate in … 

Insert Qualification Title  

24 Registration Number of 

Programme  

NLRD number  Insert NLRD Number 

25 NQF Level of 

programme 

State NQF Level  Insert Level, e.g. 4 

26 Type of learning 

programme 

Qualification, learnership, skills 

programme, learning programme  

Qualification  

 Unit Standard Details  
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No Field Description Information 

27 Unit Standards  List NLRD numbers and names of unit 

standards in programme.  

See attached list of unit standard 

 

Alternative ID type Equity code Nationality code Citizen/residence status 

521 SAQA member ID 

527 Passport No 

529 Driver’s licence 

531 Temporary ID no  

533 None 

535 Unknown 

537 Student no 

538 Work permit no 

539 Employee no 

540 Birth certificate no 

541 Human Sciences Research 

Council register no 

561 ETQA record no 

BA Black: African 

BC Black : Coloured  

BI Black : Indian / Asian 

U Unknown 

WH White 

 

U Unspecified 

SA South African 

SDC SADC except SA (i.e. 

Nam to ZAI) 

NAM Namibia 

BOT Botswana 

ZIM Zimbabwe 

ANG Angola 

MOZ Mozambique 

LES Lesotho 

SWA Swaziland 

MAL Malawi 

ZAM Zambia 

MAU Mauritius 

TAN Tanzania 

SEY Seychelles 

ZAI Zaire 

ROA rest of Africa 

EUR European countries 

AIS Asian countries 

NOR North American 

countries 

SOU Central & South 

American countries 

AUS Australia & New 

Zealand 

OOC Other and rest of 

Oceania 

NOT N/A: Institution 

U Unknown 

SA South Africa 

O Other 

D Dual (SA plus other) 

    Gender Code 
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M Male 

F Female 

 

 

Home language code Province code Disability status Socioeconomic Status 

ENG English 

AFR Afrikaans 

OTH Other 

SEP sePedi 

SES seSotho 

SET seTswana 

SWA siSwati 

TSH tshiVenda 

U Unknown 

XHO isiXhosa 

XIT xiTsonga 

ZUL isiZulu 

NDE siNdebele 

0 Undefined 

1 Western Cape 

2 Eastern Cape 

3 Northern Cape 

4 Free State 

5 Kwazulu-Natal 

6 North West  

7 Gauteng 

8 Mpumalanga 

9 Limpopo 

N None 

01 Sight (even with glasses) 

02 Hearing (even with hearing aid) 

03 Communication (talking, listening) 

04 Physical (moving, standing, grasping) 

05 Intellectual (difficulties in learning); retardation 

06 Emotional (behavioural or psychological) 

07 Multiple 

09 Disabled but unspecified 

U Unknown 

U Unspecified 

01 Employed 

02 Unemployed 

03 Not working – not looking for work 

04 Not working – housewife/homemaker 

06 Not working – scholar/full time student 

07 Not working – pensioner/retired person 

08 Not working – disabled person 

09 Not working – not wishing to work 

10 Not working – none of the above 

97 N/A : Aged < 15 

98 N/A : Institution 
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PSE 5: RPL Application form/application for RPL assessment 

Candidate must fill the RPL application form to provide detailed information about their 

qualifications and experience in the area they are being RPLed. A motivational letter from the 

candidate and the line manager or supervisor must be written and the should be accompanied by 

the candidate’s curriculum vitae and certified copies of relevant certificates, reference letters or 

any documents that may prove working experience.  

 

Candidate Surname  Name  Maiden Name 

ID Number Employee Number Race Black  White  Other  

   

Gender  M  F  Disability  Yes  No  If yes, give details 

    

Contact Address Telephone/Cell phone 

 

E-mail address 

Highest Qualification 

Current Workplace Department Position Held Duties  Manager  

Tertiary Qualifications Courses Attended Work History 

 

Application of RPL in respect of:  Full Qualification Skills Programme Unit Standards 

 

Candidate’s Signature 

Date  

Department Representative’ Signature  

Date  
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PSE 6: Department Readiness for RPL- Self Assessment 

The department conducts self-assessment by assessing readiness considering resource availability. This 

step is to find out whether the department meets the requirements of undertaking the RPL process. 

 

Description  Details 
Department  

Registration Number  

Physical Address 

Contact Person 

Telephone 

Cell phone 

Fax  

E-mail  

 

 

Number of RPL Candidates  

Number of Candidates per Category   

Name of Qualifications/Skills Programme  

Unit Standard and Title  

NQF Level  Credits  

Provider Representative 

Physical Address 

Contact Person 

Telephone 

Cell phone 

Fax 

E-mail 

 

  

Readiness Area Evidence 

Found 

Evaluation Comments 

Yes  No  

Do you have the skills development facilitator    

Is the department’s WSP up to date    

Does the department have accredited and 

registered RPL assessors 

   

How many are they?    

Have they been trained    

Does the department have mentors and evidence 

collection facilitators (ECF) 

   

How many mentors and ECFs    

Are they trained?    

Who is responsible for co-ordinating RPL in the 

Department 

   

Work Place Readiness Yes  No  Evaluation Comments 

There is evidence that the RPL process has been 

communicated 

   

There is agreement by stakeholders to the RPL 

process 

   

There are adequate human resources    
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Adequate QMS, RPL policies and procedures are 

in place 

   

Candidate Work Area Yes  No  Evaluation Comments 

Evidence that the candidate has enough resources 

for the RPL process 

   

Are organisational, administrative and report 

systems in place 

   

Does the provider/employer have policies in 

respect of: 

RPL process 

Candidate Selection 

Pre-assessment 

RPL Assessment 

Special Needs 

Candidate Management System  

Certification  

   

Are RPL tools available    

Does the Department have the capacity to conduct 

RPL (space, computers etc.) 

   

Are agreement contracts signed by all relevant 

stakeholders 

   

Is there proof of candidate 

preparation/induction/orientation 

   

Want is the number of learners who have signed 

RPL contracts 

   

How many RPL candidates are in the process of 

completing RPL assessments 

   

Are candidate records maintained and up to date    

Does the provider comply with PSEATA RPL 

policies and requirements 

   

Is the RPL assessment plan available    

Is the plan for feedback between the provider, 

department and candidate available 

   

  

Work Place Evaluator Signature  

Date  

Signature of Union Representative Date  

 

Signature of Department Representative Date 
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PSE 7: Contract/Agreement Form 

 

Name of Candidate  Candidate Employee 

Number 

 

RPL Assessor  Assessor Registration 

Number  

 

Department Name  Department Number  

Union Name  Union Representative  

Provider Name  Provider 

Representative 

 

Moderator Name  Moderator 

Registration Number 

 

Candidate Qualifications  NQF Level  

Unit Standards  Credits  

Skills Programme    

Contract Signed at  Date   

 

Contract Terms Yes  No  

The candidate is participating in the RPL process on his/her own will   

The RPL process will be conducted fairly and in line with the principles and policies of SAQA, 

PSETA ETQA and the Department 

  

The roles and responsibilities of all stakeholders were clearly outlined and explained   

Provisions have been made to address any assessment needs and identified barriers   

Confidentiality aspects of the assessment application, outcomes and results will be upheld by 

the candidate, assessor and the moderator 

  

All parties were provided with a copy of a contract signed by all relevant stakeholders    

   

Candidate Signature Date  

Assessor Signature Date 

Moderator signature Date  
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PSE 8: Candidate Self-Assessment Questionnaire  
The pre-RPL Questionnaire must be completed by the RPL candidate in order for the RPL Centre or 

Assessor to determine the candidate’s suitability to participate in the RPL process. The completed 

questionnaire must be submitted together with the application to participate in the RPL process. Completing 

this form will assist the candidate to reflect upon their skills and knowledge. This exercise will assist the 

candidate to provide information that RPL assessors will use to plan the assessment schedule. Candidates 

can be assisted in completing this form. 

 

RPL Candidate Name 

 

Candidate Employee Number Date Completed 

Please identify your level of experience in each task and/or competency. NB: A list of tasks or areas of 

competence pertaining to the qualification/unit standard/Skills Programme which the candidate seeks to 

attain must be inserted by a relevant department or unit which is responsible for RPL. 

Tasks/Areas of competence  I have performed these tasks 

 Frequently  Sometimes  Never  

    

    

    
RPL Advisor Feedback. 

 

 

Signature 

Date 

RPL Assessor Feedback Signature 

Date 

NB: Should Candidate be found not yet ready to participate in the RPL Process, feedback in 

respect of learning interventions, that the candidate need to undertake, MUST be provided. 

PSE 9: Assessment Plan and Schedule 
This form must be completed by the RPL Assessor and RPL candidate and each one of them must keep a 

copy. Amendments to the schedule must be made after agreement has been made between the assessor and 

the candidate and amendments to the schedule must be clearly outlined.  

 

RPL Assessment Plan and Schedule 
RPL Candidate Name RPL Candidate Employee Number Signature  

RPL Assessor/Advisor Name Assessor/Advisor Registration 

Number  

Signature 
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RPL Moderator Name Moderator Registration Number Signature  

Qualification  Unit Standards Skills Programme NQF Level Credit 

 

Venue  Co-ordinator Date  

 

 

 RPL 

Assessmen

t Method 

Submissio

n Date 

Revie

w Date 

Feedback & 

Remediatio

n  

Final 

Submissio

n Date 

Pre-

assessmen

t Meeting 

RPL 

Assessmen

t 

Moderatio

n  

Feedback 

on RPL 

Assessmen

t 

1          

2          

3          

4          

5          

PSE 10: Pre-Assessment Review Report 
This review is conducted to determine whether the candidate understands the RPL process and to identify 

any areas that need remedial action. The pre-assessment session also serves to track the candidate’s progress 

and to give advice regarding additional evidence needed. This session is an opportunity for the candidate 

to be informed of her/his progress. 

RPL Candidate Name  RPL Candidate Employee 

Number 

 

RPL Advisor Name  Advisor Registration Number  

Department  Date of Assessment Review  

 

Unit Reference Evidence Presented Sufficiency of 

Evidence 

Action Required Date Action is 

Required 

Yes  No  

      

      

      

I have been informed of the gaps identified in the evidence I presented. 

RPL Candidate Signature ________________________ Date _________________ 

RPL Advisor Signature __________________________ Date _________________ 

RPL Moderator Signature ________________________ Date _________________ 

 

PSE 11: Practical Assessment Recording Sheet 
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RPL Candidate’s 

Name 

 Employee No.  

RPL Assessor’s 

Name 

 RPL Assessor 

Registration Number 

 

Qualification   Unit Standard Skills Programme 

Tasks (outline tasks in line with reasons for RPL 

process) 

 

 

 

Insert observable behaviour against each task 

 

 

 

 

 

Assessor’s Notes 

 

 

 

 

Assessor’s Signature Date 

Candidate’s Signature Date 

 

PSE 12: Third Party Report 

  

Third Party’s Name  

 

Designation of Third Party Reporter 

RPL Assessor’s Name RPL Assessor Registration Number 

RPL Candidate’s Name RPL Candidate Employee Number 

Department  

Third Party’s Declaration 

I certify that ___________________________________ (name of candidate) has worked at 

_______________ (name of department/unit) for a period of ___________ years as a 

___________________ (job title). He has regularly undertaken the following activities within the work 

place. (list the tasks that the candidate has performed) 

 

 

 

 

 

 

For more information or discussion about the above, I am available on_________________________ 

 

Third Party’s Signature Date   
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PSE 13: RPL Assessor Report  

An assessor must write an assessment report at the end of each assessment session. This report must indicate 

the assessor’s judgement against the relevant qualification unit standard or skills programme. The report 

also indicates the candidate’s level of competence. The candidate can use this report to lodge an appeal 

against the assessor’s decision if they think the assessment did not comply with PSETA principles and 

procedures of a fair assessment. 

 

RPL Assessor Report 

RPL Candidate Name  RPL Candidate 

Employee Number 

 

RPL Assessor Name  RPL Assessor 

Registration Number 

 

Department   Date of RPL Assessment  

Qualification 
Qualification  Unit Standard Specific Outcome 

(comments on 

what the 

candidate is able 

to do/unable to 

do) 

NQF Level Credits  RPL Assessment 

Competent 

(C)  

Not Yet 

Competent 

(NYC) 

       

       

       

Assessor’s Declaration The RPL candidate has been assessed as (C/NYC) 

__________________________________________________ against this 

qualification/unit standard/skills programme 

 

Candidate’s Declaration  I have been informed that I have been assessed as (C/NYC) 

______________________________________ against this 

qualification/unit standard/skills programme 

 

RPL Assessment Decision Competent  Non-competent 

  

The results of this RPL assessment were obtained in a valid, fair and reliable manner. 

RPL Candidate’s Signature ______________________________ Date ______________________ 

RPL Assessor’s Signature ______________________________ Date _______________________ 

RPL Moderator’s Signature ______________________________ Date _______________________ 
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PSE 14: Feedback Report Form (if candidate is found competent) 

The feedback form is completed by the RPL assessor to provide the candidate with comments on the 

evidence they submitted for assessment. 

Feedback for RPL Candidate 

RPL Candidate Name  RPL Candidate 

Employee 

Number 

 

RPL Assessment for   Qualification   

Unit Standard  

Skills Programme  

Comments for RPL Candidate 

 

 

 

 

 

 

 

 

Assessor Name  Assessor 

Registration 

Number 

 

Assessor’s Signature  Date   

 

 

PSE 15: Feedback Report (if candidate is found not yet competent) 

The feedback form is completed by the RPL assessor to provide the candidate with comments on the 

evidence they submitted for assessment. The assessor outlines the gaps which have been identified in the 

candidate’s PoE and the assessor suggests certain specific tasks of the candidate’s work place skills or 

evidence that are required. The candidate is given another opportunity to submit additional evidence. 

 

Feedback for RPL Candidate 

RPL Candidate Name  RPL Candidate 

Employee 

Number 

 

RPL Assessor Name  RPL Assessor 

Registration 

Number 

 

RPL Assessment for  Qualification   

Unit Standard  

Skills Programme  

Comments on Evidence that was Submitted by 

Candidate 

Action to be taken by the Candidate 
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I hereby agree to undertake the action required and I commit myself to re-submit for re-assessment as 

specified.  

Candidate’s Signature-------------------------------------------- Date ------------------------ 

Assessor’s Signature --------------------------------------------- Date------------------------ 

Moderator’s Signature ------------------------------------------- Date----------------------- 
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PSE 16: RPL Candidate Assessment Evaluation Form 

The assessment evaluation form must completed by the RPL candidate who has participated in the RPL 

assessment. The candidate should give her/his views on how the assessment process was conducted. The 

candidate should indicate areas of the RPL assessment process that must be improved. 

 

Candidate RPL Assessment Evaluation Form 

RPL Candidate Name  RPL Candidate 

Employee Number 

 

RPL Assessor Name  RPL Assessor 

Registration Number 

 

Department   Registration Number  

RPL Assessment 

applied for 

 Qualification   

Unit Standard  

Skills Programme 

Area of Assessment Process Yes  No  Comments  

Were you informed about the RPL process at your 

work place? 

   

Were you inducted and the pre-assessment meeting 

and the RPL assessment process explained to you?  

   

Did you understand the reasons for RPL 

assessment? 

   

Was the type of evidence required explained to you 

and were you assisted in gathering the evidence? 

   

Did the assessor use assessment methods that 

enabled you to show your skills and knowledge in 

the areas you were being RPLed in? 

   

Was the language used during the assessment 

appropriate for you? 

   

Were the tools used in the assessment process 

relevant to the unit standard criteria? 

   

Did you get any other support during the RPL 

assessment process? 

   

Was the moderation carried out on the assessment 

outcomes? 

   

Was the feedback on how you performed given to 

you by the assessor? 

   

Would you participate in other RPL assessments?    

Would you recommend your colleagues to 

participate in the RPL process? 

   

Did you benefit from the RPL assessment process?    
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RPL Candidate’s Signature------------------------------------------ Date-----------------------------------  

RPL Assessor’s Signature ------------------------------------------ Date---------------------------------- 

Moderator’s Signature------------------------------------------------ Date -------------------------------- 

PSE 17: RPL Assessor Assessment Evaluation Form 

The assessor must complete this form to appraise the assessment process by indicating whether the 

various stages of the assessment were carried out within the principles and requirements of PSETA RPL 

policy.  

 

RPL Assessor Assessment Evaluation Form 

RPL Assessor Name  Assessor 

Registration 

Number 

 

RPL Moderator 

Name 

 Moderator 

Registration 

Number 

 

RPL Candidate 

Name 

 Candidate 

Employee 

Number 

 

Venue of RPL 

Assessment 

 

Area of Assessment Process Yes  No  Comments  

Were the assessment methods used appropriate for that 

particular assessment situation? (at least 3 methods 

should be used) 

   

Did the assessment methods used cover foundational, 

practical and reflexive areas of competence? 

   

Did the assessment process cover the major 

stages/phases of the assessment process (pre-

assessment, actual assessment and feedback)? 

   

Was the moderation process conducted on the 

assessment outcomes? 

   

 

RPL Assessor’s Signature ------------------------------------------- Date --------------------- 
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PSE 18: Moderation Plan 

The moderator must establish a moderation plan which must be kept to be used for quality management 

of the assessment process.  

 

Moderator’s Name  Moderator’s 

registration 

Number 

 

Assessor’s Name  Assessor’s 

Registration 

Number 

 

RPL candidate’s Name  Candidate’s 

Employee 

Number 

 

Department  

Reason for Moderation  Date   

 

RPL Assessment against  Qualification   

Unit Standard  

Skills 

Programme 

 

Sampling used for moderation (describe what 

sampling method was used to choose assessment 

outcomes for candidates who have been RPLed) 

 

 

 

 

 

Scope of moderation: individuals who should be involved in the moderation process 

Name  Reason for 

Involvement 

Action Required Date Completed 
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PSE 19: Moderation Checklist 

The moderator must complete this form which indicates how far the principles of the assessment process 

were adhered to. The information in this will be used for quality management purposes by the PSETA 

ETQA. 

 

  Moderation Checklist 

RPL Moderator’s 

Name 

 Moderator 

Registration 

Number 

 

RPL Assessor’s Name  Assessor 

Registration 

Number 

 

RPL Candidate’s 

Name 

 

 Candidate 

Employee 

Number 

 

 

Principle  Evidence  Comments  Uphold  Reject  

Valid      

Authentic      

Current      

Sufficient      

 Reliable      

Fair      

Practical      

 

PSE 20: Moderation Report 

A moderation report should be written by the moderator at the end of the moderation process to indicate 

that the verification of the assessment was conducted and results were obtained in a fair manner. 

 

Moderator’s Report 

RPL Moderator’s Name  Moderator 

Registration 

Number 

 

RPL Assessor’s Name  Assessor 

Registration 

Number 

 

RPL Candidate’s Name  Candidate 

Employee Number 

 

Department   Date of 

Moderation 

 

RPL Assessment 

Stage/Phase 

 Comments   
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Pre-Assessment 

 

 

 

Assessment  

 

 

 

Feedback to Assessor 

 

 

 

Action Required  

  

 

Moderator’s Signature ----------------------------------------- Date -------------------------- 

Assessor’s Signature ------------------------------------------ Date -------------------------- 
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PSE 21: Assessor Evaluation on Moderation 

The assessor has to evaluate the moderation process by completing this form. This report will be used by 

RPL stakeholders to review the moderation process and to continuously improve the moderation process 

and identify best practices. 

 

Assessor Evaluation on Moderation 

Assessor’s Name  Assessor 

Registration 

Number  

 

Moderator’s Name  Moderator 

Registration 

Number  

 

Department   

Reasons for Moderation 

 

 

 Date for Pre-

Moderation 

Meeting 

 

Area of Moderation that is being Evaluated Yes No  Comments  

Did your moderator encourage you to participate in the 

moderation process and put you at ease during the 

moderation process? 

   

Was the moderation process explained to you?    

Were your moderator’s questions clear and did you 

understand the language the assessor used? 

   

Were you given clear and constructive feedback     

Did your moderator accommodate any special or 

particular needs you might have had during this 

moderation process? 

   

When your moderator conducted the observation, were 

you disrupted by his/her presence? 

   

Did your moderator assess all the evidence provided 

by you? 

   

Do you believe that all the assessment criteria and 

knowledge requirements of the unit standard you were 

being measured against were considered in your 

moderation 

   

Were you made aware of your moderator’s final 

assessment decision? 

   

Was all documentation completed, signed and dated 

and were you given a copy? 

   

Do you believe you have benefited from this 

moderation process? 

   

Did your moderator try to convey to you an 

understanding of how these moderator activities 

related to other relevant issues in the work 

environment? 

   

Were you aware of any discriminatory practice carried 

out by your moderator towards you? 
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Assessor’s Signature ---------------------------------------- Date ---------------------------- 

 

Moderator’s Signature ------------------------------------------- Date----------------------------- 

 

PSE 22: Review of the RPL Process 

The review of the RPL process report should be completed by the assessor and the moderator. The review 

exercise facilitates the identification of best practices and problem areas that need to be addressed to 

improve the RPL process. 

 

RPL process Review Report 

Assessor’s Name  Assessor 

Registration 

Number 

 

Moderator’s Name  Moderator’s 

Registration 

Number 

 

Department   Provider’s Name  

Qualification  Unit Standard Skills Programme NQF 

Credits 

 

 

Venue   Date  Number of Candidates  

Please answer the following questions in detail. 

Question  Response  

How effective were the RPL assessment methods 

used? 

 

 

 

What would you change about the RPL process 

and why? 

 

 

 

What was the attitude of RPL candidates towards 

the ROL process? How can the attitude of the 

RPL candidates towards the RPL process be 

changed? 

 

 

 

Was there any thing that could be changed in the 

assessment / moderation plan / instruments you 

used? 

 

 

 

How did the assessor cope with the RPL process  

 

 

How did the moderator cope with the RPL 

process? 

 

 

 

What organisational changes need to be 

implemented to facilitate a smoother RPL 

process? 

 

 

 

What actions need to be carried out by you to 

ensure appropriate changes take place? 
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PSE 23: Candidate Declaration of Authenticity 

 

(To be completed by the candidate) 

 

Declaration of Authenticity 

 

I, -------------------------------------------------------------- (full name and ID number)  

hereby declare that the portfolio and any evidence included therein submitted for assessment against the 

assessment requirements of ------------------------------------------------------------- (State Unit standard, 

qualification or skills programme) has been compiled by me.  

 

Where a document has been sourced elsewhere for evidence purposes, recognition of the source has been 

included. I am prepared to submit supplementary evidence on any of the evidence areas required should 

authenticity of this portfolio, or parts thereof, not be sufficient.  

  

Candidate Name Signature 

  

Date  

 

 

PSE 24: Appeal against Assessment  

Learner's Full Name    I.D. Number  

Name of Assessor   Assessment Date  

Assessment Venue      

       

Unit Standard Title    Unit Standard I.D.  

NQF Level    No. of Credits  

      

This serves to confirm that I wish to formally appeal against the outcome or result of an assessment 

 that was conducted on me.  
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My reasons for appeal against the decision are as follows:     

  

  

  

  

  

  

    

 (State the nature of the appeal, e.g. procedure unfair, discrimination, 

etc.)     

   
Signature of Learner 

……………………………………………………….. Date………………….. 

Signed for ………………………………………………………. Date………………….. 

Assessor Signature……………………………………….. Date………………….. 

Moderator's Signature………………………………………..  Date………………….. 
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ANNEXTURE 2: DPSA RPL POLICY AND PROCEDURE FINAL REVISION 
 

   

 

 

 

POLICY AND PROCEDURE ON IMPLEMENTATION 

OF THE 

RECOGNITION OF PRIOR LEARNING (RPL) IN THE PUBLIC SERVICE 

 

 

 

AUGUST 2011 

 

 

 

 

 

DETERMINED IN TERMS OF THE SOUTH AFRICAN QUALIFICATIONS AUTHORITY 

ACT NO 58 OF 1995 AND NATIONAL QUALIFICATIONS ACT NO 67 OF 2008 
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“Together collaborating, connecting, coordinating for compliance with the 

Skills Development Agenda for the Public Service” 
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LIST OF ACRONYMS AND DEFINITIONS OF KEY CONCEPTS 

APL Assessment of Prior Learning 

APEL Assessment of Prior Experiential Learning 

CHE Council for Higher Education  

Critical skills The key or generic abilities needed within existing occupations that are required, or 

top up skills that are required; to fill a skills gap to enable employees to competently 

perform the roles/tasks associated with such occupations. Critical skills include 

transversal skills (“hard” skills like project management skills or “soft” skills like 

conflict management or communication skills) and functional skills associated with 

particular jobs or particular occupational categories 

ETQA Education and Training Quality Assurance body 

FAIS Financial Advisory and Intermediary Services Act 

FAQs Frequently Asked Questions and Answers 

FET 

FETC 

Further Education and Training band 

Further Education and Training College 

FSB Financial Services Board 

GET General Education and Training 

HEI Higher Education Institution 

HRD 

HRDSF 

ILO 

 

NQF 

Human Resource Development 

Human Resource Development Strategic Framework 

International Labour Organisation 

National Qualifications Framework approved by the Minister for the registration of 

national standards and qualifications 

National Skills Development Strategy III 
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NSDS III 

 

Qualification 

 

The formal recognition of the achievement of the required number and range of 

credits and such other requirements at specific levels of the National Qualifications 

Framework as may be determined by the relevant bodies registered for such purpose 

by the South African Qualifications Authority; "registered" means registered in terms 

of the National Qualifications Framework 

 

RPL Recognition of Prior Learning 

SAQA South African Qualifications Authority 

SETA Sector Education and Training Authority 

Unit standard A registered statement of desired education and training outcomes and their associated 

assessment criteria. 

Umalusi Council for Quality Assurance in General and Further Education and Training 

WSP Workplace Skills Plan 
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1. INTRODUCTION 

 

1.1 The White Paper on Public Service Training and Education (1997) cited the need for ongoing staff 

development and “life-long learning.” It recognized that learning does not “culminate” at any point 

but must be considered a permanent process. It also recognized the need to continuously develop 

staff members in order to create a transformative and democratic mission and ethos. Fundamentally, 

it recognized the need to address the legacies of under-development and inequitable development 

as well as the provision of learning opportunities to all based principally on the constitutional 

guarantees of equal educational rights for all persons and non discrimination.  

 

1.2  The policy and procedure on the Recognition of Prior Learning (RPL) took its cue from the White 

Paper cited in 1.1 above. Broadly stated, RPL is a practice that gives currency and recognition to a 

person’s previous learning, regardless of how and where that learning was acquired. The underlying 

principle of RPL is simply that the notion of the classroom as the sole site of learning, where the 

examination is the only way of recognising learning, needs to be challenged. With RPL, adults can 

earn a full or partial qualification without setting foot in a classroom as long as they are able to 

prove to an assessor that they have achieved the learning outcomes required by a qualification.  

 

1.3  RPL is thus about identifying what a person knows and can do; matching these skills and knowledge 

to specific qualification requirements; assessing the person against those qualification 

requirements; awarding credits where the person’s skills/knowledge match the qualification 

requirements and finally recording the credits awarded (SAQA, 2002).  

 

1.4 This policy recognizes that candidates might seek RPL for various reasons. Some of the reasons 

for RPL may be, but not confined to;  

1.4.1 RPL for access into a qualification that would not be possible because the candidate does 

not have the minimum academic requirements (e.g. the need to have matric to gain access 

into a degree or the need to have a degree to gain access into post-graduate studies). This 

RPL does not result in the award of the qualification – it simply allows the successful 

candidate access; 
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1.4.2 RPL for advanced standing which occurs where candidates are credited for part of a 

qualification and allowed to complete the balance of courses without needing to study that 

which they can prove they know (e.g. a university may allow a candidate into the final year 

of a degree after RPL for advanced standing, even though they did not formally complete 

years 1 and 2 at that institution, without violating the 50% residency rule). 

1.4.3 RPL for credit results in the formal award of a full or partial qualification. This is primarily 

the domain of the SETA-quality assured qualifications. Even in the SETA sector most RPL 

assessments appear to be for partial qualifications rather than for full qualifications (for 

many of the reasons cited above). 

1.4.4 RPL for employment or development purposes which occurs in the workplace and for 

workplace purposes (e.g. RPL for recruitment and selection). 

1.4.5 RPL for professional standing which does not result in a qualification but it allows the 

candidate to enter a profession at a particular level with a particular designation (e.g. the 

SABPP has a process that allows candidates to RPL for professional level of Board 

membership beyond that which their on-paper academic qualifications would allow).  

 

Given the number of reasons for doing RPL, it is reasonable to deduce that a single model to guide the 

universal implementation of RPL is not viable. As a result this policy and procedure has a hybrid approach, 

with no particular emphasis on anyone of the above reasons.  

 

1.5  This Public Service RPL policy and procedure draws upon best practice both locally and 

internationally in proposing a centralized RPL “assessment centre” that can broker RPL 

implementation in the Public Service by harnessing the services of different providers, who are 

accredited by different Quality Councils and other quality assurance bodies. The centralized RPL 

“assessment centre” will ensure that the RPL offering from each provider is streamlined and as 

similar as possible, thus reducing the potential for confusion that could result if different providers 

were allowed to implement different RPL approaches, for different purposes, within the Public 

Service. 

 

26 2. OBJECTIVES OF THE POLICY 

The objectives of this policy are to:  
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2.1 Present a policy framework and implementation plan for RPL within the Public Service as an 

integrated component of the overall HRD strategy; 

 

2.2 Present a framework for the successful implementation of RPL within each department. It is further 

anticipated that each department will use this policy framework to implement RPL to further its 

own HRD objectives;  

 

2.3 Present RPL as a capacity development tool that can be used by each Public Service department to 

fast track public servants’ acquisition of formal qualifications by recognising workplace learning 

and informal learning which match the requirements of the qualification and/or the job profile. This 

will possibly contribute to a greater number of qualified public servants who are available for 

promotion, transfer and further lifelong learning; 

 

2.4 Present a vision for RPL in the public service as a vehicle which can be accessed by all employees 

in a flexible, adult-friendly and learner-centered environment;  

 

2.5 Position RPL within pillar 1 of the Public Service HRD strategy as a tool that can be used to 

increase capacity development and 

 

2.6 Present and explain the social, pedagogical and legal contexts that frame RPL so as to avoid 

confusion and the creation of unrealistic expectations. 

 

 

 

 

 

 

 

 

In meeting these core objectives, the RPL policy and procedure seeks to: 
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• Promote the national skills development agenda; 

• Ensure a continuous supply of qualified people and promote their absorption into the Public Service 

and 

• Enable RPL within the Public Service in the most effective and efficient manner. 

 

27 3. SCOPE 

This policy is applicable to all members of the public service who wish to have their workplace learning, 

as well as other forms of non-formal and informal learning assessed so as to be given recognition. 

 

28 4. LEGAL FRAMEWORK 

 

4.1  South African Qualifications Authority Act, 1995 (Act No 58 of 1995). This Act gave life to the 

South African Qualifications Authority (SAQA), which is the legislative body responsible for the 

development and implementation of the National Qualifications Framework (NQF) in South Africa. 

SAQA’s mission is to ensure that the NQF contributes to the full development of each learner and to 

the social and economic development of the nation at large (SAQA, 2002). RPL is one of the 

strategies recommended by SAQA to ensure that this mission is achieved and RPL is referred to as 

a fundamental component of the national skills development strategy in South Africa (SAQA, 2002). 

The SAQA ACT was replaced by the National Qualifications Act no 67 of 2008. Amongst others, 

SAQA’s role in this Act is described as: 

 

(e) To oversee the implementation of the NQF in accordance with an implementation 

framework prepared by the SAQA after consultation with the Quality Councils (QCs); 

(i) To develop policy and criteria, after consultation with the QCs, for assessment, recognition of 

prior learning and credit accumulation and transfer. 

 

4.2 SAQA initiated RPL intends to deliver on a more skilled, flexible and productive workforce. This 

has made RPL a fundamental part of the South African government’s skills development strategy. 
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RPL is defined in National Standards Bodies Regulations (No. 18787 of 28 March 1998, issued in 

terms of the SAQA Act 58 of 1995) as follows: 

 

‘Recognition of prior learning means the comparison of the previous learning and experience of a 

learner howsoever obtained against the learning outcomes required for a specified qualification, 

and the acceptance for purposes of qualification of that which meets the requirements’; 

 

4.3  The recognition of prior learning (RPL) strategy and implementation guide primarily integrates into 

pillar 1 of the Human Resource Development Strategic Framework for the Public Service (HRDSF) 

where the focus is on the development of human capital for high performance and service delivery. 

The strategic objective for pillar 1 is stated as follows: “to adopt a wide set of options for capacity 

development in order to respond to the varying needs and requirements of the Public Service and to 

build the capacity of employees to undertake their responsibilities”. RPL is one of the “wide options” 

that can be used by public service departments to build capacity.  

 

4.4 National Skills Development Strategy III, through both the mandatory and discretionary grants of the 

SETAs, must support training of employed workers, and encourage employers to expand such 

training, in order to improve the overall productivity of the economy and address skills imbalances 

in our workforce in particular and the labour market in general. One of the instruments which can 

be deployed to achieve this task is RPL. 

 

29 5. DEFINITIONS 

In this policy any term to which a meaning has been assigned in the Public Service Act bears that meaning, 

unless the context otherwise indicates- 

5.1 “academic institution” means a higher education institution as defined in the Higher Education Act, 

1997 (Act No 101 of 1997); 

5.2  “assessor” means the person who is responsible for guiding and assessing the PoE of candidates; 

5.3 “candidate” means a person employed by a public service institution and who has been identified for 

RPL; 

5.4 “DPSA” means the Department of Public Service and Administration; 
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5.5 “HOD” means a head of department as defined in section 1 of the Public Service Act; 

5.6 “manager” may be used interchangeably with supervisor; 

5.7 “MPSA” means the Minister for the Public Service and Administration; 

5.8  “PALAMA” means the Public Administration Leadership and Management Academy; 

5.9 “PSETA” means PSETA Education and training Authority; 

5.10  “Service provider”, also referred to as assessment provider or RPL provider means an organization 

or entity, outside of the public service, which has been sourced with the purpose of rendering 

specific tasks to a department or candidates for the sake of achieving the delivery of RPL. 

 

30 6. ROLE PLAYERS 

 

This policy involves the following role players who will ensure that the process is integrated and 

collaborative: 

6.1  The RPL candidate is responsible for submitting his/her own application for consideration after 

considering eligibility.  

6.2 The HRD unit and departmental champion who receives applications from candidates ensures that 

the department and candidate are ready for RPL and mobilizes the services of RPL service providers; 

6.3  An RPL service provider who will guide candidates on the process flow of how to develop a portfolio 

of evidence (PoE);  

6.4 A Further Education and Training College (FET College) or Higher Education Institution (HEI) that 

will guide candidates on the technical development of the PoE;  

6.4 PALAMA and PSETA who will play a central role in coordinating activities of the Central 

Assessment Centre; 

6.5 The assessor is responsible for preparing the candidate for the assessment process, providing them 

with assessment tools, guiding the collection of evidence, assessing the candidate’s evidence using 

the ETQA approved assessment tools and processes.  

 After assessment the moderation process will ensue and if the results are upheld the provider will 

provide information about the credits or qualifications achieved eligibility for a professional or 

workplace designation as a result of the RPL process. 
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6.6  The RPL Centre established by the DPSA, PSETA and PALAMA to provide advise and guidance as 

in section 7 below. 

 

31 7. ESTABLISHMENT OF RPL CENTRE 

 

The DPSA, in conjunction with the PSETA and PALAMA shall establish a central RPL Centre whose role 

will be to;  

 

7.1 Preparing candidates for RPL; 

7.2 Sourcing suitable providers for qualifications to be RPL-ed; 

7.3 Entering into agreement with assessors with regards to the development of detailed Quality 

Management and Assessment Systems for the Public Service; 

7.4 Development of the RPL implementation flow;  

7.5 Training and support of departmental RPL advisers and champions;  

7.6 Develop detailed procedures (that are contained within Service Level Agreements) that elucidate 

on the roles and responsibilities to be performed by each provider and ETQA for the Public Service 

RPL process;  

7.7 Develop templates and guidelines that accredited providers use and ETQAs approve for tools, 

guides and methodologies/activities;  

7.8 Designing RPL tools in collaboration with RPL providers;  

7.9 Liaising with accredited providers for the overall RPL process, including moderation, appeals and 

certification;  

7.10 Liaising with the governmental SETAs.  

 

32 8. PROCEDURAL AND INSTITUTIONAL ARRANGEMENTS FOR THE 

CREDIT/ACCESS/ADVANCED 

 

33  STANDING MODEL 

The RPL process for credit/access/advanced standing model will follow a step-by-step flow-diagram as 

presented below. Though it may be difficult to reach consensus on the precise pathway for this model, it is 

hoped however, that the model can help remove some of the ambiguities associated with the highly 
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contentious RPL process. The diagram is also intended to assist managers to better plan, assist candidates 

with a better understanding of what awaits them. It will also hopefully assist candidates, HR units, RPL 

champions and providers to make timely interventions towards ensuring that the RPL process becomes as 

seamless as possible whilst at the same time emphasizing the collaborative nature of the process; 

 

 

1. The department assesses for readiness considering resource availability using the tools attached in 

Appendices A and B. 

2. The RPL process is communicated to staff members using internal communication mechanisms. 

3. The prospective candidate self-assesses to ensure that s/he is ready for RPL using the tool attached 

in Appendix C.  

1. Readiness 
assessment for 

RPL 

2. Advocacy and 
marketing 

activities about 
RPL  

3. Self 
assessment to 

ensure readiness 
for RPL 

4. Enrol for RPL 

5. Induct 
candidates on 

the preparation 
of PoE (Portfolio 

Development 
Course)

6. Candidates 
compile PoE with 
assistance from 

supervisors 

7. Portfolio is 
assessed by 
registered 

assessor and 
feedback is given 

8. Candidates 
submit more 
evidence (if 
necessary) 

9. internal and 
external 

moderatiion of PoE 

10. Feedback and 
certification or 
more evidence 

might be requested 
(back to Step 8) 

11. Staff records 
updated with HR 
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4. The prospective candidate is provided with the necessary application and bursary forms to enroll. 

The internal HR champion will ensure that the candidate has enrolled for a correct qualification 

and that the application is viable. 

5. Candidates are scheduled to be inducted on a preparatory session on the development of the 

portfolio of evidence as well as the process to be followed for workplace assessment by a staff 

member or a nominated service provider. The process will also include mentoring in RPL 

processes. 

6. The candidate will prepare their evidence, using the support available and will submit it for 

assessment. 

7. The evidence is then submitted to a nominated, registered assessor for evaluation. 

8. If there are gaps identified in the candidate’s PoE, s/he is is given another chance to submit 

additional evidence. The supervisor might also be requested to provide the assessor with 

testimonies on behalf of the candidate. 

9. With the supplementary evidence assessed, the process of moderation and verification takes place. 

10. The candidate is provided with feedback of outcome. The candidate will thus be certificated fully 

or partially dependent upon the initial intention. The candidate may also be admitted to a 

professional body. At this stage, the candidate might appeal the outcome of the assessment. 

11. Should the candidate be successful, the information will be fed back to the department so that staff 

records can be updated and departmental RPL report compiled and HRD report updated. 

 

33.1 9. POLICY PRINCIPLES AND MEASURES 

The following policy principles and measures shall inform the RPL process:  

9.1 AGREEMENT WITH PROVIDERS (OR ASSESSORS) 

The relationship with the providers or assessors will hinge upon the following principles: 

9.1.1 Entering into a collaboration and partnership on the PoE development process;  

9.1.2 Entering into a collaboration and partnership on the manner in which evidence for 

assessment should be presented; 

9.1.3 Entering into a collaboration and partnership on a management plan, roadmap and 

timelines for the entire process; 

9.1.4 Entering into a collaboration and partnership on breaking down the PoE into manageable 

portions. 
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9.2 FORMS OF ASSESSMENT 

Knowledge, competencies and skills may be assessed in anyone or a combination of the following forms 

depending upon the model used and ETQA rules of evidence. The other forms of the compilation of the 

PoE should not be construed as parallel assessment process. The compilation of a PoE could thus comprise 

a combination of any of the following assessment methods as documentation of competency for that 

particular set of knowledge and skills: 

 

9.2.1 A written submission of a PoE; 

9.2.2 Oral assessment in support or as a self standing form of assessment; 

9.2.3 A field demo; 

9.2.4 Photographic materials; 

9.2.5 Testimony by a colleague or supervisor. 

9.3 STUDY LEAVE 

Managers should be aware that: 

  9.3.1 RPL candidates are entitled to study leave; 

  9.3.2 leave may be taken whilst actually coming to work in preparation of a PoE; 

9.3.3 study leave taken should not be at variance to the normal study leave policy of the 

department. 

 

9.4 LANGUAGE OF ASSESSMENT 

In order to address issues of social justice, RPL may target candidates who may not be fluent in the 

mainstream language/s. For that reason and as a matter of principle, the home language of the candidate 

will be ideal in the preparation of a PoE and assessors and managers should ensure that; 

9.4.1 candidates are not disadvantaged from enrolling for RPL because they are unable to 

represent their knowledge and skills effectively in the mainstream language; 
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9.4.2 where necessary, translators and editors should be procured to assist candidates; 

9.4.3 in cases where the services of a translator are procures, both the candidate and assessor 

will have to ensure the PoE is translated as is and a s professionally as possible. 

9.5 PERMISSION TO USE DEPARTMENTAL MATERIALS AND INFORMATION 

9.5.1 At all material times, candidates for RPL should be made aware that the use of 

departmental materials for study purposes might be subject to strict rules. 

9.5.2 Candidates should consult with supervisors on the use of departmental information which 

might be deemed beyond public bounds. 

9.5.3 Candidates should also seek permission to use departmental materials and equipment in 

line with departmental policies. 

 

9.6 RIGHT TO TIMELY, HUMANE AND CONTINUOUS FEEDBACK 

Departmental champions of RPL have to liaise with providers to ensure that under all material 

circumstances, candidates are to subjected to unnecessary long waiting periods before they can be provided 

with feedback or outcomes of their PoEs. Assessors and champions should ensure that;  

9.6.1 they provide humane assessment of learners’ PoEs, without condemning them to 

permanent failure; 

9.6.2 feedback should be both formative and summative in a manner of ensuring that it is not 

a form of credit exchange where learners are left passive and unsupported and assessors the 

only arbiters of knowledge; 

9.6.3 feedback should provide suggestions for improving and developing competence in the 

case of learners found not-yet-competent. 

 

9.7 FAILURE OF A REGISTERED CANDIDATE TO SUBMIT PoE 

As highlighted earlier, candidates enrolled for RPL will need extra support from managers to their peculiar 

circumstances. Notwithstanding the point, candidates and managers should be aware of the training and 

development policies of the department, in particular noting that the; 

9.7.1 bursary policy of the department will apply to candidates who drop out, abscond or fail 

to submit PoE; 
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9.7.2 rules and regulations pertaining to request for extensions of submission due dates are 

properly adhered to. 

 

9.8 APPEAL OF OUTCOMES OF ASSESSMENT 

Whilst the whole RPL process will be based on the strength of the accreditation of providers, however, 

candidates, managers and assessors should defer to; 

9.8.1 the humanistic principle of affording the candidate the right to appeal the outcome of the 

assessment process;  

9.8.2 prior agreement entered into on the cost of appeal; 

9.8.3 a penalty fee levied to candidates whose appeal was not upheld. 

   

34 10. FINANCIAL IMPLICATIONS 

 

10.1  The cost associated with the implementation of this policy must be met from the individual 

department’s training budget. 

10.2 A maximum number of RPL candidates of a department may be approved for RPL based on the budget 

contemplated in 10.1 above within a financial year. 

10.3 The direct financial cost will generally be the payment of bursaries for approved applications. 

 

35 11. POLICY IMPLICATIONS ON THE HUMAN RESOURCE FUNCTION 

 

The implementation of the policy across the public service has a wide range of policy implications which 

need to be acknowledged by departments:  

11.1 Recruitment practices by departments have to fully acknowledge and recognise qualifications acquired 

through RPL. 

11.2 Departments have to mainstream RPL within their training and development strategies as one of the 

routes which can be used in affording employees qualifications.  
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11.3 RPL needs to be properly located within the broader Human Resource Development Strategic 

Framework and its implementation properly monitored and evaluated. 

 

 

36 12. MONITORING AND EVALUATION 

 

Monitoring and evaluation is a critical component of the RPL implementation plan. This monitoring and 

evaluation plan (M&E plan) is designed to measure progress towards the goals and targets set for the RPL 

implementation in each department. The M&E plan aims to monitor the resources invested; the activities 

implemented; services delivered as well as evaluate outcomes achieved. The overall intention of the M&E 

process is to ensure that RPL is implemented as planned and that the potential benefits are enjoyed by both 

the individual employees and the department in question. 

 

Departments must annually, as in sub-objective 1.10 of the Human Resource Development Strategic 

Framework monitoring and evaluation instrument, submit a report to the DPSA for the previous financial 

year covering the following indicators on RPL:- 

12.1 The department has conducted self-assessment on readiness to implement RPL; 

12.2 The department has provided for RPL in the WSP; 

12.3 The department has provided adequate budget for RPL; 

12.4 HRD staff has been trained on RPL processes, including the identification and guidance of candidates; 

12.5 RPL is communicated in the department to ensure greater access by all employees; 

12.6 there is a conscious awareness-building and consultation process involving all critical stakeholders, 

including union structures. 

12.7 Relevant professional bodies have been identified for professional membership and designation of 

RPL candidates; 

12.8 The number of candidates who successfully completed a RPL programme; 

12.9 Number of MOUs signed with HEIs and FETCs to recognize RPL and courses for entry and 

articulation with existing learning programmes (with the full acknowledgement of the 50% residency 

clause); 
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12.10 Number of candidates who undertook RPL for higher qualifications. 

The monitoring and evaluation process will broadly follow the step-by-step flow diagram presented on 

the next page. 

Monitoring and Evaluation plan for RPL

Resources 
and Inputs

• Each department has SDF with capacity to champion RPL, Central 
RPL assessment centre, Budget for RPL, 

Activities

• Develop RPL toolkits, Establish rapport with RPL assessment centre, 
Recruit candidates, moderators, assessors, Establish relationships 
with ETQAs, SDF conduct feasibility and readiness, communication 
strategy, MOUs with HEIs and FETCs

Outputs

• SDFs trained to advise staff on RPL, Assessors and moderators 
identified, RPL candidates recruited, RPL services delivered

Outcomes

• Improved workplace morale, more staff with formal qualifications, 
potential increase in internal promotions, Managers promote RPL 
as equivalent to traditional learning,  Central Assessment Centre 
given recognition

Impacts
• Improved HRD delivery

• Well qualified public service

 

 

13. CAVEATS TO BE COGNISANT OF IN IMPLEMENTING RPL 

 

13.1 Despite the fact that RPL has huge potential for South Africa, there has been some delay in 

implementing it across the board. This section explains why RPL poses challenges in 
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implementation and why it may not always be the solution for every workplace learner. It has been 

included here because implementers of RPL need to understand some of the frustrations that 

surround RPL implementation upfront. 

 

13.2 RPL is ‘sold’ as a tool for social transformation – it has been seen as a way to narrow the apartheid 

and education wage gap by providing a way to recognise the skills and knowledge that workers 

have gained experientially. RPL is a mechanism that enhances the notion that all knowledge is 

important – not only that which is gained traditionally through the formal curricula of learning 

institutions. Thus, for many, RPL is about social justice and transformation. 

 

13.3 However, the reality is not as simple as the theory, which is why many talk about RPL and very 

few actually implement it successfully. RPL is both contentious and power-laden with pedagogical 

and political undertones. For example, for knowledge to be recognised, someone must define what 

knowledge ‘counts’ and what knowledge is ‘legitimate’. Someone must set the unit standards or 

exit level outcomes and decide what assessment tools are appropriate to use to determine who has 

the knowledge and who does not. Someone has the right to say what will be tested, when it will be 

tested and what mark is good enough to be considered an indicator of who has the knowledge and 

who does not. This is a power-play and the winner gets the qualification – and all of the benefits 

associated with having one.  

 

13.4 The harsh reality is that most unit standards and qualifications have been developed by academics 

and people with degrees and this serves, to a certain extent, to exclude those who do not have formal 

qualifications. In this scenario RPL is just another gate-keeping tool. 

 

 

13.5 RPL is an assessment system that challenges the context within which learning takes place. 

Traditionalists believe true learning can only take place in a context-free environment such as the 

classroom (although the classroom is also a unique context), where general theories are taught and 

learnt according to universal principles. Yet learning does take place in the workplace and RPL 
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acknowledges this. The difficulty is that workplace learning is context- bound. Each workplace has 

its own vocabulary, its own processes and systems, its own hierarchy of jobs and its own division 

of labour. Rarely are two workplaces identical. This is one of the key difficulties with RPL because 

the standards and qualifications are almost invariably written for traditional training (and are 

therefore academic and context-free) – thus making them difficult to access by RPL

 candidates. 

 

13.6 Although RPL challenges the context within which learning has taken place, it does not (yet) 

challenge the methods that will be used to assess the learning. The traditional assessment methods 

of the portfolio of evidence, examinations, assignments and projects are all individualistic 

assessment methods developed within the academic context. They are not (generally) suitable to 

assess purely experiential and contextual learning. This often leads to poor RPL assessment results 

– and a failed RPL project. 

 

13.7 The knowledge that is presented for assessment by workplace candidates rarely looks and sounds 

like the knowledge expected by the assessor – it is not necessarily less theoretical or even less 

sophisticated (although it may be) - it is simply different because it comes from a different site of 

learning (a different context with different language and practices). If the assessor is academically 

trained in motivational theory for example, they will expect knowledge on motivational theory to 

be neatly packaged into theories such as Maslow’s and Herzberg’s theories. The reality is that 

though workplace managers with no formal training would not know these theories but they will 

probably be able to tell you how they motivate their staff and get work based results. A traditional 

assessor (especially one with no workplace experience in management) will decide that the 

candidate is not yet competent because they ‘cannot even discuss basic motivational theory’ – the 

candidate on the other hand will think the assessor is crazy because ‘there is no way Maslow will 

work in my team’.  

 

13.8 The language that is used in the workplace is often different to the language used in academia 

(and the unit standards and Exit Level Outcomes are invariably worded using academic language 

not workplace language) and this can also disadvantage workplace RPL candidates. Assessors 

(and providers) need to challenge their own language, habits, discourses and vocabularies and be 

open to the fact that the workplace has its own community of practice that is not wrong, it is just 

different. Assessors who do not know what the workplace terminology is or who are too rigid in 



 

46 
 

their own understanding will have many not-yet-competent RPL candidates. 

 

13.9 Most RPL relies on the production of a portfolio of evidence (PoE) which catalogues and 

demonstrates knowledge in such a way that the assessor can relate to it, find it and measure it. If 

this is done ‘correctly’ (and many SETAs have detailed rules about what a PoE must look like 

and contain) then credits can be awarded – if the PoE does not match the criteria it is deemed not-

yet-competent. It is immensely difficult for a lowly-educated (or non-educated), non-

administratively inclined employee from a non-English speaking background to comply with the 

requirements for a portfolio with limited guidance. The PoE may be suitable assessment tool for 

the assessor and moderator but it is certainly not suitable for most workplace RPL candidates 

unless they have had extensive support. 

 

Another factor here is that of learning styles – the compilation of a portfolio of evidence may be 

suitable for introverted, highly structured, individualistic and procedurally orientated learners3 – 

but not suitable for other personality types. Thus large sectors of the learner population are 

disadvantaged by the use of only a single assessment instrument. 

 

13.10 One of the limiting factors in successful RPL practice is the role of assessors and moderators (and 

ETQA staff) who believe that every candidate MUST achieve each assessment criterion from 

each specific outcome from every unit standard for the whole qualification in order to be found 

competent. This is a time consuming and labour intensive task, that can be soul destroying for a 

working adult with responsibilities outside of the workplace. No university in the world for any 

faculty (including medicine) requires 100% pass in all subjects – yet many assessors and ETQAs 

expect this from workers.  

 

13.11 Traditional classroom learning values mental learning, which is an individualistic and solitary 

process; whereas workplace learning is socially constructed by multiple individuals operating in 

groups that interact with the context to create situated learning. It is, therefore quite difficult for 

some people to clearly articulate their own role in the production of knowledge – and group 

                                                            
3 This broadly refers to the Myers-Briggs Type Indicator (MBTI) learning styles adaptation of 

the widely practiced MBTI personality inventory. The type most comfortable with the PoE 

would be an ISTJ – other types will experience some difficulties and frustration, but the ENFP 

(extroverted, big picture with no attention to detail with a collectivist all -for-one-one-for-all 

attitude who cannot follow process) is almost doomed to failure. 
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assessments are often not seen as valid and authentic. 

 

13.12 RPL candidates need immense support from within the company. The reality is that a company 

(even the Public Service) is not in the business of learning – learning is simply a tool to assist it to 

meet its own business goals. Academic institutions, on the other hand, are in the business of 

learning so they support debate, transparency with evidence, theoretical exploration, etc. In order 

to succeed at RPL the company culture needs to ‘learn’ to support the endeavour – in other 

words, the learning culture must be developmental and supportive. 

 

13.13 Much of the criticism within the RPL literature relates to the administrative processes, particularly 

with respect to paperwork (specifically paperwork for audit requirements) and onerous bureaucratic 

procedures to be followed which, it is often claimed, is in excess of the bureaucratic guidelines for 

conducting regular training programmes. This rigorous process is deemed necessary to ensure 

credibility of the process with students and industry clients, but deserves attention in order to 

address concerns in this regard. Specifically, it seems the level of documentation required to be 

kept and the focus of audits on the components, rather than the task, is a disincentive to providers 

to engage in RPL, particularly as many applications are best assessed by professional judgements 

which cannot be easily, or adequately, described in the written form. The time consuming nature 

of RPL, not only in assessing, but also in providing advice and guidance, is another disincentive. 

If RPL is to work, there must be much less emphasis on paper-based recording and much greater 

emphasis on holistic assessment processes and the attendant requirement for professional 

judgement by professional assessors. 

 

13.14 People who have been working for a long time often have difficulty validating much of their 

experience in writing. Furthermore, it is often difficult or inappropriate to access private 

information from businesses for RPL claims. Thus candidates may be unable to prove their claims 

of prior experience satisfactorily.  

 

13.15 Finally, there is the issue of transfer of knowledge. Most employers and academics accept that new 

graduates need time to transfer their academic knowledge to the workplace to make it usable. Some 

employers have graduate development programmes which facilitate this transfer process. Yet little 

cognisance is taken of the difficulties faced by the RPL candidate who is trying to transfer and 

convert his workplace experience into academic learning in order to enjoy the benefits that having 

a qualification will provide. 
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The discussion above presents some of the many reasons why RPL is difficult to implement practically. 

International (and some local) experience shows that in order for RPL to be successful there needs to be an 

appreciation of experiential (workplace) knowledge for what it is without trying to force it into the mould 

of academic knowledge. Experiential knowledge must not be seen as inferior – just different because it was 

acquired in a different context (the workplace as opposed to the classroom) and because of this the RPL 

process is most successful if workplace learning can be evaluated differently and against different 

standards/outcomes.  

 

This RPL strategy and policy for the Public Service has taken these challenges into consideration. This 

implementation model is specifically designed to limit these challenges and make RPL more achievable 

with the Public Service. 
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37 APPENDIX A: DEPARTMENTAL READINESS FOR RPL – SELF ASSESSMENT 

 

Guide to completion: 

1. Read the activities and evaluate your department – tick the block to show whether the activity is 

‘in place’, ‘almost in place’ or ‘not in place’. 

2. If an activity is ‘almost in place’ or ‘not in place’ – set a date by which you expect to have it in 

place. 

3. Once you have all these activities in place you are ready to start engaging with RPL in your 

department. 

 

Item Activity 

In
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la
ce
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General understanding of RPL 

 

 Is/are there a person/people in the department who 

understand RPL and can advise staff on RPL issues? 

    

 Is there a general understanding/awareness of RPL 

amongst staff in the department? 

    

 Is there currently any demand for RPL in the 

department? 

    

 

Planning for RPL implementation 

 

 Does the department know what impact RPL could 

have on the achievement of its HRD objectives – has 

the specific link been made? (e.g. if we RPL x for the 

qualification y we can fit position z – thus meeting 

strategic objective a) 

    



 

50 
 

 Has the department prioritised qualifications for RPL 

of its staff? 

    

 Does the department have budget to conduct RPL?     

 Does the department know how many RPLs it hopes to 

complete in the next year per qualification? 

    

 Does the department have a plan stating who will be 

RPL-ed, for which qualification and by when? 

    

 Are PDPs in place that recommend RPL as a solution 

for some individuals? 

    

 Are there mechanisms in place to identify which 

candidates are the most deserving for RPL so that you 

know where to start?  

    

Learning culture within the department 

 

 Is there a learning culture within the department? Do 

staff typically complete course successfully, attend all 

training days, hand-in assessments, willingly 

participate in training, etc.? 

    

 Will the managers accept the outcome of the RPL 

process? 

    

 Is the department ready to promote successful RPL 

candidates? 

    

Availability of support for RPL candidates 

 

 Will the managers assist the RPL candidate where 

necessary? 

    

 Are there policies in place to support the RPL 

candidates (e.g. RPL study leave policies, pay back for 

non-submission of evidence, pay back if employee 

leaves the Public Service, etc.) 

    

 Are there policies and practices in place that will assist 

RPL candidates to deal with the outcome of the RPL – 
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whether this is a successful outcome or a non-

successful outcome? 

 Is there budget for further developmental training if 

the RPL candidate has gaps in learning after the RPL 

process? 

    

 Is the union aware of the RPL process?     

 Have all expectations been clarified – do you know 

what the union expects, what prospective candidates 

expect and what the department expects? 

    

 Is there a mechanism to identify any barriers to the 

RPL process that prospective candidates may have 

(e.g. illiteracy or other disability?) 

    

 Will RPL candidates be able to achieve a fair, valid, 

reliable and current assessment in your department 

(e.g. without interference, will be able to submit 

naturally occurring evidence from the workplace, etc.) 

    

 Will the RPL candidate receive sufficient senior 

management time to assist them with evidence 

collection? 

    

 

 

What else may affect the uptake of RPL in your department (e.g. low literacy levels, low staff morale, 

staff shortages which may impact time that can be spent on RPL activities, etc.)?: 
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How can you overcome the above mentioned difficulties?: 
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38 APPENDIX B: SETTING RPL TARGETS/BUDGETS FOR THE DEPARTMENT 

 

These targets should include: 

 

How much can you afford to spend on RPL?  

How many RPLs would you like to conduct in the 

upcoming year? 

 

What qualifications and level are you aiming to 

RPL for? 

 

How many staff do you have trained to be trained 

to advise on the RPL processes? 
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39 APPENDIX C: STAFF RPL PRE-ASSESSMENT SHEET 

 

Guide to completion: 

1. Staff enquiring about RPL should complete this pre-assessment with the designated RPL adviser; 

2. Use the checklist to ensure that you cover all the information needed for the staff to make an 

informed decision about their suitability for RPL. 

 

Information 
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Do you understand what RPL is? 

An assessment process to see whether you have sufficient 

workplace learning to earn a full or partial 

qualification. They must know they are expected to work 

for it, that they must produce evidence and that time in 

the workplace cannot be directly translated into a 

qualification. 

  Principles for 

RPL in this 

doc. Will assist 

you 

Do you understand the purpose of RPL in the public 

Service and this department? 

Departmental specific answer – Public service answer is 

it links to Pillar 1 and is a tool to boost capacity 

internally. 

  Departmental 

plan 

What are your expectations of the RPL process? 

RPL adviser to judge whether these are realistic given 

the departmental objectives for RPL and Pillar 1. 

Consider also individual career ambitions. 

  Departmental 

plan 

What are you hoping to RPL for?    Departmental 

plan 
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Qualification – which one? – does this link to the needs 

of the department? Is it realistic given the current 

position of the candidate? ‘Assessment centre’ to advise 

which qualifications are RPL-able from time to time so 

RPL adviser to be aware of ‘assessment centre’ capacity 

as it improves. 

 

‘Assessment 

centre’ 

information 

updates 

Does the candidate have sufficient experience to be a 

likely RPL candidate? 

As a general rule at least five years working experience 

in a field is optimal for an RPL candidate – less make 

RPL more difficult to prove. Also candidates are more 

likely to be successful if they are literate and organized.  

   

Do you understand the NQF and assessment against 

unit standards? 

RPL adviser to advise where knowledge is sketchy 

  RPL adviser 

knowledge 

Do you have any special needs that should be taken 

into account? 

RPL adviser to advise where candidate is unsure – info 

to be given to ‘assessment centre’ 

  RPL adviser 

knowledge 

Do you understand your role in the assessment 

process – and your responsibilities? 

RPL adviser to inform candidate what department 

expects – e.g. completion or money to be paid back? 

  Departmental  

policy 

Do you have a realistic view of the support that the 

department can give you throughout the RPL 

process? 

RPL adviser to judge given departmental capacity and 

systems in place to support RPL 

  Departmental 

policy 

Do you understand what you are going to need to do 

to prove yourself competent? 

Will depend on NQF level – ‘assessment centre’ to 

advise in due course. Generally discuss a portfolio – 

with evidence in it. Highlight that this is not a short cut 

that will provide a qualification with no work 

  ‘Assessment 

centre’ 

information 

updates 

RPL adviser 

knowledge 
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RPL adviser name  

 

Signature  

RPL candidate name  Signature  

RPL recommended YES  NO  UNSURE  

Reasons for 

recommendation or 

non-recommendation 

 

Recommendation 

referred to RPL 

‘assessment centre’ 

 

Document filed for 

departmental reporting 
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