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ETSIP

CAPACITY DEVELOPMENT
[N$17.2 million]

Background

1.

The MoE is the lead agency in the educationoseclt requires strong capacity: (a) to
lead the sector; (b) to deliver on-going, routimei@tion services to the public; and (c) to
implement special, hon-routine projects and prognasisuch as ETSIP. Capacity is strongly
related to productivity: high capacity in the Me#l directly increase its productivity, its
ability to lead the sector and achieve more witlatelter resources it has. Capacity also has a
multiplier effect: high capacity attracts additibrianding from the government as well as
partner agencies because it builds credibility.

Achievements

2.

The Institutional Strengthening and Capacityldog Facility (ISCBF), a pooled fund
supported by the European Commission and Sida amhged by GRN, was established to
support capacity building in the sector. The ISG8R&Iready funding various assignments to
support the development and implementation of ETSHeps have been taken to improve
capacity in school management through school grai@and school board training. National
standards for schools and a corresponding set stfuments were developed and have
resulted in the training of regional inspectors. Ategrated Performance Management
System (PMS) for the whole of government has bemseldped by the Office of the Prime
Minister. An organisational structure for the MoBsvapproved in August 2006, combining
the former Ministries of Basic Education, Sport a@dlture and Higher Education,
Vocational Training, Science and Technology.

Challenges

3.

The current capacity of the MoE to lead the areaend deliver education services is
constrained by several factors: (a) a lack of ¢éffegpartnerships and an inadequate division
of labour among the MoE and existing partners,i@agrly other ministries and agencies of
government; (b) an inadequate organisation straciithin the ministry itself; (c) a sub-
optimal use of the key tools of leadership by inagers; and (d) a management culture and
practice that are not conducive to optimal perfarosa

The division of labour in the sector is uncleaa number of areas and sub-optimal in
others. Changes in the roles and functions of dtucaector ministries, as well as the
creation or preparations for the creation of a neimif new bodies have resulted in an
unclear allocation of roles, functions and respaifises. They have introduced both real and
perceived functional overlaps, resulting, or capatil resulting soon, in role conflict and in
the slowing down of action. Insufficient attentiom paid by the MoE to the creation and
cultivation of partnerships that could potentiadigntribute to education, both in the public
and private sectors.
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Leaders and top managers in the MoE need tbetser the key tools of leadership that
provide for action. Conceptual frameworks, as prears to vision, mission and strategy, are
rarely thought through and fully clarified. Theol® of vision and mission are used
interchangeably and statements of vision and missaken together, need to provide much
more specific direction. Managers need to imprthair skills of strategising. When they
formulate strategies to achieve their visions dmair tmissions, managers need to replace long
lists of activities that cover all possible actiamish shorter lists of priority activities, seledte
on the basis of technical and administrative fefitsilas well as cost.

Almost all persons in management positions m itfinistry are ex-teachers, or other
professionals few of whom have received trainingnianagement. Consequently, their
management skills require improvement. General gemant procedures need to be more
efficient and work practices could considerably ioye. Of particular need for improvement
are general practices such as objective settingratipnal planning, supervision, monitoring
and follow-up, report writing, coordination and @en-making, staff-development and
motivation. The attitudes and behaviours of marag® not yet provide strong enough
incentives for performance.

The management of specific resources requirpsovement. The management of staff,
for example, is still based on old notions of parsel management rather than human
resources management and development. Morale atidatimn are not as high as they need
to be and staff satisfaction with their work enwineent and how they are being managed
does not yet get sufficient attention.

Currently, there is no integrated, comprehensigeset management policy and the
allocation of physical resources is not linked pem@tion requirements, norms and standards.
There are great differences in the provision ofs¢heesources between head office and
regional offices, as well as between different wagi These resources are not always
properly used. Vehicles and office equipment are seviced and maintained regularly,
leading to untimely wear and tear. Vehicles, irtipalar, are a source of much concern.

The management of knowledge and informationclwh$ recognised as an important
area by the Ministry, is yet to be fully concepisedl and introduced. Much information is
already being collected in the context of EMIS auine of it is already analysed and
disseminated; but deeper and fuller analysis canddi@e and the information can be
transformed into knowledge once it is more widehared both within the Ministry and
externally with stakeholders and partners.

Partnerships with other organisations are usedimited way and not yet managed as a
strategic activity that can make a significant adtion to the performance of the education
system. A considerable volume of technical assigtda received by the Ministry from its
partners, but is not managed well. Consequentiyesof it is deficient in quality and does
not result in knowledge transfer.

Efficient implementation of ETSIP will also tgge an improvement in the procurement
capacity of the MoE.

Together, these capacity constraints presetit bo immediate and a longer term
challenge to the MoE. Immediately at stake is ity to implement ETSIP. In the longer
term the challenge is to improve management gdgesall to ensure that the system as a
whole operates at higher levels of utilisationicihcy and effectiveness.
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Priorities

13. The government’s vision of joining the rankshah-income countries and its strategy of
transforming the country’s economy into a knowletigsed economy place a very heavy
responsibility on the education system. This resfmlity will be met only if the education
system has capacity equal to the task. Such cgpdw#s not exist today and cannot be built
overnight. The Ministry’s strategy is to develomiter the next 15 years as part of ETSIP.
However, the implementation of ETSIP in itself riega capacity. Therefore, in prioritising
its actions, the Ministry has chosen activitied thél be included in the first five-year phase
of ETSIP. In this component attention and actiolh lvé focused on the ‘machinery’ that runs
the system: the non-teaching part of the Ministrheadquarters and in the regional offices.
Teachers, school principals and the managemeniclobots are covered in other sub-
programmes.

14, Choosing priority activities does not imphathhe Ministry will address only some of
the capacity factors indicated above during th& fshase of ETSIP leaving other factors for
the next phases. Because of its systemic natagacdy is an integrated product of all of
these factors and all must be addressed more ©atdhe same time. The approach followed
by the Ministry is, therefore, to progress on abnts at the same time, but to do so
incrementally. During the first five years of ETSEttion will include all activities that can
and need to be done in each of these areas. Thétiestwill be prioritised based on
technical sequencing considerations to assurethigatcapacity to build capacity and the
capacity to implement ETSIP is in place first.

15. The Institutional Strengthening and Capacitylddng Facility (ISCBF) has proved its
worth and it will therefore be used to managedmii@ementation of the sub-programme.

Priority Components

Strategic Objective: Improve the capacity of MoE to manage service delivery, as well as
discrete projects and programmes (with particular attention to ETSI P)

Component 1. Rationalising the division of labour in the sectmd restructuring the
MoE

Component 2: Strengthening leadership in the education sextdrthe MoE

Component 3: Strengthening general management at all leveisarMoE

Component 4: Improving the management of human resources

Component 5: Improving the management of physical resources

Component 6: Improving the management of information and krexige

Component 7: Advocacy

Component 8: Funds mobilisation, development of partner comton and

management of assistance

Component Descriptions

Component 1: Rationalising the division of labour in the sector and restructuring the MoE
[N$0.5 million]

16. Challenges: Depending on how it is defined, there are asid 0 different public agencies in
the education and training sector, other than tidividual schools, vocational training
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centres and colleges of education run by the Mdies€ include four ministries that are
directly involved in the sector (the MoE, MGECW alODF and MWTC) the NPC, the
NCHE, UNAM, PON, the NQA and NTA. The respectivdes and functions of these
agencies are not always clear and there seem teignéficant functional overlaps and
possibly some gaps among them. The formation oksoew bodies, such as the NCHE and
NTA, has significant implications for what the Mshiy is doing in the areas of tertiary and
vocational education and training. Lack of clarityerlaps and the gaps lead to role conflict
between the MoE at the national level and its mgicoffices, which in the context of
decentralisation will report to regional councaésd the link to the Ministry of Regional and
Local Government, Housing and Rural Development,aiso problematic. Important
decisions will have to be made with respect to @éR&ent of devolution. The capacity to
decentralise will have to be greatly enhanced. thallenge is to identify and clarify a
logical and productive division of labour among tlese agencies, as well as an optimal
distribution of decision-making powers among thgéamal and regional levels of government
in the sector.

The division of labour within the MoE requiragention too. The challenge here is not
only to create a new integrated organisation atrecthat will justify the rationale for
amalgamating the two former education ministriag, dso to create distinct and dedicated
organisational homes for a number of functions #ratassuming much greater significance
in the Ministry in the context of ETSIP. These maglude policy and strategy analysis,
HRD, asset management, monitoring and evaluatigiljgrelations, customer relations and
partnerships.

Objectives. The objectives are to review the structure efeducation and training sector
as a whole as well as the structure of the MoEigdean improved structure for both on
paper; and implement it on the ground. With resgecthe decentralisation process, the
objectives are (a) to translate government'’s gemEeentralisation plans into sector-specific
devolution blueprints, mapping the desired distitou of authority and decision-making
powers among the national and regional authoritiesach of the functions currently being
carried out by the MoE; (b) to assess the capdiody will be required at the regional and
local level once devolution takes place; and (cHésign and start implementing capacity
building programmes at these levels.

Component Description: This component will consist of four specific iaittes: (a) a
horizontal functional analysis to assess the dimisof labour among all involved in the
education sector; (b) a vertical functional analysi assess the required and likely devolution
of responsibilities and authority from the natiolealel to the regional and local levels; (c) an
organisation structure analysis for the MoE; anjl gdoviding logistical, material and
financial support for the actual implementationtlbé changes recommended in the three
preceding activities to be designed and implemeatdl the three operations are completed.

In the first activity, a desk study will be clutted on the roles and functions of all
agencies in the sector, focusing on the legal amdirastrative mandates of each as reflected
in laws, regulations and administrative directivAa attempt will be made to determine
whether the division of labour is technically séhsiand whether there are any overlaps in
functional responsibility on paper. The situation the ground will then be reviewed to
determine if the identified overlaps, gaps or cafesub-optimal division of labour exists in
reality. If necessary, a better division of laband ways to eliminate overlaps and gaps will
be recommended.
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The second activity will consist of a desk gtahd an on-the-ground situation review
attempting to determine the extent of the leveti@fentralisation. Consultants will establish
which powers to move to the regional level in eanld every functional area and assess the
capacity that will be required for successful deécdisation.

The third activity will analyse the legal mateta of the previous two education
ministries to identify all the functions prescribém them and carefully study the existing
vision and mission of the MoE to obtain additioniakight into potential structural
requirements. The operations of the two sets atedfon the ground will be observed and
alternatives devised for integration.

The three activities are sequential in natueguiring continuity of approach. Each
provides an input into the next. The activities|wstiart roughly at the same time and the
inputs from the review of the division of labourtie sector, as well as the inputs from the
decentralisation review, will be provided for thestructuring analysis of the MoE even
before the two reviews are completed. (b) All thetadies will be conducted immediately
and the MoE will be restructured within the firgay of ETSIP, possibly in two phases to
allow for the resolution of all division of laboissues.

Implementation: The first three operations will require approwlthe Public Service
Commission and the Office of the Prime Minister. dresure continuity, consistency and no
loss of time in this situation, the activities Wik carried out by one consulting team working
closely together on all three activities.

Outputs and Indicators: The output of the first activity will be a set fcommendations
for consideration and approval by government, fe#id by action to give effect to the
improved division of labour. The indicators will bereport containing the recommendations,
as well as evidence of actual implementation ofreygd recommendations on the ground.
The outputs of the second activity will consistfahctional decision maps reflecting the
types of decisions to be made at each level ikesllfunctions, a report on the capacity that
will be required at each level to implement thealetton and a capacity building programme
followed by actual implementation. The indicatorsll ibe the reports containing the
decisions, maps and the capacity building plang dttput of the third activity will be a
report identifying division of labour issues in tMoOE and recommending an initial new
structure plus a strategy for further restructurinfy necessary. Once approved, the
recommendations will be followed by immediate inmpéntation of the approved structure.
The indicators will include the consultants’ reparicluding a set of initial TORs for each
functional unit in the Ministry. These will be ddoped more fully and finalised by the
managers of functional units and their superiorseotiney receive leadership training and
develop conceptual frameworks for their functioitie conceptual frameworks will be
developed in the context of the component on lesdier

Component 2: Strengthening leader ship in the education sector and the M oE [N$0.5 million]

26.

27.

Challenges: Leaders and top managers in the MoE are nottsenginough to the fact
that organisation cultures are determined by thelraviour and are not trained to respond to
the needs of staff. The challenge facing the Mat igverse this situation.

Objectives: The objectives of this component are: (a) to imprthe quality of leadership
in the education sector and the MoE and (b) torbagichange the organisation culture in the
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MoE. The first objective has two dimensions: theBvis the lead agency in the sector and
must therefore provide direction to the sector &®les At the same time, the MoE must

provide direction to its own functional units andfE There must be a vision for the sector as
a whole, but there must also be a conceptual framewa vision, a mission and a strategy for
the MoOE as a sector leader. The second objectigkeagust to the MoE. The first steps to

evolve and change the organisation culture onstalit in Phase 1 of ETSIP and continue in
the following two phases.

Component Description: This component consists of: (a) leadership trainaogd
facilitation, with particular attention to conceptuframeworks, visions, missions and
strategies to be provided to all persons in managemositions in the MoE as well as
selected young professionals who are not yet ih pasitions but may be considered future
managers and leaders; and (b) training on orgammsatiiture and change management to be
provided to a selected team of persons represeatinge professional, administrative and
technical areas of work and all levels of manageraed to be followed by facilitated work
on the development of a programme for culture chafdye leadership training will focus
both on the value of these tools and on the skidsded to use them. The training will be
followed immediately by facilitated actual work develop conceptual frameworks, visions,
missions and strategies.

Implementation: A team consisting of the PS, his or her deputies,under secretaries
and all directors will review the existing visiomission and strategies that the MoE has
already developed for the sector as a whole, usiagnew tools acquired in training. The
team will also formulate a vision, mission and tetgées for the role of the MoE in the sector.
The directors and division heads in charge of figody functions in the Ministry will then
develop a conceptual framework, a vision, missind atrategies for their own functional
units. Regional directors will develop conceptuahnieworks, visions, missions and
strategies for their regions. This development wailk be facilitated by the trainers in joint
as well as individual sessions. In the second i#gtia smaller number of officials will
receive more advanced training on the techniqueshahge management. Following the
general training, the team will develop a coderacfice and behaviour for management and
staff in the MoE. This work will be facilitated lifie trainers too. The output will be reported
to the PS and the MOE for review and approval. $h®ll group of persons receiving
advanced training in change management will therelde an action plan to facilitate the
changes introduced by ETSIP and to promote the ebdeactice and behaviour.

Outputs and Indicators: The outputs of the first activity will be statememf vision and
mission (a) for the education sector as a wholgfdbthe MoE as whole; and (c) for each
directorate/division in the MoE. In addition, a ceptual framework will be produced for
each key function. The documents containing thestersents and frameworks will serve as
indicators. The outputs of the second operationl Wwéd (a) a report containing the
recommended code of practice and behaviour; anda (pjoposed programme to change
organisation culture and management culture irvbE. All outputs will be due by the end
of Phase |. The documents containing the codelagroposal will serve as indicators.

Component 3: Strengthening general management at all levelsin the M oE [N$0.5 million]

31.

Challenges. Managers in the MoE often do not follow best fitss to organise work;
plan programme and budget action; coordinate, raatimgs, monitor and supervise action;
set objectives; create teams, motivate individiadd teams to work well, appraise their
performance, reward them for good performance aold them accountable for poor



32.

33.

34.

35.

36.

37.

Page 7 of 14

performance. Many lack the skills and the toolsltoso. The challenge is to bring about a
behaviour change — to introduce best general mamagtepractices and make sure that all
managers comply with them. A further challenge nsating a general financial planning

environment for the education planners in the Mpé the education sector.

Objectives: The objectives of this component are: (a) tontadl managers in the MoE on
general management; (b) to put in place adequatenfives for all trained managers to
actually apply the knowledge and skills acquired tiaining; (c) to implement the
Performance Management System in line with OPM; @nanprove the general financial
planning environment in the MoE and Education secto

Component Description: This component will consist of three activitiéa) management
development; and (b) implementation of the OPM &terhnce Management System in the
MoE. The management development operation will lWam training and facilitation and
will consist, in turn, of a series of short, spicifask-related modular training/facilitation.
Each module will be devoted to one general managearea from the list referred to above.

The training modules in the management devetopmprogramme and the recipients of
training will be prioritised. Since the implemetnta of ETSIP is a high priority, the first
group of trainees will consist of all of the direxd, deputy directors and other senior staff
who are in charge of the various operations ofpttoagramme. The first training modules will
cover project management points of view and wik ubese operations firstly to select
management skills for training and secondly to glexoncrete examples that will be used to
illustrate, and practice each skill. The facilibatifollowing training will relate directly to the
management work involved in running these operatiamd will be delivered in one-on-one
sessions. Assuming that initial training and refé\systems for the OPM will be provided by
the team that develops it, this activity will castsof additional group training, if necessary,
and direct one-on-one facilitation and mentoringinplement the system. Improving the
financial planning environment will include traiginfinancial and education planners in
financial forecasting, concepts and tools of finahglanning in the public sector;
programme budgeting; and general financial plannifigis will be followed by aligning
regional budgeting and financial planning processeth the Integrated Financial
Management System at the MOF.

Implementation: All training activities in management developmairilt be conducted in
relatively small groups and each skill-dedicatedioie will last for a day or two. It will then
be followed by individual facilitation provided bipe trainers. Both the training and the
facilitation will be related directly to the curtework of the trainees. The modules will be
delivered intermittently every three months. Theavig will be carried out through Phase |
as well as Phase Il of ETSIP. It will be carefufhonitored, evaluated and modified as
necessary over time. Moreover, a position for Managnt Development will be established
in the Facility. Training of education and finadgianners in financial planning will be done
through TA and relevant short term training coutséler-made to specifications.

The activity to introduce the Performance Mamagnt System is a priority too. Training
is to be provided by the OPM. It is envisionedtttiee post of an under secretary for
administration on the proposed structure of the Molld be utilised for the function of
management development.

Output and Indicators: The outputs of the first activities will be highlevels of skill-
mastery in the skills covered. The indicators wliffer from skill to skill. In those cases
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where the skills involve, for example, the settinfgobjective, or the production of plans,
reports, TORs, budgets and similar products, a Eampthe documents containing the
product will be assessed for content, presentai@hother quality elements. In cases where
the skills involved are related to interpersonalatiens and behaviour, a sample of
observations will be used to determine successatih case, the trainers/facilitators will be
required to propose the indicators and indicatetwhta will be collected for monitoring and
evaluation purpose. The output of the second agtiwill be a fully implemented
Performance Management System. The indicator wilakbmeasure of satisfaction with the
system taken from a sample of managers and stadfifdicators for the third activity will be
an effective financial management system in placelead Office and regional offices of
MOE; financial or regional planners effectively §rsing regional expenditures; effective
financial forecasting; and effective programme lmidy.

Component 4:  Improving the management of human resour ces [N$3.6 million]

38.

39.

Challenges: In Namibia, the function of human resources managnt is carried out
more in the mode of a personnel function than arDHRnction. The Public Service
Commission carries out and manages many of thepeet management tasks and the MoE
assumes that any additional and complementary peesananagement tasks are to be
carried out by the managers of individual functiamnaits. The MoE, therefore, does not have
a dedicated organisational home for the HRD fumcttmd does not have a conceptual
framework for it. The vision, mission, policies astdategies that exist were introduced by the
Public Service Commission for all public servantsl dhe MoE has not developed further
derivative policies and strategies that will aptalyits particular situation, except for training.
Individual directors and unit managers do not hswi#icient knowledge and skills to carry
out the tasks of managing people at their level MoE is not managing the numbers,
utilisation and efficiency of its staff well. Thdallenge is to transform the current personnel
function into a fully-fledged human resources fumct

Component Description: The development of a conceptual framework, a visod a
mission for the function will be undertaken undemgonent 2 above. This component will
consist of four activities: (a) the establishmehtaoDirectorate for HRM to upgrade the
current Division for Personnel Administration; ¢be formulation of a comprehensive HRM
policy; (c) the development of job descriptions fall key jobs; and (d) conducting a
ministry-wide skills needs analysis to determine #kills gap, design and implement job-
related training. The three first activities wibromence only after the conceptual framework
is developed, because the scope of work whichdeilermine the types of jobs to be created
and the potential work load which will determine thumber of staff needed will be known
only after the conceptual framework is completed acdopted by the Ministry. An HR
director could be appointed as soon as ETSIP amahélv proposed structure are effective
since the director will have to participate in tleadership component and develop the
conceptual framework, vision and mission for thection. Until such time, the possibility of
appointing a HR person in the Facility to start die work could be an option. The
establishment of an HR directorate will include &ppointment and training of all other staff,
the provision of office space and equipment anddénelopment of a computer-based HR
MIS. The development of a comprehensive HRM poligit be undertaken by the new
directorate. A staff opinion survey will be condegttfirst to help identity areas of concern
and to determine employee motivation and satisfactThe survey will form a base-line
indicator for the improvement in organisation crét@nd management. The policy will then
be developed by a team headed by HRM staff butistimg of other staff to represent all



40.

41.

Page 9 of 14

functions and levels of management. The proceds bai facilitated by TA. The job
description activity will be conducted for all kggbs in the Ministry. It will serve as an
opportunity to rationalise and enrich existing jelrgl the job analysis stage which proceeds
job description will not focus solely on recordingrrent practices. Therefore, job-holders
will not be asked to write their own job descripiso The exercise will be conducted by
experts who will analyse the jobs also from a potidity point of view and recommend
ways to improve their design, where possible. Tkikssneeds analysis will be conducted
only after completion of the job descriptions. Tisidecause it is necessary to compare skills
required with skills available and the skills regai will be known only after the job analysis
when the job descriptions will be available. Evia tlesign of a skills survey to determine
what skills are available will await the job deptions because the content and design of the
survey will be influenced by the skills’ profiles the job descriptions.

Implementation: The newly appointed director of HRM will be in ¢ba of establishing
the directorate as well as developing the HR poli&§/He will be assisted by TA in the
second operation. Job descriptions, as well asskiles needs analysis, will be done and
implemented by expert TA whose briefs will be stawed to ensure transfer of knowledge to
two or three HRM staff

Output and indicators: The output and indicators of the component will &e
operational HRM directorate, written job descripgofor all key jobs and a multi-year
training programme ready for implementation.

Component 5: Improving the management of physical resour ces [N$0.9 million]

42.

43.

44,

Challenges: The capacity of the MoE to deliver services andl@ment policy and plans
is constrained by an inadequate provision of playdacilities — a provision that is not in line
with operational requirement in terms of both qu#es and specifications. This constraint is
further exacerbated by two factors: (a) the currgowernment-wide division of labour
between all sector ministries and the Ministry odMs, Transport and Communication; and
(b) the lack of policies, procedures and systems many types of physical resource
transactions. With respect to the first, the cmageeis to reduce the dependence of the MoE
on the MWTC which is overburdened with work andhieao deliver its services efficiently
and on time. With respect to the second, the angdlés to improve a variety of practices,
such as a system to do and monitor procuremenketging of adequate records (on matters
such as age, usage, condition, operating costsirse@nd maintenance history), the
regulation of transfers and the disposal of agbetisreached the end of their useful lives. A
further challenge is the absence of a procuremgstems, the design, coordination of
procurement plans and monitoring progress in theyrement process.

Objectives. The ultimate objective of this component is to i@ the timely
procurement, availability, deployment, utilisatiand efficiency of all assets in the MoE. The
immediate objective is to build up the function asfset management within the Ministry,
reduce the dependency on MWTC and thereby impresetananagement.

Component Description: Six types of key assets are owned by the MoH, lanildings
and facilities, office information and communicatitechnology, office furniture and other
equipment, vehicles and textbooks, including irgttomal materials. The component will
consist of: (a) the enhancement of the Division Adstration and Support Services to
include the function of asset management; (b) teeeldpment of a comprehensive asset
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management policy; and (c) the introduction of catafsed asset management systems for
each of the types of assets. The establishmeritiofdivision will include the provision of
office space, furniture and equipment, the appaeminand technical training of staff and the
creation of adequate, earmarked budgetary provisiothe maintenance and servicing of all
types of equipment. The development of the assetagement policy will include general
policy directives, operational norms, and minimutanslards for the provision of assets to
different types of offices. The policy directivedlivbe formulated in the context of existing
treasury regulations on stock control. The openatimorms and minimum standards will be
formulated in the context of existing norms as vaslidecentralisation requirements. National
norms and standards already exist for school kegeipment.

The introduction of an asset management sysiéirimclude the procurement of off-the-
shelf systems and their adjustment, the trainingstafff to use these systems and the
development of the initial data bases. One by-prbdtithese activities will be an assessment
of the size and distribution of the physical reseugap for each type of resource in the
education system. This will be achieved by compgperisting stocks with the minimum
standards of provision. This component will be iempénted during the first and second
phases of ETSIP. The establishment of a divisioragset management systems for specific
assets will start in Phase | and continue in Phiasgemsed on an order of priority. The first
system to be introduced based on this order willldet management for all vehicles of the
Ministry. Another important issue which will receiearly attention is the establishment of a
procurement system which will include drawing uppdating and monitoring the
implementation of procurement plans.

Implementation: The Directorate: General Services will enhaneedivision which will
develop the comprehensive asset management policly iatroduce the new asset
management system into the MoE with the help of The manager of the division will be
in charge of these operations. The procuremenésystill be devised with the assistance of
a consultant and capacity will be developed in @arfgervices to run the system.

Outputs and indicators: The output of the first activity will be a re-@ngjised, fully
operational division in the Directorate: Generahv@=s working, among others, on the
development of asset management policy. The outpilite second activity will be the asset
management policy and the indicator will be theiqyodocument. The outputs of the third
activity will be the systems of asset managemeruding an operations’ manual for each
aspect; the indicators will be asset managemewirteproduced by these systems. A further
output would be a well-managed procurement systesnprocess with its relevant policies
and guidelines.

Component 6: I mproving the management of information and knowledge [N$ 0.1 million]

48.

Challenges: Although the importance of information is recaged in the Ministry, as
evidenced by the existence of EMIS, the supply as®l of information and the provision of
good analysis are limited. Information is not besttared efficiently both internally and
externally. Partly because of this, the demandrfimrmation and analysis is weak. Strategic,
long term decisions and operational short-term gl@cs are made by managers, but the
information supporting them is not as complete esded and even not as complete as the
information already available through EMIS. Equathe analysis on which they are based is
not as strong as the analysis needed, or as thgs@nthat can already be done with the
information available. The challenge is to revetsg situation.



49.

50.

51.

52.
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Objectives. (a) to improve the collection, collation, storagad analysis of relevant
information; and (b) to enhance its disseminatiod ase internally in making decisions and
externally in public debate, in dialogue with bedefies, partners and other stakeholders.

Component Description: The component will: (a) create an integrated oiggtional
home for knowledge management, including data ciidle, analysis and application and
integrating it with EMIS; (b) design and implemeant Information and Reporting Needs
Analysis; and (c) produce general-purpose and appurpose management reports and
introduce them into the daily management of theisiy. The first activity will consolidate
all operations aimed at the collection processshgr,age and analysis of data under one roof.
Although the data will be used for different purpssincluding education planning, policy
research, M&E and briefing, much of it will be idieal or complementary. PAD will
develop a conceptual framework for the newly coveeifunction, develop terms of
reference, define the types of jobs and the staffequirements, formulate job descriptions
and appoint the staff. The activity will includestprovision of office space and equipment as
well as training for staff. In the second activRAD will review selected operational areas,
such as the running of school sub-systems at rebiewel, or the procurement, storage,
distribution and use of textbooks, and analysetl{e)types of decisions regularly made in
these areas; (b) the types of report, informatioth @nalyses currently used in making these
decisions; and (c) the types of additional/diffénexport, information, or analyses that could
improve the quality of the decisions these are&s. third activity will be undertaken only if
the analysis on information needs concludes thatgtality of operational decision can be
significantly improved by the availability of existy and/or additional information and
analysis packaged well in management reports astdhited regularly and automatically to
the members of management. The activity will cdnefs (a) activities aimed at adding
information to existing data collection systems,paitting in place mechanisms to collect
(more frequently) information needed; (b) the destd practical, useful ratios and other
guantitative analyses that can be generated autmitatwhen data is entered and will be
delivered with the data; (c) the design of repgrtiarms; (d) the development of software
systems; and (e) the introduction of reports.

Implementation: All activities in this component will be implemin by PAD, the
second and third with the help of TA. Managemespoasibility for all activities will rest
with PAD.

Outputs and Indicators: Analyses that can be generated automatically wherdata is
entered and will be delivered with the data: (akigie of the reporting forms; (b)
development of the software systems; and (c) inirtdn of the reports. The output of the
first activity will be a division in charge of kndeadge management and information. The
indicator of its production will be an operationatit with staff, offices and equipment in
place. The output of the second activity will be agsessment of information needs with
conclusions on the utility and feasibility of pradlng operational reports and a set of
recommendations on the types of report to be pmrdludhe indicator will be a report
containing the assessment and the recommendafitiesoutput of the third activity will
consist of actual reports and the indicator will their dissemination to the concerned
managers.
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Component 7: Advocacy [N$1.8 million]

53.

54.

55.

56.

57.

Challenges: ETSIP was developed over a period of two yeakthough regions were
visited and stakeholders were informed of progréiss conferences and meetings, the
programme needs to be taken to the Namibian natiogain their full understanding and
support and establish a sense of ownership.

Objectives. The objectives of the ETSIP Advocacy Programmearéa) Create public
awareness of the objectives of ETSIP and the ubefufits that it will bring (including
some intended quick wins.); (b) Sensitise the putoti how far the Ministry is with the
ETSIP Programme and how implementation will be décelnform the public, and
especially implementers, about what is expecteah fach of the actors or stakeholders; and
(d) Gain the understanding, support and particypedif key stakeholders in ETSIP
implementation.

Component Description: A national awareness campaign will be organisethttoduce
ETSIP and its sub-programmes to all levels of tlaenibian society with a view to getting
them to appreciate, accept and own the processhangrogramme. In this way they will be
fully involved in the promotion and implementatiari ETSIP at all levels. Within the
framework of decentralisation, ETSIP will be takenthe people through various regional
structures, including the involvement of regionatidocal authorities and the media. One
item on this agenda will be a national conferenceE@SIP and this will be included in the
operation. Another item will be a mechanism forrihesis, parents, communities and the
general public to lodge complaints and ideas with¥inistry. The component also needs to
cover activities which could facilitate the flow mfformation between development partners,
the MoE and other ministries or agencies. A sydtansending and receiving text messages
(sms) will be set up. An e-mail list server wilkalbe utilised.

Implementation: The advocacy campaign will be developed by an ridiugy agency in
co-operation with the MoE. A weekly radio programmill disseminate information and
newspapers and billboards will be used. A tearMimiistry officials will be designated to
work with the agency preparing the materials.

Outputs and Indicators: Information on the programme and its implementatioh be
shared on a regular basis with all stakeholdersirans buy-in and participation. Another
output will be a system for the provision of ideasggestions and complaints from the
public, from employees and from the clients/beriefies.

Component 8: Funds mabilisation, development partner coordination and management of

58.

59.

assistance [N$15.4 million]

Challenge: The MoE is currently facing the problem of scar@fyfinancial resources to
deliver satisfactory education services to the Nbgemni people. The current budget allocation
is inadequate to meet the demands of the incregsipglation in schools. Therefore, more
partners are needed who could be approached andsted to assist the MoE financially.
There is need to consult these partners and talicate resources and information emanating
from development partners.

Among the most active partners currently aeentulti-lateral and bilateral aid agencies,
some NGOs and the private sector. Other partnerdeabrought to the table, or participate



60.

61.

62.

63.

64.

65.
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more actively, as well. Among them are the publi@avhole, Parliament, and the press. The
contributions that partners can make to the educatector are in the form of financial aid,
technical assistance, constructive criticism, tiedtion of new ideas and support for change.
Together, these contributions make partnershipagegfic resource.

The MoE must develop the conceptual frameworkdevelopment partner involvement
and contribution, create a vision and a missiontfair role, make strategies on how to
engage them and actually get into the engagemenegs. Currently the MoE is not dealing
with partnerships as a strategic resource. One &k@mple has to do with technical
assistance. The MoE receives much technical assestdut has limited capacity to manage
it. The quality of the assistance received is ralags adequate and there is little, if any,
transfer of knowledge. The challenge is to enhararénerships and to greatly improve their
management.

Objectives: (a) To increase the number of partners and the aurob partnership
engagements and to enhance their contributionlinfahe areas mentioned above; (b) To
establish a system for fund mobilisation and dotmordination; (¢) To identity or affirm
programmes and projects to be funded in consuftatioh respective Directorates/Regions;
and (d) To manage technical assistance.

Component description: This component will include the activities that bimprove
the raising of funds from aid agencies. PAD wilpiove systems for fund mobilisation and
the coordination of development partners. The Mohlddet Committee will make
recommendations to senior management on how thiableafunds could be allocated or re-
allocated and disbursed. PAD will also track plexdgad contributions and follow up with
potential and existing development partners ordtbleursement and release of funds.

The Division Administration and Support Sergicgill manage TA pro-actively. The
Ministry will develop a conceptual framework andnte of reference for this function. The
division will develop an agenda for action and trse procurement plans and other relative
ETSIP documents to guide their work and coordiaat® manage TA.

Implementation: PAD will take be responsible for development partooordination and
fund mobilisation, while the Division Administrafioand Support Services will take
responsibility for the management of TA.

Outputs and indicators. One output will be revised descriptions of systdmsthese
functions. The indicators will be written documeatsitaining the conceptual framework and
strategies. Indicators will include the amount anay pledged by development partners and
the amounts actually received in cash or kind.

Component 9: Capacity Building and Procurement [N$ 3.9 million]

66. Challenges: The procurement function in the MoE is crucigb@sally to the implementation
of ETSIP. The total number of contracts negotiagadcreasing substantially, while the MoE has
limited professional capability, experience andl $kithis respect.

67.

The trend regionally and internationally is #obroader scope for the procurement function in

governments while the MoE’s procurement functionlimgited to routine clerical work. The
professional enhancement of the function of pramer in the MoE is therefore called for.
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68. Objectives. (a) To increase the number of staff in the prement sub-division of the MoE;
(b) To enhance the capabilities and skills of sta$ponsible for procurement including
professional staff within programmes; (c) To expssaff in the procurement sub-division to
professional training.

69. Component description: This component will improve and maintain the psmn of efficient
and effective provision of procurement servicesttim MoE. It includes three activities: (a)
increasing the number of staff for the procurenfanttion in the MoE. (b) hiring of at least two
professional procurement consultants for a peridavo years to assist with the alleviation of the
current workload and to ensure skills transfer; &idcapacity building for the procurement
function in the MoE.

70. Implementation: The Deputy Director for Administration and Supp&ervices will be in
charge of determining the required number of diaffthe procurement function in the MoE.
He/she will be assisted by TA to determine the iregunumber of staff as well as the skill needs
analysis. The creation of posts will be pursuedhhie Office of the Prime Minister. The TA will
ensure transfer of skills to staff in the sub-dius

71.Outputs and Indicators: The output of this component will be a profesalpne-organized and
fully operational sub-division within the directteageneral services in the MoE satisfying client
procurement needs.

REPUBLIC OF NAMIBIA
ETSIP is spearheaded by the Ministry of Education

For further information, comments or concerns rdgay ETSIP, please contact:
The Public Relations Office, Ministry of Educatid®rjvate Bag 13186, Windhoek
Tel: + 264 61 2933366 Fax: + 264 61 2933368
e-mail: info@etsip.na.



