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Skill demand The skills of those in employment. In other words, the skills 

that are currently put to use in the service of the economy. 

Skill supply The skill held by those in the population regardless of 

whether they are in work, unemployed, or economically 

inactive 

Skill mismatch The extent to which skills supply meets skill demand 

Skill surplus The extent to which the supply of skills exceeds demand 

Skill shortage The extent to which the demand for skills exceeds supply 

Horizontal skill mismatch Skills supply is at the right level but not necessarily in the 

right areas (that is, with respect to technical specialism, 

subject, location, and so on) 

Vertical skill mismatch Skills mismatch is in the right areas but not at the right 

level (that is, skills supplied may be at too high or low a 

level) 

Skills gap The extent to which the existing workforce are fully 

proficient at their jobs 

Latent skill demand If all employers were to adopt product market strategies 

that were at least equivalent to the average performer 

either in the country or in a comparator country, then this 

may well increase the demand for skills. A latent skills 

mismatch indicates the level of demand that would arise 

under such an eventuality. 

Low-skill equilibrium This refers to the concept of where skills supply meets skill 

demand but at a level that is not desirable from a policy 

perspective. 
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EXECUTIVE SUMMARY 

The Study 

 The aims of the study were to provide 

o A template for conducting a sector skills assessment of the manufacturing 

sector in Botswana; and 

o Example sector skills assessments for selected sub-sectors within 

manufacturing (that is, the leather, meat production, textiles and clothing, and 

industrial assembly sub-sectors). 

 Because it is important to consider future as well as current skill needs, the study has 

provided indicative estimates of the total number of people who might be required to 

work in various occupations in the future. This is based on an extrapolation of past 

trends.  

Sector Skills Assessments and Skills Anticipation 

 The study is about producing a sector skills assessment. This task should not be seen 

in isolation. The information from the sector skills assessment needs to provide 

information that (a) is relevant to key stakeholders at the sectoral level (including the 

Human Resource Development Council - HRDC) and (b) can disseminated in an 

appropriate way to various stakeholders. 

 By placing the study in the wider context of developing a system of skills anticipation 

in Botswana there is the potential to ensure the demand and supply sides within the 

skills system can work together effectively to ensure that both current and future skill 

needs can be met. 

Methodology 

 The following steps were undertaken in carrying out the study: 

o A review of how sector skills assessments are carried out is provided (in Chapter 

2). This essentially sets out the contours of a standard sector skills assessment 

based on studies that have been undertaken around the world (but especially 

within Europe). 

o A review of the evidence available for the manufacturing sector as a whole in 

Botswana and the selected sub-sectors to provide all important background 

information for conducting fieldwork in the sub-sectors. 

o Interviews with key stakeholders and employers in the various sub-sectors to 

understand the current state of skills demand, the extent to which is being met 

from the skills supply side, and a view about how future skill needs are likely to 

develop. 

o A synthesis of the background data and the information obtained in the 

interviews to provide a sector skills assessment for selected sub-sectors. 

This might be regarded as a first step in identifying the key issues that need to be 

addressed at the sectoral level and which will lead eventually to additional data being 

collected that can feed into sectoral skill assessments. 

Key Findings at the Sectoral Level 

 The evidence from the beef industry suggests that the sector has sought to enter the 

higher value-added segments of the market for food (both in domestic and foreign 

markets). 

 The sector has a demand for a variety of skilled workers in traditional meat processing 

skills. Where vacancies arise, companies find it difficult to recruit staff.  
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 Future skill needs will reflect a continuing demand for traditional meat processing skills, 

but there will also be a demand for more senior professionals/managerial employees 

if the sub-sector is to achieve the goal of moving into higher-value markets both in 

Botswana and in export markets. This is likely to prove a challenge. 

 The textiles and clothing sector has been in long-term employment decline. It is 

considered to be a relatively labor-intensive sector. Respondents in the interviews said 

that ideally there is a need to capture export markets and use more automation in 

production.  

 The industry is hampered in this by a shortage of people with high-level technical skills 

associated with the latest technologies. If the industry is to develop in the future then 

there is a need to invest simultaneously in technologies and new markets and at the 

same time invest in the requisite technical skills. But after a prolonged period of 

contraction it has limited resources to invest in human capital. 

 The key issue perhaps is how the industry will be able to free itself from a potentially 

vicious spiral of continuing contraction which dampens investments in both physical 

and human capital. 

 The leather industry is one that is seen as having substantial development potential, 

not in the least because Botswana’s substantial cattle industry is a source of hides. But 

for the time being, the sector’s development is seen to be hampered by a lack of 

finished leather with which to work.  

 If the country is able to develop its own tanneries, this will create a demand for both 

traditional leather working skills and the professional/technical skills that will allow the 

sector to move up the value-chain. The supply-side is improving, but if the industry is 

to develop there will be substantial demands made of the supply-side if skill shortages 

are to be avoided in the future. 

 The industrial assembly sector is one that is dependent upon engineering skills at 

various levels. It experiences skill shortages, in part because new entrants to the sector 

are often not skilled in using the machines extant in the typical factory. This places a 

pressure on the sector with respect to the amount of training it needs to provide. 

 Looking to the future, the sector’s skill needs are skill intensive: that is, a demand for 

skilled crafts workers and professionals/technicians typically skilled in a range of 

engineering disciplines. These are typically expensive ones to produce which can 

exacerbate shortages where employers are worried that they will not be able to 

appropriate the returns from any investment they make in the skills of their workforce. 

Next Steps 

The results provided above are indicative of the current and future demand for skills in the 

selected sub-sectors. The next steps are essentially those to ensure that a fuller set of 

information is produced to meet the labor market skills intelligence requirements of key 

stakeholders. While there is a demand for additional data, a variety of options are available 

to meet those data needs. This includes setting up expert panels at the sectoral levels 

where the participants are knowledgeable about the various factors that determine 

employers’ skill needs. It is important that the findings of the expert panels are able to 

exert influence on the supply of courses and programs. 
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1. Introduction 

It is apparent, from a global perspective, that the manufacturing sector has undergone 

substantial change over recent decades stemming from, among other things, technological 

developments and the globalization of production. While manufacturing employment has 

declined in many European and North American countries it has flourished elsewhere such 

as Taiwan and South Korea (ILO 2016a, b). For many countries, the manufacturing sector 

potentially offers opportunities to simultaneously promote economic growth, 

competitiveness, and employment. How those opportunities might be grasped is 

dependent upon a number of factors—such as the ease of doing business, being able to 

attract foreign direct investment, the state of the transport infrastructure—including the 

availability of skills. 

Skill mismatches are increasingly recognized as a constraint on growth. Where skill 

mismatches arise, they can impose a number of costs on an economy: 

1. For individuals, it can negatively affect their lifetime earnings potential. 

2. For employers, it can constrain their growth potential. 

3. For the state, in aggregate, it can bring about sub-optimal economic growth. 

Accordingly, the importance attached to skills anticipation by policy makers has increased 

in many countries. Skills anticipation might be regarded as a process that incorporates the 

compilation of evidence on the state of skills supply, demand, and mismatch. Typically, 

sector skill assessments comprise an important element of the process of skills 

anticipation. Sector skills assessments compile data from a range of sources to provide an 

indication of the extent to which skills demand is being met. In doing so, they signal where 

interventions might be required to ensure that supply meets demand better (for example, 

where market failures are seen to arise). 

The manufacturing sector in Botswana accounted for 9 percent of employment in 2016.1 

As such it is a major component of the national economy and one which has growth 

potential. As noted above, a shortage of skills can act as a constraint on growth at the 

national and sectoral levels. It is important therefore to understand skill needs at the 

sectoral level: the drivers of skill demand, how skills are expected to change in the future, 

how emerging skill needs are being, or might be, met, and so on. With this in mind, the 

aim of this report is twofold: 

 Provide guidance on conducting a skills assessment at the sectoral level: 

o That is, outline the issues that need to be addressed in undertaking a sector 

skills assessment of the manufacturing sector in Botswana 

 Provide sector skills assessments for selected manufacturing sub-sectors: 

o The beef industry 

o Clothing and textiles 

                                                           
1 This is derived from the Statistics Botswana Formal Employment Survey March 2016: 37,562 

people are employed in manufacturing out of a total of 404,387 in employment—that is, 9.3 percent. 

The Multi-Topic Household Survey 2015–2016 indicates that 5.9 percent of those in employment are 

employed in manufacturing. The difference is likely to result from the former being based on the 

formal sector, and the latter the informal and formal sectors. 
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o the leather industry 

o industrial assembly 

The report also proposes—in conclusion—mechanisms for regular policy consultations 

related to undertaking sector skills assessments that might be undertaken over the next 

five years. 

The report has been structured as follows. Chapter 2 provides an outline of how to 

undertake a sector skills assessment. Chapter 3 provides a sector skills assessment of the 

manufacturing sector and Chapter 4 provides sector skills assessment for the specific sub-

sectors listed above. Finally, Chapter 5 provides recommendations regarding the 

mechanisms that might be put in place over the next five years. Annex A provides a list 

of reports and sources that provide further information on conducting skills assessments. 

Annex B provides detailed occupational data by manufacturing sub-sector. These data 

have been used extensively in compiling the sector skills assessments; especially so in 

constructing the indicative projections of future skills demand provided in Annex C. Finally, 

Annex D contains the semi-structured interview schedules that were used in interviewing 

employers and key stakeholders in conducting the sector skills studies. 
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2. Method: Undertaking sector skill assessments2 

2.1 Introduction 

Before providing results from the sector skills assessment, an outline is provided of the 

key analytical and conceptual issues that are involved in producing a sector skills study. 

This chapter starts by placing sector skills studies in the wider context of skills anticipation. 

It then outlines what is typically meant by skill and from there goes on to outline some of 

the key measures that are typically used in the assessment. It then outlines how data 

might be marshalled to produce a sector skills assessment. Finally, information is provided 

on resources that might be of use in the future. 

2.2 The role of sector skills studies in the process of skills anticipation 

It is perhaps worth starting by placing a sector skills assessment in context. One might 

consider a sector skills study or sector skills assessment as part of the wider system of 

skill anticipation in a country. In other words, a sector skills study is undertaken because 

there is a need to understand how skills demand is being met by skills supply currently 

(and over the recent past) such that there is a means of identifying what may need to be 

done to ensure that supply better meets demand in the future. In other words, how can 

potentially costly skill mismatches in the future be offset by informed policy making now? 

So, there is a need to consider how the information collected meets the needs of key 

stakeholders/actors, such as policy makers, sector representatives, employers, and so on. 

These are the actors that need to be influenced, ultimately, by the findings of any sector 

skills assessment. 

The European Centre for the Development of Vocational Training, CEDEFOP (Centre 

Européen pour le Développement de la Formation Professionnelle), has outlined the main 

elements of a skills anticipation system (see Figure 2.1). It divides skills anticipation into 

three separate fields of activity. 

1. The system—this relates to the way in which the system is governed (that is, who 

makes the decision about the various activities to be undertaken and the resources 

allocated to them), the key stakeholders (that is, the various agencies and 

representative organizations that might be involved in the design and/or 

implementation of various skills anticipation activities), and the target audience 

(that is, whose behavior is to be influenced by the results of any skills anticipation 

exercise).Often, organizations are involved in all three types of activity. 

2. The types of skill anticipation undertaken—in other words, the way in which 

data collection is carried out and the way in which the data are analyzed. There are 

a range of activities that might be undertaken here including forecasting, foresight 

activities, employer surveys, tracking surveys, and so on. A sector skills 

assessment typically brings together various sources of information to provide a 

holistic account of skills supply and demand and any resulting mismatch between 

the two. 

3. Dissemination—the way in which the findings from skills anticipation exercises 

are communicated to different agencies and audiences. Since skills anticipation 

exercises—including sector skills studies—are designed to inform various groups 

                                                           
2 This chapter draws from the European Union Skills Panorama that has done much to clarify many 

of the issues relating to understanding the demand for, and supply of, skills at the sectoral and 

occupational level. See: http://skillspanorama.cedefop.europa.eu/en. 

http://skillspanorama.cedefop.europa.eu/en
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and, ultimately, affect their behavior, there is a need to communicate results in an 

effective and efficient manner to them. Depending upon the target audience, this 

may be through provision of data and reports (for example, to various 

governmental and non-governmental agencies with an interest in skills) or via 

intermediaries (for example, when communicating information to employers or 

jobseekers). 

Figure 2.1: A skills anticipation system 
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The actors involved in the design and implementation of 
skills anticipation activities  
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Quantitative 
Forecasting Forecasting or projecting the future demand for skills 

typically using econometric modelling. 

 

   

Skills Assessments 
Assessments of both the demand for, and supply of, 

skills usually with an assessment of the extent to which 
demand and supply are in balance 

 

   

Foresight 
Critical thinking about the future of skills supply / 

demand using a range of methodologies 

 

   

Other Other approaches not contained in the categories above 
that reveal something about current and future skill 
demand / supply, including employer skills surveys, 
tracking surveys, analysis of wage trends, and so on 
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Main Pathways 
How the results of various skill anticipation exercises 

are communicated to the target audiences. 

 

   

Impact 
The use made by various groups of skill anticipation 

outputs, especially in relation to policy making. 

 

 
   

Source: CEDEFOP Skills Panorama - see: http://skillspanorama.cedefop.europa.eu/en/analytical-

highlights?f[0]=field_collection%3A765 for detailed information on how countries undertake skills 

anticipation in practice. 

http://skillspanorama.cedefop.europa.eu/en/analytical-highlights?f%5b0%5d=field_collection%3A765
http://skillspanorama.cedefop.europa.eu/en/analytical-highlights?f%5b0%5d=field_collection%3A765
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It is important to see a sector skills study or assessment in the wider context of a skills 

anticipation process or system. In doing so, the way in which different types of 

organizations might be involved in the governance, design, and implementation of skills 

anticipation activities at the sectoral level, and the way in which the information needs of 

key target audiences can be effectively met, is illustrated. At the sectoral level it may well 

be that there are several groups of stakeholders who have specific needs relating to skills 

demand and supply. This is explained in Chapter 5 where consideration is given to how 

sector skills analyses might be developed over the next five years. 

In essence most sector skills studies and the wider group of skills anticipation studies to 

which they belong are concerned with the concepts of the demand for skills, their supply, 

and the extent to which supply meets demand (that is, with reference to the degree of 

skills mismatch). Before going to more detail, consideration is given to what is meant by 

skill. 

2.3 Understanding the meaning of skill 

A definition of skill proves to be somewhat elusive. In the introduction to his seminal review 

What is Skill? Paul Attewell observed that ‘like so many commonsense concepts, skill 

proves on reflection to be a complex and ambiguous idea’ (Attewell 1990). Nevertheless, 

given that the phenomenon under observation is skill there is a need to find at least a 

working definition that lends itself to measurement.3 

A starting point is the jobs in which people are employed. Jobs can be specified with 

respect to the competences. Competence is typically defined with respect to the 

combination of skill, knowledge and ability where 

 Skill refers to being able to practically do something such as operating a lathe or 

tan a hide; 

 Knowledge refers to the theoretical understanding that supports practical 

application; and 

 Ability is the capacity to undertake tasks well. 

A further distinction can be made with reference to competence. One may define the 

competence required to carry out a job with respect to some ideal, or with respect to the 

actual competencies held by incumbents of the job. 

Classificatory systems have been developed that differentiate between, for instance, the 

organization-specific skills (that is, ones that relate to a single employer), technical skills 

specific to a particular job, and the generic skills that are common across groups of jobs 

or potentially all jobs (Becker 1964; Stevens 1994). In relation to general skills there is a 

distinction between cognitive skills (for example, numeracy and literacy), and non-

cognitive ones (for example, the attitudes and behaviors that will allow one to succeed in 

various environments) (OECD 2015). 

Skills can also be classified according to their level of complexity to identify what 

constitutes a relatively high- or low-level skill. Typically, occupational standards that have 

been developed in some countries address this issue in outlining the skills required at 

different (qualification levels) which, in turn, are sometimes linked to national qualification 

frameworks. 

                                                           
3 Skills Panorama Blog entry: “How Do We Define Skills?” (April 4, 2016), available at: 

http://skillspanorama.cedefop.europa.eu/en/blog/unravelling-mystery-skills. 

http://skillspanorama.cedefop.europa.eu/en/blog/unravelling-mystery-skills
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Implicit in the concept of skill provided so far is that it is acquired through training. In this 

way, the production of skill is amenable to policy interventions of one kind or another. 

2.4 Measuring skills 

While the previous section provides a conceptualization of skill, it provides little clue as to 

how it might be measured. Inevitably this has resulted in a range of proxy measures being 

developed that rely upon the occupations in which people are employed and their level of 

educational attainment. Implicit in these measures is that working in a relatively high-

level job or possessing relatively high levels of qualification is consistent with being 

relatively highly skilled. As such these are, at best, imperfect measures. More recently 

there have been attempts to develop more sophisticated classifications of skills such as 

the specific competences individuals require in carrying out their day-to-day jobs. 

A recent review of the measures of skill available made a distinction between a variety of 

approaches to measuring skills.4 These included those that are based on: 

1. occupation; 

2. qualification; 

3. duration of education; 

4. skill tests; 

5. self-assessment; 

6. job requirements. 

None are perfect, but each offers a degree of distinct insight. Occupation provides an 

indication of the types of job undertaken by those in employment. Usually national or 

international classifications of occupations (that is, the International Standard 

Classification of Occupations, ISCO-08) provide a means of classifying jobs. Usually the 

data are only available at a relatively high level of aggregation which means broad 

statements are being made about skill levels. But the principal advantage of using 

occupation as a proxy measure of skills is that data are usually readily available, often in 

time-series. 

The highest level of qualification held by an individual also provides a measure of skill. By 

using classifications that typically assign a level to a particular qualification,5 similar types 

of statement can be made as in the case of occupation. Again, while data are usually only 

available at a high level of aggregation, the data are usually readily available and, 

sometimes, can be cross-classified by occupation. 

The duration of education provides an analogous measure of skill to that provided by 

qualification. Under the standard human capital model associated with Becker (1964), the 

more years of education an individual has completed the more skilled they are likely to 

be. 

The use of skill tests has been pioneered by the Organisation for Economic Co-operation 

and Development (OECD) with the International Adult Literacy Surveys (PIAAC) which 

commenced in the 1990s and continues to this day. Here individuals are asked to complete 

                                                           
4 Skills Panorama Blog entry: “How (Can) We Measure Skills?” (January 18, 2016), available at: 

http://skillspanorama.cedefop.europa.eu/en/blog/how-can-we-measure-skills. 
5 See the United Nations Educational, Scientific and Cultural Organization (UNESCO) International 

Standard Classification of Education (ISCED). 



 

7 

tests relating to, mainly, their literacy, numeracy, and information and communication 

technology skills.6 In practice, the logistics of skills testing results in information being 

provided on a narrow range of skills because of the practicalities of testing over a wide 

range of skills. And sample sizes are such that there is typically limited scope for analyzing 

the results by the types of job people undertake (that is, data are available at a relatively 

aggregate level). That said, skills testing typically provides a further set of data that can 

be cross-classified by occupation. 

Individuals can also assess their own skills. Individuals can provide information about both 

the skills they possess and the skills they use in their day-to-day jobs. Whether people are 

prepared to objectively assess their own skills is a moot point. There will be a temptation 

for the respondent—perhaps for reasons of self-esteem—to provide a relatively high rating 

to their skill sets. 

Finally, there is the job requirement approach (see Felstead et al. 2007). This approach is 

based around identifying a range of skills (for example, literacy, communication, 

influencing skills, and so on), and then identifying on a job-by-job basis: (a) the extent to 

which a particular skill is important; (b) whether job incumbents possess a given skill; and 

(c) whether the importance of a particular skill is increasing or decreasing. 

2.5 Measuring skill mismatches 

Related to the above are attempts to measure the extent to which skills supply meets 

skills demand. There are a number of approaches that are commonly used here. 

 Observing wage movements 

 Comparisons of qualification levels by occupation 

 Employers’ reports of hard-to-fill vacancies 

Typically, economists measure skill shortages with reference to occupational wage 

differentiation and wage growth. Over the long term there is an expectation that wage 

signals will result in skill shortages being eradicated, but often the long term is too long 

for policy purposes necessitating the identification of shortages and the construction of 

policies designed to address them. 

Along with occupational wage differentiation, it is possible to look at the qualification 

profiles of people working in various occupations. It is possible to work out the average 

qualification level of people working in an occupation, and then look at the extent to which 

people are qualified at higher and lower levels. This then provides a measure of the extent 

to which there are skill shortages or surpluses. 

Finally, employers can be asked to provide information about their vacancies by 

occupation. Employer skill surveys typically ask employers to report on whether vacancies 

are proving hard-to-fill, where hard-to-fill is self-defined by the respondent. In practice, 

vacancies will be hard-to-fill for a variety of reasons, not all of them related to skill. 

Accordingly, employers are asked whether the vacancy proved hard-to-fill because 

applicants lack the skills, qualifications or experience required. If so, the vacancy can be 

classified as a skill-shortage one. It may, however, be in the interests of employers to 

report skill shortages to encourage the state to increase the supply of skills and thereby 

place a downward pressure on the price of those skills (Gambin et al. 2015). 

                                                           
6 Further information on the Survey of Adult Skills can be found at: 

http://www.oecd.org/skills/piaac/. 

http://www.oecd.org/skills/piaac/
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None of the measures of skill or skill mismatch are ideal. In a perfect world, it is a case of 

making the most of the data is available so that skill demand, supply, and mismatch can 

be looked at from different perspectives. The next section looks at the use which can be 

made of these measures in assessing the state of the demand for, and supply of, skills. 

2.6 Key concepts 

The foregoing mentioned several concepts that are germane to measuring skill demand, 

supply, and mismatches. Table 2.1 provides a list of the various concepts that are typically 

employed in sector skills assessments. 

Table 2.1: Key concepts in carrying out sector skills studies and skills 

anticipation exercises 

Concept Description 

Skill demand The skills of those in employment. In other words, the skills that are 
currently put to use in the service of the economy. 

Skill supply The skill held by those in the population regardless of whether they are in 
work, unemployed, or economically inactive. It is an indication of the stock 
of skills that are potentially available. It is difficult to isolate skills supply 
that relates to a single sector. 

Skill mismatch The extent to which skills supply meets skill demand. This may be 

quantitative (that is, the total number of people or percentage of the labor 
force that have skills matched or not matched to the needs of the labor 
market), or they be qualitative (that is, the quality of skills is not as 
required) 

Skill surplus The extent to which the supply of skills exceeds demand 

Skill shortage The extent to which the demand for skills exceeds supply 

Horizontal skill 
mismatch 

Skills supply is at the right level, but not necessarily in the right areas (that 
is, with respect to technical specialism, subject, location, and so on) 

Vertical skill mismatch Skills mismatch is in the right areas, but not at the right level (that is, skills 

supplied may be at too high or low a level) 

Skills gap The extent to which the existing workforce are fully proficient at their jobs 

Latent skill demanda If all employers were to adopt product market strategies that were at least 
equivalent to the average performer either in the country or in a 

comparator country, then this may well increase the demand for skills. A 
latent skills mismatch indicates the level of demand that would arise under 
such an eventuality. 

Low-skill equilibriumb This refers to the concept of where skills supply meets skill demand but at 
a level that is not desirable from a policy perspective. In other words, the 
supply of skills is low because this reflects the level of demand. Moreover, 

there is a danger of a vicious spiral where the demand is so low that the 
institutions responsible for supply may be forced to close, and with limited 
supply the demand for skills is reduced further. 

Note: a. For a detailed analysis of this phenomenon, see Green and Ashton (1992). 
b. For a detailed analysis of this phenomenon, see Finegold and Soskice (1988). 

 

2.7 Methodologies for collecting data for sector and national skill studies 

A number of methodologies are available for conducting sector (or national) skill 

assessments (as alluded to in Figure 2.1). These include: 
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 Statistical analyses of wage data (to identify occupational wage differentiation and 

growth) and the labor market returns (employment and wages) that accrue to 

people with differing levels of qualification; 

 Statistical analyses of the extent of over- and under-qualification at the 

occupational level (usually controlling for age in recognition that younger people 

are often more highly qualified); 

 Employer skill surveys that ask employers to provide information about the extent 

to which they experience hard-to-fill vacancies as a consequence of applicants not 

possessing the skills they require; 

 Tracking surveys that follow individuals from the point they leave the education 

system to gauge the extent to which their education is associated with their 

subsequent employment trajectory; 

 Employer case studies designed to understand the factors which drive employers’ 

demand for skills, the types of skill in demand, and whether these can be satisfied; 

 Estimates of future skill demand (and sometimes supply) using 

o Quantitative methods to identify future occupational employment; and 

o Foresight methods that tend to rely on expert assessment of how skills at the 

sectoral and/or occupational level are expected to develop. 

In a sector skills study or assessment, the aim is to bring together data and analyses from 

a number of sources depending upon what is available. It is essentially a synthesis of what 

is available. Ideally a wide range of data will be available, but where it is not the aim is to 

make the most of what is available and, depending upon resources, collect additional data. 

The collection and collation of data needs to be systematically organized so that it 

addresses all relevant issues. In relation to manufacturing there are various issues that 

are specific to this sector that will need to be accounted for as far as is feasible. This is 

addressed next. 

2.8 Developing an analytical framework for the manufacturing sector 

The general ideal structure of a sector skills study is as set out below (see Box 2.1). This 

is an ideal model and its execution is dependent upon data being available or collectable. 

This can be readily applied to the manufacturing sector as it can be to any other sector. 

But there are a variety of issues that are likely to be specific to the manufacturing sector. 

The implication of this is that in the design of any sector skills study or assessment there 

is a need for data collection, analysis, and reporting to pay heed to factors that are likely 

to be sector specific. 

Perhaps the most specific issue relating to the manufacturing sector is that of 

understanding the drivers of change. Skill is a derived demand. It derives from the product 

market strategies that employers choose to pursue with respect to the content of the 

products they manufacture and the processes they employ to produce them. Employers 

also have a degree of strategic choice with respect to the organization of work and thereby 

the skills they need. Accordingly, if one wants to understand the demand for skills then 

one needs to identify as far as is feasible the factors from which that demand derives. 
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Box 2.1: Broad structure of an ideal sector skills study 

I. Sector Profile  

a. Definition of manufacturing sector in Botswana context, including key players, and geo-

economic patterns of concentration of sector activities  

b. Strategic significance of sector and sub-sectors in the medium term, including growth 

prospects of sector and sub-sectors and the comparative advantage of the sector. The 

contribution of the informal sector needs to be taken into account. 

c. Need to look at the sector in relation to other sectors (with respect to inputs and outputs 

from the sector in question) and look at value chains within the sector 

II Drivers of skill demand 

a. Key challenges facing the sector in the medium term, including demand shifts and 

technology changes, with implications for the role of skills and skills demand  

b. National policy priorities need to be taken into account when looking at skill demand 

III. Employment and skills demand  

a. Past trends, current status, and forward-looking trends relating to skills measured with 

respect to, for instance, occupation and/or educational attainment (depending upon data 

available) (that is, with respect to shares and numbers) 

b. Past trends, current status, and forward-looking trends, at the sectoral level, vacancies 

by occupation, location, salary level, and hiring  

c. Being able to identify key occupations/jobs with respect to their importance to the sector 

and the types of skill associated with those occupations/jobs 

IV. Skills supply 

a. Past trends and current status with respect to types of provider relevant to the sector  

b. Past trends and current status in supply of education and qualifications, including number 

of students produced, key institutions, and employer training  

c. The extent to which employers engage with the education and training system 

V. Skill mismatches (that is, the extent to which skills supply meets demand) 

a. Definition of skills mismatches, in terms of occupations and levels, technical skills, and 

behavioral skills  

b. Evidence of skills mismatches based on skills demand and supply analysis and 

identification of the occupations/jobs where there are skill shortages 

c. Causes and remedies of skills mismatches (including international recruitment, and 

considerations of geo-economic patterns of concentration of sector activities) 

VI. Conclusion and recommendations 

 Providing recommendations of how supply might better meet current and future skill    

demand 

2.9 Drivers of skill demand 

There are likely to be a number of factors that drive the demand for skills, including 

 The macroeconomic and labor market context; 

 Technological change; 

 Globalization; 

 National policies; 

 Company size and structure; 

 Sectoral interlinkages; 
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 Corporate strategic choices; and 

 Demographic change. 

The macroeconomic climate and labor market context will potentially affect the overall 

demand for employment and thereby skills. It can also influence the investment decisions 

of organizations with respect to new plant, machinery, and technology which has a direct 

impact on skills. 

One of the principal drivers of change in the manufacturing sector is that of technology. 

This is seen as a driver of productivity gains which can, other things being equal, drive 

down overall employment levels (refer the Baumol two-sector model) (Baumol and Bowen, 

1966; Bacon and Eltis 1975). There is also a lively debate about the implications of 

Industry 4.0, the use of robots, the internet of things, 3D printing, and the introduction of 

artificial intelligence into production systems with respect to both overall employment 

levels and the nature of skills required in the workplace. It may well be that the pace of 

change that the fourth industrial revolution is bringing about is somewhat faster than that 

observed in previous industrial revolutions. 

In the United States, it has been observed that task-based technological change has had 

a major impact on the demand for skills in sectors such as manufacturing (Autor, Levy, 

and Murnane 2003). The research demonstrated that technological change has had the 

most impact on routine jobs which could be directly substituted by technology (that is, 

automation). It has been observed that routine jobs susceptible to being replaced by 

automation are typically found in the middle of the occupational structure: administrative 

jobs and skilled production ones. Higher-level skilled jobs which require their incumbents 

to utilize cognitive skills cannot be readily substituted by automation, and lower-skilled 

jobs that require their incumbents to interact with customers are also not readily 

substituted by automation. This has implications for the manufacturing sector that is 

particularly dependent upon the types of job that technology potentially automates. But 

the same vintage of technologies that has resulted in the disappearance of skilled manual 

jobs in countries such as the United States and western Europe, has also led to the 

increased globalization of production which potentially provides a manufacturing stimulus 

to countries. Potentially a wide range of countries have the potential to expand their 

manufacturing sectors to meet global demand. 

The use of ICT technologies and the reduction in trade barriers has resulted in complex 

supply chains being developed across the globe. Organizations have a degree of corporate 

choice about where they choose to develop products (and services) with increased 

competition between countries in trying to capture relatively high-value, high-skill 

activities. 

Company size and structure can affect the demand for skills. For example, in relatively 

small companies people may be expected to fulfil multiple job roles (that is, a form of 

multi-skilling). But as companies grow—and as other sectors in the economy develop (for 

example, business services)—there is potential for certain functions within businesses to 

be outsourced. 

Sectoral interlinkages may also affect the demand for skills. This relates to where activities 

in other sectors that provide inputs affect the demand for skills in the sector of interest. 

For example, this may relate to the price and volume of inputs that leads to changes in 

the way that those inputs are processed by the sector. 
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Skill demand will also be affected by the interplay between corporate strategic choices 

made by individual employers and national policies relevant to a particular sector. The 

latter may relate to the various policies designed to promote growth in a sector and/or to 

ensure that the sector increasingly occupies high value segments of the marketplace. 

Finally, there is demographic change to consider. This will affect the availability of labor 

and thereby the price of skills. In so doing, it has the capacity to affect employers’ decisions 

with respect to the extent to which they automate production systems and/or, look to 

identify new sources of skill supply.  

It is important therefore to identify sector-specific issues so that they can be addressed in 

identifying the drivers of skill change and how these ultimately affect the demand for skills, 

and the capacity of the supply side to keep pace with those changes. 

2.10 Conclusion 

Sector skills assessments can reveal the skills that are in demand currently and, 

importantly, in the future and the way in which the supply and demand sides interact with 

one another to deliver the skills that the sector requires. Without a sector skills 

assessment, there is a danger that decisions regarding skill investments will be made in 

the absence of information about what is really required if current and future demands are 

to be met. The information provided in this chapter has set out the issues that need to be 

addressed, the concepts to be employed, and the potential use of different methodologies. 

The remainder of the report provides a sector skills assessment for the manufacturing 

sector in Botswana. 
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3. Manufacturing in Botswana 

3.1 The Sector 

The International Standard Industrial Classification describes manufacturing as including: 

“… the physical or chemical transformation of materials, substances, or components into 

new products, although this cannot be used as the single universal criterion for defining 

manufacturing (see remark on processing of waste below). The materials, substances, or 

components transformed are raw materials that are products of agriculture, forestry, 

fishing, mining or quarrying as well as products of other manufacturing activities. 

Substantial alteration, renovation or reconstruction of goods is generally considered to be 

manufacturing.” (International Standard Industrial Classification of All Economic Activities 

(ISIC), Revision 4, p.85) 

Within the Botswana Standard Industrial Classification (BSIC), these are the activities 

(sub-sectors)  under manufacturing: 

Manufacture of Food Products 

Manufacture of Beverages 

Manufacture of Tobacco Products 

Manufacture of Textiles 

Manufacture of Wearing Apparels 

Manufacture of Leather and Related 

Products 

Manufacture of Wood and of Products of 

Wood and Cork, except Furniture, 

Manufacture of Articles of Straw and 

Plaiting Materials 

Manufacture of Paper and Paper 

products 

Printing and Reproduction of Recorded 

Media 

Manufacture of Coke and Refined 

Petroleum Products 

Manufacture of Chemicals and Chemical 

Products 

Manufacture of Pharmaceuticals, Medical 

and Botanical Products

Manufacture of Rubber and Plastics 

Products 

Manufacture of Other Non-Metallic 

Mineral Products 

Manufacture of Basic Metals 

Manufacture of Fabricated Metal 

Products, except Machinery 

Manufacture of Computer, Electronic and 

Optical Products 

Manufacture of Electrical Equipment 

Manufacture of Machinery and 

Equipment NEC 

Manufacture of Motor Vehicles, Trailers 

and Semi-Trailers 

Manufacture of Other Transport 

Equipment 

Manufacture of Furniture 

Other Manufacturing 

Repair and Installation of Machinery and 

Equipment 

 

https://unstats.un.org/unsd/publication/seriesm/seriesm_4rev4e.pdf
https://unstats.un.org/unsd/publication/seriesm/seriesm_4rev4e.pdf
http://www.statsbots.org.bw/sites/default/files/documents/Botswana%20International%20Standard%20Industrial%20Classifications.pdf
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3.2 The Economic Context 

Before looking in detail at the skills demand in the manufacturing sector, it is perhaps 

worthwhile considering the economic context in which the sector operates. As noted in 

Chapter 2, skill is a derived demand that stems in part from prevailing economic 

conditions. 

The evidence points to economic performance having been relatively strong over the 

recent past. Figure 3.1 reveals the upward trend in real gross domestic product (GDP) and 

gross value-added over the past 20 years, except for a sharp fall in 2009.7 The economy 

contracted in 2015 (by 0.1 percent in real terms), but resumed growth in 2016 (by 0.9 

percent in real terms) (Bank of Botswana 2017).The contraction of the economy was due, 

in large part, to a fall in the demand for diamonds in the global economy (bearing in mind 

that the minerals sector accounted for 18.5 percent of all output in 2016).All sectors—

except mining and agriculture—contributed to GDP growth in the 12 months to September 

2016 (Bank of Botswana 2017). 

Figure 3.1: Real GDP 1994–2014 (2006 prices) 

 
Source: Statistics Botswana. 

Forecasts for future growth are optimistic. The Bank of Botswana expects the economy to 

expand by 4.2 percent in 2016 (in nominal terms) compared with 2.9 percent in 2016. 

The World Bank projects GDP growth to be 4.9 percent in 2019.8 There are, however, 

some uncertainties in the global situation related to U.S. trade policy, expected growth in 

China, and the economic situation in South Africa. The predicted rate of growth is lower 

than that for Sub-Saharan Africa (6.5 percent) and just below that of South Africa (4.5 

percent). 

Skills are seen as an important component in strengthening the economy. Various 

policies—such as the Botswana Export Strategy (2010), Botswana Excellence (2008), 

Investment Strategy for Botswana (2009–2016) and the National Export Strategy 

(2010)—all emphasize the need to develop the specific skills that will allow the various 

strategies to be realized. Important here are diversifying the economy, capturing foreign 

                                                           
7 Output minus the cost of any intermediate inputs. 
8 https://data.worldbank.org/country/botswana. 
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direct investment, and promoting exports. The skill needs in this regard often relate to 

managerial and professional skills, but not exclusively so. But there is recognition that the 

country needs to improve its skills supply if it is to realize its ambitions. NPD11 (2017), 

for instance, noted that country has invested heavily in education, but the current system 

needs to more effectively produce the skills that the country needs. In this regard, it 

mentions the importance of outcome-based curricula and more emphasis on the supply of 

business, technology, and vocational skills. It is evident that the country has relied upon 

foreign labor to fill many high-level jobs, but the goal is to increasingly develop these skills 

in Botswana. 

There is agreement in the policy community that future growth will be contingent on 

diversifying the economy away from its dependency upon the minerals sector. There have 

been long-standing policies that have sought to diversify Botswana’s industrial base 

(Malema 2015). With the introduction of the Economic Stimulus Programme (ESP)—

designed to protect the economy against the type of economic shock that affected the 

global economy following the 2008 economic crisis—plans are in place to diversify the 

economy. The ESP places a particular emphasis upon the manufacturing sector via the 

Economic Diversification Drive (EDD). The 2016 Budget drew attention to the EDD 

initiative which “continues to be one of Government’s priority areas in promoting domestic 

production, and consumption of local products. In December 2014, Government issued a 

Directive to reinforce EDD by instructing all Government and parastatal organisations to 

prioritise procurement of locally produced goods and services, in addition to awarding price 

preference to local enterprises” (p.11).9 Manufacturing is seen as having an important role 

to play in economic diversification given its potential to increase foreign direct investment, 

boost exports, and create employment. In Vision 2036 the ambition for the manufacturing 

sector is set out: “Our manufacturing sector will produce commercially viable, high value 

products targeted at the export market. We will develop and deploy a skilled workforce 

utilising appropriate technology to add value to natural and imported resources to create 

high value products for the export market” (The Vision 2036 Presidential Task Team, 2016, 

p.15). There is recognition that the government has put in place policies to increase 

production and employment in advanced manufacturing, among other sectors, and has 

sought to reduce the costs of doing business, increase competitiveness, and improve skills 

development (Honde 2017). 

The manufacturing sector accounts for 5.7 percent of output from the economy.10 This 

might belie the true importance of the sector to the economy. On the one hand, the sector 

transforms outputs from sectors such as agriculture (for example, beef and hides) and 

consumes a range of services (for example, financial services). This suggests that the 

share of output (and employment) indirectly related to manufacturing is likely to be larger 

than that directly associated with it. Put another way, there are likely substantial parts of 

the economy that are dependent upon manufacturing. It also needs to be borne in mind 

that the sector supplies other sectors with the range of goods that might otherwise be 

supplied via exports. It also suggests that employment demand and skill demand will be 

dependent upon developments in other sectors. As already mentioned the beef and leather 

sub-sectors are closely related to the agriculture sector. So, developments in agriculture 

need to be taken into account when considering the drivers of demand in manufacturing. 

                                                           
9 Honourable O.K. Matambo.2016.2016 Budget Speech. Republic of Botswana Ministry of Finance 

and Development Planning. 
10 Gross value-added measure/Data from Statistics Botswana National Accounts. 
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There is also the issue of outsourcing that might affect the demand for skills in the 

manufacturing process. For example, where activities are outsourced this will affect the 

demand for skills within manufacturing firms. If, for example, marketing is outsourced to 

the business services sector this might affect the number of people employed in marketing 

jobs in manufacturing and the content of their jobs (that is, fewer people employed in this 

function with those remaining being more concerned with the management of the 

marketing function rather than the undertaking the production of marketing outputs). 

Skills demand will also change in relation to the strategic corporate decisions made by 

employers. For example, if employers were to look to secure high-value markets (that is, 

move up the value chain) this will have an impact on the skills needed. This often results 

in a demand for the management and professional employees—occupations that account 

for a relatively high share of work permits—who can drive the changes necessary to move 

upmarket. Therefore, it is important to look at the strategic choices manufacturing 

employers make in assessing their demand for skills. 

Figure 3.2a shows the contribution of manufacturing to GDP compared with other 

countries. It demonstrates that the contribution is relatively low in Botswana compared 

with other middle-income countries. That said, the evidence reveals that output trends in 

manufacturing have been on something of a roller-coaster ride over the last 20 years (see 

Figure 3.2b). To some extent this reflects changes in the global economy and recognition 

that the Botswanan economy is a relatively open one. At the same time, it does point to 

the uncertainties of projecting future employment and skills demand in sector. This is 

returned to below. 

Figure 3.2a: Manufacturing contribution to GDP in Botswana and selected 

countries 

 
Source: World Bank national accounts data, and OECD National Accounts data files, 2016. Available 

at: https://data.worldbank.org/indicator/NV.IND.MANF.ZS. 

Note: * Most recent data available are from 2015. 
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Figure 3.2b: Gross-value added in the manufacturing sector, 1994–2014 

 
Source: Statistics Botswana. 
 

3.3 Employment in manufacturing 

The manufacturing sector accounted for 9.2 percent of employment in the formal sector 

in 2016. Table 3.1 shows the percentage of employment accounted for by the 

manufacturing sector over time: accounting for 6.7 percent of employment in 2005/6 and 

rising to 9.1 percent in 2016.This compares with 8.7 percent in South Africa and 16 percent 

in the European Union (EU).11 While employment may account for around a tenth of all 

employment there is a need to recognize the interlinkages between the sector and other 

sectors (such as those involved in providing services to manufacturing companies) and in 

its contribution to export growth (Botswana Trade and Investment Centre 2016).12 It is 

often the case that employment figures belie the true importance of the manufacturing 

sector to a national economy. It is important to point out the significance of the informal 

sector’s contribution to manufacturing. This may well be an important source of skills 

supply where recognition of prior experience and skills may warrant accreditation. 

Table 3.1: Employment in manufacturing, 2005/6 to 2016 

 Whole economy Manufacturing % of employment 

2010 373,889 36,366 9.7 

2011 387,400 36,549 9.4 

2012 389,665 36,829 9.5 

2013 399,530 37,066 9.3 

2014 404,461 37,047 9.2 

2015 407,482 37,316 9.2 

2016 408,938 37,797 9.2 

Source: Table 4: Estimated Number of Paid Employees by Economic Activity/Sector, September 
2010–September 2016 in Statistics Botswana (2016) Formal Sector Employment Survey 
September 2016. 
Note: Data for 2011 refer to June, all other data refer to September. 

                                                           
11 The figure for South Africa is taken from Adelzadeh (2016) and the figure for the EU is taken 

from Eurostat lfsq_egan2 statistical series. 
12 Botswana Trade and Investment Centre Annual Report 2016. 
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Annex B provides a detailed picture of employment by sub-sector between 2005/6 and 

2011—the two years for which there are detailed data available—and shows large swings 

in employment levels. This is likely to reflect the small numbers employed in some sub-

sectors such that even a small change in the number of people employed can result in 

relatively large percentage change. To provide a more easily interpretable pattern of 

change, Table 3.2 provides a more aggregated picture based on data for 2011. And Table 

3.3 scales up the numbers employed to that reported in 2016 to provide a more up-to-

date picture of employment in the sector. It can be seen that over time, it is the meat and 

meat products, and the Paper, Wood, Chemicals, Cement and Metals sub-sectors that have 

shown the most growth. Whereas other food (dairy, grain, and bakery), textiles, clothing 

tanning and footwear, and Industrial assembly, engineering, transport, and other 

manufacturing, all appear to have shown relatively sharp falls in employment.  

Figure 3.3 shows the current distribution of employment by sub-sector in the 

manufacturing sector and shows how employment is evenly spread across each sub-sector 

with the exception of the meat and meat products sector which is relatively small in 

comparison with the others. 

Figure 3.3: Share of employment across manufacturing sub-sectors 

 
 
Source: Statistics Botswana, authors’ calculations. 
 

Meat and meat 

products, 6.7%

Other food (diary, 

grain, and 
bakery), 21.9%

Textiles, 

clothing, 
tanning and 
footwear, 

24.7%

Paper, 

Wood, 
Chemicals, 

Cement 
and 

Metals, 
27.5%

Industrial 

assembly, 
engineering, 
transport and 

other 
manufacturing, 

19.2%



 

19 

Table 3.2: Employment in manufacturing and by aggregated sub-sector, 2005/6 and 2011 
 

Number Percentage shares 

2005/6 2011 2005/6 2011 Change 

Meat and meat products 1,652 2,180 4.6 6.7 2.2 

Other food (dairy, grain, and bakery) 9,847 7,087 27.3 21.9 −5.4 

Textiles, clothing tanning and footwear 10,609 7,976 29.4 24.7 −4.7 

Paper, Wood, Chemicals, Cement, and Metals 6,170 8,906 17.1 27.5 10.4 

Industrial assembly, engineering, transport and other 
manufacturing 

7,849 6,205 21.7 19.2 −2.5 

Total 36,126 32,354 100.0 100.0 0.0 

Source: Statistics Botswana, authors’ calculations. 

Note: 2011 data most recent with detail required. 
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Table 3.3: Estimated employment in manufacturing and by aggregated sub-

sectors in 2016 
 

Number Percentage 

share 
2016 2011 2016 

Meat and meat products 
2,180 2,547 6.7 

Other food (dairy, grain, and bakery) 
7,087 8,279 21.9 

Textiles, tanning and footwear 
7,976 9,318 24.7 

Paper, Wood, Chemicals, Cement and Metals 
8,906 10,404 27.5 

Industrial assembly, engineering, transport and 
other manufacturing 

6,205 7,249 19.2 

Total 
32,354 37,797 100.0 

Source: Statistics Botswana, authors’ calculations. 
 

3.4 Skills Demand 

Manufacturing in Botswana encompasses a range of sub-sectors (food and drink, basic 

metals, chemicals,13 textiles/clothing, and so on), and large and small employers (Sentsho 

et al. 2009). Various reports point to weaknesses in various sub-sectors, such as relatively 

poor productivity performance and/or a dependence upon government programs to protect 

positions in the market. If the aim is to create a relatively high-value added manufacturing 

sector this will be dependent upon a number of factors (such as the strategic choices that 

firms make), but human capital development is likely to loom large. This will require the 

education and training system—at all levels—to produce the skills required both currently, 

and in the future, that the industry requires. 

Using occupation as a proxy measure of skill demand, Figure 3.4 shows the occupational 

structure of employment in 2005/6, 2011, and 2013 (the years for which occupational 

data are available).14 It shows the relative dependency of employment in the sector upon 

skilled crafts workers; it also reveals the decline in the percentage of clerks and sales 

workers, and elementary occupations. The data show tentative signs that the skill content 

of work in the sector might be increasing. 

                                                           
13 Activities related to soda ash may be particularly important here. 
14 The 2013 shows a sharp change in the percentage employed as plant and machine operatives. It 

is not clear why there should be so much change between 2011 and 2013. 
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Figure 3.4: Occupational change in the manufacturing sector, 2005/6 to 2013 

 
Source: 2005/6 Labour Force Survey; 2011 Population and Housing Census; 2013 Botswana AIDS 
Impact Survey. 
Note: 2011 data most recent with detail required. 
 

Table 3.4 shows how the occupational skills profile of employment differs between sub-

sectors. There are not many differences between sub-sectors except that the textiles, 

clothing, and footwear sector would appear to be more dependent upon craft workers than 

the other sub-sectors. 
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Table 3.4: Occupational profile of manufacturing sub-sectors, 2011 (row percentages) 

 

Managers, 
professionals, 

and 
technicians 

Clerks, 
service, and 

sales workers 

Craft Workers 
Plant & 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat products 14 18 39 17 13 100 

Other food (dairy, grain, and bakery) 10 18 37 18 17 100 

Textiles, clothing, tanning, and footwear 5 7 75 8 5 100 

Paper, Wood, Chemicals, Cement, and 
Metals 

14 13 39 19 15 100 

Industrial assembly, engineering, 
transport, and other manufacturing 

10 8 67 8 7 100 

Total 10 12 53 14 11 100 

Source: 2011 Population and Housing Census and authors’ calculations. 
Note: 2011 data most recent with detail required. 
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3.5 Skills Supply 

The previous section has provided information on the demand for skills. Ideally one 

requires an indication of the extent to which skills supply is capable of meeting that 

demand. In other words, to what extent are the skills available in the population likely to 

meet the demand for skills. It is difficult to gauge the extent to which skills supply is 

meeting demand for the sector as a whole. The main reason for this is that there tends 

not to be a one-to-one relationship between a qualification (or possession of a skill) and a 

particular job; in other words, just because a person holds a qualification (or possess a 

skill) this does not mean that they will work in that job. In many instances, jobs require a 

mix of generic skills rather than job-specific technical skills such that people holding these 

generic skills can potentially work in a wide range of occupations. 

At the national level, skills supply can be addressed with respect to: 

1. the outputs of the formal education system; 

2. the outputs from the external vocational education and training system; 

3. the training provided by companies for: 

i. new trainees (often young people making the transition from school to 

work); and 

ii. existing employees who need to be trained because of changes in production 

processes; 

4. external supply (for example, unemployed and economically inactive people, 

migrant labor,15 and so on); 

5. the entry of skilled migrants to a country. 

At the sectoral level, training supply is also dependent upon being able to attract suitably 

skilled workers from other sectors. In other words, the manufacturing sector may well be 

in competition for certain groups of workers (for example, managers, professionals, and 

so on). If terms and conditions of employment are better in other sectors, then it may 

result in people being suitably skilled to work in the manufacturing sector preferring to 

work in other sectors. 

Demographic change also affects the scale of skills supply. In Europe the demographic 

challenge is essentially that of dealing with the consequences of an ageing population; 

concerns about who will fill the jobs of those who will retire over the medium term. In 

southern Africa, the evidence points to a growing population of young people which eases 

the pressures, other things being equal, on skills supply. The evidence points to the 

population growing in Botswana. Statistics Botswana’s low estimate of future population 

growth indicates that the population will increases from around 2.0 million persons in 2011 

to about 2.5 million by 2026 (Statistics Botswana 2015). The Forever Young report 

indicates that southern Africa is entering a period where the ratio between the working 

age population and the dependent population will increase (in favor of the former). This 

provides an opportunity to the region because in parts of the world such as Europe, the 

working age population is in decline. So, if manufacturing employment increases there is, 

                                                           
15 There were nearly 5,000 work permit holders in 2016—as reported in Statistics Botswana’s Work 

Permits Stats Brief (third quarter 2016). This accounts for around 1 percent of employment in the 

formal sector. Many work permit holders are working in relatively high-level occupations (that is, as 

managers, professionals, or associate professionals). 
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potentially, labor supply available to meet that demand. The key issue is, critically, how 

to ensure that young people are vocationally prepared to take manufacturing jobs given 

the high levels of unemployment in general and that of youth unemployment in 

particular.16 

The next chapter—which provides the sector skills assessments for selected sub-sectors—

provides more detail about skills supply. At this juncture, it is possible to observe a number 

of issues that have some bearing on skills supply relating to the manufacturing sector 

(Bruni, Rigolini, and Troiano 2016). 

Vision 2036 pointed to the need for the education curriculum to be aligned with the needs 

of the economy (The Vision 2036 Presidential Task Team, 2016). The need to align 

education with the needs of the economy has been observed in many countries over recent 

years. In the case of Botswana, some commentaries point to a wider need to improve the 

supply of human capital. In its review of Sub-Saharan Africa, the points to education being 

a particular weakness: “Botswana’s primary weaknesses continue to be related to its 

human resources base. Education enrolment rates at all levels remain low by international 

standards, and the quality of the educational system receives mediocre marks” (World 

Economic Forum 2016, 42). Botswana, on overall competitiveness, was ranked at 74 in 

2014/15 (the same as in 2012/13) compared with South Africa’s ranking of 56. On higher 

education and training, however, it ranked 101 (out of 144) in 2014/15 down from 95 in 

2012/13.This is lower than Southern Africa Development Community (SADC) countries 

such as South Africa (ranked 86) and Mauritius (54), but higher than Tanzania (ranked 

134) and Namibia (115). 

By and large, the provision of skills development in Botswana relies on the country’s 

education and training system. The system is meant to develop cognitive, non-cognitive 

and technical/professional skills of Botswana through primary, secondary, vocational and 

tertiary education, and training. The education statistics17 reveal the declining transition 

rate when the level of education increases: from primary to secondary it is about 97 

percent, from junior to senior secondary it is about 65 percent, and from senior secondary 

to tertiary is about 40 percent. In other words, for every 100 pupils entering primary 

education, only about 25 of them will make to tertiary education and only one of them will 

pursue postgraduate study. The important contribution of tertiary education to Botswana’s 

regional and global competitiveness is broadly recognized in the country. In 2016, there 

were 48 tertiary education institutions both public (28) and private (20) in Botswana. They 

enrolled about 56,500 students which was about 20 percent of the youth population aged 

between 18 and 24 years in the country, lower than most upper-middle-income countries. 

Based on the historical data, roughly 12 percent of them would graduate with a 

qualification (certificate, diploma, bachelor’s and master’s degrees, PhD) in engineering, 

manufacturing, and construction. Among them, only about 15 percent would graduate with 

a Bachelor’s degree (see Figure 3.5). For business and administration, the corresponding 

numbers are roughly 30 percent each, respectively. In other words, the country produces 

less than 300 graduates annually with a degree directly related to manufacturing and 

maximum 1,300 related to business and administration annually who can provide 

supporting services to manufacturing. This points to the provision of highly-skilled 

                                                           
16 In 2013, the unemployment rate was 20 percent, but for young people it was much higher—for 

20–24-year-olds it was 38.6 percent. 
17 These include ‘Tertiary Education Statistics 2016’, produced by HRDC and Statistics Botswana 

(2017); ‘Botswana Data Profile, 2012’, www.sarua.organd; ‘Higher Education Cross-National 

Performance Indicators: University of Botswana’, CHET. 

file:///C:/Users/WB154351/Downloads/Crossnational%20Performance%20Indicators%20for%20the%20University%20of%20Botswana_labels.pdf
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personnel being inadequate to the development needs of the manufacturing sector in 

Botswana. 

Figure 3.5: Tertiary Education Enrolment and Graduation by ISCED Board 

Group, 2015–2016 

 
Source: Human Resource Development Council (HRDC)/Statistics Botswana (2017), Tertiary 
Education Statistics 2016. 
 

3.6 Skills Mismatch 

In summary, information is sought on the extent to which skills demand is being met by 

skills supply. There is no one single indicator of skills mismatch. In general, a variety of 

measures are used, including 

 Differential occupational wage growth – in a perfectly competitive labor market – 

movements in wage levels should reflect the relative demand and supply of skills. 

In practice, wages tend not to move quickly in relation to skill demand for a variety 

of reasons such as the existence of collective bargaining; 

 Employer reports of skill shortages – where surveys of employers obtain 

information on the occupations which prove difficult to fill because applicants lack 

the skills, qualifications, or experience the employer requires; 

 Statistical analyses that compare the average qualification/education level of 

people in an occupation and compare this with the median level of qualification in 

that occupation. If the x percent have a level of qualification of education in excess 

of the median, then this suggests x percent are over-qualified (that is, a skills 

surplus). In practice, however, people with high-level qualifications may be in 

transition to a higher-level job—especially if they are young and making their initial 

foray into the labor market. 
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The analysis provided below is based on the evidence available in Botswana on potential 

skill mismatches in the manufacturing sector. This relies mainly on wage data, but it may 

be in the future that more data is collected on the employer view and more statistical 

analyses of data that contains information on occupation by educational level in the 

manufacturing sector. 

If one looks at wage data, then the rate of increase in wage levels appears to have been 

faster in the manufacturing sector than in the economy as a whole. This is not necessarily 

an indicator of skill shortages, but one might expect, other things being equal, wages to 

reflect to some extent the demand for labor and skills (see Figure 3.6). 

Figure 3.6: Estimated monthly cash earnings, 2010–2016 

 
Source: Statistics Botswana Formal Sector Employment Survey 2016. 

 

An analysis of skills mismatches undertaken in 2010 revealed that vacancy rates for 

occupations allied to manufacturing sector were generally not high indicating that there 

were no substantial skill shortages (BOTA 2010). On the other hand, it revealed a degree 

of employer dissatisfaction from employers regarding the skills, knowledge, and 

competence of their existing employees (that is, skill gaps). The occupations allied to 

manufacturing where skill gaps were reported included the following: 

Skilled craft workers 

752 Motor Vehicle Electricians 

726 Plumbers and Pipe Fitters 

745 Boiler smiths 

765 Weavers, Spinners, Knitters and Crocheters 

721 Builders, Traditional Materials 

751 Building Electricians 

Machine operatives and assemblers 

812 Drillers and Borers 

826 Textile, Fur and Leather Products Machine Operators 

837 Lifting‐Truck Operators 

836 Crane and Hoist Operators 

Information was not reported on skill gaps for managers and professionals. 
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A dependency on migrant labor/skills may also indicate skill shortages. Evidence from 

Statistics Botswana’s Work Permits Stats Brief provides information on the occupations in 

which the 5,000 individuals holding work permits are employed. This accounts for around 

1 percent of all employment (around 9 percent of work permit holders are in the 

manufacturing sector). But it indicates that the jobs on which the manufacturing sector is 

dependent account for a sizable share of work permit holders (see Figure 3.7). 

Figure 3.7: Distribution of work permit holders by occupation 

 
Source: Figure 3 from Statistics Botswana (2017) Work Permit Stats Brief (Third Quarter 2016). 

3.7 Future Skill Demand 

Figure 3.8 shows the projected change in the occupational profile between 2011 and 2022. 

It needs to be borne in mind that the projections of future skill demand are indicative. 

They are based on several assumptions, a simple extrapolation of trends between two 

years, and with no consideration given to the supply side which might constrain demand. 

The projections must be treated with caution; the results, at best, provide nothing more 

than a hint as to how matters might develop in the future. Figure 3.7 indicates that there 

will not be much change in the occupational structure of employment in the sector, though 

as Figure 3.9 indicates, it may well result in the demand for relatively more people to be 

employed in the sector. This is an estimate of additional demand and does not factor in 

replacement demands that might result from people exiting employment from the 

manufacturing sector (that is, due to reasons of retirement, moving to jobs in other 

sectors, and so on). 

While the occupational structure of employment might not be subject to much change, 

this does not necessarily mean that there has not been, or will not be, changes to the skill 

content of the jobs categorized to each occupation. This is something which is explored in 

more detail in the next chapter that considers change in a selected number of sub-sectors. 

There are, however, a number of changes that can be highlighted for the sector as a whole. 

The data show that, as of now, the sector will continue to be dependent upon skilled craft 

workers. In other words, the sector will be dependent upon those types of jobs that 

typically require their incumbents to have undertaken a substantial amount of training—

for example, through an apprenticeship or something similar—prior to entering the job. It 

is projected that if the sector continues to grow in the future, that around 2,000 extra 
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craft workers will be required. Similarly, it is projected that around 2,000 craft and 

machine workers will be required too. As noted above, the estimates of future employment 

growth are predicated on past trends being continued into the future. Disruptive 

technologies, such as those associated with Industry 4.0, can transform both products and 

production processes leading to new types of skill demand emerging. Often skills foresight 

activities can provide an insight into how technological change can affect the 

characteristics of jobs and the skills required of their incumbents. 

Figure 3.8: The occupational structure of employment projected to 2022 

 
Source: 2011 Population and Housing Census and authors’ calculations. 

Figure 3.9: Additional employment projected between 2016 and 2022 

 
Source: Authors’ calculations 

In general, across all economies, one can identify a number of factors that will drive 

change and skill demand in the future. These include (Zaidi, Howat, and Limmer 2015) 

 Being able to access finance to bring new products to market and introduce new 

production processes; 

 Increasing investment in research and development (R&D); 

10
12

53

14
11

9 10

53

16

12

0

10

20

30

40

50

60

Managers,

professionals

and technicians

Clerks,

Service/Sales

Workers

Craft Workers Plant &

Machine

Operators

Elementary

occupations

P
e
r
c
e
n

ta
g

e
 o

f 
e
m

p
lo

y
m

e
n

t

2011 2022

141

-236

2621

1507

735

4769

-1000 0 1000 2000 3000 4000 5000 6000

Managers, professionals and

technicians

Clerks, Service/Sales Workers

Craft Workers

Plant & Machine Operators

Elementary occupations

Total



 

29 

 Being energy efficient (especially with respect to low carbon policies);  

 Capturing export opportunities; and 

 Keeping pace with transformative technologies (such as key enabling technologies, 

ICTs, and so on). 

This tended to create an increased demand for managers in general, and for those engaged 

in the design and manufacture of new products and production processes. It also creates 

a demand for new skills on the production line where there is a need for skilled machinists 

and assemblers to become accustomed to working with new technologies. Potentially there 

is a problem of skills obsolescence where new technologies or the manufacture of new 

products leads to new types of skill being required (such as being familiar with computer 

controlled machinery). Increasingly, tackling skills obsolescence has drawn attention to 

the need to provide people with transversal skills that they can use across a range of 

sectors and/or occupations. 

In many respects, it is a case of ensuring that the skills are in place to bring about 

resilience or sustainability where operating in a particular sector of the market. It is a case 

of having the right market strategies in place—and concomitant manufacturing 

processes—that will allow companies to compete in a particular sector of the market. It is 

recognized that not all companies can operate at the high-value/high-skill end of the 

marketplace. This has tended to place a considerable emphasis on having the right 

management skills in place and, accordingly, appropriate management training programs. 

In looking at skill demand—especially future skill demand—there is a need to bear in mind 

that some skills upon which the sector might become increasingly dependent may fall 

outside of the manufacturing sector. For example, 

 There are a range of service sector companies that provide services to 

manufacturers; and 

 Increasingly there will be a need for industry-university/research center 

collaboration. 

It is also likely that the skill needs of the manufacturing sector will create a demand for 

new skills in the education and training sector. 

In summary, one can point to the following changes in skill demand: 

 The potential to increase automation and the impact this has on the skill sets not 

just of those employed on the production line but also maintenance staff and 

engineers 

 The increasing use of ICT in a variety of systems that creates its own demand for 

ICT specialists but also for others in workplaces to have a degree of proficiency in 

using ICTs 

 The increasing importance of transversal skills that allows workers to adapt to 

technological change and the introduction of new patterns of work organization 

 Managing skill obsolescence that emerges as a consequence of the introduction of 

new technologies 

 Developing management skills so that they are able to identify and respond to 

changes in the markets for companies’ products 
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There are also a range of issues that relate to entrepreneurship—and the skills attached 

to this activity—given the aim of industrial policy to increase firm start-ups. 

3.8 Conclusion 

This chapter has outlined changes in employment over the recent past in the 

manufacturing sector alongside emerging changes in the demand for skills. Indicators 

point toward manufacturing output and growth increasing over the recent past which 

might be expected to continue in the future. If employment continues to increase over the 

medium term then this potentially places pressure on the supply side to train a sufficient 

number of people to fill the additional jobs that might be created. Also, given the technical 

nature of the skills training required to meet the needs of the manufacturing sector, this 

places pressures on training institutions themselves to obtain the skills, and gain access 

to relevant technologies, necessary to train the manufacturing workforce of the future. Of 

course, the situation varies according to specific sub-sectors. The next chapter provides 

more detailed, granular information on skills demand, supply, and mismatch for selected 

sub-sectors. 

There is relatively little information available for the manufacturing sector as whole relating 

to skill mismatches. It is known that the demand for craft workers will increase and it is 

known from the list of top priority jobs that there are many in the craft worker category. 

This provides prima facie evidence that skill shortages are concentrated in a few specific 

jobs that the manufacturing sector is dependent upon—as indicated in the previous 

section. It is also apparent that Botswana in general is dependent upon migrant labor for 

relatively high-level jobs (managers, professionals, and associate professionals) which 

suggests that this may be an area of shortage too. 

The level at which data are available for the manufacturing sector as a whole are limited. 

The following sections look at the situation in particular sub-sectors in more detail. The 

sub-sectoral analyses are based on a mix of interview data with key stakeholders and 

employers. They explore the issues relating to the drivers of skill demand and the extent 

to which skills supply meets demand. This type of approach may be regarded as a 

precursor to engaging in more systematic, large-scale data collection through, for 

instance, an employer skill survey. 
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4. Sector skills assessments for selected manufacturing 

industries 

4.1 Introduction 

The previous chapter provided an overview of skills demand and supply in the 

manufacturing sector as a whole. This chapter provides more detailed information in 

relation to specific sub-sectors. Since the manufacturing sector is heterogeneous with 

respect to its demand for skills, it is necessary to concentrate on particular sub-sectors. 

By concentrating on specific sub-sectors, it is possible to determine more precisely the 

skills that employers require either now or in the future. So rather than talking about skills 

in a rather general fashion it is, potentially, possible to identify the actual skills that 

employers need by concentrating on particular sub-sectors. But this then prompts the 

question: which sub-sectors should be included in the study? There are three criteria that 

might be taken into account in the selection process: 

(a) The importance of the sector in providing employment 

(b) The strategic importance of the sector with respect to the future development 

of the economy 

(c) The country’s comparative advantage in a particular sector and hence its future 

growth potential 

The selection is not based on identifying priority sectors. Rather the aim is to identify 

sectors that are (a) interesting to study given the aims of the study and (b) of substantive 

interest in that they constitute a significant part of the Botswanan economy. The sub-

sectors below were selected either because they employ a substantial number of people 

and/or are strategically important to the economy in Botswana (see Table 4.1a).
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Table 4.1a: Rationale for choice of sub-sectors 

Sub-
sector 

Strengths Potential Challenges 

Beef 

Strategic sub-sector for 
Botswana (BITC, 2014), one 
of the main export 

commodities 

Important source of 
employment 

Availability of high quality 
cattle, that are naturally 
raised/grass-fed 

Positive impact on the 

livelihoods of a large number 
of livestock farmers 

Quality standards 
implemented by major players 
interested in export 

Botswana Meat Commission 
(BMC)privatization under 
discussion 

Expansion plans of larger 
companies waiting for the 
liberalization of the beef 
export market  

Included in the EDD Strategy 

Included among African 

Growth and Opportunity Act 

(AGOA) priorities in the 
National AGOA Response 
Strategy for Botswana 

SADC agro-processing value 
chains approved (beef 
included) 

Fulfilling EU/other market 
standards  

Low/poor supply of cattle 

during the dry season, 
affecting consistency of 
products 

High competition internally 
(imports) and on outside 
markets (for example, 

Argentina) 

High cost of maintenance 
and repair of machinery as it 
is frequently imported from 
abroad 

High cost of utilities 

Textiles 
and 

clothing 

Sub-sector employing a high 
number of people 

In-house training developed 
by textiles companies 

Textile and Clothing Strategy 
(2014) 

Lifting people out of poverty 

by providing employment 
opportunities to semi-skilled 
workers (Motswapong and 
Grynberg 2014) 

SADC Consumer Goods 
Cluster (includes clothing and 
textiles) 

AGOA National Response 
Strategy includes textiles 
among its priorities 

Need to import raw materials 

Traditionally supported by 
government subsidies 

Increased competition 

Increased cost of operation 

Slight decline of the sector in 

recent years 

Leather 

High development potential of 
the sub-sector  

High availability of hides and 
skins that can be turned into 
raw material 

Local Enterprise Authority 
(LEA) Leather Incubator 

Development of the Leather 
Industry Park in Lobatse 
(would contribute to 
employment with an 
estimated 10.000 jobs) 

Recently developed 
qualifications for leather by 

Botswana Qualifications 
Authority (BQA) 

Included in the EDD Strategy 

Included among AGOA 
priorities in the National AGOA 
Response Strategy for 
Botswana 

SADC Consumer Goods 
Cluster (includes leather 
goods) 

Need to import finished 
leather  

Current companies are Small 
and Medium-sized 
Enterprises (SMEs) with 
limited capacity to invest in 
technology 

Industrial 
Assembly 

Sub-sector employing a high 
number of people 

In-house, on-the-job training 
developed, including 
localization programs 

Availability of workforce that 
can be taught skills by 

employers according to their 
specific needs  

Less government 
investments 

Increasing competition 



 

33 

The general approach to presenting the data in the sub-sectors is that of 

 Providing an introduction that describes the sector; 

 Examining the drivers of skill demand; 

 Identifying the demand for employment and skills; 

 Assessing the extent of skill supply; 

 Identifying skill mismatches; and 

 Providing an indication of potential future skill demands. 

This approximates the ideal structure set out in Chapter 2. Before the sub-sectoral 

analyses are presented a summary of the means used to collect data is provided. 

4.2 Methodology 

The sub-sector studies were undertaken through a mixed methods approach based on 

reviewing various reports (as available) and interviewing employers and key stakeholders 

in the sector. The purpose of the sub-sector studies is to indicate the types of skill needs 

that are emerging and the relative ease or difficulty with which they are being met. Given 

the paucity of data relating to skills supply and demand in the sub-sectors, this type of 

approach can be regarded as a necessary first step in identifying the key skill issues. 

The key stakeholders tended to self-select themselves for interviews in that they were the 

main representatives of the sub-sector. The employers were selected from a database 

comprising active companies in the four sub-sectors. These were filtered based on their 

size—the aim was to interview employers with a relatively large workforce since they were 

more likely to have experience with issues related to skill. For the textile sub-sector, even 

if the current company size was medium for two of those interviewed, until recently these 

companies had over 100 employees. For the leather companies, due to the level of 

development of this sub-sector, companies identified that agreed to be included in the 

study were medium sized (see Table 4.1b). 

Table 4.1b: Companies interviewed by size 

 Medium 

5–29 
employees 

Medium 

30–49 
employees 

Large 

50–99 
employees 

Large 

100+ 
employees 

TOTAL 

Beef 1 1 2 2 6 

Textiles 1 1 1 4 7 

Leather 3 0 0 0 3 

Industrial 
Assembly 

0 0 1 5 6 

TOTAL 5 2 4 11 22 

 

Companies that agreed to be interviewed were mainly from Gaborone, and five were from 

other locations such as Francistown, Shashe, Lobatse, and Letlhakane. 

It should be noted that the study is exploratory and that the results are indicative; the 

employers selected offering important insights into key issues. Additionally, interviews 

with relevant stakeholders were also carried out to supplement the information collected 

from companies, and get a broader image of the sub-sectors’ needs. 
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The semi-structured interview schedules used in the interviews are provided in Annex B. 

4.3 Beef Industry Sub-sector 

4.3.1 Introduction 

In industrial classifications, the beef industry typically falls in the category of processing 

and preserving of meat. This class includes the operation of slaughterhouses which are 

engaged in killing, dressing, or packing meat, the production of fresh, chilled, or frozen 

meat (in carcasses, cuts, individual portions), and the production of meat products, and 

so on. 

Historically the beef industry has been important to Botswana as a source of export and 

employment (Seleka and Kebakile 2015). In 2011, the number of people employed in the 

sector was 2,180 compared with 1,650 in 2005/6.18 It has a wider significance to the 

economy given the importance of the livestock industry, notably to the rural economy. 

The evidence, however, points to the industry stagnating over time with declining exports. 

This began in the 1970s—accounting for 2 percent of commodity exports in 2013 compared 

with 43 percent in 1972—such that the industry is now largely dependent upon domestic 

demand. If the industry were to attempt to capture export markets, such as those in the 

EU, commentators point to a need for increased productivity. Changes in EU market 

standards also represent a potential threat to Botswana’s beef industry as they may be 

challenging to comply with (Seleka and Kebakile 2015). Based on a review of statistical 

evidence and interviews with employers, evidence is provided below on the current and 

future demand for skills in the sector. Interviews were conducted with six employers as 

follows: one SME from Gaborone (5–29 employees; butchery, meat processing); one SME 

from Francistown (30–49 employees; butchery, basic meat processing); two large 

enterprises from Gaborone (50–99 employees, an abattoir and a meat retail and 

processing company); two large enterprises from Gaborone and Lobatse (100+ 

employees, an abattoir and a meat retail and processing company). The results are 

indicative but give a detailed insight into the skills the sector needs. 

4.3.2 Drivers of skill demand 

The main challenges that face the beef industry according to employers interviewed are 

as follows. 

 The low supply or the poor quality of cattle during the dry season; most cattle are 

lean in this season, which impacts on the profit that can be obtained. Changing the 

proportions of meat in processed goods is not an option because that would disrupt 

the consistency of the products; affect the quality of the product; the taste and 

color.  

 The competition is high and has increased significantly over recent years, there are 

more market chains and it is hard for smaller companies to compete with large 

companies/large retailers. Employers interviewed reported that there are many 

smaller butcheries entering and exiting the market, starting their business with 

very few cattle. On the processing side there are very few new entrants but, on the 

fresh meat side, more can be found especially in the rural areas. 

 Imports—many meat products which are sold by retailers come from South Africa. 

                                                           
18 Data from the 2011 Population and Housing Census and the 2005/6 Labour Force Survey. 
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 Employers report that there is less protection for beef production than for other 

producers in the food sector (such as those engaged in the supply of chicken, fruits, 

and vegetables). 

 The machinery used by larger companies is imported from abroad and is dependent 

on engineers from South Africa for their maintenance and repair. This imposes a 

large cost on employers for maintenance and repair. 

 The high cost of utilities. 

There is a falling domestic demand for beef products perceived by employers interviewed 

that are focused on the national market. According to employers, the reasons for the drop 

in demand include increasing number of players in the market; people eating less meat in 

general; the current economic situation (increasing prices while people have the same 

salaries; some mines in Francistown and Selebi Phikwe have closed and so people are 

buying less); retailers increasingly sourcing products from South Africa. As one employer 

commented: "I think demand is decreasing, I don’t know if it has to do with expendable 

income from our customers, but it seems like the market is trading down. We also have 

some cheap products, but there is also more competition there. We developed a lot of 

cheaper products and just today we had Choppies, the supermarket chain, say that now 

they want better quality products. It’s very difficult. The short answer is that it seems like 

there is not a lot of cash in the market at the moment.” 

All employers interviewed are making efforts to find their own niche on the market, such 

as: high-quality products (for raw meat, a focus on free range cattle, young, tender 

animals); focusing on continental products; adhering to quality certifications and using 

high-quality ingredients in processed beef products; making complex products of around 

18 ingredients, using specific recipes. There seems to be an increasing interest in 

processed goods but companies report that it can be difficult to control costs to remain 

competitive in this segment of the market. Some companies have been forced to increase 

their prices to stay in business; sometimes, this is a response to moving upmarket such 

as increasing the quality of meat used (for example, not using mechanically deboned meat 

which is a very cheap lesser-quality substitute). Price competition has increased because 

prices of raw materials keep rising. In general, products sell differently depending on 

seasons and processed goods sell faster than fresh meat. 

Recent key drivers of change for employers in the beef industry include the following: 

 The BMC Act would, some employers say, potentially give a boost to exports and 

thereby increase the number of employees and increase the capacity utilization of 

equipment. The expansion plans of larger companies with an interest in exporting 

are reported by employers as being dependent upon the act. The Ministry of 

Agriculture is currently carrying out a study to assess the feasibility of liberalization 

of the beef export market. The Ministry has also consulted with stakeholders and 

submitted a proposal to the Cabinet of Botswana regarding a proposal of privatizing 

the BMC (sole exporter of beef at the time the present report is drafted).19 

 The AGOA National Response Strategy has been launched in September 2017 and 

it prioritized the export potential of beef and beef products, among others, with the 

                                                           
19 Pinielo, I. 2017. “BMC liberalisation study nears completion. ”September 20, in Mmegi online. 

Available at: http://www.mmegi.bw/index.php?aid=71845&dir=2017/september/20. 

http://www.mmegi.bw/index.php?aid=71845&dir=2017/september/20
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advantage that most of the cattle are high quality, naturally raised/grass-fed 

(Government of Botswana 2017). 

 Regulatory changes which raise standards. Some of the companies interviewed had 

implemented ISO 9001/2015 and other standards (such as HACCP, BRC 6) which 

influence work organization). The retailers, franchise operators, external markets 

are typically at the forefront of specifying these standards. 

 

All but one employer interviewed would be interested to take advantage of a liberalized 

market, should this option be considered feasible at the policy level. Provided below is an 

example of how a company has responded to the changing external environment (see Box 

4.1). 

 

Box 4.1: Example of a competitive company prepared for strong competition 

and an interest in exporting 

The company makes fresh, frozen and processed meat products and considers itself a market 
leader in quality because “it is the only one with the current quality certification out of all 
competitors.” A few years ago, the company went through a massive exercise to ensure that 

quality assurance was formalized and certificated to improve its position in the market and meet 
anticipated changes in the regulation of the market for beef and beef products. This had a major 
impact on how they went about their work (that is, the introduction of standardized procedures). 
This was an important and sizable investment, but it also raised the interest of its competitors in 
the company’s employees. 

In the future the company will focus on obtaining higher input and efficiency but it will not develop 

expansion plans because of uncertainties relating to the BMC Act. “If government can give us 
different signals then our plans might change but at the moment we will first wait until we see 
the change. We can’t act on assumptions.”  

The employer believes it would be better to have more skilled people in general so that the people 
do not move as much between employers and large companies stop poaching skilled employees 
from one other: “We need to have multiple successes in the country for all to benefit.” 

 

4.3.3 Employment and skill demand 

Figure 4.1a shows the occupational structure of employment in the meat and meat 

products sector, and Figure 4.1b shows data at a more aggregate level for the food 

production sector. The data reveals that in general, the meat sector is slightly more 

dependent upon higher-level occupations compared with the rest of the food sector. The 

data also shows some nascent signs of a hollowing out of the skill structure with more 

demand for people to work in highly skilled jobs and in plant machine/elementary 

occupations over time. 



 

37 

Figure 4.1a: Occupational structure of the meat and meat products sector, 

2005/6 and 2011 compared 

 
Source: 2011 Population and Housing Census and the 2005/6 Labour Force Survey. 
Note: 2011 data most recent with detail required. 

 

Figure 4.1b: Occupational structure of employment in meat and food products 

sectors, 2011 

 
Source: 2011 Population and Housing Census. 
Note: 2011 data most recent with detail required. 
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Table 4.2 provides more granular, detailed information about the tasks that are carried 

out in the various occupational groups within the beef and beef products sector. 

Table 4.2: Types of job carried out within each occupational group in the beef 

industry 

Occupational category Occupations named by employers currently existing in the 

enterprise 

Managers CEO; Head of Strategy; Head of Compliance; Head of Livestock 

Procurement; CFO; General/ Plant/ Branch Manager; Managing 

Director; Operations Manager  

Professionals Financial Controller; Chartered Accountant, Accountant, Senior 

Accounts Officer; IT Manager; Systems Administrator; Network 

Administrator; Business Impact Analyst; Sales Representative; 

Marketing; Engineering Manager; Production Engineer, HR, Quality 

Control, Meat Inspector  

Skilled production 

workers 

Production Manager; Canning Manager, Abattoir Manager; 

Production Supervisor; Production Controller; Production Operator; 

Distribution Manager; Distribution Supervisor; Floor Supervisor; 

Technicians/Maintenance staff (hygiene, refrigeration, production, 

electrical, instrumentation, cannery, seamier, plumbers, 

mechanics); Artisans (fitters, electricians, instrumentation); Block 

Men (deboner, meat cutter, meat packer, meat slicer); Production 

Worker; Slaughterer; Halal Slaughterer; Washer; Loader, Machine 

Operator (splitter, brisket saw, stunning gun) 

Clerical staff Administrator; Shop Assistant/Sales Assistant/Cashier (in 

company-owned presentation stores); Driver; Production Clerk; 

Shop Stock Supervisor 

Routine production 

workers 

Block man; Meat packer; Meat cleaner; Meat loader; Meat picker; 

Abattoir attendant; Butchery assistant; Cook 

 

Some occupations were identified by employers as being important for the enterprise 

(strategically, or for employing the most people). Brief details of the experience, skills, 

and qualifications of such key occupations are described below (see Table 4.3). 
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Table 4.3: Key occupations in the beef industry as identified by employers 

interviewed; with description of indicative experience and/or skills required 

Key Occupations  Experience and skills  

Production manager At least three years of experience and full competence, with ability 

to lead people, enforce standards and rules and discipline, meat 

and product knowledge, supervisory skills, measuring, motivating 

employees. Logistics skills, ability to monitor necessary 

acquisitions, time management skills 

Canning manager Ability to train staff to put meat in cans, meat production 

knowledge 

Meat inspectors Certificated meat inspection knowledge 

Livestock procurement Understand animal welfare, standards the company is aligned to, 

customer service, communication skills, IT skills 

Supply chain 

procurement 

Ordering raw material, machines, packaging materials 

Production supervisor Leadership skills, know how to interact with people, be able to 

teach, share knowledge, train, mentor and manage people; be 

able to instruct the staff; ensure that work is being done. If on 

technical side, technical know-how and skills. If on production, to 

be able to manage the meat and products. If for an abattoir, 

carcass balancing/deboning and business knowledge—to know 

how to make money from the carcass and to assess that the work 

is profitable. 

Technician Able to work hands on like artisans and also do management in 

terms of ordering spare parts and supervising 

Maintenance Knowledge of requirements in the food industry, understanding of 

hygiene, ability to fix machines; in cannery a seamier mechanic is 

needed to fix retorts, simmers; an instrumentation mechanic 

needs to know the Programmable Logic Controller PLC system 

(software knowledge is important to run with a computerized 

plant) 

Operator Ability to read and write, understand when the machine has 

stopped running, understand the standards the company is 

adhering to and which are the parameters to meet in terms of 

hygiene, and so on; know how to communicate to the relevant 

department 

 

Key operator positions: splitter, brisket saw, stunning gun. 

Deboner Deboning skills, understanding what is the best yield that can 

come out of the carcass 

Halal slaughterer Must be trained and certified by the Halal association 

Skilled production 

workers 

Meat cutting, meat processing (grinding, emulsifying, filling, 

linking, cooking, cooling, de-linking, machine operation), scale 

operation 

Block men Meat and product knowledge, deboning, cutting, customer skills 

for smaller companies where staff from the production floor also 

interact with clients directly with regards to orders 

Routine production 

workers 

Know how to read and write, how to label, how to identify 

products, how to read temperatures 
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4.3.4 Skill supply 

It was reported that companies carried out a lot of in-house training. Usually this was in-

house training that was not accredited (though some employees also attend external 

training, usually professional staff) and as such could not be claimed through the Training 

Levy Fund. Companies reported that they relied heavily on in-house training, as explained 

by one respondent: "Currently there is no one providing the training that the company 

wants. There is no hygiene training available; there is no one in Botswana that can train 

my staff because I use specific machines. We’ve paid so much for outside training that the 

only training of value for us is what we do inside the company, doing the job, when you 

sit next to him to say do this, do this, show him first then you let him do it and you verify, 

and you verify, and you verify, until eventually you say I trust the guy now. I am not 

talking about math or science but here people learn by doing. They work with somebody 

then obviously the next step is to actually move the supervisor away, move the training 

away and say OK, now you do it completely on your own. It is a process.” 

When new machines are installed, companies may request the provider to train the 

operators and staff that will be using the machine. The training provided is usually of short 

duration and may prove to be insufficient: “It is different when you are trained to use the 

machine just 5 days. Those guys are experts in that field. You are training me as a user 

but I will have a limit in knowing how to operate the machine. If we had a local machine 

provider companies that would be OK but we don’t have that in Botswana.” 

Two companies reported that training during production time could be a challenge; they 

may know what training should be carried out, but then it would be difficult to actually 

send people for training because that would mean interrupting production or maintenance: 

“We draw the plan but we don’t follow it. This year very few have trained even though we 

have spotted needs last year. You ask yourself: if I send these people to train, how will I 

handle production?” Usually for machine operators, employers try to have at least three 

people skilled per each machine at the same time, so that they are able to rotate if 

someone is sick or otherwise indisposed. 

The employers interviewed did not have a preferred external trainer, and were generally 

satisfied with the quality of training received by their staff where they used an external 

trainer. Companies sometimes contacted the HRDC to identify training institutions if some 

courses were hard to find or if they needed a recommendation on the quality of a course. 

One company was introduced to the opportunities provided through the Levy Fund by the 

HRDC and, as a result, provided its first external training to the employees in more than 

10 years.  

There were also companies that met with educational institutions and discussed 

prospective training programs (for example Botswana University of Agriculture and Natural 

Resources planned abattoir and meat inspection courses). 

4.3.5 Skill mismatches 

Generally, companies interviewed face difficulties when recruiting, especially when it 

comes to skilled workers and those in managerial/professional/technical jobs. Hard-to-fill 

vacancies reported by companies included: height puller, spinal cord remover, seamier 

mechanic, instrumentation technicians, operations manager, animal welfare officer, meat 

inspectors, people that balance stock, and mechanics. Vacancies were also open—though 

not necessarily hard to fill— for technicians (electrical and cannery), engineers, HR, sales, 

quality assurance, financial staff/accounts, and middle management staff. 
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In one employers’ view, when hiring routine production workers, they seek persons with 

around seven years of schooling, who are honest and have a good attitude toward work. 

The recruits will undergo on-the-job training with most of the skills needed learnt in a few 

hours and full competence achieved in about two weeks. As for skilled workers, they are 

typically staff with better innate ability of the tasks in hand. The qualifications system, it 

was reported, is not reliable so the employer cannot be certain of the candidate’s skills 

and learning further skills may be needed based on an assessment of existing skills. As 

the employer commented: “Supposedly skilled people come with a paper, they probably 

studied for three years or 1.5 year of study 1.5 year of practical, but it seems like the 

practical work they did is on archaic old machinery.” In-house training is then helping 

employers build skills that are suited to the employers’ needs.  

Companies also reported experiencing difficulties retaining employees and, as a result, 

this created a demand for ongoing training (typically induction training). One company 

explained the situation in the following terms: “You bring people in, you train, and then 

people leave. It is a mix of disciplinary action and people just not wanting to work with us 

anymore. You get low skilled workers coming in, they have to work really hard and they 

just decide they don’t want to do it anymore. But that doesn’t cost as much as losing a 

skilled person. If you lose 10 unskilled [people] it is not a problem, but losing 1 skilled 

person can cost a lot of money” (Large beef employer).  

There are jobs specific to the beef industry where competitors poach employees from one 

another. It is sometimes the case, employers reported, that the BMC may be the preferred 

employer as it is the highest rated company for which people want to work in the beef 

industry. There are also jobs which are not industry specific and they may compete with 

other large industries (such as mining). 

Work permits were also reported as a concern. There are jobs that are exempt—production 

managers, finance, managers, CEOs—but otherwise it can take a lot of time to gain work 

permits for some skilled workers. 

4.3.6 Future skill demand 

Figure 4.2 gives an indication of future skill demand in the sector. This data should be 

regarded as indicative of the way the demand for skills might develop in the future under 

a relatively optimistic outlook for the economy and sector. But as noted throughout the 

sector study, there are many uncertainties attached to how the beef sector might develop 

in the future, not only with reference to the future status of the BMC. 
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Figure 4.2: Indicative estimate of the total number of additional jobs created 

between 2016 and 2022 

 
Source: Authors’ calculations 

 

The skills that will be needed in the future are related to the need of employers to 

 Better maintain their equipment (engineers and mechanics); 

 Improve the production process (increase meat and product knowledge, 

deboning skills); and  

 Export if the meat market is liberalized.  

Opening up the market for exports may result in the creation of more jobs in the sector. 

The demand for existing skills will increase and new jobs will be introduced related to 

quality and standards (for example, quality controller, meat inspectors, animal 

welfare officer). Currently the training available for these roles is limited and if the 

industry changes and more employers are interested in taking up meat processing work, 

it will be difficult to meet their demand for skills. Animal welfare will be of high importance 

for exports but there are no candidates available locally and training is only available 

abroad, often at prohibitive prices.  

New jobs skills demand will also be related to advanced IT for companies that do not 

already have these skills (for example, for maintaining internal servers and systems, 

connecting different reporting systems, further digitizing of systems). There will be 

potential for current staff to take the roles of supervisors/managers and, in doing so, 

take responsibility for training incoming routine production workers. Exports may also 

trigger technological changes and the need for new technical and maintenance skills. 

Companies also foresee adding financial controllers and routine production workers to the 

team. 

If companies are to increase their exports, there is recognition that there will be a range 

of technical skills that will need to be accumulated if they are to comply with strict 

regulations in the international marketplace. Countries such as South Africa and Zambia, 

for instance, strictly regulate the import of food products, as does Europe, which is a high-

paying competitive market. 
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Table 4.4 gives an indication of the skills that employers consider to be of importance in 

the future. 

Table 4.4: Future skill needs in the beef industry according to employers 

interviewed 

Engineering Supervisory and management skills 

Mechanical skills Negotiation  

Meat and product knowledge Accounting 

Deboning Systematic thinking 

Quality control and assurance Time management 

Meat inspection Microbiology 

Animal welfare Sanitation 

Meat processing Technical reading and writing 

Advanced IT Problem solving 

 

4.3.7 Conclusion and summary 

The evidence from the beef industry suggests that the sector as a whole has sought to 

enter the higher value-added segments of the market for food (both in domestic and 

foreign markets). But this has proved to be a difficult goal to fulfil. The sector as a whole 

has a demand for a variety of skilled workers in traditional meat crafts and where vacancies 

arise, companies find it difficult to recruit staff. Relatively high levels of employee turnover 

have resulted in a constant need to recruit and train staff. It was reported that future skill 

needs will reflect a continuing demand for the traditional meet processing skills, but there 

will also be a demand for more senior professional/managerial employees if the sub-sector 

is to achieve the goal of moving into higher-value markets both in Botswana and in export 

markets. 

4.4 Textiles and clothing sub-sector 

4.4.1 Introduction 

The textile and clothing sector typically comprises 

 Textiles: including the preparation and spinning of textile fibers as well as textile 

weaving, finishing of textiles and wearing apparel, manufacture of made-up textile 

articles, except apparel; and 

 Clothing/apparel: all tailoring, in all materials (for example, leather, fabric, knitted 

and crocheted fabrics and so on), of all items of clothing (for example, outerwear, 

underwear for men, women or children; work, city or casual clothing) and 

accessories. 

The creation of the textiles and clothing sector was possible in Botswana because of 

governmental support through subsidies under the Financial Assistance Policy (FAP) 

especially in the 1980s and 1990s, and its growth was enabled by preferential trade 

arrangements (under Southern African Customs Union - SACU, Cotonou agreement, 

AGOA). The sector was significantly affected once subsidies were stopped (Motswapong 

and Grynberg 2014). In 2013, a Textile and Clothing Strategy was developed to promote 

a globally competitive and sustainable Textile and Clothing sector by focusing on six 

strategic pillars (clothing manufacturing; market access; entrepreneurship development; 

investment and finance; quality control, standards and production; conducive 

environment) (Government of Botswana 2013). The Strategy is facing a delay in 

implementation. 
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In Botswana, textiles and clothing is an important sector with regard to employment. 

Together textiles and apparel accounted for around a quarter of all employment in 

2011.Over time, employment has fallen as shown in Table 4.5. 

Table 4.5: Changes in employment in textiles and apparel 2005/6 to 2011 
 

2005/6 2011 Change 

Textiles 2,148 969 −1,179 

Clothing 8,175 6,702 −1,473 

Source: 2011 Population and Housing Census and the 2005/6 Labour Force Survey. 
Note: 2011 data most recent with detail required. 

In exploring the demand for skills in the sector evidence is provided from various statistical 

sources as well as interviews with seven textile companies in Botswana: two medium-

sized companies in Gaborone manufacturing garments and jackets (5–29 employees); one 

large garments manufacturer in Gaborone (50–99 employees); and four large companies 

in Gaborone, Francistown and its surroundings, manufacturing garments, jackets, suits, 

household textiles, beds (100+ employees). 

4.4.2 Drivers of skill demand 

The textile industry in Botswana has been shrinking; in the past there were more 

incentives from the government, more business opportunities and fewer players in the 

market. At the moment, based on employers’ statements, the market is smaller, with a 

relatively small number of companies and few customers. The biggest customer is the 

government. 

Employers reported that the conditions for doing business in Botswana have worsened 

over the years with respect to the costs of operation, the service provided by utilities 

(water being an issue, particularly), access to finance, and the availability of skills. The 

sector is dependent upon imports: the country does not manufacture fabrics so the only 

option for companies is to import raw materials (yarn, materials), as well as accessories 

and even packaging, from abroad. The cost of raw materials from South Africa are high 

and not all companies can afford them, so the alternative is to buy raw materials from 

Asia which increases transport costs. It was said in the employer interviews that major 

(international) competitors have easy access to raw materials, and do not have the same 

transport burden. 

The key drivers of change were reported as the following. 

 The government is preparing to implement policies in textiles—according to an 

employer a committee was formed in 2017 to implement the Textile Strategy, 

which was approved in 2014. 

 More support for exports is foreseen—the national export strategy is being renewed 

and the AGOA National Response Strategy has included textiles among priorities, 

due to the export potential of the sector. 

 The recession—one company was exporting to Europe, but once the recession hit 

there was much more price competition in Europe. 

 Lack of governmental subsidies—in the past, the textiles sector benefited from 

significant support from the government. One of the last subsidies was 

implemented around 2010–2012. After it was removed, it became more difficult to 

compete. 
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 Increasing Chinese imports which have a price advantage. 

 Increasing price competition. According to the employers, the government recently 

approached all retailers and told them that as they have a license to sell goods in 

Botswana, they are expected to support the economy, and reserve 10 percent of 

the floor area for products made in Botswana. One employer commented: "The 

government did a good job to put pressure on retailers and it is a good incentive. 

But… The retailers now go to local manufacturers and say: this style is what we get 

from China with 30 Pula. Can you give us the same for 20 Pula?"  

In summary, the pressures companies reported were related to a declining demand for 

textiles and clothing and increased price competition in the market which had proved 

difficult to meet especially given levels of foreign competition. The example below reveals 

how this has affected companies (see Box 4.2). 

Box 4.2: Example of a company affected after government demand dropped 

A company manufacturing garments and suits, having had the government as its biggest 
customer, found itself in a difficult financial situation. The company used to have large quantities 
of work ordered over long periods of time. Until March 2017, it had three contracts with the 

government. After the contracts came to an end, the company had to let go a lot of its staff 
because there was no more work. Lots of staff that had been trained over a number of years 
were lost due to lack of business. “Last week some people left who were with us 5 to 10 years 
so you can imagine how good they were.” They had paid wages for two months without having 
orders. At the moment, machines are left unused. The company was not awarded any more 
tenders because currently, tenders from the Government are awarded based on the lowest 
price. Private companies from abroad are coming in to make CMT orders (cut, make, trim)—

which are profitable when a company can deliver a fast, efficient service. But at the moment 

the company does not have the productivity necessary to respond to these orders.  

 

4.4.3 Employment and skill demand 

Figure 4.3a shows the changing occupational structure of employment for the clothing, 

textiles, leather, and footwear sector. It reveals the increasing reliance upon skilled craft 

workers over time.  

Figure 4.3a: Changing occupational structure of employment in clothing, 

textiles, leather, and footwear sub-sectors 

 
Source: 2011 Population and Housing Census and the 2005/6 Labour Force Survey. 

To provide more detail on the clothing and textile sectors, Figure 4.3b and Figure 4.3c 

show the occupational structure of these sectors, respectively, in 2011. The main 
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difference between the two sub-sectors is the relative importance of craft workers in the 

clothing sector. 

Figure 4.3b: The occupational structure of the clothing sector in 2011 

 
Source: 2011 Population and Housing Census. 

Note: 2011 data most recent with detail required. 
 

Figure 4.3c: The occupational structure of the textile sector in 2011 

 
Source: 2011 Population and Housing Census. 
Note: 2011 data most recent with detail required. 

 

The textile and clothing sector was described by one employer as being labor intensive, 

without much demand for skills from the majority of employees. The sector has tended to 

rely on expatriates for managerial and most technical jobs. One employer said: “There is 

zero availability of technical staff in terms of people who can repair, maintain the 

equipment; we have technicians, but none from Botswana. We import them." For the other 

jobs, there is plentiful local supply. 

Table 4.6 provides more detail on the types of job undertaken in each occupational 

category. 
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Table 4.6: Types of job carried out within each occupational group in the textile 

and clothing industry 

Occupational category Occupations named by employers currently existing in the 

enterprise 

Managers Manager, General Manager, Operations Manager, Training 

Manager, Dispatch Manager 

Professionals Designer, Quality Control, IT, Sales, HR, HR Assistant, Trainer, 

Training Officer 

Skilled production 

workers 

Production Manager, Assistant Production Manager, Workshop 

Manager, Production Supervisor, Head of Department, 

Pattern/Sample Maker, Pattern Makers using CAD CAM, Pattern 

Makers (using Corel Draw), Knitting Operator, Knitting Technician, 

Dye House Manager, Dyeing Operator, Spreader, Cutter, Sewing 

Operator (by difficulty/ different levels of skill, Printing 

Coordinator, High-Skilled Tailors, Weaving Manager, ETP Plant, 

Affluent Treatment Plant, Electrician, Mechanic, Sewing Machine 

Mechanic, Boiler Operator, Maintenance, Artisan, Machine 

Operators (cutting, stitching, sublimation printing, printing, 

labelling, embroidery, quilting, tape edger, Computer Numerical 

Control machine - CNC, upholstery), Finishing, Cleaners 

Clerical staff Book keeping, Merchandiser 

Routine production 

workers 

Tailors; Cleaner; Packing, Ironing, Sewing Machine Operators with 

basic skill, Packing 

 

It was reported that the production process requires careful planning. There is a need for 

people to monitor the production process carefully. Among key occupations, most 

employers interviewed highlighted management related staff such as supervisors and 

production managers as being critically important. Table 4.7 lists the jobs which employers 

regarded as being particularly important. 

Table 4.7: Key occupations in the textiles and clothing industry as identified by 

employers interviewed; with description of indicative experience and/or skills 

required 

Key Occupations  Experience and skills  

Designers Degree and experience in a similar company 

Production manager, 

supervisor 

Understanding of the garment industry, interpersonal skills, being 

able to assess the flow of work/keeping the flow moving; making 

sure the right people are at the right spot at the right time. 

Planning is an essential skill, being able to continue the training of 

new hires, monitoring quality. 

Electrician To understand electronics, timing of the machine, computer 

controls  

Skilled mechanics Being able to work with sophisticated machines, that is, pumps. 

Being able to pay attention to details and do precise work.  

Machine operators Being able to operate the machines (sewing, printing, 

embroidering, dyeing, cutting). At least secondary education level, 

and in the case of one company, a satisfactory IQ level (based on 

internal testing). 
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4.4.4 Skill supply 

Employers reported that there are not many technical schools and few diploma courses 

available. The education system, it was said, is too theoretically oriented. As one employer 

said of recent engineering graduates, ”They know what electricity is but not how to apply 

it. There is no practical training to apply the theoretical knowledge. As a result, they can 

speak well and know the theory but not apply it.” There is also a sense in which training 

providers do not have access to the latest machines and skills. One employer commented, 

in relation to various technical courses on offer, that, "What we realised is the lack of basic, 

basic courses. Who are the lecturers there, do they have the technical skill? When students 

come for placement they are shocked to see what we have in terms of equipment." 

Accordingly, many employers have invested heavily in their own training programs. Some 

larger employers have integrated training lines where new recruits spend a couple of 

weeks before working on actual production lines. Often training is carried out on-the-job 

by more experienced workers/supervisors. Companies also have in place systems for 

cascading skills throughout the organization. As one company commented, "There is 

continuous on-the-job training for potential supervisors: in each department, there is one 

critical [member of] staff who has an understudy. The critical staff [member] is usually an 

expat, coordinating the department, and transferring the skills on-the-job so that the 

company can work with country citizens.” With respect to technician training there is a 

reliance on sending them to South Africa for training in relation to operating and 

maintaining new machinery. 

Given the weak level of aggregate demand for clothing and textiles, employers reported 

that they need to take care when investing scarce resources in training. It was reported 

that it was important to identify the right employees for training—that is, those who had 

the potential to develop and who were thought likely to stay with the company. 

Companies wanted closer links with training providers. One employer said: "Training 

institutions should come to see what we do, what we are producing, what type of people 

we have, what level of training we need, and then design a training course. At the moment, 

there is a mismatch. What the government is spending money to train people on is not 

required." Closer links, it was said, with the universities/government training centers are 

clearly needed to define better, more applied and appropriate training curricula.  

At the moment, the textile industry awaits the outcome of an industry initiative: the launch 

of a diploma course at the Textile and Clothing Institute of Botswana which is 

operating in Gaborone and covers trade-related skill needs of the industry. The Institute 

is currently providing short courses and awaits BQA approval. It is anticipated that not 

only will this initiative deliver skills the industry needs, but that it will better prepare new 

entrants for the working culture in the sector. If the initiative proves successful, there is 

interest from the industry to work on replicating the institute in Francistown. 

One of the challenges for companies is making the requisite investments in skills. As the 

example below illustrates, where companies want to diversify into new markets and, in 

some instances, move upmarket there are training costs in doing so. These can be difficult 

to meet (see Box 4.3). 
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Box 4.3: Example of a vertically integrated company meeting its skill needs in-

house 

A flexible knitter manufacturer supplying t-shirts, knitwear, and shorts has exported to the 
European market in the past and, since 2009, to South Africa and Zimbabwe: “We have 
structured the company not to put all the eggs in one basket, to spread the risk. Now we are 
on many markets.” The company is an integrated textile company, meaning they manufacture 
their own cloth. They differentiate themselves from the competition in their finishing, because 
they have their own printing, and embroidering equipment, but still the level of equipment is 

medium range. "We are in 2017 and using 2010 technology. For example, we don’t have a 
facility for overall printing, which would have brought more orders." For spreading, cutting, 
manual labor is used. At the technical level, staffing has been quite stable—it is mainly made 
of expats—but at the production level people come and go. The company will need workers for 
all sections (knitting in particular, dyeing, spreading, cutting, sewing, printing, and 
embroidering) while maintenance and technical staff will be even more in demand if the 

company manages to invest in technology. "If you want to move up you need more technical 
people and need for more technical support to handle the production on the floor.” The response 
to the skills gap is training on the job. "We’ve been here 17 years, we’re still training. We are 
training all sections every day, from knitting to packing.” But the company indicated that 
training is costly with the funding not always available and there are worries whether trained 
people will stay with the company. 

 

4.4.5 Skill mismatches 

Employers described the recruitment and initial training process. When they first join a 

company, people are usually semi-skilled or unskilled. Those hired as operators do not 

know how to work with machines—it takes time to train them, and once they are trained, 

it was said, they still cannot be compared with operators in other countries in terms of 

skill and efficiency. 

According to one employer, skill gaps persist and might be on the increase. There is a 

need to have relatively highly skilled people in management positions. In the past, there 

has been a tendency to rely upon people from other countries to fill these jobs. Now that 

there are more restrictions on recruiting foreign laborers there are concerns from 

employers about their capacity to recruit the skills they need for more senior positions in 

the company. If they cannot recruit people who will drive change in the organization, then 

this will have implications for the overall nature of the business. 

There has also been a shift to using flatter management structures in clothing and textile 

companies and this is posing challenges too; many workers are not used to be being 

responsible for various activities—they are more used to working in a hierarchical 

structure. So, there is a need to change mind-sets in the business so that workers become 

more used to taking responsibility and acting on their own initiative. 

There is also a general reluctance of those in supervisory positions to persuade those they 

are supervising to learn from any mistakes they make. The cause of this thought to lie 

outside of the workplace. The supervisors often live in the same locality as the staff they 

are supervising, so they are reluctant to take action in the workplace in case there are any 

repercussions outside the workplace. In general, there is much development to be done 

in improving supervisory skills. 

4.4.6 Future skill demand 

Under a relatively optimistic scenario of an increase in employment, Figure 4.4 gives an 

indication of the future scale of skill demand. This may actually underestimate the true 

level of demand for managers, professionals, and technicians. To some extent future 
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employment growth will be dependent upon the introduction of new technologies that are 

likely to necessitate the increased employment of those in technical capacity. 

Figure 4.4: Indicative estimate of the total number of additional jobs created 

between 2016 and 2022 

 
Source: Authors’ calculations. 

 

The types of garment that some companies made in the past did not require much skill. 

The design was given by customers. But in the future, it is felt that employers will need to 

make a more sophisticated offer to clients, especially if they get involved in the fashion 

industry. 

The content of jobs is likely to change as operators will have to learn to operate new types 

of machinery. Even if there are more automated machines people are still needed to 

operate them so increased automation may not drastically reduce employment. In general, 

supervisory skills will have to increase and supervisory teams will need to be strengthened. 

This will mean more advanced systems, computer-controlled systems, and more interface 

with IT systems.  

Interest in exporting may also push companies to invest in new technologies that those 

operating in international markets use—this will mean increased investment in IT, and 

CAD-CAM. CAD-CAM operators will be increasingly needed to conceptualize the product 

for the buyer. For companies making such as transition there will need to be some 

upskilling and an increased reliance upon supervisors and IT staff to teach other employees 

how to use new equipment. Some employers assess that they will not have problems 

meeting new skill needs because they will focus, as they have until now, on training people 

in-house. As one company said: “95% people that come into the company are unskilled 

and are trained in-house.”  

Table 4.8 lists some of the key skills required in the future. 
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Table 4.8: Future skill needs in the clothing and textiles industry according to 

employers interviewed 

 

Managers Supervisor 

Communication Machine operator 

(knitting, dyeing, spreading, cutting, sewing, printing, 

embroidering) 

Design Specialized tailor 

Fashion design Industrial engineer 

Marketing Diploma engineer 

Sales Technical engineer 

Quality assurance Electrician 

IT Skilled mechanic 

IT specialized in coding Inventory management 

CAD-CAM Stock control 

CAD-CAM/software operators Costing 

HR Merchandising 

Chief accountants Production clock 

Production manager Productivity 

 

4.4.7 Summary and conclusion 

The sector as a whole has been in long-term employment decline. It is considered to be a 

relatively labor-intensive sector. Respondents in the interviews said that ideally there is a 

need to capture export markets and use more automation in production. The industry is 

hampered in this by a shortage of people with high-level technical skills associated with 

the latest technologies. If the industry is to develop in the future then there is a need to 

invest simultaneously in technologies and markets and also invest in the requisite technical 

skills. The problem the industry faces is that after a prolonged period of contraction it has 

limited resources to invest in human capital. 

4.5 Leather sub-sector 

4.5.1 Introduction 

The previous section has provided information on the clothing and textiles sector. This 

section looks more specifically at a sector closely related to the clothing and textiles 

sector—the leather sector. This is of notable importance to Botswana given the importance 

of rearing cattle and the beef industry (see section 4.2). Within international classifications 

of industries, the leather sector is described as the manufacture of leather and related 

products. 

 Tanning and dressing of leather; manufacture of luggage, handbags, saddlery 

 Manufacture of footwear 

The abundance of livestock in Botswana contributes to employment, livelihood, and 

investment opportunities, but economic benefits are not fully realized due to the fact that 

the hides and skins are either going to waste or are exported without any added value, 

because there are no leather processing facilities available anymore (CSIR 2015). The LEA 

is a parastatal under the Ministry of Trade and Industry, an active promoter of the leather 

sector development in Botswana that has initiated efforts for the establishing of a Leather 

Industry Park in Lobatse. 
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The information contained in this section is based on interviews with three leather SMEs 

with up to 10 employees, manufacturing leather goods; and on two interviews with LEA. 

In 2011, there were an estimated 203 people working in tanning and leather products 

(excluding clothing and footwear), down from 247 in 2005/6. Even if at the moment the 

sub-sector may be considered to be small in size, it was included in the EDD Strategy and 

it seems that has a high potential to contribute to employment (with an estimated number 

of 10.000 jobs),20 and to exports (it was included among AGOA priorities in the National 

AGOA Response Strategy for Botswana). 

4.5.2 Drivers of skill demand 

The main challenge for the leather sector is that Botswana does not have finished leather 

available within the country. Finished leather is currently imported (from South Africa, 

Zimbabwe, and other countries) along with other necessary production materials 

(accessories, buckles, glue, and so on). This makes the price of the final product expensive 

and reduces the competitiveness of the sector (especially in competing with less expensive 

exports). Machines dedicated to working with leather are expensive to import, which also 

restricts business growth. And it needs to be borne in mind that most producers are SMEs 

with limited capacity to invest in the latest technologies. 

Botswana has a potential strategic advantage in the leather industry. It has a large animal 

population, not just that of cattle but also sheep, goats, and various wildlife. There is room 

for investment; if leather processing plants/tanneries were to be established around the 

country, then there would be substantial growth opportunities for the leather sector. 

Bearing this in mind, there was progress in 2017 with regard to developing the Leather 

Industry Park in Lobatse. Approvals have been obtained and construction will soon 

commence with an estimated date for completion being in 2019. Phase I of the Leather 

Industry Park will reintroduce tanneries to Botswana to take advantage of the large 

number of available hides which, at the present time, are not generating any added value 

it their unprocessed form. Phase II will add spaces for production of leather goods with 

focus on high-end products. 

Demand for leather products is increasing in the perception of employers interviewed, 

even though it is difficult for small companies as those interviewed to penetrate the 

market. Judging from imports, this trend will continue into the future. But demand is being 

met through imports to a large extent. And there are concerns that some of the imports 

are of low quality which consumers lacking detailed product knowledge may not be aware. 

There is thought to be a potential market for products produced from locally sourced hides 

of high quality. 

4.5.3 Employment and skill demand 

Figure 4.5a shows the occupational structure of the leather industry in 2011 (excluding 

clothing and footwear).21 It reveals the sector’s reliance upon skilled craft workers and a 

relatively low number of people employed as managers. This is likely to reflect the size 

structure of employment where many people work in very small organizations and may 

therefore be engaged in a number of different roles (that is, managing but also involved 

                                                           
20 As reported in Mouwane, Tumelo (September 8, 2017) “Lobatse Leather Park to Create 10,000 

Jobs” in Mmegi online. Available at: 

http://www.mmegi.bw/index.php?aid=71561&dir=2017/september/08. 
21 Due to the small number of people employed, a comparison of 2011 with 2005/6 provides a 

spurious account of change over the period. 

http://www.mmegi.bw/index.php?aid=71561&dir=2017/september/08
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in production). Figure 4.5b shows the structure of employment at a more aggregate level 

in the wider clothing, textiles, leather, and footwear sector. Potentially, if the sector were 

to grow, this is the wider sector of employment from which it might recruit workers. It is 

apparent that the occupational structures are similar with their heavy reliance upon the 

employment of skilled craft workers. 

Figure 4.5a: Occupational structure of employment in the leather sector in 2011 

 
Source: 2011 Population and Housing Census. 
Note:2011 data most recent with detail required. 
 

Figure 4.5b: Occupational structure of employment in the clothing, textiles, 

leather and footwear sector in 2011 

 
Source: 2011 Population and Housing Census. 
Note: 2011 data most recent with detail required. 

 

Currently, the leather sub-sector in Botswana has a relatively low number of small/micro 

enterprises and SMEs. Below are the occupations and skills that currently exist in the 

enterprises interviewed (see Table 4.9). 
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Table 4.9: Types of job carried out within each occupational group in the 

leather industry 

Occupational category Occupations and skills named by employers, currently 

existing in the enterprise  

Managers Manager 

Professionals Designer (pattern making, computer aided design, client 

relations); Supporting designer (seasonal, non-citizen); Finance 

controller; fair trade responsible (marketing) 

Skilled production 

workers 

Cutter, Machine operator (stitching, sewing and upholstery), dyers 

Clerical staff Book keeping (accounting, sales, communication, social media); 

Secretary (basic IT skills) 

Due to the small size of the companies, staff sometimes have mixed skill sets and mixed 

roles inside the team (for example the accountant may also be managing the company’s 

social media account). The companies identified a need for more knowledge about leather 

in general, as it is a very complex material. 

4.5.4 Skill supply 

Currently there is no specific training program that deals with leather. Leather is briefly 

covered in fashion programs, under fabrics, but it was reported that there is little more 

than this. To push education on leather further, according to the LEA, it would be good to 

benchmark with the best leather schools in the world and to see what their curricula offer. 

Other countries have achieved progress in the leather sector including, for example, the 

Leather Institute in Ethiopia and the combined curriculum on leather and fashion design 

at the University of Northampton in the United Kingdom. 

In the past, there were signs of interest from educational institutions to include leather 

into their curriculum (for example LEA received a visit from BOTO University to discuss 

the development of a leather program), but initiatives were not yet finalized. In the 

meanwhile, the LEA set up a leather incubator in 2010 with the main objective of growing 

leather work entrepreneurs. These become clients of the incubator, and enter a two-year 

program in which they are taught business and technical skills (designing, cutting, 

stitching, and finishing of leather products, using leather specific machinery). All skills 

exist locally and can be taught by local trainers, but only up to certain levels. It is 

international trainers that teach the skills at higher levels. Teaching of production skills is 

done in a practical way, with machines, sometimes in a classroom set-up or one on one.  

An important initiative relating to skill supply is the recently developed set of leather 

qualifications developed by the BQA (see Table 4.10).22 This will be potentially important 

in meeting future skill needs. 

                                                           
22 At the moment, the qualifications combine the production of leather with leather processing to 

some extent. 
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Table 4.10: New qualifications relevant to the leather industry 

Qualification Holders of this qualification are able to: 

National Foundation 

Certificate in Hides 

Collecting 

 Harvest natural resources for traditional leather tanning; 

 Care for hides and skins. 

National Intermediate 

Certificate in Tanning 

 Perform tasks associated with skilled jobs of non-routine 

and complex nature indicating production. 

National Certificate in 

Leather Work 

 Grade tanned hides; 

 Demonstrate knowledge of tanning leather; 

 Demonstrate knowledge of dyeing leather in tanning. 

National Foundation 

Certificate in Leather Work 

 Design a basic leather product; 

 Care for a leather product. 

National Intermediate 

Certificate in Leather work 

 Perform tasks associated with skilled jobs of non-routine 

and complex nature indicating production. 

National Certificate in 

Leather Work 

 Produce leather products; 

 Design leather products; 

 Adhere to and comply with technical requirements and 

procedures for safety health, environment, and risk 

management rules. 

Source: BQA Qualifications Development Division (August 2016) National Foundation Certificate in 
Hides Collecting, BQA Qualifications Development Division (August 2016) National Intermediate 

Certificate in Tanning, BQA Qualifications Development Division (August 2016) National Certificate 
in Leather Work, BQA Qualifications Development Division (August 2016) National Foundation 
Certificate in Leather Work, BQA Qualifications Development Division (August 2016) National 
Intermediate Certificate in Leather work, BQA Qualifications Development Division (August 2016) 
National Certificate in Leather Work 
 

4.5.5 Skill mismatches 

The current situation was summed up by one respondent as follows: 

“There should be a leather institute set up. Most people who are doing leather their work 

in Botswana are not mastering the skill, craftsmanship is imperfect.” (Leather employer). 

As the leather value chain is not yet developed, there are no readily available people or 

skills who can be engaged in leather work, and so existing companies rely significantly on 

foreigners for skilled labor. People do not have specific leather work production skills and 

generally lack knowledge of leather as a material. 

The example below provides an indication of how a company is trying to develop a market 

niche in Botswana and the skill needs this give rise to (see Box 4.4). 
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Box 4.4: Example of a company in the leather sub-sector – hiring expats to 

transfer skills and meet skill demand 

A small company producing handcrafted leather goods is trying to bring something new to a 
marketplace that is flooded with imports: manually produced, dyed, and decorated handbags 
and belts. Following online efforts to promote their products, clients are increasingly receptive. 
The company plans to equip itself with more and better machines and, in time, to open up more 
branches in Botswana. However, to accomplish this plan, the level of skills needs to be 
increased. The company operates with a stable core team of five people (four staff have 

diplomas in fashion design, and one has ah diploma in accounting). The low number of staff 
implies that one employee can have a wide range of responsibilities (that is, the accountant 
undertakes sales, communication, and social media functions as well as those related to the 
company’s accounts). To increase specific leather production skills, seasonal staff have been 
taken on (four persons, all non-citizens/ expats). The skills the seasonal workers bring are 
transferred to the regular employees of the company. The company pointed out that apart from 

some courses run by the LEA Leather Incubator, there is no other possibility of learning skills 
at a high level. As one company employee said, “we too need to be skilled, we need to sharpen 
our knowledge.” Learning from foreign workers allowed this to happen. 

4.5.6 Future skill demand 

Given the relatively small number of people employed in the sector, and the fluctuation in 

employment levels by occupation over time, it is not possible to provide a quantitative 

projection. The reader is pointed to projection provided for the clothing, textiles, leather 

and footwear sector provided in Figure 4.4. 

The leather companies interviewed had a high need for skills for managers and 

professionals (HR, IT, Finance, Marketing, and Design). In the future, as companies, 

develop there is recognition that these professional roles will need to be more clearly 

defined (with people increasingly filling specialist roles in companies rather than a 

multiplicity of them) and, accordingly, skill sets will rise. 

In the future, there is recognition that more skilled production workers will be needed 

including operators, pattern makers, sewers, and upholsterers. New jobs, apart from 

professionals, will include mechanics to maintain and repair machines. 

The next stage in the development of the sector will be increasing the use of computer-

assisted design and cutting because it is more time-efficient and avoids the necessity 

of physical archiving of hand drawings/designs. The challenge with sophisticated 

technology is that the users are not yet there in terms of skill. 

With regard to producing actual leather goods the following skills have been identified by 

employers (see Table 4.11). 
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Table 4.11: Future skill needs in the leather industry according to employers 

interviewed 

Management Operators 

Production management Cutting 

Finance Sewing 

HR Upholstering 

IT Interlocking 

Quality assurance Stitching 

Finance and accounting Measuring 

Marketing Shoe lasting 

Design Clicker 

CAD Mechanics 

CNC Vamping 

Pattern makers Packaging 

 

As noted above, for the leather sector to develop its strategic advantage requires there to 

be a supply of finished leather. It is worth considering the skills that will be required to 

develop tanneries. According to the feasibility study of the Leather Park (CSIR 2015), the 

following human resource requirements will need to be satisfied once the tanneries in the 

Leather Park are operational (see Table 4.12). 

Table 4.12: Skill needs of tanneries 

HR requirements for a tannery 

COO/CEO Yard Supervisors 

Finance and Administration Manager Maintenance Engineer 

Sales and Marketing Manager Maintenance Supervisors 

Admin and Sales Staff Security 

Plant Manager Production workers: Skilled, Semi-skilled, 

Unskilled workers Yard In-charge 

Source: CSIR-Central Leather Research Institute (2015) A validation/feasibility study on the 

bankability of a leather industry park with common effluent treatment plant in Botswana. 

Other skills that will be in demand in the future if tanneries are developed will be those 

related to export, legal affairs, human resource management, environmental 

management, quality assurance, testing laboratory technicians, research and 

development, chemists and chemical engineers, leather technology, and microbiology. At 

the first stage, experienced leather technologists from other developing countries may be 

recruited to provide expertise for producing finished leathers of international quality.  

As noted above the recently developed leather qualifications by the BQA could be 

important in meeting future skill needs (see Table 4.11). 

4.5.7 Summary and conclusion 

The industry is one that is seen as having substantial development potential, not in the 

least because Botswana’s substantial cattle industry is a source of hides. But for the time 

being, the sector’s development is seen to be hampered by a lack of finished leather with 

which to work. But if the sector is able to develop its own tanneries this will create a 

demand for both traditional leather working skills and the professional/technical skills that 

will allow the sector to move up the value chain. The supply side is improving, but if the 

industry is to develop there will be substantial demands made of the supply side if skill 

shortages are to be avoided in the future. 
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4.6 Industrial assembly 

4.6.1 Introduction 

Industrial assembly includes a wide variety of activities. Potentially this includes companies 

involved in: 

 Fabricated metal products excluding 
machinery and equipment (including 
Tanks and Steam Generators 

 Machinery and equipment including 
refrigerators and other domestic 

equipment (for example, Engine, 
Turbines, Pumps) 

 Office, accounting and computing 

machinery 
 Electrical machinery and apparatus 
 Radio television and communication 

equipment and apparatus (for example, 
TV Cameras, Switchboards) 

 Medical, precision, optical instruments: 
watches-clocks including Dental and 
Veterinary Instruments 

 Motor vehicles, trailers, and semi-trailers 
 Other transport equipment 

 Furniture (all types including of wood, 
also mattresses) 

 Manufacturing of Jewelry 

 Manufacturing of other products not 
elsewhere classified for example, Pens, 
Pencils, Smoking Pipes 

Source: BSIC. 

In 2011, it was estimated that around 6,000 people or around 20 percent of the workforce 

in the manufacturing sector were employed in this sector. The information provided below 

is based on statistical data and interviews with selected employers: 5 large industrial 

assembly companies based in Gaborone (one with 50-99 employees, the others with 

100+), manufacturing varied goods such as electrical vehicle harnesses, prefabricated 

building and portable cabins, office stationary, corrugated boxes and package materials, 

window frames and steel doors. 

4.6.2 Drivers of skill demand 

The manufacturers interviewed are generally the main manufacturers for their type of 

product. Three of the manufacturers interviewed also relied heavily on government tenders 

and, said, that as a consequence their output had gone down. The manufacturers that 

were more linked to the construction sector found market conditions difficult. When there 

are more government tenders then their business grows, and recently government has 

not invested as much as in the past. One company was supplying the mining sector which 

was affected by metal prices going down. Employers reported greater competition in their 

markets including that from producers based in South Africa. But it was local competition 

that was often the most fierce at least for window frames and doors (there are new, small 

entrants, some of which were former employees who wanted to own their own business). 

The demand for packaging was largely dependent upon the demand for other types of 

manufacturing. 

In summary, the key drivers of skill demand in the sector related to: 

 being price competitive; 

 the quality of service provided; and 

 keeping pace with technological change. 

4.6.3 Employment and skill demand 

Figure 4.6a shows how the occupational structure of employment has changed between 

2005/6 and 2011; it is apparent that the overall proportion of employment accounted for 

by managers, professionals, and technicians has declined over time, while that of skilled 
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craft workers has increased. Figure 4.6b provides a more detailed breakdown of 

occupational employment for 2011. 

Figure 4.6a: Changing occupational structure of employment in the industrial 

assembly sub-sectors, 2005/6 and 2011 

 
Source: 2011 Population and Housing Census and the 2005/6 Labour Force Survey. 

Note: 2011 data most recent with detail required. 
 

Figure 4.6b: Changing occupational structure of employment in the industrial 

assembly in detail, 2011 

Source: 2011 Population and Housing Census. 
Note: 2011 data most recent with detail required. 

 

Table 4.13 provides more detail on the types of job encompassed by each occupational 

group. 
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Table 4.13: Types of job carried out within each occupational group in the 

industrial assembly sub-sector 

Occupational category Occupations named by employers currently existing in the 

enterprise 

Managers General manager, Production Manager Director  

Professionals Marketing, HR, Training Coordinator, IT, Finance, Procurement, 

Quality Controller, Engineer, Civil Engineer 

Skilled production 

workers 

Production Manager, Production Supervisor, Warehouse Manager, 

Machine Operators (grinder, welder, cutter, boiler operator, boiler 

maker, fitter, printer), Maintainers (machine lubrication), 

Electricians, Cutters, Line trainers, Foremen, Senior tradesmen 

(carpenters, electricians, welders), Ultrasonic welding, Crimping, 

Foaming stations, Tapers, Wire routers, Mounting parts, Plugging, 

Ring terminal, Testing 

Clerical staff Accountants, Administration, Logistics, Operations, Warehouse 

assistants, Dispatch, Transport Operators 

Routine production 

workers 

Production workers 

 

Out of the above occupations, employers highlighted those which they considered key for 

their business (see Table 4.14). 

Table 4.14: Key occupations in the industrial assembly sub-sector as identified 

by employers interviewed; with description of indicative experience and/or 

skills required 

Key Occupations  Experience and skills 

Machine operators Know how to operate the machine, hold machine-specific skills, 

handle the machine properly in order not to damage the machine, 

have knowledge of engineering products and how to handle them 

(basic understanding of how to handle the machine, how to set it). 

Maintainers Technical certificate, on the job experience. 

Engineers Diploma; experience to improve theoretical knowledge. 

Cutting Six months in-house training for different types of cutting 

machines (cutting, cutting and stripping). 

Line trainers Two years of experience in the company, understanding of the 

product, ability to present, disseminate information, identify gaps 

in the production process and think of ways to close it.  

Logistics The plant’s planning function. Takes the order and breaks it down 

to the departments according to production information.  

Inventory managers Qualifications in the areas of procurement supply/SIPS, IT – 

computer literate 

Production managers 

and supervisors 

Because it is a push-based production; somebody who 

understands the capacity of the systems, to calculate based on 

demand, who is trained in SIPS – Skilled in Procurement Supply), 

project management, knowledge of the field, supervisory skills, be 

able to work without needing monitoring. 

 

4.6.4 Skill supply 

Many companies tackle emerging skill needs by providing in-house training, much of which 

is provided on-the-job. Some of the companies have localization strategies to transfer 

skills from expat employees to local ones. It should also be noted that machinery suppliers 
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can be an important source of staff training. There is a general recognition of the need to 

train to ensure that employees are kept up to date with the latest technologies and working 

practices. But management training can be a problem, especially where there are relatively 

few managers. One company succinctly explained the situation as follows: “Management 

didn’t go to training this year – we are not many in management so we are always busy. 

But everything changes every day. You have to train.” 

One company designed and ran a talent management program, like a business continuity 

plan because they need people attached to the company that can help ensure a flow of 

skilled technicians and engineers coming through the business. Academic attachments are 

a good way of recruiting graduates, it was reported. If they are good, they are offered 

jobs. No preferred training providers were mentioned by the companies interviewed. 

Trainers usually approach the company and the employer makes a decision based on their 

credentials. Two companies said they liaised with educational institutions and collaborated 

in student placements (such as with the Industrial Engineering Faculty from University of 

Botswana). In general, there was a view that the external supply of training was not well 

developed. Even machinery suppliers do not always come forward to say that they are 

ready to supply training. This is a problem for the development of the sector as explained 

by one company: “If you want to encourage manufacturing you need to have a constant 

supply of skilled people, you can’t have expensive equipment without properly trained 

staff. And the companies can’t afford to provide training for every person; they should 

train the company at least with basic requirements, after which a specialised skill can be 

provided by the company.” 

In one employer’s view, training institutions should “come and sit with us to see what we 

are looking for. We need to agree on a curriculum.” 

In general, employers were investing heavily in training. In many respects, there was no 

alternative. They needed skilled employees and the only way they could obtain those skills 

was by delivering training (see Box 4.5). 

Box 4.5: Example of a company meeting its skill needs 

Company producing electrical vehicle harnesses, has recently been awarded a tender that 
increased its capacity and increased its production lines. New projects bring a need for new skills. 
The company was also ISO certificated which meant that every single person had to have up-to-

date skills. Quality was very important it was explained; over the past year there had been eight 
quality audits. The company trains people in house for all skills. Every nine months they refresh 
employee knowledge. Every time there is a change in the business, training is provided. 

Newly hired staff on the production line often have limited skill sets: “When we take them, they 
have no skill, which is exactly how we want them, because we are able to mould them according 
to how we want them to be.” Critical skills are cutting, logistics, ultrasonic welding; crimping; 
foaming stations; tapers; wire routers; mounting parts; plugging; ring terminal testing, and so 

on. 

Other critical skills such as production planning/ supply chain management or industrial engineers 
were not readily available or are hard to retain. “It takes our time to train, that is time we don’t 
have, and when a person resigns after the company invested, we start at zero again…” 

The company communicates with the University to help them tailor their curriculum to the needs 
of the industry. The company has also had meetings with the BQA because they want to obtain 

full accreditation for their internal courses and trainers, so that they can start claiming costs for 
money that they are investing into training. 

 

Skills shortages can cause production problems in a variety of ways as the example below 

illustrates (see Box 4.6). 
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Box 4.6: Example of a company facing difficulties in meeting a key skill 

The company had approximately 100 employees and is producing corrugated boxes and packing 

equipment. One key skill needed by the company is that of a boiler operator. There are a few in 
the country and the boiler needs to be carefully cared for as it is a sensitive and potentially 
dangerous piece of equipment. There is no training program for boiler operators in Botswana. To 
have a properly trained person the company would have to send the employee for training in the 
Republic of South Africa RSA, which is extremely expensive. If an employee undergoes the 
training, upon return they may leave the job. The company has tried to ask training providers for 
a course in boilers, with no success. Recently, a boiler was broken because of what is believed to 

be lack of skill, an accident was avoided, and the company had to order a new boiler. Fortunately, 
an order for a boiler for another factory got cancelled and it was exactly what they were looking 
for. To bring the boiler to took eight weeks so the factory stopped its usual work and instead 
bought semi-finished products that they finished in-house.  

 

4.6.5 Skill mismatches 

New recruits do not always have the practical experience companies would like and so 

they engage in on-the-job training to deliver practical skills. Graduates from institutions 

such as the Botswana College of Engineering and Technology (BCET) are often skilled but 

have learned using different machines and sometimes new recruits have a good grasp of 

theory but are less well versed in more practical matters. As one company said: “Many 

institutions don’t provide basic knowledge so ultimately, we are the trainer, and these are 

not the specific skills that we are talking about.”  

For some positions, employers have sought to recruit expatriates because the local labor 

market cannot provide the skills required. As one company commented: “I think a lot of 

companies are not able to progress because of difficulties in finding technical skills in the 

country, and when you try to bring people from other countries the process is hard, there 

is a lot of uncertainty in getting the permits. It is something the government needs to 

address.” Several employers said that it was hard at times to find candidates for positions 

that require experience. Hard-to-fill positions included:  

 production manager; 

 electricians; 

 production supervisors; 

 production planners; 

 quality assurance staff (that is, for ISO); 

 industrial engineers. 

It is also hard to retain some employees—production planning/ supply chain management, 

industrial engineers, and boiler operators—simply because of the high demand for them 

in the local labor market. For some of these jobs there is demand outside the 

manufacturing sector. 

4.6.6 Future skill demand 

An indicative estimate of future skill demand is provided below in Figure 4.7. It is based 

on an extrapolation of past trends and may consequently underestimate the impact of 

technological change on the occupational structure of employment. Increased use of 

automation could result in there being less growth in craft and machine operative jobs and 

more at the professional/technician level. Nevertheless, Figure 4.7 gives an indication of 

what might happen based on an extrapolation of past trends into the future. 
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Figure 4.7: Indicative estimate of the total number of additional jobs created 

between 2016 and 2022 

 
Source: Authors’ calculations. 

 

Companies generally reported that they would need more of the same skills in the future. 

Given the high levels of competition in the market, there may also be a need for skills that 

are related to winning business (that is, marketing and sales) and making production 

more efficient (that is, management, supervision, better maintenance). Smaller 

companies identified the need for improved management skills, as well as a demand for 

more supervisors and middle-level managers to drive efficiency changes through the 

business. Companies were generally outsourcing IT at the moment but in the future some 

said there might be a preference for providing this in-house. It was also indicated that 

financial skill sets may also need to be raised. In particular, there may be a need for more 

specialist accounting skills related to purchasing, payroll, and so on (see Table 4.15). 

Table 4.15: Future skill needs in industrial assembly according to employers 

interviewed 

Future skills needed by industrial assembly employers interviewed 

Management Mid-level manager 

Project manager Mechanic 

Quality Controller/Officer Maintenance 

Sales Electrician 

Marketing Electronics (technician/engineer) 

HR, HR assistant Machine Operator 

IT Boiler Operator 

Accounting Hydraulic Machinist 

Investment appraisal Carpenter 

Operations assistant Welder 

Production supervisor Delivery 

3D Printing  
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4.6.7 Summary and conclusion 

The sector is one that experiences skill shortages, in part because new entrants to the 

sector are often not skilled in using the machines extant in the typical factory. This places 

a pressure on the sector with respect to the amount of training it needs to provide. Looking 

to the future, the sector’s skill needs are skill intensive: that is, a demand for skilled crafts 

workers and professionals/ technicians typically skilled in a range of engineering skills. 

These are typically expensive ones to produce which can exacerbate shortages where 

employers are worried that they will not be able to appropriate the returns from any 

investment they make in the skills of their workforce. 

4.7 Conclusion 

The foregoing has provided an assessment of skill needs in the manufacturing sector as a 

whole and in particular sub-sectors. The purpose has been twofold: 

 to demonstrate the type of information that should be included in the sector skills 

study; and 

 to provide evidence about the current state of the demand and supply of skills in 

the manufacturing sector. 

At this stage the data are indicative. The analysis is based on interviews with employers 

selected from a sample of large companies for each sub-sector, quantitative data from 

2005/6 and 2011, and some exploratory projections of future skill demand. Nevertheless, 

the analysis provides an insight into the drivers of skill demand, the extent to which 

employer skill needs are being met, how employers have sought to address their skill 

needs, and the extent to which skill shortages might be constraining business growth. 

There are common skills required across the various sub-sectors, especially those related 

to managerial and professional skills. These are often the key skills that will drive 

strategies that allow companies to move up the value chain and ones where there is 

indicative evidence of shortages (that is, given the number of work permits for people 

working in these occupations). This is a key issue that the supply side will need to respond 

to. 
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5. Conclusion and recommendations 

5.1 Anticipating skill needs at the sectoral level 

Sector skills studies of a kind produced in this report need to be seen as part of a wider 

system of skills anticipation as outlined in Chapter 2. Sector skills studies provide an 

insight into the current and future skill demands of employers and the extent to which 

those skills are likely to be met. They should not be viewed in isolation. Rather they should 

be seen as part of a wider system of data collection that includes: 

 skills projections; 

 sector foresight; and 

 employer skill surveys. 

Sector skills studies can be seen as part of an iterative process where different forms of 

skills anticipation data collection can inform one another. An initial sector skills sector 

study might yield a variety of questions that can be quantitatively assessed in an employer 

survey, or might be used to develop a scenario for producing scenarios of future skill 

demand. 

Sector skill studies—or any skills anticipation data collection—cannot stand in isolation. It 

needs to be shared with various key stakeholder groups. Industry/employer 

representatives among others can play an important role here. Stakeholders representing 

various interests can play a critical in deciding upon the issues to be addressed at the 

sectoral level, especially sectoral-specific ones. Indeed, the stakeholder groups can play 

an important role in developing skills anticipation tools/methodologies, participating in 

pilot programs, as well as acting upon the findings. This might be seen as an important 

feedback mechanism where sharing the results with stakeholders improves the 

dissemination of findings and helps develop the debate about how the skills the economy 

or a sector needs can be effectively met. 

5.2 Developing a sector skills assessment 

In the first instance there is a need to be realistic what a sector skills assessment can 

deliver. It is exceedingly difficult to match skills supply to demand if only because demand 

can move along quite rapidly. Arguably it is more important to develop a system that is 

able to provide signals, on a regular basis about skills demand, and then develop 

mechanisms to ensure that the supply side meets current and, importantly, future 

demand. There have been a number of initiatives across Europe that have sought to 

develop this approach. In England, for example, there has been substantial investment in 

producing labor market intelligence that can be used—or communicated through various 

agencies—to demonstrate those subjects/courses that generate the highest return for 

either individuals and/or employers. The system for funding training is then tied to local 

demand. Training providers are funded on their basis of meeting local demand for 

vocational education and training. The role of the state, however, is still center stage in 

ensuring that a sufficient volume of training takes place. This is just one example of how 

labor market intelligence is used to direct skills training to where it is in most demand. 

Other examples can be found on the EU Skills Panorama.23 

                                                           
23 For example, see http://skillspanorama.cedefop.europa.eu/en/analytical_highligths/skills-

anticipation-finland or http://skillspanorama.cedefop.europa.eu/en/analytical_highligths/skills-

anticipation-uk. 

http://skillspanorama.cedefop.europa.eu/en/analytical_highligths/skills-anticipation-finland
http://skillspanorama.cedefop.europa.eu/en/analytical_highligths/skills-anticipation-finland
http://skillspanorama.cedefop.europa.eu/en/analytical_highligths/skills-anticipation-uk
http://skillspanorama.cedefop.europa.eu/en/analytical_highligths/skills-anticipation-uk
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The key point that is being made is that sector skills studies should be a means whereby 

employers, representative sector groups, training providers, government are informed 

about emerging skill needs—and the identification of skill shortages and skill gaps—so that 

they have the labor market intelligence to make informed decisions about where to make 

training investments. Given the large number of SMEs, especially micro-enterprises, this 

would tend to suggest that employers alone would not be able to make the skill 

investments the sector skills studies suggest need to take place. This will require policy 

interventions to ensure that skill needs are met and, at the same time, ensure that the 

supply side is sufficiently flexible to ensure that it can meet changing demand. There is 

merit in looking at how other countries have developed systems to meet skill demand—

for example in Europe but also in South Africa and Mauritius given the success the latter 

country would appear to have had in developing its industrial and skills base in the recent 

past. 

5.3 Developing a skills anticipation system at the sectoral level 

Potentially, the sector skill assessments could be carried out within a structure as outlined 

in Table 5.1. It is important that there are feedback loops between all the layers suggested 

in Table 5.1 so there is an iterative process of development as new information becomes 

available. 

Table 5.1: Institutional context for conducting sector skill studies 

Policy and 

design 

Skills policy making 
Inclusion of key 
stakeholders from industry 
(the demand side) and 

education and training 
institutions (the supply 
side) 

Design and priorities to be addressed in sector 
reports 

Research and 
assessment 

Undertaking sector skill reports 
The research team(s) 
responsible for carrying out 
individual studies 

Communicating 
the findings 

Dissemination of findings to wider 
communities (employers generally, other 
policy groups such as those responsible for 
FDI, individuals, and so on) 

 

A demand-led 
system 

Ensuring that the supply side responds to 
signals from the demand side 

Finding a mechanism to 
make the supply side 
responsive is critically 
important 

 

With respect to setting out a roadmap for conducting sector skills studies the following 

plan is suggested. 

The priorities for developing sectoral studies can be developed along the following lines. 
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Establishing a body/expert panel(s) that has responsibility for developing 

sectoral skill assessments 

1. There is a need to develop a process for carrying out sector skill studies. There is 

a requirement that the skills system in Botswana becomes increasingly demand-

led. To achieve this, there is a need to identify the skill demand that the supply 

side is required to respond to. Accordingly, there needs to be a body that has the 

responsibility to assess skill needs at the sectoral or sub-sectoral level.24 Ideally 

this should include employers because they are the principal consumers of skills. 

But it also needs to include representatives from the supply side (that is, training 

providers/educationalists) and those who are experts in particular aspects of a 

given sector (for example, those who have an in-depth knowledge of technological 

developments in a sector). Establishing these bodies or expert panels will ensure 

that there is an emphasis on (a) the future skill needs of the sector as well as its 

current ones and (b) skills supply meeting demand at an appropriate level. In other 

words, ensuring skills development facilitates the realization of the country’s 

strategic economic objectives. It is suggested that such a body or expert panel(s) 

would operate under the rubric of the HRDC. It is anticipated that this will build on 

the existing structures—such as sector committees—within HRDC but will 

strengthen among other things curriculum development, faculty professional 

development, and students’ practical skills acquisition, all with the participation of 

industry. 

2. The sector skill assessments need to collect information that will allow future skill 

needs to be addressed by the supply side. In doing so, it needs to be able to say 

what skills need to be developed to serve the sector. So, if the sector skills 

assessment identifies an increased demand for people to work in a given occupation 

or job in the future, there needs to be sufficient information contained in any 

assessment to allow the sectoral body/expert panel to make recommendations 

about the qualifications or training programs that will need to be modified to meet 

that demand. In essence, one is providing the demand side an increased amount 

of influence over the specification of vocational education and training programs. 

3. It needs to be recognized that there may well be an increasing demand for skills 

that are not sector specific. Given the pace of technological change in the global 

economy this is likely to result in structural shifts in the sectoral composition of 

employment. People will need skills that will allow them to shift between sectors 

and occupations. It is important that consideration of future skill demands 

recognizes this development and ensures that future vocational qualifications and 

programs provide general, transferable skills. 

4. How many bodies/expert panels or sector skills assessments need to be undertaken 

needs to reflect the country’s strategic interests. It is suggested that a sector skills 

assessment be repeated every five to seven years unless the sector is subject to 

major change. 

Carrying out a sector skills assessment 

                                                           
24 For example, there is the possibility of developing expert skill panels at the sectoral level that 

includes, among others, industry/employer representatives, government and its agencies, training 

providers, and experts in particular domains (for example, from academia). Ireland, for example, 

has developed something along these lines with its Expert Group on Future Skill Needs. 

http://www.skillsireland.ie/
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5. There will need to be a research function attached to any agency/expert panel at 

the sectoral or sub-sectoral level that will carry out the sector skills assessments. 

It is proposed that a multi-faceted approach be taken to undertaking the sectoral 

skills assessments. This should be a mix of quantitative and qualitative approaches. 

This will overcome the need to engage in costly data gathering exercises. The 

example sector studies provided in this report provide a template for conducting 

those studies. 

6. Consideration can be given to undertaking labor force surveys more regularly, 

instigating employer skill surveys or engaging in more formal modelling of future 

demand. But first, there needs to be careful consideration of the added value such 

an approach would offer over the multi-faceted approach outlined in this report. It 

may be that the composition of the expert panel contains the expertise and 

experience among its personnel that negates or reduces the need for additional 

surveys or more formal modelling. This is not to suggest that such data should not 

be produced, just that careful consideration should be given in the first instance to 

the value-added they might confer on the sector skills assessment process. 

Creating labor market intelligence 

7. It is not sufficient to produce a report based on the sector skills assessment. The 

findings need to be converted into labor market intelligence. This means 

communicating the results in a way that makes sense to a wide range of end-users 

(for example, employers, employer associations, individuals making decisions 

about which courses to study, and so on). There are two elements to this (i) 

creating a platform to disseminate the results of a sector skills assessment and (ii) 

providing the information in a way that speaks to the user in a way that is readily 

understood by them. The use of infographics is important in this regard. 

8. There are various portals from around the world that might provide insights into 

how this might be achieved — for example, see the EU Skills Panorama or LMI for 

All. 

Creating a demand-led system 

9. If the aim is to create a demand-led skills system, then the supply side needs to 

be responsive to the signals it receives about demand. The sectoral skills 

assessments provide an indication of the emerging demands for skills at the 

sectoral level. They should be designed in such a way that their outputs can readily 

feed into curriculum/course design. 

10. If the system becomes more demand-led it will cede more influence to employers 

in identifying the skills should be supplied. But it is important that individuals are 

provided training that affords them a degree of protection from changes that make 

take place in the future. It is important therefore that vocational education and 

training contains a strong foundation consisting of various cognitive and non-

cognitive skills that will allow individuals to move between jobs, sectors, and 

occupations as the demand for skills changes. 

11. A mechanism needs to be found that will ensure that the supply side is responsive. 

By including representatives from the supply side in the expert panel(s) that 

oversee the production of the sector skills assessments, there is an open channel 

of communication to ensure that the supply is cognizant of the changes on the 

demand side. But there needs to be a mechanism that guarantees the demand side 

http://skillspanorama.cedefop.europa.eu/en
http://www.lmiforall.org.uk/
http://www.lmiforall.org.uk/
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is able to influence course curriculum/design, within certain parameters (given that 

there is a need for a variety of general, transferable skills to be supplied to 

individuals). 

12. A partnership is required between employers, the education, and training system. 

This will address among other things curriculum development, apprenticeships, 

internships (for students and faculty), providing adjunct lecturers who are 

experienced practitioners, introducing entrepreneurship in the curriculum, and so 

on. 

The above provides a process for ensuring the skills system is responsive to both labor 

market demand and also various national policies designed to diversify and improve the 

performance of the economy. It is assumed that all of the above falls under the ambit of 

the HRDC. 

5.4 Short- and long-term perspectives 

Developing a fully-fledged demand-led system may be regarded as something that will be 

developed over the medium term. Over the shorter term there is a need to ensure that 

key skill shortages are addressed so as not to constrain sectoral performance. Being able 

to meet shortages over the short term may well need to make use of the pools of skills 

that might be available to the country. This might include using foreign sources of skills 

and tapping into the Batswana diaspora, as well as fully utilizing the capacity available in 

education and training institutions. It is also important here to recognize prior acquired 

learning and upskilling to meet skill shortages. 

5.5 Conclusion 

The report has set out a template that could be used to develop sector skills assessments 

(see Table 5.2). It has provided insights into the skill needs of employers in various sub-

sectors. It needs to be emphasized that the sector skills assessments need to be developed 

in conjunction with stakeholders from the sector if they are to generate the type of data 

that is of use to the sector and which, importantly, is likely to be acted upon. It also needs 

to be emphasized that a future perspective is of critical importance otherwise there is a 

danger that current skill needs are met at the expense of the ones that need to be 

developed to meet the skill demands of tomorrow. 
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Table 5.2: Suggested format of future sector skill assessments 

Section heading Content Indicators 

Introduction Description of the sector (types of activity carried 
out) 

Define sector with BSIC codes (wherever possible) 

 Importance of the sector (with respect to 

contribution to output and/or employment) 

 

Economic context Overall changes in the economy (GDP growth, and 
so on) 

Trends in output (gross value added GVA) in the economy as a whole 
and how this might affect the sector under consideration  

 Changes in employment (including employer size 

structure of employment) 

The share of output and employment accounted for by the sector in the 

economy as a whole—preferably in time series with an explanation for 
the trends 

 Particular changes in the economy and employment 
relevant to the sector 

 

Skill demand in the sector Drivers of skill demand (technology, competition, 

regulation, globalization, demographic change, and 
so on) 

A narrative on how drivers are changing the demand for skills—for 

example, specific technologies, and so on. Consideration of firms’ 
product market strategies needs to be taken into account. 

 Occupational structure of employment Employment by occupations 

 Qualification structure of employment Employment by level of educational attainment (if possible, further 

disaggregated by occupation) 

 Specific types of skills that are in demand (for 
example, types of cognitive and non-cognitive skills) 

Qualification and occupation are proxy measures of skills—in addition, 
the specific skills in demand in the sector need to be considered to 
develop a profile of the skills/tasks contained within jobs in the sector. 

Skills supply Extent to which employers engage in training in the 
sector 

Education levels of the population and workforce 

 Types of skill employers invest in Employer investment in training (number of people trained, duration of 
training, content of training, who delivers training—in house or by 
external providers) 

 Other sectoral sources of supply Potential additional sources of skills supply available at the sectoral 
level—for example, migrant labor, new entrants to the labor market, 
and so on 

Skill mismatches Extent of skills shortages (that is, difficulties 
recruiting from the external labor market) 

Number of skill shortages by occupation/number of workplaces 
reporting skill shortages 

 Extent of skill gaps (that is, the extent to which 
people already working in the sector are proficient 
at the current jobs) 

Number of people not considered proficient in their current job 
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Section heading Content Indicators 

 Extent of any skill surpluses Number of people (by occupation if possible) who are considered over-
qualified for their current job (for example, number of university 
graduates not working as managers, professionals, or technicians) 

 Causes of skill mismatches Short supply in the labor market, strong demand from other sectors for 
same skills, emigration, relatively poor terms and conditions of 
employment, and so on 

 Impact of skill mismatches Impact on production—lost orders, delays developing new products or 
processes, lower levels of customer service, and so on 

 Reponses to skill mismatches Impact of the firm—such as increased provision of training, increased 
recruitment, changes in recruitment practices, outsourcing work, and 

so on 

Future skill demand Quantitative assessment of future skill needs Number of additional people required to work in occupations over next 
10–15 years 

 Qualitative assessment of future skill needs Qualitative assessment—for example, through a foresight type 
activity—of the wider changes that are likely to affect the skill content 

of jobs 

Conclusion and summary A synthesis of the overall findings from the study  

Annex: Key indicators A list of key indicators that reflect the state of skills 
demand, skills supply, and skills mismatch 

It is suggested that an annex be provided with key statistics relating to 
skill demand (by occupation and education level), skill mismatches 

(number of skill shortages by occupation, number of skill gaps by 
occupation), and future skill demand (for example, number of additional 
people required to work in an occupation, and so on)  
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Annex A: Further resources 

Sector skill assessments can reveal the skills that are in demand currently and, 

importantly, in the future and the way in which the supply and demand sides interact with 

one another to deliver the skills that the sector requires. Without a sector skills 

assessment, there is a danger that decisions regarding skill investments will be made in 

the absence of information about what is really required if current and future demands are 

to be met. In addition to the references provided in the main body of the report, there are 

a number of resources listed below that can be drawn on in developing expertise in relation 

to skills anticipation at either the sectoral or national level. 

World Bank resources 

 The World Bank's STEP Skills Measurement Program (STEP)which includes a 

household-based survey and an employer-based survey 

 http://microdata.worldbank.org/index.php/catalog/step/about 

 System Approach for Better Education Results (SABER) – Workforce Development. 

 http://saber.worldbank.org/index.cfm?indx=8&pd=7 

 Fostering Skills in Cameroon: Inclusive Workforce Development, Competitiveness, 

and Growth (2016). 

 http://documents.worldbank.org/curated/en/661421468193737072/Foster

ing-skills-in-Cameroon-inclusive-workforce-development-competitiveness-

and-growth 

 Skills Implications of Botswana’s Diamond Beneficiation Strategy (2013). 

 http://documents.worldbank.org/curated/en/412471468014434083/Skills-

implications-of-Botswanas-diamond-beneficiation-strategy 

 X. Del Carpio, O. Kupets, N. Muller, and A. Olefir, A. 2017. Skills for a Modern 

Ukraine. Washington: World Bank 

 di Gropello, E. with A. Kruse, and P. Tandon. 2011. Skills for the Labor Market in 

Indonesia: Trends in Demand, Gaps, and Supply. Washington: World Bank 

 di Gropello, E. 2010.Philippines Skills Report. Washington: World Bank 

 

ETF, CEDEFOP, and the ILO guides 

 Using labor market information: Guide to anticipating and matching skills and 

jobs VOLUME 1 (http://www.cedefop.europa.eu/en/publications-and-

resources/publications/2215) 

 Developing skills foresights, scenarios and forecasts: Guide to anticipating and 

matching skills and jobs VOLUME 2 

(http://www.cedefop.europa.eu/en/publications-and-

resources/publications/2216) 

 Working at sectoral level: Guide to anticipating and matching skills and jobs 

VOLUME 3 (http://www.cedefop.europa.eu/en/publications-and-

resources/publications/2217) 

http://www.worldbank.org/content/dam/Worldbank/Feature%20Story/Education/STEP%20Snapshot%202014_Revised_June%2020%202014%20(final).pdf
http://microdata.worldbank.org/index.php/catalog/step/about
http://saber.worldbank.org/index.cfm?indx=8&pd=7
http://documents.worldbank.org/curated/en/661421468193737072/Fostering-skills-in-Cameroon-inclusive-workforce-development-competitiveness-and-growth
http://documents.worldbank.org/curated/en/661421468193737072/Fostering-skills-in-Cameroon-inclusive-workforce-development-competitiveness-and-growth
http://documents.worldbank.org/curated/en/661421468193737072/Fostering-skills-in-Cameroon-inclusive-workforce-development-competitiveness-and-growth
http://documents.worldbank.org/curated/en/412471468014434083/Skills-implications-of-Botswanas-diamond-beneficiation-strategy
http://documents.worldbank.org/curated/en/412471468014434083/Skills-implications-of-Botswanas-diamond-beneficiation-strategy
http://www.cedefop.europa.eu/en/publications-and-resources/publications/2215
http://www.cedefop.europa.eu/en/publications-and-resources/publications/2215
http://www.cedefop.europa.eu/en/publications-and-resources/publications/2216
http://www.cedefop.europa.eu/en/publications-and-resources/publications/2216
http://www.cedefop.europa.eu/en/publications-and-resources/publications/2217
http://www.cedefop.europa.eu/en/publications-and-resources/publications/2217
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 The role of employment service providers: Guide to anticipating and matching 

skills and jobs VOLUME 4 (http://www.cedefop.europa.eu/en/publications-and-

resources/publications/2214) 

 Developing and running an establishment skills survey (Guide to anticipating and 

matching skills and jobs VOLUME 5) 

(http://www.cedefop.europa.eu/en/publications-and-

resources/publications/2219) 

 Carrying out tracer studies: Guide to anticipating and matching skills and jobs 

VOLUME 6 (http://www.cedefop.europa.eu/en/publications-and-

resources/publications/2218) 

Inter-American Development Bank resources 

 Designing an Employer Skill Survey Notes on how to develop a survey to meet a 

range of policy issues relating to the demand for, and the supply of, skills 

(https://publications.iadb.org/bitstream/handle/11319/7985/Designing-an-

Employer-Skills-Survey-Notes-on-How-to-Develop-a-Survey-to-Meet-a-Range-of-

Policy-Issues-Relating-to-the-Demand-for-and-the-Supply-of-

Skills.pdf?sequence=1) 

 Methods to Anticipate Skills Demand 

(https://publications.iadb.org/bitstream/handle/11319/7458/Methods-to-

Anticipate-Skills-Demand.pdf?sequence=4) 

Skills forecasting in South Africa 

 Developing a National Skills Forecasting Tool for South Africa 

(https://www2.warwick.ac.uk/fac/soc/ier/publications/2004/sa-annexb.pdf) 

 Skills Supply and Demand in South Africa: A 10 Year Forecast (2016-2025) 

(http://www.lmip.org.za/sites/default/files/documentfiles/ADRS%20Bridge%20on

%2010%20Year%20Forecasts%20of%20Skills%20Demand%20and%20Supply_0

.pdf) 

Other 

 UNESCO - 

https://unesco.sharepoint.com/sites/Education/_layouts/15/guestaccess.aspx?fol

derid=0cdc140894b864d588fcda404d3de700d&authkey=AT7A04zdNuTXwBkPctoj

zkE 

 

 

http://www.cedefop.europa.eu/en/publications-and-resources/publications/2219
http://www.cedefop.europa.eu/en/publications-and-resources/publications/2219
http://www.cedefop.europa.eu/en/publications-and-resources/publications/2218
http://www.cedefop.europa.eu/en/publications-and-resources/publications/2218
https://publications.iadb.org/bitstream/handle/11319/7985/Designing-an-Employer-Skills-Survey-Notes-on-How-to-Develop-a-Survey-to-Meet-a-Range-of-Policy-Issues-Relating-to-the-Demand-for-and-the-Supply-of-Skills.pdf?sequence=1
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Annex B: Employment by detailed sub-sector 

Table B.1: Employment in manufacturing and by sub-sector, 2005/6 and 2011 

 
Number Percentage shares Percentage change 

2005/6 2011 2005/6 2011 Change Overall 

Meat and meat products 1,652 2,180 4.6 6.7 2.2 32.0 

Dairy products 443 709 1.2 2.2 1.0 60.2 

Grain mill products 1,826 1,359 5.1 4.2 −0.9 −25.6 

Bakery products 1,230 1,571 3.4 4.9 1.5 27.7 

Other food products not elsewhere classified 279 542 0.8 1.7 0.9 94.5 

Beverages 6,069 2,887 16.8 8.9 −7.9 −52.4 

Tobacco Products - Tobacco and so on  19 0.0 0.1 0.1  

Textiles (for example, Clothing)  2,148 969 5.9 3.0 −3.0 −54.9 

Clothing and other wearing apparel (including leather) 8,175 6,702 22.6 20.7 −1.9 −18.0 

Tanning and leather products 247 203 0.7 0.6 −0.1 −17.9 

Footwear 40 102 0.1 0.3 0.2 157.9 

Wood and wood products excluding furniture but including 
building material 

1,137 978 3.1 3.0 −0.1 −14.0 

Paper and paper products 331 431 0.9 1.3 0.4 30.1 

Printing and publishing 563 1,507 1.6 4.7 3.1 167.9 

Chemical and chemical products 423 727 1.2 2.2 1.1 71.8 

Rubber and Plastic products (including tyres, retreating) 596 810 1.6 2.5 0.9 36.0 
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Number Percentage shares Percentage change 

2005/6 2011 2005/6 2011 Change Overall 

Cement manufacturing 774 145 2.1 0.4 −1.7 −81.3 

Non-metallic mineral products excluding cement but including 
glass, ceramic and cement products 

2,046 3,382 5.7 10.5 4.8 65.3 

Basic metals 300 926 0.8 2.9 2.0 208.4 

Fabricated metal products excluding machinery and equipment 2,822 2,222 7.8 6.9 −0.9 −21.3 

Machinery and equipment including refrigerators and other 

domestic equipment 
761 247 2.1 0.8 −1.3 −67.6 

Office, accounting and computing machinery 230 105 0.6 0.3 −0.3 −54.4 

Electrical machinery and apparatus 840 642 2.3 2.0 −0.3 −23.6 

Radio television and communication equipment and apparatus 580 63 1.6 0.2 −1.4 −89.1 

Medical, precision, optical instruments: watches, clocks including 

dental and veterinary instruments 
99 39 0.3 0.1 −0.2 −60.7 

Motor vehicles, trailers and semi-trailers 988 67 2.7 0.2 −2.5 −93.2 

Other transport equipment 136 26 0.4 0.1 −0.3 −80.9 

Furniture (all types including of wood, also mattresses) 1,065 2,134 2.9 6.6 3.6 100.4 

Manufacturing of jewelry 41 118 0.1 0.4 0.3 191.3 

Manufacturing of other products not elsewhere classified 201 200 0.6 0.6 0.1 −0.6 

Recycling processing of metal and non-metal waste 86 342 0.2 1.1 0.8 299.9 

Total 36,126 32,354 100  100  0.0 −10.4 

Source: Statistics Botswana, Authors’ own calculations. 
Note: 2011 data most recent with detail required. 
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Annex C: Producing Projections of Skill Demand 

C.1 The Future Demand for Skills 

Ideally one wants a view about future skills demand. Having a measure of future demand 

can prove useful for purposes of skills anticipation to prevent damaging skill shortages 

arising. Provided below are projections of future skill demand to 2022 (that is, a forecast 

looking five years ahead). Two important points need to be made about the projections: 

 They are indicative. The estimates are based on a simple extrapolation of past 

trends. They are not based, for example, on an econometric forecast of future 

employment demand. It has not been possible to model behavior. 

 As an extrapolation of past trends, they provide a projection of what might occur 

in the future should trends in the past continue into the future. As such they provide 

a projection rather than a forecast of future skill demand. 

The above are not trivial points and need to be borne in mind when considering the results 

provided below. That said, every effort has been made to ensure that maximum use has 

been made of the data available. The aim in this annex is to indicate how a projection can 

be produced with limited data. The results are nothing more than indicative of past trends 

projected into the future. There is a high degree of uncertainty attached to the results 

especially at the sub-sectoral level. The results are provided in detail so that it is possible 

to see the implications of making various assumptions. Whereas one might want to make 

public information at a highly aggregate level (that is, for manufacturing as a whole) with 

a suitable warning about the uncertainties attached to the projection, an even greater 

degree of care and caution is required when looking at the results at a sub-sectoral level. 

C.2 Producing the projection 

Typically, projections of future skill demand, such as those prepared on the behalf of 

CEDEFOP for the EU, or those produced in the United Kingdom, adopt a methodology that 

has the following characteristics. 

 A forecast of future employment by sector is used to generate an estimate of 

employment by industrial sector. In the case of the United Kingdom, Cambridge 

Econometrics’ multi-sectoral macroeconomic model of the U.K. economy is used to 

provide an estimate of future employment demand by sector for five and ten years 

ahead of the base year. 

 In the United Kingdom, an occupational profile for 49 sectors is generated. This 

uses time-series analysis to past changes in the occupational structure of each 

sector. The time series stretches back several decades based on Labour Force 

Survey data (an annual household survey). 

 For each sector, the future occupational employment structure is generated based 

on past trends in the occupational structure. 

 The data are further refined—sometimes requiring a degree of expert judgement—

to ensure that the projections produce results are that in line with the overall 

forecast of employment growth and that for each sector.25 

                                                           
25 Sometimes this requires iterative proportional fitting techniques (RAS techniques) to be applied. 
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 The approach can be repeated to look at the change in the demand for people with 

different levels of qualification (typically based on levels in the National 

Qualification Framework). 

The approach outlined above is based on the analysis of a long-time series of data and 

utilizes the outputs from a relatively sophisticated macroeconomic model of the UK 

economy.26 Something similar is produced at the European level and for each EU member 

state by CEDEFOP.27 

The data described above are generally not available for Botswana. This has necessitated 

taking a simpler approach to producing a projection of future skill demand but, 

nonetheless, one that is transparent and attempts to optimize the use of those data that 

are available. 

There are three data sets that provide an estimate of employment by occupation by sector 

in Botswana: 

 2005/6 Labour Force Survey (LFS) 

 2011 Population and Housing Census (Statistics Botswana, 2014 and 2013) 

 2013 AIDS Impact Survey 

Data are provided according to the BSIC (4-digit level) and Botswana Standard 

Occupational Classification (1 digit). Spreadsheets were kindly provided by Statistics 

Botswana that contained an occupation by industry matrix for each of the three years 

listed above. Because the 2013 data contained missing data for several cells in the 

occupation by industry matrix, these data were not fully utilized (as will be further 

explained below). 

Since industry data were provided at high level of disaggregation, the first stage was that 

of merging several sub-sectors so that the overall employment totals were more robust. 

In this way, there is more of a guarantee that any change over time reflects actual change 

in the labor market rather than being a statistical artefact resulting from small sample/cell 

sizes. Additionally, the interest of the study in particular sub-sectors was reflected in the 

aggregation of sub-sectors. Table C.1 provides the correspondence between the BSIC and 

the sector aggregation used to produce the projections.

                                                           
26 https://www.gov.uk/government/publications/uk-labour-market-projections-2014-to-2024. 
27 See http://www.cedefop.europa.eu/en/events-and-projects/projects/forecasting-skill-demand-

and-supply/data-visualisations. 
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Table C.1: Correspondence between the BSIC and the sector aggregation used in the 

projections 

BSIC 
Industrial aggregation used 
in forecasts 

Meat and meat products Meat and meat products 

Dairy products 

Other food 

Grain mill Products. Includes maize, sorghum, millet, and so on Human 
and animal feeds 

Bakery products 

Other food products not elsewhere classified (for example, Chocolates, 
Sweets) 

Beverages (Beer including Traditional Beer, Soft Drinks and so on) 

Tobacco Products - Tobacco and so on 

Textiles (exc. Clothing) includes preparation of textile fibres, natural or 
synthetic material 

Textiles, tanning and footwear 
Clothing and other wearing apparel (including leather) 

Tanning and leather products (excluding Clothing/Footwear) for example, 
handbags, souvenirs, and so on 

Footwear 

Wood and Wood Products excluding furniture but incl. building material 

Paper, Wood, Chemicals, 
Cement and Metals 

Paper and paper products for example, Newsprint, tissues 

Printing and publishing (including periodicals, journals and so on 

Chemical and chemical products (including Soap, Paint, fertilizers & 
Pesticides and so on) 

Rubber and Plastic products (including tyres, retreating) 

Cement Manufacturing 

Non-Metallic mineral products excluding cement but including Glass, 
Ceramic and Cement Products for example, Bricks, Tiles, and Po 

Basic metals, for example, Iron Foundries  

Fabricated metal products excluding machinery and equipment (including 
Tanks and Steam Generators) 

Industrial assembly, 
engineering, transport and other 
manufacturing 

Machinery and equipment including refrigerators and other domestic 
equipment (for example, Engine, Turbines, Pumps) 

Office, accounting and computing machinery for example, Photocopying 
Machines, Typewriters and so on 

Electrical machinery and apparatus for example, Lightning Arresters, 
Voltage Limits and so on 

Radio television and communication equipment and apparatus (for 
example, TV Cameras Switchboards) 

Medical, precision, optical instruments: watches-clocks including Dental 
and Veterinary Instruments 

Motor vehicles, trailers and semi-trailers 

Other transport equipment for example, Ships and Boats, Railway 
Locomotives, Aircraft and so on 

Furniture (all types including of wood, also mattresses) 

Manufacturing of Jewelry 

Manufacturing of other products not elsewhere classified for example, 
Pens, Pencils, Smoking Pipes 

Recycling Processing of Metal and Non-Metal Waste 

Source: Derived from the BSIC. 
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Next, a similar process was carried out in relation to the classification of occupations. 

These were aggregated from the 10 occupations in the BSOC, to the five used in producing 

the projections (see Table C.2). The aggregation helped deal with the situation where 

there were zeros in come cells of the occupation by industry matrix. 

Table C.2: Correspondence between the BSIC and occupational aggregations 

used in the projections 

BSIC Occupational aggregation used in forecasts 

Managers/Administrators 

Managers, professionals and technicians Professionals 

Technicians 

Clerks 
Clerks, Service/Sales Workers 

Service/Sales Workers 

Skilled Agric. Workers 
Skilled craft workers 

Craft Workers 

Plant & Machine Operators Plant & Machine Operators 

Elementary Occupations Elementary Occupations 

Source: Derived from the BSIC. 

 

Once the data were reclassified it was possible to provide an estimate of total employment 

demand. For the years 2013, 2014, 2015, and 2016 overall employment totals were 

available from Statistics Botswana. For these years, an occupation by industry matrix was 

produced using the proportions in each cell of the 2011 matrix. In other words, the 

proportions were multiplied by the overall total to give new estimates for each cell. For 

what may be termed the projection period 2017 to 2022, an assumption was made that 

GDP would increase by around 4 percent a year over that period and, because of efficiency 

savings, one might expect this to bring about growth in employment of around 2 percent 

a year in manufacturing over the projection period. 

The above essentially extrapolates forward the occupational structure of 2011. In order to 

take account of changes in the occupational structure, the number of people employed in 

each occupation was amended. It looks at change in the occupational structure over the 

period 2005/6 to 2011.In doing so, greater weight was given the occupational structure 

in 2011 as an influence on the occupational structure of employment in the future. To 

produce the occupational weights the following calculation was carried out and applied to 

the occupation by industry matrices for each of the projection years: 

((Employment in occupation i in 2005/6 × 1) + (Employment occupation i× 2)) / 3 

These weights were applied to the occupational structure in each of the projection years 

so that the projections take into account changes in the occupational structure of 

employment. The results were then rescaled to the overall level of employment projected 

for 2022. 

C.3 Results from the projections 

A series of tables are provided that give an indication of current and future employment 

and skills in the manufacturing sector. One needs to be careful in interpreting these data 
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and it is wise, when reporting the findings more generally, to round to the nearest 50 or 

100 when using the projections data. 

Table C.3 and Figure C.1 show the number of people employed in various manufacturing 

sub-sectors in 2011 (based on Population and Housing Census data), and Table 3.4 

provides information on the occupational structure. In total, around 32,500 people were 

employed in the manufacturing sector in 2011. With respect to occupational employment, 

the largest group was craft workers who accounted around 50 percent of all people in 

employed in the sector. Managers, professionals, and technicians accounted for around 10 

percent of employment. Compared with the situation in Europe, this suggests that a 

relatively high percentage of people are employed in craft jobs and relatively few in 

managerial, professional, and technical ones. 

Figure C.1: Projected change in occupational employment, 2016–2022 

 

Source: Authors’ calculations 

Table C.5 provides the number of people projected to be employed in manufacturing by 

2022, and Table C.6 provides the projected occupational structure of employment. Under 

this growth scenario, employment is expected to increase to around 42,500, but there is 

not expected to be much change in the occupational structure of employment. It is 

suggested that in reporting the estimates from the projections that it is best to round to 

nearest 50 or 100. 

Table C.7 shows the additional number of people that will need to be employed in each 

sub-sector in each occupation in 2022 compared with 2016. This provides an indication of 

the extent to which there will be growth over the projection period. In total, there will be 

growth of around 4,700 people in employment; while much of this will be in the craft 

worker category there are also likely to be substantial employment gains in the 

occupations as well. A critical issue, of course, is how well the country will be able to satisfy 

such demand especially so given demographic trends. The projection is a demand side one 

and does not take into consideration the extent to which skill supply could constrain 

growth. It is assumed that any increase in demand is met by supply. 

The assumption in the projections described above is that there will be relatively robust 

growth in the economy and in manufacturing employment. There is of course always a 

degree of uncertainty attached to any projection. Table C.8 provides a lower growth 
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projection—based on employment growth of around 1 percent a year in overall 

employment. Table C.9 and Figure C.2 show the change in employment over the projection 

period (2016 to 2022) which is expected to around 2,300 additional jobs many of which 

will be in craft jobs but a significant number in other occupations as well. Even under a 

lower growth scenario there is still likely to be a substantial demand for additional skilled 

employees in the manufacturing sector and each of the sub-sectors of which it is 

comprised. 

Figure C.2: Projected change in occupational employment, 2016–2022 under a 

lower growth scenario 

 

Source: Authors’ calculations 

C.4 Developing further scenarios 

It is possible to develop a range of scenarios when looking at the future demand for skills. 

This can make a contribution to the planning process since it indicates the skill needs that 

might arise from the strategic visions key stakeholders may have for a sector or sub-

sector. Purely for purposes of illustration, Tables B.10 to B.12 show how the demand for 

skill might change depending upon how one might expect the sector to develop. Evidence 

from the USA and the UK, for example, has revealed the way in which technological change 

can affect the demand for skills in sectors such as manufacturing. The argument is that 

technology hollows out the skill structure leading to a loss of skilled manual workers. This 

argument is explored elsewhere in this report. If this were to affect the sector in Botswana, 

then this would have implications for the demand for skills. 
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Figure C.3: Projected change in occupational employment, 2016–2022 under an 

alternative scenario (high skill trajectory one) 

 

Source: Authors’ calculations. 
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Table C.3: Employment by occupation and industry sector in 2011 
 

Managers, 
professionals and 

technicians 

Clerks, 
Service/Sales 

Workers 

Craft Workers 
Plant and 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat 
products 

302 385 843 367 283 2,180 

Other food (dairy, 
grain, and bakery) 

702 1,273 2,602 1,271 1,239 7,087 

Textiles, tanning, 
and footwear 

384 525 5,993 659 415 7,976 

Paper, Wood, 
Chemicals, 
Cement, and Metals 

1,273 1,191 3,483 1,664 1,295 8,906 

Industrial 
assembly, 
engineering, 
transport, and 
other 
manufacturing 

643 483 4,150 491 438 6,205 

Total 3,304 3,857 17,071 4,452 3,670 32,354 

Source: Authors’ own calculations. 
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Table C.4: Occupational structure of employment in 2011 (row percentages) 
 

Managers, 
professionals and 

technicians 

Clerks, 
Service/Sales 

Workers 

Craft Workers 
Plant and Machine 

Operators 
Elementary 
occupations 

Total 

Meat and meat products 14 18 39 17 13 100 

Other food (dairy, grain, 
and bakery) 10 18 37 18 17 100 

Textiles, tanning, and 

footwear 5 7 75 8 5 100 

Paper, Wood, Chemicals, 
Cement, and Metals 14 13 39 19 15 100 

Industrial assembly, 
engineering, transport, and 
other manufacturing 10 8 67 8 7 100 

Total 10 12 53 14 11 100 

Source: Authors’ own calculations. 
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Table C.5: Projected employment by occupation and industry sector to 2022 
 

Managers, 
professionals and 

technicians 

Clerks, 
Service/Sales 

Workers 

Craft Workers 
Plant and 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat products 366 426 1,114 553 387 2,846 

Other food (dairy, grain, 
and bakery) 850 1,409 3,439 1,915 1,696 9,309 

Textiles, tanning, and 

footwear 465 581 7,921 993 568 10,528 

Paper, Wood, Chemicals, 
Cement, and Metals 1,542 1,318 4,604 2,507 1,772 11,743 

Industrial assembly, 
engineering, transport, 
and other manufacturing 779 535 5,485 740 599 8,138 

Total 4,001 4,270 22,564 6,708 5,023 42,566 

Source: Authors’ own calculations. 
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Table C.6: Occupational structure of employment in 2022 (row percentages) 
 

Managers, 
professionals and 

technicians 

Clerks, 
Service/Sales 

Workers 

Craft Workers 
Plant and 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat products 13 15 39 19 14 100 

Other food (dairy, grain, 
and bakery) 9 15 37 21 18 100 

Textiles, tanning, and 

footwear 4 6 75 9 5 100 

Paper, Wood, 
Chemicals, Cement, and 
Metals 13 11 39 21 15 100 

Industrial assembly, 
engineering, transport, 
and other 
manufacturing 10 7 67 9 7 100 

Total 9 10 53 16 12 100 

Source: Authors’ own calculations. 
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Table C.7: Change in employment levels 2016 to 2022 
 

Managers, 
professionals, 

and technicians 

Clerks, 
Service/Sales 

Workers 

Craft Workers 
Plant and 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat 
products 13 −24 129 124 57 300 

Other food (dairy, 
grain, and bakery) 30 −78 399 430 248 1,030 

Textiles, tanning, 
and footwear 16 −32 920 223 83 1,211 

Paper, Wood, 
Chemicals, 
Cement, and Metals 54 −73 535 563 260 1,339 

Industrial 
assembly, 
engineering, 
transport, and 
other 
manufacturing 28 −30 637 166 88 889 

Total 141 −236 2,621 1,507 735 4,769 

Source: Authors’ own calculations. 
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Table C.8: Employment by occupation and industry sector under a lower growth scenario 
 

Managers, 
professionals, and 

technicians 

Clerks, 
Service/Sales 

Workers 

Craft Workers 
Plant and 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat products 345 402 1,050 521 365 2,683 

Other food (dairy, grain, 
and bakery) 801 1,328 3,242 1,805 1,598 8,775 

Textiles, tanning, and 

footwear 438 548 7,467 936 535 9,924 

Paper, Wood, Chemicals, 
Cement, and Metals 1,453 1,243 4,339 2,363 1,671 11,069 

Industrial assembly, 
engineering, transport, and 
other manufacturing 734 504 5,170 697 565 7,671 

Total 3,772 4,025 21,268 6,323 4,735 40,122 

Source: Authors’ own calculations 
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Table C.9: Change in employment levels 2016 to 2022 under a lower growth scenario 
 

Managers, 
professionals, and 

technicians 

Clerks, 
Service/Sales 

Workers 

Craft Workers 
Plant and 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat products −8 −48 65 93 34 136 

Other food (dairy, grain, 
and bakery) −19 −159 202 320 151 496 

Textiles, tanning, and 

footwear −10 −66 465 166 51 606 

Paper, Wood, 
Chemicals, Cement, and 
Metals −34 −149 270 419 158 665 

Industrial assembly, 
engineering, transport, 
and other 
manufacturing −17 −60 322 124 53 422 

Total −88 −481 1,326 1,122 447 2,325 

Source: Authors’ own calculations 
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Table C.10: Employment by occupation and industry sector under a hi-tech scenario 
 

Managers, 
professionals, 

and technicians 

Clerks, 
Service/Sales 

Workers 

Craft Workers 
Plant and 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat 
products 

401 408 1082 607 371 2,869 

Other food (dairy, 
grain, and bakery) 

933 1,349 3,341 2,101 1,624 9,348 

Textiles, tanning, 
and footwear 

510 557 7,694 1,089 544 10,394 

Paper, Wood, 
Chemicals, 
Cement, and Metals 

1,691 1,262 4,472 2,751 1,697 11,874 

Industrial 
assembly, 
engineering, 
transport, and 
other 
manufacturing 

854 512 5,328 812 574 8,080 

Total 4,390 4,088 21,917 7,360 4,810 42,566 

Source: Authors’ own calculations 
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Table C.11: Change in employment levels 2016 to 2022 under a hi-tech scenario 
 

Managers, 
professionals and 

technicians 

Clerks, 
Service/Sales 

Workers 

Craft Workers 
Plant and 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat 
products 

48 −42 97 178 40 323 

Other food (dairy, 
grain, and bakery) 

113 −138 301 616 176 1,069 

Textiles, tanning, 
and footwear 

62 −57 693 320 59 1,077 

Paper, Wood, 
Chemicals, 
Cement, and Metals 

204 −129 403 807 184 1,470 

Industrial 
assembly, 
engineering, 
transport, and 
other 
manufacturing 

103 −52 480 238 62 831 

Total 530 −417 1,974 2,159 522 4,769 

Source: Authors’ own calculations. 
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Table C.12: Occupational structure of employment in 2022 under a hi-tech scenario (row percentages) 
 

Managers, 
professionals, and 

technicians 

Clerks, 
Service/Sales 

Workers 

Craft 
Workers 

Plant and 
Machine 

Operators 

Elementary 
occupations 

Total 

Meat and meat products 14 14 38 21 13 100 

Other food (dairy, grain, 
and bakery) 

10 14 36 22 17 100 

Textiles, tanning, and 

footwear 
5 5 74 10 5 100 

Paper, Wood, Chemicals, 
Cement, and Metals 

14 11 38 23 14 100 

Industrial assembly, 
engineering, transport, and 
other manufacturing 

11 6 66 10 7 100 

Total 10 10 51 17 11 100 

Source: Authors’ own calculations. 
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C.4 Developing the projections further in the future 

There are a range of possible changes which can be made over time to the projections of 

future skill demand. These are dependent to some extent upon more data being or 

becoming available (see Table C.13). It needs to be borne in mind that the projections are 

based on the art of the possible. If more timely and time-series data were available then 

it would be possible to develop a more sophisticated method for producing the projections. 

There is, however, always a need to balance the cost of collecting more statistical data for 

input into econometric models, with the benefits that will provide.  

Table C.13: Possible refinements to the projections of skill demand 

Refinements Potential Actions Data needs 

The relationship between output 
and employment 

Look at the elasticity of labor 
demand to production 

Time series data required 
to estimate the 
relationship between 
output and labor demand 
(for example, via 
estimation of a production 

function) 

Introducing a supply-side 
element 

Gauge the extent to which 
people are expected to retire 
from an industry (that is, with 
respect to the projected age 

structure of employment). 
Perhaps control for population 
change – will new entrants be 
sufficient to meet expected 

demand? 

Is dependent upon having 
timely data on the age 
structure of employment 
in the sectors of interest 

Alternative views of the future Develop scenarios based on 

different views of the future. 

Can be developed using 

the existing approach but 
may need additional data 
depending upon the 
content of the scenarios. 
Examples of scenarios are 
contained in the report. 

Develop a qualifications element Projected change of number of 
people qualified at different 
levels 

Will require information on 
the highest level of 
qualification held by the 
workforce in the sectors of 
interest. Relatively up to 
date data are required. 

 

C.6 Conclusion 

As noted in the introduction, the projections provided above are an extrapolation of past 

trends. It has to be borne in mind that the manufacturing sector is a particularly dynamic 

one where technological change can result in a rapid change both in the nature of the 

product, the way it is produced, and where it is produced (c.f. the interplay between 

technology and the globalization of production networks). Often it is by producing a range 

of outcomes that one can deal with uncertainty. Both a relatively high and relatively low 

projection was provided above which gives an indication of the range within which one 

might expect the demand for skills to fall between. 

But in understanding the demand for skills in the manufacturing sector, producing an 

indicative estimate of the demand for skills is only one part of the jigsaw. For example, 

the projections rely upon occupation as an indicator of skill demand. This tends to be a 
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proxy indicator of skill. From a policy perspective, there is often an interest in 

understanding the specific types of skill that people use in carrying out their day-to-day 

job and how this has, and is expected to, change. It is this more granular level of detail 

that is provided in the following chapters. 

It must be borne in mind that the results presented in this chapter provide nothing more 

than an indication or a hint as to the future direction of skill change in the manufacturing 

sector. The more one considers the results at a disaggregated level—that is, by sub-

sector—the more uncertain the results become. The results have been presented here, in 

detail, as part of the mission to provide capacity building with respect to conducting sector 

skill assessments that contain a future oriented perspective. The projections are designed 

to show how a projection can be produced with limited data and how various assumptions 

can affect outcomes. In the main body of the report, the use of the projection has been 

accompanied by a strong note of caution relating the uncertainty associated with the 

projections. 
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Annex D: Semi-structured interview schedules used with 

employers and stakeholders 

Semi-structured interview schedule for use in face-to-face interviews with 

employers 

BACKGROUND INFORMATION FOR THE INTERVIEWER 

Respondent: person responsible for skills / training in the enterprise. It is assumed that 

this will be (a) a personnel or training manager in an enterprise with 100 or more 

employees; or (b) with the works manager or owner proprietor in enterprises with less 

than 100 employees. 

Duration: it is expected that the interview will last around 60 minutes. 

Context and definitions 

The aim of the interview is to elicit information about: the nature of skill demand in the 

workplace / enterprise; what is driving that demand; and whether skill demands are being 

met? A view about future is also required based on employers’ views about the likely 

demand for their products over the next five years and how this will affect the demand for 

skills.  

There are several key definitions that need to be borne in mind when conducting the 

interviews. These are as follows: 

1. Skill demand – this can be identified with respect to the jobs (occupations) 

employees carry out, but it will also be useful to find out about various specific 

skills that are needed to do a particular job. 

2. Drivers of skill demand – these relate to (a) changes in the nature of the products 

produced; and (b) change in the nature of the production processes and associated 

work organization. 

3. Skills supply - this relates to (a) the provision of training by the company to its 

employees and (b) the outputs from the external education and training system 

when recruiting trainees/apprentices. 

4. Skill mismatches can be subdivided between 

a. Skill shortages - difficulties recruiting people to an occupation because of 

applicants lack the skills, qualifications, or experience required; 

b. Skill gaps - existing employees who lack the skills required in order for the 

company to meet its product market goals; and 

c. Skill surpluses - employees who possess skills in excess of those required 

by the job. There are two elements to this: (i) employees who possess skills 

relevant to the current job but a higher level; and (ii) employees who are 

qualified or experienced to a level higher than typical in a job but those 

qualifications or experience are not directly relevant to the current job. 

5. Organizational performance is defined with reference to meeting organizational 

targets. We also want to capture information on whether employers see themselves 

as operating in relatively high-value/high-skill segments of the markets in which 

they operate in. 
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There may be issues that arise in the course of the interview that are not included in the 

interview schedule that are relevant to the study. If this arises, make a note and amend 

the semi-structured interview schedule accordingly so that the issue can be addressed in 

the next interview. 

THE SEMI-STRUCTURED INTERVIEW SCHEDULE 

PREAMBLE: Explain to the respondent that the study is concerned with understanding 

the employer’s demand for skills and what gives rise to that demand. The study is being 

conducted by the World Bank at the request of the Human Resources Development 

Council. Ultimately the aim of the study is to understand how the skills system in Botswana 

can ensure it meets the needs of the labor market. With this in mind, it is vital that 

information is collected form employers about their current and future skill needs so that 

this can inform policy makers’ decisions. 

Remind the respondent that all information collected will be treated in the strictest 

confidence and the anonymity of respondents and the organizations for which they work 

is guaranteed in any report. 

A: The Enterprise 

NOTE TO INTERVIEWER: Most of the information required here may be available from 

other sources. The information to be collected in the interview should be that which it has 

not been possible to obtain from other sources held by HRDC. 

1. As an opening question ask generally about what the company does and how 

long has it been in operation (that is, ask for a brief history of the enterprise in 

Botswana). Is the company foreign owned (if so, find out details). Does it have 

more than one establishment in Botswana? 

2. What are the principal products or services produced at this establishment? If 

more than one product or service, gain an indication of what are the most 

important activities? Does the enterprise have a particular niche in the market 

and, if so, what is it? 

3. What are market conditions currently like for your products or services? Gain 

an indication of the extent to which demand is increasing or decreasing and the 

reasons why. Also, who are the enterprise’s main competitors either in 

Botswana or its other main markets [Probe to find out whether the competitors 

are Botswanan companies or those based abroad]. 

4. How many people are employed at the establishment? Over the past three 

years, has the number of people employed at the establishment been increasing 

or decreasing? Obtain an indication of the scale of any increase or decrease and 

the reasons underlying it. 

B: The Product Market Position of the Enterprise 

NOTE TO INTERVIEWER: A view is required of the enterprise’s products, how it produces 

its outputs, and its market position. This view needs to be developed with respect to how 

the business has changed over the recent past and a view about how it is likely to change 

over the foreseeable future. Prompts include new product developments, identification of 

new product market opportunities for the enterprise, threats from other players in the 

market place, new production processes, and new forms of work organization.  
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Key questions include: 

 What was the total value of sales over the last 12 months or in the last financial 

year (an approximation will suffice if respondent is unsure)? How is this likely to 

change over the next three to five years [Probe around reasons for answer]? 

 Does the enterprise make a final product which is sold to the consumer or an 

intermediate product that goes to another producer? Find out about the location of 

markets (local, national, international) and the extent to which there is much 

competition either from local, national, or international producers. 

 A general question can be asked about the key drivers of change affecting the 

enterprise—such as technological change, regulatory change, market demand, 

which will need to be probed—and how it has responded. This open-ended question 

can be followed up with more specific questions about the enterprise listed below. 

 How would the respondent describe the product with respect to its content (from 

relatively simple to relatively complex)? And how does this compare to other 

producers operating in the same markets as this enterprise? 

 How would the respondent describe the production process (from relatively simple 

to relatively complex)? And how does this compare to other producers operating in 

the same markets as this enterprise—would the respondent say the enterprise was 

relatively advanced in its production processes, about average, relatively behind? 

[Probe for reasons why and whether skills supply might be a reason]. 

 Thinking about the main markets in which the enterprise in engaged how would 

the respondent describe the degree of price competition—relatively high (lots of 

competition producing the same product) versus relatively little (enterprise 

occupies a particular niche in the market)? How has price competition changed over 

recent past—increasing or decreasing (probe around reasons why, such as new 

entrants coming into the market, demand falling, and so on]? 

 Over the recent past has the enterprise engaged in 

o Diversification of the goods it produces; 

o Technological change affecting production processes (that is, investment in new 

machinery, plant, or equipment other than that which is routine replacement) 

and 

o Organizational change within the enterprise (for example, the reorganization of 

work). 

Ask for brief details and the reasons underlying the changes mentioned and then ask about 

whether any further changes are expected over the next five years and why. 

C: Employment and skill needs in the enterprise 

NOTE TO INTERVIEWER: Ideally the following data are needed (see table below). You 

can either present the respondents with the table and then ask them to provide the 

numbers required (or give their best estimate if they do not have the numbers immediately 

available), or talk the respondents through the questions. Where change in the overall 

numbers has taken place over the recent past ask for a brief explanation. 

 Within each broad occupational group in the table below, ask the respondent for a 

description of the more detailed job types that are found within these categories in 

the enterprise (for example, what are actual jobs skilled production workers are 
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actually employed in), and the skills needed to undertake those jobs (job specific 

and transversal skills).[NOTE TO INTERVIEWER: in order to limit the amount of 

information that might be forthcoming, it will be necessary to focus the discussion 

on those jobs that the respondent thinks strategically important for the enterprise 

or which employ the most people – these might be considered the enterprise’s key 

jobs). 

 

Last year 

(number) 

This year 

(number) 

Expected growth in 
the next five years 
(either numbers of 

percentage 

change) 

Total number of employees    

Managers    

Professionals and associate professional 
staff engaged in, for example, IT 
marketing, sales, engineering 

   

Skilled production workers (that is, 
those jobs where one would typically 
expect the incumbent in the job to have 

completed a traineeship or 
apprenticeship) 

   

Clerical staff    

Routine production workers    

 

NOTE TO INTERVIEWER: In looking to the future, an indication of the scale of change 

is required. Either ask for the number of extra people who will be employed in the 

occupation in five years’ time, or the percentage growth expected over that period. Make 

sure the numbers are net – that is, taking account of people who are expected to leave 

for whatever reason). 

The key questions relation to future employment levels relate to the reasons underlying 

the expected changes, including 

 Business expansion/contraction; 

 Need to replace employees who leave 

o Due to general labor turnover or 

o Due to retirements; 

 Technological change affecting production processes; and 

 Organizational change. 

Where each driver of change listed above is mentioned ask for details 

Does the enterprise expect any difficulties meeting its skill needs in the future? Probe 

around the occupations in which it expects to have difficulty (using the occupational 

categories in the table above) and the reasons why it might experience difficulties. [NOTE 

TO INTERVIEWER: Ask this open ended without prompts. In the section below more 

details are obtained of why enterprises experience recruitment difficulties / skill 

shortages]. 

In asking about future skill demand, there is also a need to ask about 
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 Whether any change is expected with respect to the content of key jobs (as 

described above) and 

 Whether it is likely that they will require more people to work in new jobs (such as 

IT ones). 

In relation to the above, probe around the reasons that are driving the change and the 

expected impact on skills demand in the enterprise. 

Once it has been possible to identify the enterprise’s future demand for skills, it will be 

possible to ask about more specific skill demands in the enterprise and whether these are 

likely to change in the future. Ask this open-ended and then probe to see if any of the 

following are likely to be increasingly important in the future and the jobs most affected 

by these changing skill needs: 

 Basic computer literacy/using IT  

 Advanced IT or software skills  

 Oral communication skills  

 Written communication skills  

 Customer handling skills  

 Team working skills  

 Problem solving skills  

 Planning and organization skills  

 Strategic management skills  

D. EXPERIENCE OF SKILL MISMATCHES 

NOTE TO INTERVIEWER: This section starts with asking about skill shortages with 

respect to problems encountered in recruiting people with the skills the enterprise 

requires. It then goes on to ask about skill shortages that may exist within the existing 

workforce (that is, skill gaps), before going to discuss any skills surpluses in the enterprise. 

With respect to shortage and gaps questions are asked about the impact of these on 

organizational performance. 

D1. Skill shortages 

The aim is to discuss recent recruitment activity at the establishment over the past three 

years (or whatever period the respondent feels most comfortable reporting on, if they 

cannot recall events as far back as three years). The aim is to find out about the 

occupations or jobs they have had vacancies and whether these have proved hard-to-fill. 

Over the past three years, has the enterprise recruited people to the following jobs? 

 Managers 

 Professionals and associate professional staff engaged in, for example, IT 

marketing, sales, engineering 

 Skilled production workers (that is, those jobs where one would typically expect 

the incumbent in the job to have completed a traineeship or apprenticeship) 

 Clerical staff 

 Routine production workers 
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Ask about the typical skills, qualifications, and experience the enterprise looks for when 

recruiting people to the above occupations. 

Did the enterprise experience hard-to-fill vacancies for vacancies it might have had in the 

above occupational groups? For each group of employees, the following questions should 

be asked. If recruitment problems were encountered for one or more occupational groups, 

ask the respondent which two occupational groups they think most important and ask 

about them. 

 In the respondent’s view, why did the enterprise experience difficulties recruiting 

to the job [Ask open ended, then probe around: shortage of applicants with the 

skills/qualifications/ experience required, whether wage rate competitive; whether 

other fringe benefits competitive; working time/unsocial working hours/shift 

systems; other demand in the area (if so, obtain details); specificity of the skills 

sought (that is, relatively unique set of skills required); and other reasons 

suggested by respondent. 

 Was the establishment expecting any difficulties recruiting to the job and why? 

NOTE TO INTERVIEWER: when discussing skill shortages there will be a need to 

differentiate between situations where the vacancy was eventually filled, so the impact is 

in some respects a temporary one—unless the difficulty resulted in a person with a differing 

set of skills being recruited—and where the vacancy remained unfilled. In the former, there 

will be a need to discuss what changes needed to be made in order to accommodate a 

person whose skills are different to those initially sought. In the latter case there will be a 

scope to explore what happened as a consequence of job remaining unfilled. 

 What was the impact on the delivery of products and services? [Ask unprompted 

and then probe around: lost orders, delays delivering products/services, impact on 

customer service, delays developing new products and services, work being 

transferred to elsewhere]. Wherever an impact is cited, ask for details in order that 

there is clear evidence of any impact. 

 What has been the impact on work organization in the establishment? Probe around 

the following issues and ensure that where any impact is cited there is supporting 

evidence: 

 increased overtime work 

 increased outsourcing 

 increased workloads for existing employees 

 impact on morale of existing workforce (if so, how has this been mitigated—for 

example, through financial incentives/bonuses) 

 Have any of the impacts just mentioned been permanent or temporary? How did 

the organization seek to mitigate any impacts over the short-term? 

 How has the enterprise responded to skill shortages, such as increasing the 

provision of training to employees? What are its longer-term plans to avoid future 

skill shortages? [Ask open ended and then prompt around: increased recruitment 

to trainee positions/workforce planning and use of internal labor markets; greater 

use of outsourcing; greater targeting of recruits from abroad; review of 

remuneration and reward systems; more focus on conditions in the external labor 

market). 
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D2. Internal skill gaps 

NOTE TO INTERVIEWER: As well as asking about difficulties recruiting people from the 

external labor market there is an interest in understanding whether the skills of the 

existing workforce are sufficient to meet the enterprises skill needs. 

Key questions include: 

 Does the establishment recognize that it has a skills gap in any occupational areas? 

(If so, obtain details of the occupations in which there are skill gaps) 

 What are the skills which employees lack? [Ask generally and then for each of the 

occupations which the respondent considers to be particularly affected by skill 

gaps]/ 

 To what extent is the deployment of new technology a source of skill gaps? 

 To what extent are new forms of work organization (for example, flatter 

hierarchies) a cause of skill gaps? 

 How long have the skills gaps persisted? 

 Are these skill gaps likely to persist into the future? 

 How has the organization responded to skill gaps? (NOTE TO INTERVIEWER: ask in 

relation to enterprise as a whole and in specifically in relation to any occupational 

groups where skill gaps are particularly manifest). Prompts include (rate for 

importance): 

o Outsourcing of functions (which ones?) 

o Greater emphasis on training 

 More emphasis on certificated staff development and training 

 More emphasis on uncertificated staff development and training 

o Used technology to substitute for skills 

o What has been the impact of skill gaps? 

D3. Skill Surpluses 

Are there any occupational areas in the enterprise where employees have skills or 

qualifications are in excess of those needed by the business? If so, in what occupational 

areas? If the enterprise does not train, why not? 

Where employees have skills in excess of those needed by the enterprise, are these 

potentially relevant to the enterprise? If so, how has it managed to use these skills? 

F: SKILLS SUPPLY 

NOTE TO INTERVIEWER: In this part of the discussion we want to find out about (a) the 

provision of training by the enterprise to its employees; and (b) its relationship with the 

external education and training system. 

F1. Enterprise provision 

The aim here is to find out about the provision of skills training that the enterprise 

provides. To frame the discussion, it will be best to ask about training over the past 12 

months. The aim will be to find out about training delivered to 

 Managers; 
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 Professionals and associate professional staff engaged in, for example, IT 

marketing, sales, engineering; 

 Skilled production workers (that is, those jobs where one would typically expect 

the incumbent in the job to have completed a traineeship or apprenticeship); 

 Clerical staff; and 

 Routine production workers. 

Ideally, we want to know what training was provided to the above groups of employees 

and why. Training is likely to relate to 

 Induction training provided to new hires; 

 Health and safety training; 

 The introduction of new technologies; 

 IT; 

 Team working skills; 

 Basis skills training; and 

 Other (please obtain details). 

Once an indication has been provided of the training undertaken, find out whether the 

training was 

 In-house by the enterprises own staff; 

 In-house but by an external trainer (find out which organizations are used to deliver 

training if external); 

 Delivered externally (find out which organizations are used to deliver training); 

 Delivered on-the-job or off-the-job; or 

 Certificated/uncertificated. 

F2. The External Training System 

In this part of the discussion the aim is to find out the following: 

 The extent to which the enterprise engages with external education and training 

organizations (such as HRDC, universities / colleges, other trainers, and so on) in 

trying to meet its skills and training needs? 

 Where the enterprise engages, what is the reason (to find out about training 

opportunities, available funding, and so on).If it does not engage why not? 

 Which are the enterprises preferred external training organizations and why? 

Once this information is collated the respondent can be asked questions about: 

1. their general views about the capacity of the external training system to meet 

their skill needs; 

2. how training supply might be better matched to their skill needs and their sector’s 

more generally. 
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G. CLOSE INTERVIEW 

To end the interview, ask the respondent if there is anything else they would like to 

mention. In particular, ask what lessons have been learnt by the enterprise over recent 

years in relation to meeting its skill needs. 

*** CLOSE INTERVIEW AND THANK RESPONDENT *** 
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World Bank: Botswana Manufacturing Sector Study 

Semi-structured interview schedule for use in interviews with representative 

organization and experts 

This note provides a semi-structured interview schedule for use in interviewing 

representative organizations, national agencies, and experts. Depending upon who is 

attending the interview more emphasis may need to be placed on, say, supply side 

interviews rather than demand, and vice versa. The note is a guide for the interviewer—a 

detailed aide-mémoire—to ensure that all issues are fully addressed. 

Respondent: representatives of various organizations as suggested by HRDC. 

Duration: it is expected that the interview will last around 60 minutes. 

QUESTIONS/SUBJECT AREAS FOR DISCUSSION 

PREAMBLE: start the meeting by outlining purpose of the discussion—to better 

understand how skills supply might be matched to skills demand in the labor market so 

that policy makers have an improved evidence base on which to make their decisions. The 

study is being undertaken under the auspices of the World Bank for the Human Resources 

Development Council. All information collected will be treated in confidence. If the meeting 

is a group discussion then the Chatham House rule should apply: anyone who comes to 

the meeting is free to use information from the discussion, but is not allowed to reveal 

who made any comment. 

 The Manufacturing Sector in Botswana 

What the main strengths of the sector in Botswana? [NOTE TO INTERVIEWER: Ask open 

ended and then probe around issues relating to competitive advantage the sector has over 

others in the SADC area and more widely. It will be important to obtain a sub-sectoral 

perspective—what are the main sub-sectors that particularly important with respect to (a) 

employment and (b) developing the economy in the future even if the sector employs 

relatively few people.] 

 What are the main weaknesses of the sector? [NOTE TO INTERVIEWER: Again, 

ask open ended and then probe around issues relating to the lack of competitive 

advantage the sector has compared with others in the SADC area and more widely.] 

 What needs to be done to improve: (a) the sector’s competitiveness; and (b) 

increase its economic value to the economy? [NOTE TO INTERVIEWER: in the 

first instance the issue relates to how the existing sector can be made more 

competitive and in the latter it relates to how the sector might grow / expand in to 

new areas of activity in the future to further develop the economy. In particular are 

there relatively high value sub-sectors and/or ones with export potential.] 

 [If skill is not mentioned in the above discussion] How does skills supply affect the 

competitive position of the manufacturing sector? [NOTE TO INTERVIEWER: 

Make sure to obtain a sub-sectoral perspective here.] 

 Current and future skills demand 

The aim here is to obtain a view about the current skill structure of the sector and a view 

about future demand. In looking to the future, it will be worth considering how skill demand 

might develop depending upon the capacity of the sector to realize, or not as the case 
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may be, the opportunities available to it (that is, reflecting upon the discussion reflecting 

upon the sector’s strengths and weaknesses of the sector). 

 What does demand look like currently? [NOTE TO INTERVIEWER: a reflection is 

required on whether it is a relatively high or low skill sector compared with, say, 

SADC countries and why the current skill structure has materialized]. 

 How will skill demand develop over the medium-term, say over the next five years? 

Is there a degree of certainty about this, or are there a range of possibilities 

depending upon whether certain strategic goals are realized? [NOTE TO 

INTERVIEWER: There are several pieces of information that will need to be probed 

in relation to this question. It can be asked open ended and then information can 

be asked about growth relating to the number of people employed as: 

o Managers 

o Professionals and associate professional staff engaged in, for example, IT 

marketing, sales, engineering 

o Skilled production workers (that is, those jobs where one would typically 

expect the incumbent in the job to have completed a traineeship or 

apprenticeship) 

o Clerical staff 

o Routine production workers 

Respondents can be asked about the percentage growth they anticipate in these 

occupational groups—it might be worth asking about growth rates under relatively 

strong/weak conditions in the economy so that growth can be looked at within certain 

bounds. They can also be asked more about the precise skills that will be needed in the 

sector in the future—that is, the specific jobs and associated skills that are likely to 

experience growth/decline. 

 Meeting Skill Demands 

At this juncture the discussion should turn to skill bottlenecks and gaps. Information is 

required on understanding whether there are skills shortages and gaps that prevent the 

sector, or various sub-sectors, meeting their business goals. But we also want to gain a 

sense of the extent to which the main problem is that skill demand is too low because 

business strategies are too low. 

1. Are there skill shortages—defined as employers having difficulties recruiting people 

with the skills they need—which are affecting the performance of the manufacturing 

sector [NOTE TO INTERVIEWER: Make sure to obtain a sub-sectoral dimension]? 

If so, what are the characteristics of the shortages? Which particular skills are 

difficult to find? 

2. Why have skills shortages arisen? Probe for issues relating to lack of investment in 

training by employers, individual workers, or the state? [NOTE TO 

INTERVIEWER: Information is also needed on the supply side and whether 

education and training institutions are delivering the skills the economy needs, but 

this is turned to in the next section.] 
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3. Is there any sense in which employers are reluctant to invest in the skills of their 

workers because they are not sure they will obtain/appropriate the return from that 

investment? 

4. If one looks at the existing workforce in the manufacturing sector, is the workforce 

fully proficient or are there skills that need to be acquired. What the skill 

characteristics of the skill gap and why have they arisen? 

NOTE TO INTERVIEWER: At this stage in the discussion we want to know more about 

the capacity of the skills system to respond if skill demands were to be raised to the level 

of the relatively good performers in Botswana or the region more generally. A question 

along the following lines can be used to stimulate discussion. 

 If skill demand were to rise to a level comparable with that in other SADC countries 

that have a particularly strong manufacturing sector, what would the emerging skill 

demands in Botswana and would the skills supply system be able to respond flexibly 

those needs? 

 

 Skills Supply 

PREAMBLE: In following up the discussion on skill shortages and skill gaps, it will be 

useful to obtain views on the capacity of the skills supply system to respond to current 

skill needs with respect to the way it is structured. In other words, how well is it able to 

read the signals from the labor market and respond to them with respect to: (a) the initial 

preparation of young people for the world of work; and (b) the continuing education of the 

adult workforce? 

1. Is the skills system able to respond flexibly to the needs of the labor market? 

[NOTE TO INTERVIEWER: probe around issues to do with curriculum 

development and funding of training]. 

2. Are manufacturing employers—or their representatives—stakeholders in the 

education and training system? What role do they play in ensuring that the current 

and future skill needs of the sector are met? 

3. In what way might the skills system become more responsive to the skill needs of 

the labour market? Does the system need to be more demand led and, if so, how 

might this be achieved? 

4. Is there sufficient labor market information for individuals, employers, and training 

institutions to make informed decisions about their investments in skills? If so, how 

might this be remedied? 

5. How can manufacturing employers be persuaded to invest more in the skills of their 

workforce? 

CLOSE INTERVIEW 

To end the interview, ask the respondent(s) if there is anything else they would like to 

mention. In particular, ask what lessons have been learnt by the enterprise over recent 

years in relation to meeting its skill needs. 

*** CLOSE INTERVIEW AND THANK RESPONDENT(S) *** 

 


