[image: image4.jpg]



[image: image5.emf]Race Profile, Permanent Employees

at 28 February 2010

C, 29, 4%

A, 516, 69%

I, 127, 17%

W, 73, 10%


[image: image6.jpg]



[image: image7.jpg]ISMAMA - S3TAW

¢IM\ProS or FT\OTOS rsl9 229nieud

Aiwo1o 1ot 193s\W
s|ldsnisiaue bns
snsmqolsvad






[image: image8.emf]Race Profile, Permanent Employees

Projected for 2010/11 to 2014/15

W, 74, 9%

I, 139, 18%

A, 543, 68%

C, 37, 5%


9.1 Implementation of Human Resources Strategy
Umgeni Water continues to face skills shortage challenges and in response continues to deepen implementation of it Human Resources Strategy with the following seven focus areas:

1. Workforce Planning: To continually assess present and future workforce needs and align these with business needs in an effective manner.
2. Recruitment, Retention and Engagement: To ensure effective attraction, retention and engagement of staff with expertise, experience and skills, within a framework that ensures equity and diversity.

3. Reward Management: To implement a pay and reward management system that supports achievement of goals to ensure the organisation has the skilled, competent, motivated and committed workforce its needs.
4. Employment Practices and Systems: To ensure that the organisation’s human resources systems are efficient and effective and respond to its strategies.

5. Work/life Balance: To provide a safe, healthy and supportive working environment which meets the organisation’s duty of care towards its staff and encourages an appropriate work/life balance.

6. Staff Skills Development: To develop staff to excel in their individual and organisational roles and functions in order to deliver on the organisation’s strategy.
7. Communication and Consultation: To ensure effective channels of communication which enable all views to be heard and considered and information to be gathered that would inform the organisation’s human resources strategies, plans and service delivery. 

The organisation’s Workforce Plan, Employment Equity, Training and Development, HIV/AIDS and Wellness, and Employee Relations plans are described further in this plan.

9.2 Workforce Profile 
Umgeni Water will continue to maintain and enhance its core business systems, shown in Table 9-1, in support of implementation of this business plan.  The dearth of professionals, notably in the engineering fields, continues to impact on the organisation’s plans and is being addressed by the training and development programmes described further in this plan.  The current and projected workforce numbers and diversity in support of this is shown in Table 9-2 and Table 9-3, respectively.
Table 9-1: Umgeni Water Core Business Systems 
	Umgeni Water Core Business Systems

	1. Water and Wastewater Operations

	2. Water Quality Management

	3. Water Infrastructure Asset Management

	4. Water Infrastructure Planning

	5. Water Infrastructure Development

	6. Billing and Metering

	7. Financial and Treasury Management

	8. Human Resources Planning

	9. Environmental Management

	10. Information and Communications Technology

	11. Supply  Chain Management

	12. Governance Continuance

	13. Risk Management and Fraud Prevention

	14. Strategy and Organisational Performance

	15. Stakeholder Relationship Management


Table 9-2:  Current Workforce Profile (as at 28th February 2010)

	Occupational Levels
	Male
	Female
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	

	Top management
	3
	0
	0
	0
	1
	0
	0
	1
	5

	Senior management
	3
	2
	8
	3
	3
	1
	4
	1
	25

	Professionally qualified and experienced specialists and mid-management
	51
	6
	34
	28
	36
	2
	13
	6
	176

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	142
	11
	40
	26
	79
	6
	21
	8
	333

	Semi-skilled and discretionary decision making
	158
	1
	3
	0
	3
	0
	4
	0
	169

	Unskilled and defined decision making
	31
	0
	0
	0
	6
	0
	0
	0
	37

	TOTAL PERMANENT
	388
	20
	85
	57
	128
	9
	42
	16
	745


Table 9-3:  Projected Workforce Profile: 2010/2011 to 2014/15

	Occupational Levels
	Male
	Female
	Total

	
	A
	C
	I
	W
	A
	C
	I
	W
	

	Top management
	3
	0
	0
	0
	1
	0
	0
	1
	5

	Senior management
	3
	2
	8
	3
	4
	1
	4
	1
	26

	Professionally qualified and experienced specialists and mid-management
	51
	6
	34
	23
	48
	4
	15
	8
	189

	Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents
	142
	11
	42
	26
	93
	10
	26
	10
	360

	Semi-skilled and discretionary decision making
	158
	1
	3
	0
	3
	2
	7
	2
	176

	Unskilled and defined decision making
	31
	0
	0
	0
	6
	0
	0
	0
	37

	TOTAL PERMANENT
	388
	20
	87
	52
	155
	17
	52
	22
	793


During this business plan period, five percent of the workforce is anticipated to retire normally from the organisation (Figure 9-1).  The make-up of this component of the workforce has been analysed.  The organisation currently has policies and plans in place, including a succession policy and leadership / employee development plans and programmes that will mitigate the loss of skills and institutional memory due to normal retirement.
 Figure 9-1: Workforce Age Profile
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9.3 Employment Equity

Umgeni Water will continue to diversify its workforce over the five year period through opportunities presented by recruitment, retention, staff development, turnover and succession planning.  The current and projected workforce by race and gender are depicted in Figure 9-2 and Figure 9-3, respectively.
 Figure 9-2: 5-Year Workforce Projection by Race
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 Figure 9-3:  Gender Profile
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Development and Advancement of Women Employees

It is intended to develop and advance women employees in the organisation, and increase the women complement over the next five years from 26% to 31% (Figure 9-3).  Higher targets are set for the more skilled workforce categories as indicated below and shown in the graphs in Figure 9-4.
· Top Management + Senior Management: In the combined levels of Top and Senior Management, it is planned to increase the women complement: from 37% women to 39% women.
· In the Professionally qualified and experienced specialists and mid-management + Skilled technical and academically qualified workers, junior management, supervisors, foremen, and superintendents, it is planned to increase the women complement: from 34% women to 39% women.
· In the combined levels of Semi-skilled and discretionary decision making + Unskilled and defined decision making, it is planned to increase the women complement: from 6% women to 9% women.
Figure 9-4: Current and Projected Gender Profiles by Occupational Level
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Figure 9-4, continued: Current and Projected Gender Profiles by Occupational Level.
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9.4 Staff Skills Development

Staff skills development is essential to enable staff to excel in their individual and organisational roles and functions and deliver on the organisation’s strategy.  The organisation’s recruitment and retention interventions are intended to ensure the organisation has sufficient flexibility to obtain the skills that it needs to implement its business plan.  The approach will include options for buying, making, converting and creating skills, whilst continuing to ensure diversity is increased in under-represented areas.   The convert strategy will focus on core, scarce and critical skills through retraining.  This will be achieved through learnerships, training interventions and recognition of prior learning. 

Learnerships

During this business plan period Umgeni Water will:

· Continue to develop and complete thirty-seven external learnerships and fifteen internal staff learnerships, in Water and Wastewater treatment, and 
· Extend its programmes to a total of seventy learners enrolled in the fields of Electrical, Instruments, Mechanical Engineering and Water and Wastewater Treatment.  
The Learnerships programme will utilise forty percent (40%) of the training and development budget.
Bursary Programme
A create strategy will be used to create a skills pool that would address future skills demands in the organisation.  This will be achieved through:

· Continuing with the current bursary programme and awarding further bursaries to achieve a total of ten bursaries for skills identified, namely, civil engineering and financial.
· More vigorously ring fencing eighteen positions in the structure for implementation of graduate development programmes as mechanisms for addressing the core, critical and scarce skills needed by the organisation. 

Training and Development and Assisted Education Programmes 
Training and development and assisted education programmes will be improved by better alignment of the skills and competency needs of the business plan to individual’s development plan, as well as, the workplace skills plan.  
The staff skills development plan for the Five-Year Period is summarised in Table 9-4.  

Table 9-4 Staff skills development plan for 2010/11 to 2014/15
	Baseline
	2010/11
	2011/12
	2012/13
	2013/2014
	2014/2015

	Learnerships:  

· 52 learners enrolled as water and wastewater process controllers and artisans.
	Learnerships:  

· 70 learners enrolled as water and wastewater process controllers and artisans.
	Learnerships:  

· 70 learners enrolled as water and wastewater process controllers and artisans.
	Learnerships:  

· 70 learners enrolled as water and wastewater process controllers and artisans.
	Learnerships:  

· 70 learners enrolled as water and wastewater process controllers and artisans.
	Learnerships:  

· 70 learners enrolled as water and wastewater process controllers and artisans.

	Graduate development:  

· 18 graduates developed in engineering, science and other required professional fields.
	Graduate development:  

· 18 graduates developed in engineering, science and other required professional fields.
	Graduate development:  

· 18 graduates developed in engineering, science and other required professional fields.
	Graduate development:  

· 18 graduates developed in engineering, science and other required professional fields.
	Graduate development:  

· 18 graduates developed in engineering, science and other required professional fields.
	Graduate development:  

· 18 graduates developed in engineering, science and other required professional fields.

	Bursary:

· 3 students enrolled in engineering fields.
	Bursary:

· 10 students enrolled in engineering and financial fields.
	Bursary:

· 10 students enrolled in engineering and financial fields.
	Bursary:

· 10 students enrolled in engineering and financial fields.
	Bursary:

· 10 students enrolled in engineering and financial fields.
	Bursary:

· 10 students enrolled in engineering and financial fields.

	Training & Development

· 492 Health and Safety Compliance Training 

· 74 Technical Training 

· 104 Soft and Generic.
	Training & Development

Will be determined by and aligned to Individual Development Plans.
	Training & Development

Will be determined by and aligned to Individual Development Plans.
	Training & Development

Will be determined by and aligned to Individual Development Plans.
	Training & Development

Will be determined by and aligned to Individual Development Plans.
	Training & Development

Will be determined by and aligned to Individual Development Plans.

	Assisted Education  

· 6 Operational Process Control

· 3 Project Management

· 2 Supplychain Management

· 10 Water Quality, Water Resources, Safety, Health and Environment.

· 1 Information and Communications Technology. 

· 1 Finance and Treasury. 

· 17 Management and Leadership Development.
	Assisted Education:   

· 8 Operational Process Control

· 5 Project Management

· 2 Supplychain Management

· 12 Water Quality, Water Resources, Safety, Health and Environment.

· 2 Information and Communications Technology. 

· 2 Finance and Treasury. 

· 17 Management and Leadership Development.
	Assisted Education:   

· 10 Operational Process Control

· 7 Project Management

· 2 Supplychain Management

· 14 Water Quality, Water Resources, Safety, Health and Environment.

· 2 Information and Communications Technology. 

· 3 Finance and Treasury. 

· 17 Management and Leadership Development.
	Assisted Education:   

· 10 Operational Process Control

· 7 Project Management

· 2 Supplychain Management

· 14 Water Quality, Water Resources, Safety, Health and Environment.

· 2 Information and Communications Technology. 

· 3 Finance and Treasury. 

· 17 Management and Leadership Development.
	Assisted Education:   

· 10 Operational Process Control

· 7 Project Management

· 2 Supplychain Management

· 14 Water Quality, Water Resources, Safety, Health and Environment.

· 2 Information and Communications Technology. 

· 3 Finance and Treasury. 

· 17 Management and Leadership Development.
	Assisted Education:   

· 10 Operational Process Control

· 7 Project Management

· 2 Supplychain Management

· 14 Water Quality, Water Resources, Safety, Health and Environment.

· 2 Information and Communications Technology. 

· 3 Finance and Treasury. 

· 17 Management and Leadership Development.


9.5 HIV/AIDS and Wellness Programme

Occupational health remains vitally important for Umgeni Water to ensure effective water service delivery to customers.    Umgeni Water will therefore continue to deliver a comprehensive occupational health service to employees, which includes a HIV/AIDS programme and employee wellness programme.

The organisation’s HIV/AIDS programmes will continue to include:

· Access to Voluntary, Counselling and Testing programmes.

· Access of HIV positive employees to Anti-retroviral Treatment, enabled through the Medical Aid Fund HIV/AIDS Programme.

· Strengthening of HIV/AIDS awareness in the organisation.

The programmes are and will continue to be facilitated through two occupational health nursing practitioners and one part-time occupational health medical consultant.   These qualified practitioners will further perform duties that include regular medical screening along with other medical surveillance programmes, including, hearing, lung-function testing and biological monitoring.

Umgeni Water’s HIV/AIDS Management Forum plays a significant role and will further be utilised to encourage employees to participate in the World AIDS day and Wellness Programme events, amongst others.  

Implementation of HIV/AIDS programmes and wellness programmes will be achieved through collaboration with other organisations and partnerships with Umgeni Water’s medical aid fund and associated institutions.  

Publicly available information (Department of Health), estimates that HIV prevalence levels in the general adult population in areas of primary operations population is 20%, compared with 7% at Umgeni Water, as derived from the organisation’s medical aid health profile.

Awareness of HIV/AIDS will be strengthened, by supporting national campaigns including World AIDS Day, the sixteen days of Activism Campaign for no violence against women and children, as well as all national health days in the National Department’s of Health Calendar.

Umgeni Water will continuously review its HIV/AIDS Policy to align it with “best practice” and the developments in HIV/AIDS management.  The policy will address issues of stigma and prejudice against persons living with HIV/AIDS.  Umgeni Water will also review its HIV/AIDS risks and ensure relevant information is captured in risk registers to enable HIV/AIDS to be better managed, monitored and mitigated through sustainable long term initiatives.   

9.6 Employee Relations

Umgeni Water will maintain a sound employee relations environment which will bear positive results and provide value for the organisation.  Formal employee relations are and will continue to be governed by collective bargaining and recognition agreements underpinned by the applicable legislation.  
Sixty-five percent (65%) of the total workforce are members of the majority union NEHAWU (National Education Health and Allied Workers Union) and the relationship is subject to a collective bargaining agreement.  Umgeni Water will continue to negotiate salaries and conditions of employment with NEHAWU in order to maintain a healthy working relationship.
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