
SKILLS SUMMIT 2018 
Skills Development 



RAND WATER BACKGROUND 

• Rand Water was established in May 8, 1903 in 
Johannesburg, South Africa.  

• Previously known as the Rand Water Board. 
• Supplies water to Gauteng and other areas. 
•   The water is drawn from numerous sources 

and supplied to industry, mining and local 
municipalities. 

•   RW is also involved in sanitation. 





Rand Water Mission  

To consistently meet the expectations of our  customers, 
partners and the government by strengthening our capacity to: 

•  Attract, develop and retain leading edge skills in water 
services; 

•  Sustain a robust financial performance; 
•  Develop and sustain globally competitive capabilities in 

core areas; 
•  Enter into and sustain productive partnerships; and 
•  Develop, test and deploy cost-effective technologies 



Skills Development Initiatives 

•  The Skills Development Facilitator and Talent Consultant/Manager work together 

to align  Organising Framework in Occupation.  

•  Legislative, functional and Section 26D initiatives for 18.2 and 18.1 

•  PIVOTAL.  

•  Initiatives responsible for managing consistency of process design and 

development. 



•  Discretionary and mandatory. 

•  Mandatory grants disbursed upon WSP/ATR submission. 

•  Discretionary grants upon successful application. 

 
EWSETA REBATES 



 RAND WATER LEARNING 
PROGRAMMES 

•  Learnership. 

•  Artisans 

•  Bursaries  

•  Graduates/ Internship Program,  

•  Leadership programme 



CURRENT CB DELIVERY MODEL  

 
 

Ops 
Trainer  

Risk 
Trainer  



Building Talent through Pipeline  

PIPELINE TYPE DESCRIPTION POSSIBLE DURATION 
Pipeline one (PP1) Bursary program which includes 

vocational work. 
36 months   

Pipeline two (PP2) Experiential training  6 – 12 months  
Pipeline three (PP3) GDP Program 24 months for external 

GDP 
24 months for bursars 
working back to RW 

Pipeline four (PP4) GDP Retention program 18 months  

PIPELINE TYPE DESCRIPTION POSSIBLE DURATION 

Pipeline one (PP1) Learnership Program – Water related 
(NQF Level 2, 3 & NQF Level 4) 

36 months  

Pipeline two (PP2) Process Controller In training  24 months  



Graduate Development Framework 

PHASE 
1 

ACQUISITION 
of 

GRADUATES 

Recruitment 
and Selection 
of Graduates 

PHASE 
2 

INDUCTION  
 

Internal and 
External 
Providers 

PHASE 
3 

PROJECTS  
(24 months) 

Each graduate 
has a coach/ 

mentor 

PHASE 
4 

PANEL 
REVIEWS  

(After 12 and 
20 months) 

Graduates 
present to 

Coach, mentor, 
and SDF/
ETDPs 

PHASE 
5 

RETENTION 
or 

 EXIT 
(18 months) 

Extension of 
the project 

work 



2015/2016	 2016/2017	 2017/2018	
Sum	of	Graduates	 50	 83	 106	
Sum	of	Leanerships	 24	 21	 21	
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RETENTION AND EMPLOYMENT 

 Learnership   Graduates/Internship (Experiential) 

•  2014/2015   18    7 

•  2015/2016   2    4 

•  2017/2018   8    2 



Process Controller Training: Benefits 

•  Improved	operator	knowledge	
and	skills	levels			1	

• Determine	future	capacity	
building	needs	

2	

• Determine	correcBve	
IntervenBons		3	

•  IdenBfy	the	deficiencies	in	the		
Technical	skills	areas	

4	



BD Compliance: Training initiatives 
 
 
§  Recognition of Prior Learning (RPL) 
§  Learnership- 
§  Skills Programme 
§  Grand parenting (GP) 
§  On the Job Training  



Compliance with Blue Drop & No Drop 
Legislation (Regulation 813/17/2384) 
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LEADERSHIP DEVELOPMENT 



WHAT DOES IT MEAN TO BE A LEADER 
AT RAND WATER? 

Leaders must contribute as Value Creators, People 
Developers and Business Operators,  

Business Operators Generate Profitable Growth 

People Developers Inspire and Engage Others 

Value Creators Drive Sustainable Value 
•  Proactively defines and offers innovation 
•  Operates with a global mindset 

•  Coaches upcoming generation 
•  Encourages peoples growth 

•  Strives to deliver profitable growth 
•  Orchestrates rigorous delivery excellence 

Rand Water Values 



INTEGRATED ORGANISATIONAL & LEADERSHIP 
EFFECTIVENESS  

Competencies per 
Strategic Objective  

Competencies per 
Leadership Level  

Learning 
Curriculum 
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ASSESSMENT & 
ANALYSIS  

Structure , 
Capacity & 
Capability 

Leadership 
Charter  

Processes and 
Systems      

Culture  Values 
Capability 

Assessment 

 

Leadership 
Effectiveness 

(360˚) 
 
    

 

Organisational 
Effectiveness 

 
    

Performance Score  

Leadership Development   

Program 
Development

 
    

 

Program 
Delivery

 
    

 

Training 
Evaluation 

 
    

BUSINESS PERFORMANCE   

Vision and 
Mission   

Employee Engagement 
Results     

Performance 
Management 

Cycle 

Performance 
Planning  

Performance Reviews / 
Appraisals  

GAPS  

 Leadership  
Brand 

 
ORGANISATIONAL 
ARCHITECTURE & 

CAPACITY  
 

POST-ASSESSMENT  

Strategy   

Strategic 
Objectives    



LEADERSHIP COMPETENCY MATRIX 
STRATEGIC 
OBJECTIVE COMPETENCIES SST 5+ 

PIC-*BOARD 
SST 3&4 

O-Q 
SST 2 
L-N 

SST1 
K & BELOW 

GROWTH 

Innovation X X X - 
Visionary X X - - 
Global Thinking X X - - 
Entrepreneurship X X X - 
Business Insight X X X - 
Strategic Intelligence X X X - 

HIGH PERFORMANCE 
CULTURE 

Performance Management X X X X 
Strategy interpretation and 
implementation - X X X 

Results focussed X X X X 
Team work X X X X 
EQ/EI X X X X 

STAKEHOLDER 
ENGAGEMENT 

Customer Focus X X X X 
Communication X X X X 
Networking and Influence X X X - 
Ethics and Integrity X X X X 

FINANCIAL HEALTH & 
SUSTAINABILITY 

Financial Acumen X X X - 
Governance X X X - 
Organisational Awareness X X X X 

ACHIEVE 
OPERATIONAL 

INTEGRITY 

Project Management X X X X 
Quality Management X X X X 
Management Skills - X X - 
Operational Thinking - X X X 



PotenGal	
Supervisor	
• CerBfied	
Management	
Development	
• Supervisory	
Programme	

Supervisor	
• NC:	General	
Management	
• On	the	Job	Coaching	

PotenGal	Manager	
• NMP	
• Managing	for	
Success	
• The	next	Manager:	
Preparing	to	
Manager	

Manager	
• MAP		
• Leadership	
Breakfast	/	
Conferences	/
Seminars		
• Business	Coaching	

PotenGal	Senior	
Manager	
• PDM	
• Managing	Managers	
for	Success	
• Leading	&	coaching	
for	superior	results	

Senior	Manager	
• PDBA	
• Leadership	Breakfast	/	
Dialogues/Conferences	
• ExecuBve	Coaching	
• Leading	&	coaching	for	
superior	results	

PotenGal	Division	/	General	
Manager	
• MBA/	MBL	
• Leadership	Breakfast	/	
Dialogues/	Conferences	
• ExecuBve	Coaching	
• Leading	&	delivering	change	
• Leader	as	Mentor	

Division	/	General	Manager	
• GMP/IEDP/MBA/MBL	
• Leadership	Breakfast	/	
Dialogues/	Conferences	
• ExecuBve	Coaching	
• Leading	&	delivering	change	
• Leader	as	Mentor	

PorJolio	Head	(PIC)	/	Board	*	
• IEDP	(WBS/USB/GSB/GIBS)	
• Leadership	Breakfast	/	Dialogues/	Conferences/
Seminar	
• ExecuBve/Business	Coaching	or	Mentoring	
• Leading	&	delivering	change	(GIBS)	
• Leader	as	Mentor	(GIBS)	
• General	Management	Program	(HBS)	
• Leading	Global	Business	(HBS)	
• Global	Strategic	Management	(HBS)	
• AuthenBc	Leadership	Program	(HBS)	
• Leadership	Excellence	through	Awareness	&	
PracBce	(LEAP)	(INSEAD)	

Leading	Self	

Leading	Others	

Leader	of	Leaders	

Func5onal	Leader	

Business	Leader	

Group	Leader	
Func5onal		Leader	

LEADERSHIP DEVELOPMENT PROGRAMMES 



Leadership Programmes 



Thank you 



Thank you 
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