6.4 WATER SECTOR CAPACITY BUILDING

6.4.1 Introduction

Capacity building within the water sector is central to achieving the broader goals of the National Water Resources Strategy (NWRS). This sub-strategy articulates both the goals and the main messages of the NWRS and through this articulation, links up with the national government’s outcomes and the overarching objectives of the Water for Growth and Development Framework (WfGD). Achieving the mandate of the water sector is logically linked to its human resource capacity and ensuring that individuals have the understanding, skills and access to information, knowledge and training to perform effectively is essential. In addition, processes aimed at institutional development and the advancement of an enabling environment, are vital. It follows then that the sustainable development and management of South Africa’s limited water resources, will not be achievable without the drive and support of a professionally equipped and dedicated cadre of engineers, scientists, technologists, academics, managers, administrators and auxiliary personnel, at all levels” . While this sub-strategy aligns with other sub-strategies in the NWRS, it has a substantive link to those dealing with institutional capacity building.

This sub-strategy capacity building and training (CB&T) is meant to lay the basis for the following:

· Coordinated processes and initiatives with short, medium and long-term approaches  that result in a drastic decrease in skills shortages in critical technical areas;

· Water management interventions that build institutional capacities; 

· A responsive and flexible capacity building framework that will respond to an ever-changing and dynamic socio-economic and natural environment;

· And an orientation to water resource management that relates to the demands for growth, development, sustainable livelihoods and human security in support of a stable democracy. 

The following is a list of Capacity Building and Training policy drivers in the water sector:

· Human Resources Development Strategy of South Africa (HRSD-SA)
· National Skills Development Strategy (NSDS) 2011-2016
· Sector Skills Plan (SSP) 2011-2016
· Water for Growth Development Framework (WfGD)
· Medium Term Strategic Framework (MTSF)
· National Water Act
· Skills Development Act
· Revised Green Paper on National Planning Commission (NPC)
· Revised Green Paper on Monitoring and Evaluation
·  New Growth Path 2010
· Industrial Policy Action Plan (IPAP)
· Enhance Local Government System Approach (ELGoSA)
· Local Government Turn Around Strategy (LGTAS)

6.4.2 Context 

Capacity building within the water sector is challenged by a complex institutional environment consisting of, but not limited to the following: 
•
the Ministry and Department of Water Affairs, 

•
13 Water Boards, the Water Research Commission (WRC), 

•
the Trans-Caledon Tunnel Authority (TCTA), 

•
Water User Associations (WUAs), 

•
Catchment Management Agencies (CMAs), 

•
Water Services Authorities (WSAs) and Providers. 

Apart from water sector institutions and their own initiatives, capacity building is also linked to an even wider range of state and non-state institutions, agencies and non-governmental actors that are involved in education, training, skills, organisational and institutional development.

Despite a decade of the implementation of the Sector Education and Training Authority (SETA) initiatives, numerous assessments, strategies and training initiatives; water sector skills shortages remain and the relevance, quality and sustainability of capacity building and training programmes are still questioned. Some of the challenges include the lack of a sector validated skills planning framework as well as inadequate coordination and quality assurance mechanisms. This has resulted in disparate databases for skills planning, a plethora of organizations and institutions that are developing and providing training courses and qualifications and certificates that often offer little by way of articulation, career progression and specific skills enhancement. A set of complex factors coalesced to create the conditions within which the water sector skills and human resource challenges are enmeshed: 

· Skills shortages and capacity challenges are systemic and structurally anchored, in other words, they are reproduced through the various social structures and systems in our society.

· There is a lack of a coordinated, comprehensive and coherent education, training and public awareness strategy inclusive of all the related activities within the sector.
· The education, training and awareness activities of the sector do not match the complexity and extent of the challenges it is trying to address.
· The skills shortage and low levels of water literacy can be attributed to a fragmented approach to education, training and public awareness within Department of Water Affairs (DWA) and the sector.
· There is not a clear strategic link between water literacy, skills development, education and training. The cyclical and reinforcing link between skills, education, training and public awareness should be better articulated and more efficiently implemented. 

The deficiency in emphasis on building a competent workforce for the water sector is threatening the long-term sustainability of our water resources and human security. Failing wastewater treatment works12, decline in raw water quality, slow decentralisation of water resources management and inefficient water service delivery, can largely be attributed to the shortage of adequate technical and management skills. The establishment and regulation of water management institutions will remain a challenge as long as there is insufficient capacity and skills to comply with legislation.

Within this context, sector leadership, business intelligence, coordination, an emphasis on legal and institutional mandates, and professionalisation of the sector emerge as key sub-strategy drivers or anchors.

6.4.3 Alignment with sub- and sector strategies

The centrality of capacity building, education and training are articulated within a macro-economic policy environment that ranges from international agreements, the Constitution of the Republic of South Africa (1996), the Medium Term Strategic Framework (MTSF: 2009-2014) and the New Growth Path (NGP). This policy environment is captured by the linkages made with the WfGD framework in chapter 1 (sections 1.3; 1.4; 1.5; and 1.6) and chapter 5 of the NWRS. The MTSF is derived from a 15-20 year national planning cycle driven by the National Planning Commission (NPC) that needs to be reflected in the integrated development plans of municipalities and the provincial growth and development strategies of provinces. 

There are 14 sub-strategies, including the CB&T strategy, that constitute part II and III of the NWRS. In relation to both the water resource management and the enabling strategies, it is self-evident that these strategies are dependent on capacity development, education and training processes across the whole range of role-players and institutions responsible for their implementation. As a supporting strategy, capacity building must target sector professionals, management and stakeholders at all levels to contribute towards the effective implementation of both the National Water Act and the National Water Services Act. This sub-strategy is therefore aligned with the National Skills Development Strategy, (NSDS III for 2011-2016).  Flowing from this, the Sector Skills Plan (SSP: 2011-2016) of the Energy Water Sector Education and Training Authority (EWSETA) is expected to facilitate the delivery of Energy and Water sector-specific skills interventions aimed at achieving the objectives of NSDS III, address employer demands and deliver specified results. This SSP is based on a five year strategic framework that will allow the water sector to:

· Determine skills development priorities after an analysis of the skills demand and trends, and supply issues within the sector.
· Identify a set of water sector specific objectives and goals that will meet water sector needs, economic or industrial sector growth strategies, and address scarce and critical skills in the sector.
· Identify strategies to address these objectives and goals.
· Identify activities that will support these strategies
· Implement and resource these activities
· Report on performance in relation to these objectives and goals.

Further alignment with interventions related to the Local Government Turn Around Strategy (LGTAS) and Enhanced Local Government Systems Approach (ELGoSA) informs the CB&T strategy. Skills strategies and frameworks emerging in the environment and bio-diversity sector have also been noted in the process of developing this sub-strategy. 

The alignments with all these frameworks and initiatives are key to this sub-strategy, but without effective coordination and quality assurance, the practical expression and impact of these strategies will be stymied. 

6.4.4. Guiding principles 

The complexity and extent of the capacity challenges; the varied mandates of agencies, role-players, stakeholders and structures within the water sector; and the intersection with other departments, prescribe that the Capacity Building and Training (CB&T) strategy is underpinned by the following principles: 

· Institutional capacity building as reflected in chapters 6.1 (Water governance), 6.3 (Water Management Institutions), 6.4 (Monitoring and Information management) and 6.6 (Research and Innovation) is a crucial success factor for this sub-strategy.

· A sector-wide approach inclusive of departments such as Department of Cooperative Governance (DCoG) and institutions such as Development Bank of Southern Africa (DBSA) and South African Local Government Associations (SALGA) is a prerequisite.

· An integrated management capacity building and skills planning and development regime is fundamental. 

· Instructive strategic direction from DWA as the sector leader is affirmed through the signing off of the SSP by DWA.

· The centrality of the SSP (2011-2016) of the EWSETA to guide skills development in the sector. 

· A commitment to an integrated, pipeline approach towards capacity building that articulates a clear strategic link between water literacy, skills development, human resource capacity, education, training and on-going occupational development. 

· Ensuring the cyclical and reinforcing link between skills, education, training and public awareness.

In addition to these principles, the water-value-chain (see diagram below) is the central guiding principle and together with the integrated-pipeline approach, represents the conceptual framework for this sub-strategy.  

Skills needs must be expressed and determined in line with the water-cycle-value-chain to advance the internal and structural integrity of the system. Short, medium and long term strategies aimed at increased water literacy should ideally be informed by a skills intelligence facility which prioritises present and future skills needs in terms of this value chain. In the strategic objectives specific occupations are identified that match the skills needs identified on the value chain. 

Apart from the shortcomings related to institutional human resource management, skills shortages are essentially consequences of the deficiencies on the general, further and higher education and training bands, the weak capacity of the EWSETA and the limitations of occupation-directed learning and vocational training. Therefore, the pipeline idea is based on the need for an approach to capacity building that articulates a clear strategic link between water literacy, institutional water governance capacity, skills development, human resource capacity, education, training and on-going occupational development. 

The key anchors of sector leadership, business intelligence, sector professionalization and effective coordination are critical to realising this sub-strategy. 

6.4.5. Key elements of sub-strategy

The above guiding principles dictate that the key elements of this sub-strategy include the following:

· An integrated focus on institutional capacity building in terms of management and governance, and education, training and public awareness.

· A proposal for a coordinating mechanism CB &T.

· A process for establishing an institutional model for skills planning that respond to key issues raised in the SSP (2011-2016) such as an ageing workforce, lack of succession planning, weak retention strategies and the inadequate induction of professional entrants.

· Mechanisms for the professionalisation of water institutions and practitioners to include regulations, standards, professional registration and on-going development programmes such as mentoring, coaching, seminars, short courses, etc 

· Strategies for improved communication and links between regulations & monitoring, institutional support and skills development 

· Activities that foster closer alignment with NSDSIII and related policies are crucial and mechanisms for skills planning must be aligned to sector skills planning guidelines provided by Department of Higher Education and Training (DHET).

· Strategies that draw on existing experience of capacity building on national and municipal level.

6.4.6. Situation analysis

The attachment to this chapter illustrates how some of the current skills initiatives of the sector measure up to NSDS III and the EWSETA Sector Skills Plan (SSP) (2011-2016); and below some of the initiates are briefly examined

· The 2004 NWRS did not set any targets for the number of water sector professionals to be trained in order to build the skills and capacity needed to implement all the provisions of the NWA. It proposed that DWA play a prominent role in setting up a Water Sector Capacity Building Skills Task Team (WSLG STT) to develop a capacity building strategy. However, the skills intelligence functions have not been effectively operationalized as a skills development imperative.

· The Framework Programme for Research Education and Training in Water (FETWater) initiative and the DWA bursary plan are important initiatives but require expanded resources to have a broader impact.

· The linkages between DWA, SAQA, the NQF, the EWSETA, HRD-SA, DoBE and DHET requires enhancement with tangible objectives. 

· The draft Education and Training Framework needs to be reviewed to provide for tighter coordination; practical mechanisms for alignment with NSDS III requirements; linking demand and supply; suggest quality assurance processes; and bridge the gap between the training providers and the workplace and sector requirements. 

· The DWA Learning Academy provides a model for wider application and needs to be expanded.

· The 2020 Vision for Water and Sanitation Education Programme in schools has reached over 20,000 children and includes the annual Baswa le Meetse Awards.  This needs wider sector support and financing to reach more schools, promote science & technical learning.

· To develop the capacity of Civil Society Organisation (CSO)’s to play a more meaningful role at all levels of the water sector; the Masibambane Civil Society Support Programme has funded courses which include the following areas:  advocacy, water resource protection, water conservation / demand management, water services regulation and sustainable livelihoods. Replication of these activities remains a challenge due to inadequate knowledge management, knowledge transfer and related capacity building mechanisms. Improvements in these areas can contribute significantly to water literacy and knowledge equity; as well as empower stakeholder groupings to participate in effective governance, protection and socio-economic aspects of NWRS.

6.4.7. Key issues and gaps

The preceding sections on the context, principles, key elements and situation analysis, confirm that the key issues and gaps for this sub-strategy relate to sector leadership, business intelligence, legal and institutional mandates, coordination and the professionalization of the sector and its institutions as reflected in the following analysis:

· There is a sector-wide lack of coordination in the water-sector with regard to CB&T.

· A sector-wide, coherent conceptual framework and strategy is still in its embryonic phase. There is therefore  different and divergent ideas of what the skills crisis is, and how it should be addressed

· Attempts by DWA to act on its sector leadership role in the water sector capacity building has not been consistent

· The fragmented nature of the CB&T functions within DWA and the limited mandates of its sector forums have done little to strengthen the weak link between DWA and the sector’s education training and public awareness portfolio. 

· The limited capacity of SETAs in general and the EWSETA in particular represents a significant gap and risk area for this sub-strategy. 

· While there have been a number of water sector skills assessments, the disparate information databases and research initiatives have delivered no standardised framework for determining skills requirements. As a result, the water sector skills plans produced by the SETA have thus far been collated from a questionable knowledge base and ad-hoc consultations.

· Mechanisms to collect collate and share knowledge relating to sector CB&T initiatives are ineffective and the present system of sector-based communication has its limitations.

· An ageing workforce was noted as the key issue in the research done to develop the SSP (2011-2016)

· The low water literacy level in the country is the basis of the skills challenges since it contributes significantly to the contraction of the human resources pool from which the future skilled professionals and artisans are meant to emerge. 

6.4.8. Strategic Objectives and Actions

This sub-strategy is critical for the achievement of all five strategic goals of the NWRS II. The overall purpose of this sub-strategy is to have in place a well-coordinated, coherent capacity building system in place 18 months after the adoption of the NWRSII. This overall objective will be supported by the following strategic objectives and actions (Table 11).

Apart from the strategic objectives and the actions in Table 11, the following additional actions will be implemented: 

· Develop appropriate criteria and mechanisms for provider accreditation and training certification;

· Develop appropriate criteria and mechanisms for professional registration in the sector;

· Set up a national pool of training materials meeting required quality standards;

· Keep all stakeholders and role-players informed of developments in water CB&T programmes. 

· Developing mechanisms for coordination based on strategic mandates secured from, and funded by sector partners and mechanisms for quality assurance.

· Provide strategic support to Education and Training Quality Assurance (ETQA), develop and implement criteria for maintaining the standards required by sector and regulation provisions. 

Table 11: Strategic Objectives and Timeframes

	Strategic  Objectives
	Actions

	Formalize and strengthen existing mechanisms and processes for DWA to provide strategic sector leadership.

	· Establish a dedicated structure in DWA to provide strategic leadership and support of the Water Sector Leadership Skills Task Team.

· Coordinate and monitor the education, training, skills development and public awareness.

· Agreements with sector partners and define the mandates and roles of each partners (WISA, EWSETA, WRC and others).

· Develop a funding and resources plan 

· Providing quarterly reports to the WSLG and DG

· Development of Education and Training Implementation framework  with clear targets

	Establish a water sector intelligence mechanisms ( must be a consequence of collaborative actions)


	· Support research and develop an appropriate model for tracking demand and supply of skills.

· Support alignment  of the NWRS2 Water Sector Capacity Building so and actions with EWSETA and LGSETA SSPs

· Agreements with sector partners and agree on the champion of these actions and aligned to NSDS goals.

· Ensure the Sector Skills Plans resonate with the strategic objectives and actions of the NWRS 2 Water Sector Capacity Building plans.

· Promote sector intelligence depending on institutional mandates

	Ensure Water Education is integrated into public awareness, education and training system. 


	· Ensure water education is reflected/ infused in the entire education pipeline to achieve water literacy.

· Develop and strengthen a curriculum aligned resources to support water education.

· Implement public awareness to ensure the value of water.

· Ensure public awareness programmes are coordinated in the water sector.

· Promote the role of CSO to achieve water literacy.



	Support and develop  specific FET programmes to meet the needs of artisans  and technicians


	· Undertake feasibility  and develop appropriate model for support  and strengthened the   water aligned  FET colleges

· Support the development of Organizing Framework for Occupations codes for water sector.

· Develop strategic alliance with the Department of Basic Education and Department of Higher Education and Training, private providers and employers in developing a funding model for FET College/s.

· Collaboration with SETAs

	Provide an enabling environment for HET graduates. 


	· Establish a firm partnership with HET Institutions.

· Support the alignment with skills planning and QCTO.

· Facilitate an enabling environment for HET graduates to work in the water sector. 

· Ensure that water qualifications are developed and are reflected in the EWSETA Sector Skills Plan.

· Ensure funding for workplace learning and experiential training.

· Support the development of QCTO aligned qualifications.

	Support initiatives to professionalize the water sector training and skills development


	· Ensure retain strategies are developed 

· Ensure accreditation, criteria and mechanism for professional registration is developed.

· Support the development of pool of training materials. 

· Provide strategic support to ETQA

· Support the development of effective and efficient registration systems.



6.4.9 Risks Factors 

The key risks factors are as follows:

· Diffused, scattered and ineffectual leadership within the sector

· Lack of a  CB&T coordination mechanism

· Delays in the implementation of an effective skills intelligence mechanism

· Weak accountability processes and ineffective exercise of legal and policy mandates

· Incoherent and fragmented conceptual understanding of the nature of the skills issue and the means to address skills shortages

· Inappropriate funding levels and funding mechanisms

· Weak cooperative governance and sector networks

· Inability to professionalise the sector. 

· Ineffective quality assurance mechanisms 

· Lack of alignment with SAQA, NQF, NSDS, and SSP regimes and strategies 

· Poor sector-wide communication.
6.4.9. Implementation Plan
	Strategic Objectives
	Timeframes


	Formalize and strengthen existing mechanisms and processes for DWA to provide strategic sector leadership.

	2012 -2013



	Establish a water sector intelligence mechanisms ( must be a consequence of collaborative actions)


	2012-2016



	Ensure Water Education is integrated into public awareness, education and training system. 


	2012-2016

	Support and develop  specific FET programmes to meet the needs of artisans  and technicians
	2012-2016

	Provide an enabling environment for HET graduates. 


	2012 -2017



	Support initiatives to professionalize the water sector training and skills development


	2012-2016
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