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Profile of eThekwini Electricity ( eTE)

Å eTE is a one of the largest utilities involved in the transmission and

distribution of electricity.

Å eTE purchases just over 5% of the total energy generated by Eskom.

Å Some important information on eTE are:

ïArea of Supply: 2 000 km²

ïNumber of Customers: 655 000

ïNumber of Employees: 2007 = 1 600; 2008 = 1 763

2009 = 1 805; 2010 = 1 901

ïSystem Maximum Demand: 1 900 MVA

ïAnnual Turnover: R 7 billion (2009/2010)

ïAsset Value: R 17,7 billion

ïVoltage Levels: 275 kV, 132 kV, 33 kV, 11 kV

ïNER Award: Best Electricity Distributor
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Challenges in a Municipal Environment

Å Bloated bureaucracy and centralisation of functions which prevent effective

responses to challenges and threats from the private sector.

Å Management of diverse industries (electricity, water, civil engineering, etc.) with

one set of strategies, policies, procedures and practices.

Å Shackles of collective bargaining process with very limited dead-lock breaking

mechanisms (for example, resolving appeals on TASK grades still outstanding

since January 2009).

Å Not viewed as a career option by scarce engineering personnel, due to general

public perception of inefficiency and poor remuneration.

Å Management are accountable for service delivery but have limited authority to

make decisions in some important areas.

Å Perception survey amongst technical personnel show low morale (affirmative

action and other issues).

Å High vacancy rates (Engineers: 33%, Technicians: 40%, Electricians: 45%) lead

to employee fatigue and inability to meet service delivery targets.

Å Matters of a consultation nature viewed as negotiation by unions.

Å Recent pay curve agreement



6 of 21

Make Critical Skills a Strategic Imperative

Å Attraction and retention of scarce engineering skills identified as the

greatest risk to the sustainability of the industry and the delivery of

services to communities. It must therefore become a strategic

imperative.

Å Make scarce skills a standing item on the agenda for meetings of the

top executives.

Å Lobby and submit motivations to top city management to pay

remuneration packages which create a competitive advantage.

Å Have open jacket system to allow applicants to apply for engineering

positions and then match qualifications and experience for relevant

positions.

Å Unblock internal recruitment processes to fast-track approval to fill,

advertising, selection and appointment process.

Å Create Specialist Engineer posts to prevent personnel with sound

technical skills being lost to management ranks.
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Challenges in a Municipal Environment (cont.)

Terminations of Technical Staff

Year Termination

2004 30

2005 43

2006 55

2007 62

2008 45

2009 40

January to June 2010 10
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Consequences of Not Responding

Å Inability to meet service delivery needs and implement the integrated

development plan.

Å Protests by customers and the public on lack of service delivery.

Å Lower staff morale (work overload).

Å Increase in staff separations and loss of institutional memory.

Å Reduced ability to attract and retain professional staff due to poor

reputation of municipalities.

Å Higher operating costs caused by an increase in the number of faults

(due to lack of maintenance) and higher overtime costs.

Å Inability to drive business improvements (too much fire fighting).

Note: Blunders/errors made by municipal Engineers are invariably

public knowledge due to extent of outages (due to poor protection

settings or maintenance backlogs) or inability to supply power (due to

system constraints caused by poor planning) which has greater

economic consequences. There is a greater need to attract the best

Engineers into municipal environments.
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Create an Attraction

Å Willingness to back-pay financial commitments and buy-out bursary

commitments of good performing students.

Å Offer incentives to Candidate Engineers (car allowances, cellphones,

laptops, excellent training programmes, etc.).

Å Pay relocation expenses similar to that in the private sector (such as

bond transfer costs).

Å Undertake or subscribe to annual salary surveys to keep abreast of

market forces and pay competitive packages (50th percentile packages

do not result in a competitive advantage).

Å Introduce progression grades for each engineering level (for example

Engineer/Senior Engineer/Chief Engineer) to mitigate staff turnover

thereby creating stability and specialisation.

Å Provide assisted education to enable employees to further their studies

at recognised institutions.

Å Provide excellent training facilities with the best trainers.
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Our Training Facilities

Hallway Auditorium

Computer Room
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Our Training Facilities (cont.)

Cable Jointing Overhead Lines

Switchgear


