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1  I N T R O D U C T I O N  

1 . 1  B a c k g r o u n d  

The German Technical Cooperation Agency (GTZ) together with Water 
Services Trust Fund (WSTF), have contacted a consortium comprising of the 
GFA Consulting Group GmbH, (GFA) and Fichtner Water & Transportation 
GmbH (ex Beller Consult), Freiburg and Wachira Irungu & Associates, Nairobi 
(WIA) to provide consulting services under the "Water Sector Reform 
Programme Kenya" (WSRP). 
 
The WSTF and the Water Service Providers (WSPs) have grown 
tremendously since their inception following the enactment of the Water Act 
2002 and have extended their programmes considerably in order to create 
significant impact on poverty reduction in the settlements of the urban poor. 
 
Water Service Providers (WSPs), and with the support of the Water Service 
Boards (WSBs), have been earmarked as appropriate vehicles for 
implementing projects designed to install or improve water and sanitation 
services to low income urban areas, these projects being financed by GTZ 
through the WSTF. However, the current capacities of these organizations are 
quite limited in the context of resources. 
 
In order for these pro-poor urban projects to be sustainable it is necessary that 
the WSPs and WSBs have the capacity to support the projects and to sustain 
the subsequent services. This implies the need for individual WSPs to have 
access to the necessary resources to operate as going concerns and that the 
WSBs have the capacity to give the WSPs appropriate support. 
 
There are currently fifty six (56) WSPs considered for project initiatives and 
there are eight (8) WSBs (excluding Tanithi Water Services Board which was 
established in mid 2008). Most of the WSPs and WSBs are young and a need 
to enhance their operating capabilities through improving skills and making 
plans for other capacity deficiencies was established during the reviews by 
WIA. The capacity deficiencies in terms of skills are one of the key barriers to 
sustainability and needs to be addressed as one of the priority areas. A 
national approach to capacity development is proposed because many of the 
issues and constraints were found to be common. In particular it is anticipated 
that skill shortages will be a national issue rather than localised and to this end 
one of the main outputs will be the development of a training concept and 
plan. 

1 . 2  O v e r a l l  O b j e c t i v e s  o f  t h e  R e v i e w  

The main objective of the assignment was to provide support to the Water 
Services Providers by identifying capacity building requirements necessary to 
safeguard the sustainability of water and sanitation services to low income 
urban areas. Specifically the consultancy assignment was expected to: 
 

i) Identify capacity gaps within the WSPs and the WSBs, particularly 
identifying matters that are common across the sector; 



   

 
 

Draft Report - WSRP Kenya, Component 2: Water Sector Regulation and  
Pro-poor Financing, The Training Concept and Programme 2 

 

 

ii) Develop a concept for addressing these deficiencies, particularly those 
that might threaten the sustainability of the WSTF funded project 
objectives; 

iii) Prepare a capacity building programme plan designed to rectify the 
capacity gaps, particularly in regard to the development of the skill 
resource available to the WSPs and the WSBs; 

iv) Make recommendations relating to non-skill related capacity 
deficiencies which might threaten the sustainability of the WSTF 
funded projects. 

The aspect of the assignment covered in this report addresses the skills 
capacity needs/gaps identified among the WSBs and WSPs, describes a 
concept for addressing those needs/gaps, and presents a training programme 
for the development of skills among the existing WSBs and WSPs. The non-
skill capacity deficiencies will be addressed outside this report.  

1 . 3  A p p r o a c h  a n d  M e t h o d o l o g y  

Initially, the Consultants developed information gathering tools, discussed the 
tools and agreed on the same with WSTF. Thereafter, the Consultants 
gathered information at two levels: 
 

i) First, by mail/e-mail from WSPs and WSBs in order to get 
comprehensive coverage. The information collected through this 
method was more restricted than through the second approach. 

ii) Second, through field visits, inspection observations and interviews 
with key personnel of the sampled WSPs and the seven (7) WSBs. 
This complemented the information gathered from WSPs and WSBs 
through mail, but offered the opportunity to identify additional issues, 
understand the capacity needs in more depth and to consider the 
practicalities of proposed solutions. Liaison with other key stakeholders 
in relation to other initiatives in the sector was undertaken, especially 
with WSTF personnel, involved in urban projects and who need 
information to enable them to assess risk levels, design, finance, 
execute and monitor projects. 

Consequently, the information gathered was analysed and a report covering 
all the WBs and WSPs visited prepared. The report has been issued 
separately  
 
Finally, an analysis of training needs identified was carried out to identify 
common needs and possible interventions. The rest of this report discusses 
the rationale for the various needs identified, the possible course programmes, 
training plan and indicative costs. 
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2  T R A I N I N G  C O N C E P T  

2 . 1  O b j e c t i v e s  o f  C a p a c i t y  D e v e l o p m e n t  
o f  W S B s  a n d  W S P  

The key objectives for the skills capacity development of WSBs and WSPs are 
to minimise the risks that might adversely affect the investments made in the 
development of water services infrastructure to the low income areas and 
institution building; and to optimise the benefits from those investments while 
increasing the chance of sustainability of the projects initiated.  The factors 
that tend to put the investments at risk on a priority basis were therefore 
identified and those that can be addressed through training and capacity 
building are isolated and training interventions and programmes proposed.  

2 . 2  S i t u a t i o n  o f  W S B s  a n d  W S P s  

After the enactment of Water Act 2002, the first WSBs were established two 
years later and others followed, with the latest coming on board in 2008. 
WSPs followed thereafter with some still so new such as Ruiru-Juja Water and 
Sewerage Company (RUJAWASCO). The WSBs and WSPs differ in areas of 
coverage and population served as shown in Table 1 below. They also vary in 
size, level of institutional capacity development and resource endowment. 
 
Table 1: Water Service Boards Coverage 

Water Service 
Board  

No. of 
Districts 
served 

Area 
Sq. KM 

1999 Population 
 

   Urban 
(Served) 

Rural 
(Served) 

Total 
Population 
(Served and 
Unserved) 

Athi  6 40,130 2,098,316          275,727   5,617,000 

Coast  7 82,816 314,593 109,951   2,487,000 

Tana 13 52,777 511,078 2,217,023   5,032,000 

Rift valley 8 113,771 344,500 206,453   2,999,000 

Northern 9 244,864 204,008 533,807 1,703,000 

Lake Victoria 
North 

11 16,977 589,205   350,797 5,135,000 

Lake Victoria 
South 

16 20,340 422,723 716,59 5,730,000 

Total  70 571,675 4,484,423   4,410,349   28,703,000 

Source: Ministry of Water & Irrigation – SWAP (2005), and Water Sector Reform Secretariat.  
(Note that the number of districts has increased to over 100 in the recent past). 

Some such as Athi Water Services Board (AWSB) and Nairobi City Water and 
Sewerage Company (NCWSC) are well established with skilled manpower, 
operating systems and working facilities in place. In fact, AWSB is a capacity 
builder for the WSPs in its area of coverage. Others such as LVNWSB are 
newer and have lesser than adequate skilled manpower and general ability to 
effectively deliver on its mandate. WSPs such as RUJAWASCO are yet to 
have effective operating systems, facilities and skilled manpower. These 
differing situations of the WSBs and WSPs call for different packages of 
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training intervention. This therefore means that there will be training 
programmes suited to the younger WSBs and WSPs and others addressing 
the needs of fairly well established WSBs and WSPs. In addition, there will be 
programmes cutting across the institutions.  

2 . 3  I s s u e s  t o  b e  a d d r e s s e d  

2 . 3 . 1  H i s t o r i c a l  P e r s p e c t i v e  

Most of the WSPs have been created from Water Departments of the 
Municipal Councils and inherited staff, operating assets, systems of work and 
general culture of the Councils where they came from. One of the key focus of 
the Water sector reform programme was to create a performance driven 
culture that would effectively and efficiently deliver water services to the 
people of Kenya. The orientation of the reforms was informed, among others, 
by the failure of the then existing performance of the Council based water 
service providers to deliver satisfactory services. One of the key challenges 
facing the WSPs is how to re-orient the culture brought forward from the 
Councils to one that is strategy guided, efficient performance driven and fully 
accountable for resources availed for water services infrastructure and service 
delivery.  
 
Across the WSPs visited in this study, a culture of performance and general 
work ethic similar to that seen in the Councils was observable. In KIWASCO 
for example, key informants confirmed that employees, over 95% of who came 
from the Kisumu Municipal Council, have basically continued to operate the 
way they used to do their work while in the Council. Some change however 
have been noted especially where the management and leadership has been 
sourced from outside the Council and concerted effort has been made to 
change the culture as in the case of NCWSC.  
 
The changes in the water sector are slowly being absorbed and accepted by 
the newly created Water Services Boards. The Boards enjoy a degree of 
independence from the Ministry of Water and Irrigation (MWI). Some of the 
staff that were absorbed from MW&I, the Councils and NWCPC still uphold the 
core public service culture where performance was initially not tied to specific 
outputs and timelines. In some Boards private sector executives with a 
different cultural orientation have been hired. Such Boards are therefore new 
entities with organisation structures different from the district/provincial based 
hierarchy which reported to the MWI headquarters or the Municipal Council in 
case of WSPs. The WSBs and WSPs are supposed to build their own 
operating processes and culture consistent with the general guidelines given 
by the MWI. The organisational structures, processes and people from 
different backgrounds would require that a new shared culture be developed 
and entrenched in the organisation. A culture change programme for all staff 
would therefore be appropriate in initiating this process.  

2 . 3 . 2  B o a r d  o f  D i r e c t o r s  o f  W S P s   

The former Council based WSPs have Boards dominated by representatives 
from the Council. In a number of cases, the Council representation constitutes 
about 50% of the Board, thus giving them leverage over the rest of the 
stakeholder representation. While the issue will require longer term negotiation 
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to change the composition, the challenge is to incentives the participation of 
the representatives of other stakeholder groups to be more participative, and 
assertive in articulating corporate governance and other policy issues affecting 
the performance of WSPs. Further, council members who get seconded to the 
Boards of WSPs require being familiar with the changes in the water sector 
and the changed roles of the councils in managing water services in the urban 
areas. Occasional conflicts between councils and WSPs interest were 
reported.  

2 . 3 . 3  S o u r c i n g  o f  F u n d s  

WSBs have depended mainly on grants from the government and donor funds 
while most WSPs have received inadequate funding from the services they 
sell and have had to depend on donor funds. One of the limitations faced by 
some WSBs and WSPs has been the capacity to develop proposals complete 
with investment plans, consistent with their strategic plans. This can be 
addressed through targeted training of key staff. 

2 . 3 . 4  P r o j e c t  a n d  P e r f o r m a n c e  M a n a g e m e n t  

While sector reforms have made significant contributions to the management 
of services, and while initiatives such as performance contracting have added 
the impetus towards improved performance management, all WSBs and 
WSPs, except Embu Water and Sanitation Company (EWASCO) and 
RUJAWASCO, listed project and performance management as an area 
requiring to be strengthened. Understandably, development through projects 
is a common feature of both urban and rural based WSPs, and also WSBs. 
The experience of some of the WSBs has been the limitations in the capacity 
to manage projects from conception through design, development, 
implementation, reporting, monitoring, and evaluation.  
 
The government has adopted performance management approaches that are 
supposed to enhance productivity in the public sector. Performance 
Contracting and Rapid Results Initiative (RRI) are some of the key innovations 
in this respect. Whereas performance contracts have been signed between 
the line Ministry and Board of Directors of WSBs and the latter with the CEOs, 
who in turn have signed PCs with chief officers, the contracting process has 
largely not trickled down to lower levels in many WSBs and WSPs. And yet 
this approach has changed the productivity levels of the public sector 
organizations. Best results from any of these working initiatives would be 
enhanced if managers are familiar with the broad process of performance 
management which encompasses performance contracting and RRI or other 
performance improvement initiatives. 
 
Consistent with current management practice of outsourcing non-core support 
services such security, cleaning, and certain other administrative services, as 
well as technical services such as surveying, design, construction and direct 
provision of services as in the case of WSPs, one sticking challenge cited by 
key informants is to effectively and efficiently manage service providers. 
Experience with other organisations show that managers require substantial 
conversion from line management behaviour to third party relationship 
management regime. The younger WSB and WSPs require building capacity 
in managing service providers as it is clearly assumed in the Water Act, and 
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crucial in the efficiency in the use of resources and effective completion of 
projects. 

2 . 3 . 5  F i n a n c i a l  M a n a g e m e n t ,  A c c o u n t i n g  a n d  
R e p o r t i n g   

While financial management systems and skills capacity is strong in most 
WSBs and a few WSPs, there is a real challenge among the younger WSPs in 
the levels of skills, and in the internal control systems including financial 
reporting. Most of the projects will be financed by donor funds or government 
grants. WSFT will be financing small projects in low income urban areas and 
where these projects will be managed by small WSPs with inadequate skills 
and under-developed financial systems; there will be a challenge in 
accountability for financial resources availed for the projects. Reporting to 
donors and the government will be an important monitoring and accountability 
mechanism. Non-financial managers who consume financial reports and 
prepare donor or other stakeholder reports and are to be held accountable 
would need to be familiar with basic financial management. This is therefore 
an area of priority as it poses the risk of not getting value for resources 
invested in the various projects.  
 
The government has entered into agreements for project funding in the water 
sector with a number of development partners. The funds for these projects 
are managed at the WSB level. Each package of funding has conditions for 
disbursements, use and reporting. A key requirement is transparency and 
accountability for all the donor funds received. Funding is tied to performance 
and clear targets are set in project plans. WSB management periodically 
report and renegotiate with partner representatives and MWI officials. Support 
is also extended to some WSPs which the WSBs oversee. The capacity to 
design project proposals, negotiate for funding, manage projects in 
compliance with agreements and best practice; and account for results to 
stakeholders in a transparent manner, was reported to require strengthening 
within the technical and management cadres of   WSBs and WSPs. 
 
A review of documents and reports generated internally indicated a need for 
improved report writing skills especially by the middle management cadre. 

2 . 3 . 6  P a r t i c i p a t o r y  A p p r o a c h e s   

The sustainability of projects aimed at improving the delivery of water services 
will depend to a large extent on the ownership and support of local 
communities in urban and rural areas. In the low income urban areas where 
the focus of WSTF projects will be targeting, the participation and buy-in of the 
communities will be very critical. The Water Act creates institutions and 
intimates the roles of WSPs and communities in the management of water 
supplies. Whereas the roles of institutions are fairly understood within WSBs, 
some of the key challenges include managing service providers, and 
mobilizing communities to participate in initiating, financing and managing 
water supplies. The capacity of WSBs and WSPs to reach out, and engage 
the communities constructively will be a key step in attaining the necessary 
support. Training of trainers and community participatory approaches are 
critical skills for this purpose. Officers involved in managing service providers 
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need some formal training in contract management. The needs were 
confirmed even in the most developed WSB.   
 
Interviews with key informants indicated challenges in resolving disputes with 
between WSBs and WSPs, communities, some stakeholders and even staff. 
Dispute resolution skills for a cross section of managerial and supervisory staff 
appeared to be a key tool to help them cope with some of these challenges 

2 . 3 . 7  C o m p l i a n c e  w i t h  P r o c u r e m e n t  A c t  a n d  
R e g u l a t i o n s  

In 2005, Parliament passed the Procurement and Disposals Act and the 
regulations operationalizing it were issued in 2006. This legislation and 
regulation has elaborate specific provisions applicable to public entities in 
matters of procurement of goods and services. Audits will therefore focus on 
whether or not public bodies comply with the provisions of the Act and the 
regulations. Both the government and development partners have keen 
interest in the compliance with Act and legislation as the non compliance 
poses considerable risk to the loss of funds and other assets availed for the 
various projects. The review showed very good attempts by WSBs and WSPs 
to comply with the Act and the legislations, though concerns about appropriate 
implementation of the regulations are apparent in audit reports. Compliance or 
otherwise affect confidence and continued support to new and ongoing 
projects. Being a key legislative and regulatory framework, it is important that 
all staff directly and indirectly involved in procurement be completely familiar 
with the provisions and operations of the Act and the Regulations. 

2 . 3 . 8  I m p r o v e m e n t  i n  I n t e r n a l  S t r u c t u r e s  a n d  
P r o c e s s e s  

Kenya government envisions creating an e-enabled, knowledge-based society 
by 2015. In this regard, it is committed to the use of ICT to optimize 

contribution to the economy and improve the livelihoods of Kenyans1. Part of 
the e-government strategy is to invest in infrastructure and development of 
human resources to improve internal efficiency and quality of service. The E-
government strategy is a response to the global technology development 
which has come up with computer hardware and software tools such as CAD 
and other engineering applications, office applications and accounting 
packages which increase efficiency. These tools are available but the degree 
to which they are advantageously used in WSBs and WSPs remains low. 
Some officers are quite comfortable using basic office packages but the 
majority of those interviewed indicated the need for training in the use of 
technical and office packages.  

2 . 3 . 9  C o m m u n i c a t i o n  a n d  C u s t o m e r  S e r v i c e   

Observations, informal discussions and interviews with staff and managers of 
the WSB and WSPs visited indicated complaints related to processes, unmet 
expectations, and disagreements with various parties. Whereas a number of 

                                                
1 Republic of Kenya. 2004. Draft National Information Communication Technology Policy, 2004. 
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staff have attended customer service training in the past, substantial evidence 
indicated that: 
 

 Customers were perceived to be those publics who received services 
from WSBs but excluding WSPs and employees; 

 There was inadequate sharing of service level agreements with service 
providers other than normal contracts/agreements; 

 The awareness about internal Service Level Agreements was minimal.  
 
Taken together, these findings indicate the need for more targeted customer 
service training. Such training could be taken as part of the culture change 
programme.  
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3  R E C O M M E N D E D  T R A I N I N G  A N D  
D E V E L O P M E N T  P R O G R A M M E S  

3 . 1  I n t r o d u c t i o n  

Following the identification of organizational skills capacity gaps, the following 
training course programs are recommended for the various staff groups. The 
grouping of staff under a course does not imply that all members in that set 
need the course. Rather, it implies, that the TNA indicated a need among 
some members of that group. These would have to be identified; quantified 
and appropriate resources set aside to provide the required training. Costs 
and duration of the proposed programs have been indicated.  

3 . 2  T r a i n i n g  P r o g r a m m e s   

Table 2 summarises the key training programmes suggested to address the 
gaps/needs identified.   
 
Table 2: Programmes Suggested to Address Training needs 

Identified 

 COURSE AND LEVEL WSB/WSP CATEGORY REQUIRING 
TRAINING: See below (Y-Yes, N-

No) 

  A B C 

1 Proposal Writing (S), Y Y N 

 Communication and Customer Care 
(SML) 

N Y Y 

2 Project Management including M&E 
(SM) 

Y Y N 

 IT Skills (SML) Y Y Y 

3 Report Writing & Donor Accounting 
(SM) 

Y Y N 

 Basic Accounting (ML) N N Y 

4 Procurement & Contracting (SML) Y Y Y 

5 Finance for Non-Finance Managers 
(S+M) 

Y Y Y 

6 Performance Management (S+M) N Y Y 

7 Investment Planning & Design (S+M) Y Y Y 

8 ToT (S+M) Y Y Y 

9 Conflict Management (S+M) Y Y Y 

10 Culture Change (SML) Y Y Y 

11 Governance & Risk Management (S) N Y Y 

Key: S-Senior management; M-middle management; and L –Operative level staff 
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Table 3: WSB and WSP Categorisation 

Water Service 
Boards (A) 

1
st

 tier WSPs (B) 2
nd

 tier WSPs (C) 

1. Athi Water 1. Nairobi City Water and 
sewerage Company 

1. Western Water and 
Sewerage Company 

2. Tana Water 2. Mombasa Water and 
Sewerage Company 

2. Embu water and 
sanitation Company 

3. Lake Victoria North 3. Kisumu Water and 
Sewerage Company 

3. Ruiru-Juja Water 
Company 

4. Lake Victoria 
South 

4. Eldoret Water and 
Sanitation Company 

4. Garissa Water Company 

5. Coast Water  5. Meru Water and Sanitation 
company 

5. Gulf Water Company 

6. Northern Water 6. Kericho Water and 
Sanitation Company 

6. Muranga Water Company 

7. Rift Valley  7. Nakuru Water and 
Sanitation Company 

7. Kikuyu Water Company 

 8. Malindi Water and 
Sewerage Company 

8. Nyahururu water 
company 

  9 All other young WSPs  

 
Note that Tana Athi, the eighth WSB, is under formation having been 
established about mid 2008. Their training needs, depending on the staff they 
take over or recruit, may be as those of the 1st or 2nd tier WSPs. 
 
Athi Water Services Board is much more developed than other WSBs. They 
have attained ISO certification, use more sophisticated ICT solutions, have 
developed asset development plans etc and have comparatively more highly 
skilled staff- but requires support to cope with unique challenges in its area of 
jurisdiction.  

3 . 3  T r a i n i n g  P r o g r a m m e  P r i o r i t i e s ,  
S u p p l i e r s ,  D u r a t i o n  a n d  B a s e l i n e  
C o s t s  

Table 4: Training Program Indicators 

 Course and Level Priority 
(1,2,3) 

Potential 
Trainer 

Course 
Duration 
(Days) 

Course 
Cost per 

Candidate 
(Ksh) 

1 Proposal Writing (S), 1 KIA 5 30,000 

 Communication and 
Customer Care (SML) 

2 KIA 5 30,000 

2 Project Management 
including M&E (SM) 

1 KIA,KEWI 15 156,000 

 IT Skills (SML) 2 KCA 10 60,000 

3 Report Writing & Donor 
Accounting (SM) 

1 KIA 5 30,000 

 Basic Accounting (ML) 1 KCA 10 60,000 

4 Procurement & Contracting 
(SML) 

1 GTI, KIA, 
KEWI, 
KISM 

5 30,000 

5 Finance for Non-Finance 
Managers (S+M) 

 KIA, KCA 3 20,000 
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6 Performance Management 
(S+M) 

2 KIA 4 25,000 

7 Investment Planning & 
Design (S+M) 

2 KEWI 5 30,000 

8 Participatory Methods and 
ToT (S+M) 

3 KIA 10 60,000 

9 Conflict Management (S+M) 2 KIA 2 15,000 

10 Culture Change (SML) 2 KIA 5 30,000 

11 Governance & Risk 
Management (S) 

2 KIA 5 30,000 

 

Note: The costs are based on benchmark fees charged by KIA. KCA and 
KISM charge 20% higher than KIA excluding residential expenses.  
 

Key:  
 

S-Senior management 
M-middle management  
L –Operative level staff 
KCA-KCA University (Nairobi, Kisumu, Mombasa) 
KEWI-Kenya Water Institute (Nairobi) 
KIA- Kenya Institute of Administration 
KISM- Kenya Institute of Supplies Management 
GTI- Government Training Institute (Mombasa, Embu, Baringo) 

3 . 4  S k i l l s  S u s t a i n a b i l i t y ,  A c c e s s i b i l i t y  
a n d  A f f o r d a b i l i t y  

Whilst formal courses have been identified that would address the priority 
training needs it is recognised that to rely solely on such an approach would 
be costly and not necessarily the most effective approach in all circumstances. 
However, noting the potential costs of courses acts as a good baseline 
measure of training costs, and for the record a budget approaching KSh 100 
million (Euro 1 Million) would be required to  comprehensively apply the 
indicated courses on a nationwide basis. 
 
However, alternative approaches must also be considered. In the near future, 
opportunities to utilise available resources which provide work-place training 
and coaching should be identified. 
 
For example, it is planned for the Urban Project Concept (UPC) Team to hold 
introductory workshops in each WSB area in relation to the Tool Kit and in 
preparation for the first round of project funding applications. This activity, 
when followed up with the support and guidance of Field Monitors, should 
have a noticeable impact on performance in several of the subject areas 
identified under the TNA. 
 
Indeed, the use of Field Monitors under the UPC is a key strategy aimed at 
developing skills in the WSBs and WSPs. Field Monitors will be briefed on the 
findings of this report and will be specifically tasked with training objectives as 
part of their aims. 
 
Over time it is important that capacity is built within the sector, particularly the 
WSBs and the WSPs, enabling ‘in-house’ training. This will help ensure that 
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the skills are sustained, and offers a more cost effective way to deliver 
employee development. To achieve this, resources for reference need to be 
available, such as in-house operational manuals, and in-house training 
modules should be in place particularly for priority subjects. Where possible 
these training modules should be developed to control work-place training and 
coaching rather than formal courses. 
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4  C O N C L U S I O N  

This report identifies the main threats to the success of UPC projects due to a 
lack of human capacities in the WSBs and WSPs and offers some initial 
consideration of short term and longer term strategies to address the 
deficiencies. The primary purpose of the report, therefore, is to enable risk 
assessment relating to investments under the UPC and to assist in identifying 
preliminary mitigating measures relating to this risk. 
 
A conclusion finalising an overall training plan to fully address the situation is 
not possible at this stage due to the lack of clarity over the resources available 
to the sector for this purpose. It is also recognised that WSBs and WSPs 
require training in areas less directly related to supporting UPC projects and 
that a staggered approach is likely when considering the national perspective. 
Further, it is noted that in some operational areas support measures to WSPs 
and WSBs are being made available in relation to infrastructure investments, 
and training under these measures will be relevant to the training needs 
identified here. 
 
Ultimately it is individual corporate bodies that are responsible for their own 
training with national bodies trying to assist through facilitation and sourcing 
finance. Therefore it is suggested that the findings herein are shared with 
WSBs and WSPs at the workshops launching the UPC, and that WSBs be 
tasked with co-ordinating training plans in their areas of jurisdiction. The 
WSTF should keep training activity under review as part of risk assessment, 
and should be pro-active in prompting training activity where possible, (e.g. 
through Field Monitors). WSTF is ill placed to take on the role of national co-
ordination of training activities except for those subjects directly impacting on 
investments it finances. It should therefore only be active in organising training 
directly relevant to mitigating investment risk. 
 




