CHALLENGES OF HUMAN CAPACITY BUILDING: GDC'S EXPERI ENCE

IRENE N. ONYAMBU (MRS.)

GEOTHERMAL DEVELOPMENT COMPANY LTD
P. 0. BOX 100746 — 00101, NAIROBI, KENYA
ionyambu@agdc.co.ke

ABSTRACT

The East African Rift System, which is estimatetiating over 15000MWe of clean geothermal energyers
eleven countries among them being the Republiceofyd. The development of this high and largelyapped
resource has been very slow in Kenya. The countfiyst 15 MWe unit of the 45 MWe electric power
generating plant was commissioned in 1981. It @sn operating since then and has proven reliaide a
economical, running at 98% availability (Ng’angl®98). The total installed geothermal capacityhim ¢ountry
currently stands at 128 MWe.

Demand for electricity has been on the rise anaréugirowth projection in Kenya requires that urgaiitatives

are undertaken to ensure electric energy capadditian is adequate to cover this demand. Oneithigiative
undertaken by the Government of Kenya is the estabent of Geothermal Development Company Ltd (GDC)
as a special purpose vehicle to accelerate thdafewent of geothermal energy resources in the cgunt

GDC, incorporated on thé'2of December 2008, robustly began operations in €9 with the appointment
of key members of the top management. With theaan& of GDC into the Kenyan energy sector, theneésl,
more than ever, tbuild capacityin order to adequately and effectively harness #mivironmentally friendly
resource — the geothermal resource.

INTRODUCTION

Kenya, having been among the first in Africa to @gothermal energy for the purpose of electric powe
generation, has made strides, albeit small, ind#nelopment of human capacity in the field of geotial
development. Skilled personnel in the areas obwe® assessment, exploration, drilling and reservo
engineering, for example, are lacking in Kenya endfrica as a whole, hence the need for the imgletation

of comprehensive and systematic human capacitydibgilprogrammes and initiatives so as to effecjivel
harness this clean natural resource.

What then is the meaning of Capacity Building

Interviews and conversations with a few employgeSIDC confirm that the term Capacity Building ishast,
loosely defined. Some respondents referred tcs itstaff development’, others said it was ‘anythitigt
strengthens organizations while others calledat&oping networks with NGOs for financial aid.

Capacity Building encompasses all the above degmmgpand more. The definition that will be adapie this
paper is as follows:

“Capacity Building refers to activities that are designed to improve the performance of an
organization by strengthening its employees, leadship, management and overall
administration”

To clarify this definition further, Capacity Buildg includes:

a) Institutional and Legal Framework Developmentnaking legal and regulatory changes to enable
organizations and institutions to enhance theiacHjes.

b) Organizational Developmenthe elaboration and management of relationshipsdsn and within the
different organizations and sectors.

¢) Human Resource Developmenthe process of equipping individuals with the ustinding, skills
and access to information, knowledge and trainfrag énables effective performance

CAPACITY BUILDING : THE CASE OF GDC.

Legal and Regulatory Framework Development — ThetBiof GDC

The government of Kenya in its endeavor to responthe anticipated growth of electricity demandnfrthe
current 1,080 MWe to 10,000 MWe by 2030, saw thedntor rapid geothermal development through the
creation of GDC. GDC is a 100% government ownedeStorporation under the Ministry of Energy maedat
to add 4,000MWe of geothermal power in the nexy@érs. As a result of these legal and regulatbanges
within the energy sector in Kenya, to say that GiiGhe road running is an understatement. GD&rlsorne
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at crusing speed and altitude so as to acceldratddlivery of not just 4,000MWe but 5,000 MWe hg tyear
2030. Capacity building therefore, in terms of tbgal and regulatory framework in Kenya stve birth of
GDC for geothermal resource development and utilizatio

Organizational Development — Managing StakeholdeglBtions

For GDC, capacity building is a long-term continaqarocess in which all stakeholders participateroter to
improve governance, leadership, mission & strategyninistration (i.e HR, Financial Management amegal
matters) project management, fundraising and incgemeration, partnerships and collaborations, etaln,
marketing and positioning. As an organization, thanagment of stakeholdder relations key for the
realization of high level organizational developinen

The institutional arrangement in the electricitypsector in Kenya comprises several companies wbheseall
activties generally fall under Resource Developméiectricity Generation, Electricity Transmissi@md
Electricity Distribution. The Electricity Regulatpo Commission under the Ministry of Energy managed
coordinates activities of these organizations.

There are also other stakeholders whose relati@fS @ust embrace and conciously develop and mairtiaén
communities around our operational sites. Theeelar high potential sites that have been identifidthese
are:- Suswa, Longonot, Olkaria, Eburru, MenengaijsABogoria, Korosi, Paka, Lake Magadi, Badlandls)iS
Emuruangongolak, Namarunu and Barrier. A numbethe$e sites are located in remote parts of thetopun
with high poverty levels and whose way of life isnmadic in nature due unfavourable and unpredictable
weather conditions. Ethnic tension is rife in soafethe communities where these high potentialssitee
located.

The diagram below shows the high potenstial sadsetexplored by GDC vis a vis climatic conditions.
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Diagram 1

GDC'’s approach imanaging stakeholder relationtias been through their engagement so as to uaddrst
their expectations on the issues most importarthéon and map them against our business priorit@BCs
priority focus areas include support for educationcome generating activities/job-creation projects
environmental management initiatives, provisiorlefin water & sanitation and preservation of artuce and
sports.

Human Resource Development - Through Training

In Kenya, adequate numbers of trained and skiledgnnel in the geothermal industry are lackingpQGhas a
strong technical workforce of about 420 staff. Tokowing initiatives are being used to developffstapacity
at GDC.
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Human Capacity Building Plans & Initiatives at GD@litigation Measures

In order to brigde the skills gap indicatedTiable 3above, it is envisaged that GDC's staff capacitifding
will be achieved through various means as indichtddw.

Collaboration with Overseas Institutions
Collaboration with various institutions such as BR@rance), UNU-GTP (Iceland), University of Auchld
(New Zealand), University of Kyushu (Japan), BGRef@any), IRIS (USA), ICS-UNIDO (Trieste & Pisa,
Italy), University of Manila (Philipines), Univetsi of Aberdeen (Scotland) and University of Potsdam
(Germany) will enhance lead to the transfer of kiealge from experts in the geothermal industry tpleyees
on GDC. This shall include both formal training atthe-job training.

Participation at Major Geothermal Related Workshd&€onferences
Participation in various geothermal forums bothalbcand internationally has gone a long way in iiaying
our employees’ understanding of various conceapthe geothermal field in addition to keeping thaebneast
with the latest developments in this area. Funtimee, employees at GDC are encouraged to submitrpamd
make presentations at regional and global confeseand summits hence further clarifying their ustierding
of the subject matter during research and papgapation and eventual presentation.

Coaching & Mentoring
Coaching and Mentoring are ways of building humapaeity within an organization. At GDC, the pripiais
of Coaching (transfering of knowledge through instruction d@raining) andMentoring (one-on-one wholistic
staff development) are of paramount importancerdento build human competencies within the wor&éor
Line managers and supervisors are encouraged dincbwiinually be required to identify talents angshtheir
new engagements with a view to building and devetpthem to achieve higher levels of performantéis in
turn will lead to skills and competency improvement

Instutionalizing of Performance Culture
Human Capacity Building programmes go hand in haith employee performance. GDC has embraced a
culture of performance right at the on-set with tise of the Balanced Score Card approach wherepy ke
deliverables in a given year are directly linkedtlte overall score card of the organization. Twéy each
employee knows what is expected on him and stiweseet each of their targets by the end of theedr
period. It is during performance assessment ifgaw that skills gaps are identified and correctiveasures
taken to improve performance.

Provision of Attractive Performance Rewards & Intess
As part of GDC’s performance culture, an attractpeformance incentives scheme has been develaped t
reward exceptional performance. We believe thagptional performance must result in exceptionalarels.
Hence, as employees seek to achieve and even supeaf®rmance targets, their skills consequently ge
sharpened and enhanced. This in turn translatespi@ved human capacity within the organization.

Employee Self Development
An environment in which employees are encourageadiively develop themselves provided it does not
interfere with their duties, must exist if Humanp@aity Development is to thrive. At GDC, severalpbogees
who received scholarship in technical studies Hmeen given time off (unpaid leave) by the compangursue
further training overseas so as to build capacithiwGDC.

Talent Management Initiatives

It is said that talent is sometimes like a paraghiitit is not there, you may not need it agaln!order to retain
talent once identified and developed, one has toag@ it, so as to help reduce the risk of mass lexod
skilled technical personnel to competitor compamibgther locally or overseas. At GDC, cost effextbhort-
term incentives such as provision of paid day afsnmendation letters, dinner with the managenearhtand
employee of the year awards shall be employed toagement her desired talent. Long-term and mos#dyco
incentives include use of flexi-time for high perfeers, annual overseas holidays with spouse & @hildnd
repayment of staff outstanding loans just to menéidew.

Establishment of a Regional Geothermal Trainingitage
Establish a state-of-the-art Geothermal Trainirgjitute that will make the access of specializathing locally
available. This institute will also facilitate thnsfer of knowledge especially in technical atittospecialized

areas.
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Challenges
In any human capacity building programme, theré alWbays be challenges and GDC is not an exception.

Legal/Requlatory Framework

Challenges in Legal/Regulatory Framework Developrhene been in the
i. Acquisition of land at potential sites
ii. Acquisition of property eg office blocks, rigs eteitical for operations

Organizational Development

Challenges in Organizational Development:
i. Effective management of stakeholder relations
ii. Effective management of Donor/investor relations

Human Resource Development

Challenges here include:
i. Development of Systems & Structures from scratch
i. Managing Diversity
iii. Creating the desired culture

CONCLUSION

In conclusion, capacity building encompasses a ttgisnhuman, scientific, technological, organizatih
institutional and resource capabilities. It is theation of an enabling environment with apprderisolicy and
legal frameworks, intitutional development and ham@source development and the strengthening of
managerial systems.

Capacity building initiatives are not done overhtigeither are the results realised at once. & lisng-term,
continuing process, in which all stakeholders pavéte for the good of all.

The journey to build capacity in the geothermalusstdy has just began GDC. It is a journey that sk us
through challenges that we shall bravely overconetlaarn from, in order to deliver cheap electnerngy to
Kenyan citizens and beyond.
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